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Companies have developed various metrics used in accessing employee performance that include work quality employee performance metrics based on management objectives based on improving the organization's performance by translating the overall goal to specific goals. Subjective appraisal by the manager that happens twice a month is based on the highest score regarding employee performance. Product quality is used to measure defects detected per product in regards to the employee performing the task. Work quantity metrics are based on the quantity offered to an individual after production has taken place; this will be based on several sales that will check the output's overall sales. The skills of the employee will be assessed based on the outcome. The number of units produced that will be based on minutes per unit had. We are handling time in making resolutions based on the firm's operation (Howarth, et al 2017). 
Work efficiency performance metrics are a combination of both the qualitative and quantitative metrics that will consider particular resources required for a production process to occur, including time and cash correlated to the output. Organization level employee performance metrics will measure the organization's competitiveness based on revenue per employee. Human capital return on investment that will measure the value of human capital and subtracted on the company revenue is the operating expenses, and it’s divided among the existing employees in the firm. Overtime rate of the employee is another criterion, where many companies motivate their employees by financing them on the overtime hours compared to the overall production units in the firm. Some of the companies using these metrics will include Facebook to check on the managers and employees ability to give continuous reviews of the workers' progress in their duties. Microsoft Company uses it as a motivational tool for their employees. Goldman Sachs checks at the detrimental effects on the labor force towards the employee. 
The self-assessment method is important because the individual can do an in-depth analysis of their behavior and the outcomes; this will help them determine their weakness, and it’s easier to encourage their growth.  The disadvantage of this method might arise a conflict between the employee and manager based on supervisor ratings. Team rating assessment helps the firm in that they can make adjustments to align the members to improve their production patterns for the wellbeing of the firm. Limitation of team appraisal will require a regular basis to justify the implementation and evaluation methods that will meet the supervisor's needs of rating the team. A graphic rating scale that involved various variables is easy to do, but its limitation is that it does not allow further evaluation. 360-degree rating will check the employee's performance on the job. Its limit is time-consuming and has problems tracking employee progress.
Forced choice employee performance appraisal that will be based on delay deliverable and fulfils their duties adequately the problem associated with this could be errors in interpretation of the data collected. A skill evaluation is based on employee competency that considers the technical and behavioral skills of the employees. The appraiser may undertake a negative approach towards employee skills that will result in negative results that may be biased. Goals and results appraisal is based on absenteeism and customer satisfaction; it’s advantageous because performance will be based on the stated goals and the accomplished task. Leniency in evaluating the purposes and functions may result in inaccurate results for the firm. Leader’s assessment will be based on the efforts of the leaders to identify the ideal direction that the firm should take; failure of the leaders may lead to the incompetency of the firm that will be directed to the employees who may be competent in task completion (Sharma, & Sharma, 2017).
Human resource metrics based on recruitment involve demographics that will check the workforce composition that will be categorized on age, gender, education level and the time to take in service of the company. Time to hire new employees that will consider the average days necessary for the job to be posted for the recruitment process to occur and the candidates offer to be accepted in the strong workforce. The average cost of hiring the employees will be achieved by calculating the average internal and external cost of engaging with the total number of employees in the firm. Time of productivity will be based on the overall time taken by newly employed employees to reach the total productivity in the firm.  New-hire turnover checks at the rate at which the newly hired workers leave the organization for greener pastures in other firms. Headcount is used to access the number of employees in the firm (Kassick, 2019). 
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