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Abstract. Since the 1980s, the pace of economic globalization has been increas-
ing faster, leaving a competitive market. In this situation, an enterprise must con-
stantly improve its overall efficiency and performance if it wants to take up the
market. To create more value, companies struggle to find the best way to manage
performance, but few have succeeded. Complete and active performance manage-
ment (PM)mustmake the organization and employees understand that even though
PM involves performance evaluation, its final purpose is not to debate or empha-
size the problem of low-effective performance, and that is, a promotion rather than
a blame system. As an important part of human resource management (HRM),
PM should aim at improving overall organizational performance and maximizing
organizational benefits. Based on the research literature and enterprise examples,
this paper concludes the performance evaluation strategies that are suggested to be
taken by the private (360-degree appraisal) and public (formalizing performance
evaluation systems).
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1 Introduction

In today’s world, the environment in which enterprises are located is very different from
before: fierce global competition has become more common. In countries around the
world, state-owned enterprises are being privatized on a large scale and the pace of
technological change is increasing exponentially. Market need for new products and
services, more and more customers to the traditional view to ask for higher quality
products and services. For example, the plane passengers not only need to flight arrive on
time, luggage properly handle quickly, also hope to havemore rack,windowor aisle seats
- even in the economic cabin to provide generous rewards [1]. In this increasingly partisan
environment, managers are facing a fierce war and this phenomenon will continue for
quite some time. With the growth of consumer demand, increasing global partisanship,
and diminishing economic leverage in places like the United States and Europe, it is
clear that the current market instability has not gone away, and that change has become
and will remain the only constant. What worries companies is not that management is
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unaware of the problem, but that they are unable to take substantive steps to solve it.
There are a large number of books on human resource management and performance
evaluation, but few mention the corresponding tools. Therefore, this article may provide
enlightenment for PM through the way of performance evaluation in the two cases of
Netflix and India’s government.

As it will be shown in this paper, the link between PM appraisals to the wider
concept of PM and how this integrates more widely with core HRM practices will
be discussed first. Then two detailed cases with constructive PM appraisal approaches
will be discussed respectively. The different emphases of the two departments’ project
management practices resulting in their different preferences/choices for the project
management evaluation system will be analyzed. Finally, the paper will summarize the
benefits of using these methods.

2 PM, PM Appraisal and HRM

As an indispensable part of enterprise operation, PM plays the role of a core link for
an enterprise to achieve its competitive or comparative advantages. Different from other
HRM branches, PM is not only a necessary and important component of strategic man-
agement but also depends on the development strategy of the company to set its ultimate
goal. As Armstrong and Baron stated in 2004, the definition of PM is under the general
direction of ensuring the consistency between employees’ personal goals and organiza-
tional goals, line managers or management should keep positive and effective conversa-
tions with employees to deepen their understanding of specific goals [2]. According to
the performance evaluation of employees, the line manager can formulate measures con-
ducive to work progress and motivate employees in a multi-dimensional manner. At this
time, employees’ goals are in accord with the enterprises’, so they can not only achieve
organizational goals but also achieve the development of themselves, truly realizing an
internal win-win situation.

PMappraisal has a close relationshipwithPMand it canbe said that it is fully involved
in PM. Human resource management usually provides theoretical method support for
managers from various fields of an organization, making managers at all levels come
to be the subject of PM rather than employees. Performance management evaluation is
a human resource tool for performance management, in which three steps are the most
important: work standard-setting, performance evaluation and feedback communication
[3]. The three-step performance appraisal theory can assist the sector’s effectiveness,
which can also provide core HRMwith a decision basis. Therefore, regular performance
management evaluation should be added to the process of performance management,
to quantify performance and count how much contribution individuals or teams make
to achieve goals. If the employee’s total output is not up to acceptable standards, then
incentives and even disciplinary systems may be necessary. No matter what means or
methods are used, the ultimate goal should always be to achieve the company’s goals,
which is the meaning of PM.
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3 Suggestions on PM Evaluation Strategies

3.1 The Private Sector: 360-Degree Appraisal (Netflix)

A private corporation might be one of the most popular business structures on the world
scale [6]. With a flexible structure, their final purpose is to maximize profits and satisfy
investors. As a result of this, private enterprises often need a well-planned, mature and
stable performance evaluation system. Therefore, it can be concluded that the perfor-
mance management appraisal methods adopted by private enterprises should be easy
to implement and not limited by scale. Fletcher believes that due to the multiplicity of
different company structures, operation processes and corporate cultures, multiple chan-
nels and information sources should be referred to as an evaluation, rather than arbitrary
top-down evaluation by executive managers [7]. To overcome the disadvantages of this
highly assertive evaluation method, 360-degree evaluation usually takes feedback from
multiple sources, such as employees themselves, team members, and administrative
managers into consideration to reduce bias or misunderstanding.

For Netflix, they are more likely to adopt a combination of extra methods, such as
a pay and reward system, and breathe company values into everything they do. They
want to reward and promote generously those who demonstrate their values, and fire-
free riders who always slip through. It seems simple, but it’s a big deal. In fact, Netflix
takes the bold step of scrapping annual performance reviews altogether in favour of
360-degree appraisal. “Stack ranking” is used by Netflix for performance management
through alternative annual evaluations of employee rankings and evaluations among
employees. The reviews were initially anonymous to avoid embarrassment; Netflix then
decide to use real-name 360-degree reviews, opting for full transparency because they are
confident that employees could handle anything if they know the truth. All evaluations
will be done on Netflix’s internal platform, the Continuous Feedback tool. Besides,
every aspect of a member’s performance is monitored --- from the very beginning of the
induction process, employees are collected as part of data objects [8].

Adopting 360-degree assessment not only allows the assessors to get objective feed-
back on their overall performance, especially senior managers who are often neglected
in the assessment system. Though this method is suitable for the flexible structure of the
private sector, it still has some disadvantages. Because all the employees are needed in
the process of 360-degree evaluation, this will unavoidably take up time and resources
[9]. Simultaneously, it is difficult to establish a uniform standard of assessment. First,
the evaluator could not guarantee that every participant would be calm and objective;
Secondly, the organization cannot ensure that the line manager conducting the evalua-
tion has extensive experience and systematic training in receiving feedback. But private
companies tend to focus on benefits rather than people, so a 360-degree approach is the
most effective.

3.2 The Public Sector: Formalizing Performance Evaluation Systems (INDIa’s
Government)

The public sector usually provides public services, which is conducive to the promotion
of public interests of various organizations collectively. They use absolute public power
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to seek social public interests, responsible for the society and the public, not for profit.
The public sectors usually share some common characteristics that their daily routine is
connected with transactional services. The problem is the performance management of
the Public Ministry is that output is difficult to be quantified [10]. Because the products
or services it produces are some “non-commodity” outputs, and the opportunity cost cur-
rency price cannot be generated, the quantity cannot be accuratelymeasured. In addition,
services provided by the public sector are “non-competitive”, meaning that comparable
cost and benefit data are not available.Almost all countries have established some formof
state-owned enterprises performance evaluation system, only countries with completely
decentralized ownership have no formal evaluation system. In most cases, management
performance appraisal is carried out annually by ownership or coordinating entities,
and performance appraisal systems in the public sector typically include performance
contracts and incentive mechanisms. These methods are used to formalize the perfor-
mance evaluation process and thus increase its effectiveness. In the Indian government,
a “contract performance system” has been adopted, also called the memorandum of
understanding system, to evaluate the performance of a public organization. The system
seeks to give public sector managers greater autonomy andmake themmore accountable
for their performance, which utilizes the Conceptual Objectives of Management [11].
Public sectors are monitored through prior supervision, with targets and performance
evaluations set at the beginning of each year and fine-tuned periodically to ensure that it
keeps pace with developments in the public sector itself. Executives can receive financial
incentives and rewards, such as promotions, based on the performance of state-owned
enterprises against targets outlined in the memo. Indian authorities report that executives
are selected on the basis of their track record, educational qualifications, ability to work
in teams and their communication skills, which are key for Indian executives.

This approach helps clarify issues, strengthens the accountability of private sec-
tor managers and gives them greater autonomy to oversee day-to-day operations. To
assist explain objectives, the utilization of performance contracts promotes the imple-
mentation of some basic policies of state-owned enterprises [12]. However, the board of
directors must play a full role in this process so as to fulfil its basic functions of formulat-
ing strategies and supervising management. Nonetheless, most public organizations in
the performance evaluation system apply the senior management incentive mechanism,
such as salary encouragement or administrative promotion, so although can promote
more attentively to their department managers, but this kind of practice to some extent
deviated from the standard of state standards, increase differences in corporate gover-
nance arrangements, rather than fundamental policy differences. According to Vroom’s
Expectancy theory, motivation= expectancy× instrumentality× valence, which means
the greater a person’s grasp of the goal, the stronger the motivation will be, and thus the
greater his positivity [13]. The performance evaluation system of the public sector often
ignores the organizational rewards of ordinary employees, resulting in fewer opportu-
nities for them to be entrusted with important responsibilities or to develop upward. If
employees lack these incentive goals, their work enthusiasm will be reduced to a large
extent and they will be inactive, thus the service quality of the enterprise will decline
and the burden will be increased.
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4 Conclusion

The similarity of the twoPMevaluationmethodsmentioned above is that they all embody
the ideas and methods of contemporary management. As it was stated by Dessler, the
biggest difference between old and new PM appraisal is whether IT is used [14]. An
enterprise is a complex system, and its operating performance is affected bymany factors.
Therefore, the evaluation of its operating performance is a rich systematic project, which
must be comprehensively considered by considering various factors in order to truly
reflect its performance objectively and correctly [15]. All PM appraisal methods serve
to achieve the ultimate goal of the enterprise. It is a mean to help employees clarify
and understand the intention of the organization, mobilize their participation through
incentivemechanisms such as salary and reward, and increase their enthusiasm for work.
From the perspective of disadvantages, as a key link to ensure performance evaluation,
it is difficult to achieve a complete performance management process. This is because
of differences in the personal needs or career development plans of employees, so it is
difficult for the line manager to make a unique reward plan for each employee. If the
difference between the reward plan and the expectation of employees is too large, the
employeesmay slowdownor reduce their efforts. Through the case study of two different
enterprises, this paper hopes to provide new ideas and examples of tools for contemporary
PM.Managers should also keep pace with the Times and constantly improve the existing
performance management system.
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