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Performance Appraisal
Performance appraisal is an essential element in performance management. It improves motivation among the employees and boosts their working morale (Iqbal, Akbar & Budhwar, 2014). Consequently, firm benefits from improved productivity and excellent service delivery.  Performance appraisal is aimed at assisting the employee in comparing the achievements with the set targets. However, this argument is single dimensional since it considers the employee achievements solely. A better view was put forward by Fletcher (2006) who argued that an effective performance appraisal should consider reward to both the appraiser and the appraisee. In essence, a worker’s performance should reflect on the overall performance of a firm. 
Many approaches are used in conducting performance appraisal including the ranking schemes, competency rankings and behavior rating among others (Iqbal, Akbar & Budhwar, 2014). My firm uses competency ranking approach in performance appraisal annually. The employees’ competencies including the level of education, number of complaints from the customers, duration of working with the firm and age are assessed when conducting the appraisal. Besides, annual targets are set, and an employee who meets the set target is ranked higher in the appraisal scheme. Line managers appraise the junior employees while they are evaluated by the top executive. 
Although I agree with the use of line managers in appraising the lower juniors like me since they are in close contact with junior employees, I find the appraisal approach as simplistic. I consider this type of performance appraisal ineffective since it does not consider factors such as behavior, background experience with other firms among others. An effective appraisal system should incorporate such elements to fully achieve the desired objectives of appraising performance and retaining workforce (Hosain, 2016). Besides, the line managers are not trained on appraisal and guidelines. For effective performance appraisal, training is considered essential to conflict resolution, coaching, and counseling among other factors.
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