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1 Global Perforlllance Evaluation 

Tlf)erformance evaluation is defined as an ongoing pro-
1._l--' cess of evaluating and managing both the behavior 
and outcomes in theworkplace (Carrell, Elbert and 
Hatfield, 1995). Performance evaluation is both a system 
of papers and procedures designed by the organization 
foruse by its managers (the evaluation system), and an 
interpersonal process in which manager and subordinate 
communicate and attempt to influence each other (the 
evaluation process or interview) (Beer, 1977). 

In general, there are two sets of goals of performance 
evaluation. The first set is the organization's goals which 
are as follows: 

1. Providing the company with data about what is going
on.

2. As a medium through which the company tries to
influence the behavior and performance of its
employees.

3. Determining merit increases.
4. Planning goals for job performance with employees.
5. Determining training and development needs.
6. Identifying promotion potential.
7. Identifying employees with specific skills and

abilities.
8. Helping managers· in making personnel decisions

(promotion, transfer, demotion, discharge, and warn­
ing about unsatisfactory performance).

9. Helping the company.in counseling and coaching its
employees so that they can improve their performance
and develop future potential.

10. Strengthening supervisor-subordinate relations.
11. Helping the company in diagnosing individual and

organizational problems.
12. Helping the company in evaluating the recruitment,

selection, and placement system.

The second set is the ind.ividual's goal that is getting 
valid feedback on individual's performance so that each 
individual can know where he/she stands and learn how 
he/she is progressing. Actually, most employees in the 
company want to get favorable feedback because it helps 
satisfy their needs for competence and psychological sue-
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cess. ·However, valid feedback does not need to be posi­
tive feedback. It can be negative feedback. The problem 
is if employees get negative feedback, they will tend not 
to accept it and hence to experience failure. 

There are obvious conflicts among those goals (Beer, 
1977; Mohrman, Jr., Resnick-West and Lawler III

? 
1989) 

which become more substantial in the case of poor per­
formers and makes the company difficult to develop an 
effective performance evaluation system. The first con­
flict occurs between the organization's goals: the devel­
opment goal versus the reward goal of performance evalu� 
ation. The development goal stresses on the preparation 
of employees to fill the many expected and unexpected 
job vacancies. Thus, it is future-oriented. Meanwhile, the 
reward goal is past-oriented and foGuses on what the per­
son has accomplished. The second conflict occurs between 
the individual's goals. As mentioned above, employees 
want to get a valid feedback which can be either positive 
or negative. But, on the other hand, they do not want to 
accept negative feedback although it is a valid one. The 
reason for their unacceptance is if they get negative feed­
back, they will not earn important rewards and cannot 
maintain positive self-image. The third conflict occurs 
between the organization's development goal and the 
individual's seeking importance rewards and maintaining 
self-image goal. The organization's development goal is 
long-term and future-oriented goal, while the individual's 
seeking importance rewards and maintaining self-image 
goal makes employees focus more on short-term than on 
long-term. They will do anything to get rewards and do. 
not care about their future potential. The last conflict oc­
curs between the organization's reward goaland the 
individual's seeking importance rewards and maintaining 
self-image goal. This conflict is not about short-term 
versus long-term C(?nflict but it is about the effort of the 
company to get the valid individuals' performance data 
(both positive and negative) versus the interest of em­
ployees not to provide such negative data. So, it is the 
conflict over the exchange of valid information. Porter, 
Lawler and Hackman named the third and fourth conflicts 
as the major conflicts because they are more difficult to 
harmonize. 














