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“EMPLOYEES CAN ENHANCE THEIR
APPRAISAL PROCESS”
As an employee, you want feedback. You want positive
acknowledgment of your contributions and accomplishments. You
also want constructive feedback about how you might improve your
productivity or effectiveness.

Performance appraisals offer an important opportunity for employees
and their managers to communicate regarding expectations,
performance, and goal setting.  In this process, the manager typically
fills out an evaluation, and the employee fills out a self-evaluation.
Then they plan a sit down meeting to compare and discuss each
other's perspectives.  Traditionally this process is done on an annual
basis, but it is becoming common for these discussions to be more
frequent and less formal.
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