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ABSTRACT 

Nowadays, a generally preferred approach to employee performance evaluation can be 
described as a complex and systemic one. This approach is reflected in the unity of three basic 
areas of evaluation, namely:  evaluation of performance (outputs) of work, evaluation of 
employee development, and evaluation of relationships. The aim of the paper is to describe 
me
possibilities of work performance improvement. Our starting point is an assumption that work 
performance is a decisive factor for which employees are recruited. There have been developed 
numerous methods of employee evaluation, which differ in terms of applicability in employer 
entities. The focus of our empirical research is on the differences between methods of employee 
performance in three types of employer entities (small, medium-sized and large employer 
entities). The research was conducted by means of the combination of the questionnaire method 
with an interview. Respondents identified the evaluation interview as the most progressive 
method in achieving work results. Although it is hard to define the single best method of 
conducting the evaluation interview, it is stated that what can be defined are the rules, which can 
significantly influence the result of the interview. These rules result from the outcome of the 
questionnaire survey conducted as part of our research and are listed in the conclusion of the 
paper. Employee work performance is also the result of leading employees, and the most 
important innovation in human resource management is the concept of performance 
management.  
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INTRODUCTION 

Employee evaluation methods belong to methods of control in the area of personnel 
management. Traditional employee evaluation methods were based on the princi
Scientific Management, emphasised work specialisation, and clearly defined jobs and tasks to 
be completed by a job holder. Their basis is the organisation structure and the hierarchy as well 
as the resulting power and control. In this process, required performance standards are created, 
which emphasise the need for achieving the performance specified on the average level. Not 
only opinions of academics but also those of practitioners involve criticism of these  methods of 
employee performance evaluation, because on the one hand,  more capable and more efficient 
employees adjust to  the standards and do not fully utilise their abilities, knowledge and skills 
for achieving better performance, while those who are less capable have problems to fulfil their 
performances, and often achieve below-the-average performance. Consequently, this has 
negative impacts on the relationship to work and brings about employee dissatisfaction with the 
work performed, and thus also affects their relation towards the entire organisation. There are 
also secondary impacts, such as sickness absence, accident rate, increased fluctuation, 
disturbance of relationships at the workplace, which is reflected in the work results of the entire 
organisation. Nowadays, there are pushed through conceptions of work performance 
management, where the focus is on an individual approach to   employees and their abilities [3].  
This means an individual creation, the monitoring and evaluation of their work performance. 
The idea of a new system in managing human resources places employees at the centre: their 
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performance is assessed on an individual basis, i.e. according to how they fulfil tasks created for 
them and in cooperation with them, while employees have committed themselves to the 
fulfilment of these tasks.   

The aim of the paper is to describe methods applied in employee performance evaluation 

present paper has been written as part of the research project  under the nationwide research 
scheme of Scientific Grant Agency (VEGA) No. 1/0309/18 Social Networks in Human Resource 
Management. 

WORK PERFORMANCE AND METHODS APPLIED IN ITS 
EVALUATION 

ability, and perception of the role or tasks to which the employee focuses their work efforts. Job 

job description [7]. Traditionally, the performance of an employee, team, and that of the entire 
organization, has been referred to as output[5], [6]. This traditional approach emphasised the 
immediate and measurable amount of work done. However, performance is also the way in 
which an employee performs and behaves[1], [4]. When evaluating employees, not only various 
methods can be used, but also more evaluators, customers, co-workers, superiors, subordinates, 
teams, a group of experts, etc. can be involved. In the following part, we focus only on the 
evaluation methods that are used in enterprises involved in our empirical research. 

Evaluation by comparison is based on more detailed information, which can also be 
obtained from the evaluation methods already mentioned. The most current methods include in 
particular: 

Method of ranking is based on the ranking of employees according to their performance, 
ranging from the best to the least achieving. Its advantage is mainly its comprehensibility, and 
thus simple and fast processing of evaluation if a smaller number of employees are evaluated.  

Alternative evaluation  is based on identifying at first the best and the worst employee, 
and then the second best and the second-worst one, etc. In this way, the list is gradually filled 
up from the top and bottom towards the centre. 

Pair evaluation means comparing the evaluation of each employee individually with all 
employees in a given workgroup according to selected criteria. In the final succession, the best 
place is occupied by the employee who was most frequently placed first.  

Method of compulsory distribution is based only on  putting employees into pre-defined 
categories, for example, 10% the weakest ones, 20% those who have to improve, 40% medium 
ones, 20% good and 10% the best ones.  

Evaluation based on objectives assumes the cooperation between the employee and 
his/her superior in specifying work objectives. These aims have to be clearly defined, indicating 
deadlines that are mutually acceptable and approved. At the same time, ways of fulfiling the 
aims need to be agreed on as well as corresponding conditions. This evaluation rests on the joint 
assessment to what extent aims have been achieved.  



Section BUSINESS AND MANAGEMENT 

39 

Evaluation based on evaluation rating scale is expressed by means of grading, scoring, 
expressing agreement or disagreement by means of some character, graphic symbol, etc. Its 
advantage is its multilateral application, operational capacity, simplicity, and comprehensibility. 
As a rule, it also does not require special training of evaluators, and it can be also used for the 
assessment of a larger number of employees.  

Evaluation of critical incidents/events and significant/ key events assumes the 
description of threshold events in employee behaviour, i.e. remarkably productive or 
unproductive behaviour, in view of their particular job classification. During the period of 
evaluation, a line manager concerned records key events caused by subordinates and classifies 
them into positive and negative ones. 

Behaviour-oriented evaluation rating scales. Identification and work-related behaviour 
are conducted on the basis of behaviour models, which contain key situations serving as 
examples for determining certain points (anchors) on the rating scale. Work-related behaviour 
is rated on the scale ranging from 7 (excellent) to 1 (unsatisfactory). On the basis of pattern 
characteristic, the evaluator records a corresponding degree of behaviour for a particular 
employee. 

Evaluation report. 
of the strengths and weaknesses of employee behaviour over a certain period of time. The 
assessment is based on a description of the course and work performance, as well as on the 

fluence 
their work performance. The starting point for compiling the report can be different records of 
the relevant line manager in the form of logs, in which all the relevant data and situations are 
captured. 

Evaluation questionnaire. In the questionnaire, the evaluator agrees with a certain 
statement that corresponds to the situation. The outcome of the evaluation can be expressed by 
the number of positive responses or the scores assigned to individual criteria or grading 
according to their importance in the overall rating. 

Assessment centres are used as diagnostic and training or development centres in the 
selection and education of employees, but also in work performance evaluation of not only 
employees but mainly managers [9]. Despite the fact that it is time consuming and costly, this 
method is better suited for the assessment of current performance and the prediction of future 
performance than most unilateral oriented methods. 

Self-evaluation enables a higher involvement of employees evaluated in the entire 
evaluation process, which is becoming a more open. If connected with self-improvement and 
employee development, it can be an efficient evaluation method in a modern business. Self-
evaluation is usually combined with some other evaluation method. 

Evaluation interview is the basis for tracking and evaluating work performance and 
providing feedback. It should enable an exchange of views between the evaluated and the 
evaluator, promote self-confidence and, above all, facilitate to find solutions to improve 
performance. It is usually combined with other performance evaluation methods and most 
frequently, it is the completion of the entire evaluation process.  

Evaluation based on the integrated approach, i.e. communication between manager 
and employee. In order to improve work performance and increase the satisfaction of every 



NORDSCI Conference 

40 

work skills. These ideas are part of the concepts of performance management.[2], [3]. 

AIM AND METHODS 

Creating a rating system and evaluating work performance itself constitute the basis for 
implementing other staffing functions. Tasks of conceptual character in the elaboration of 
methods of performance assessment and management are the responsibility of HR managers and 
in part also that of line managers. This assessment is conducted by means of various evaluation 
methods. In empirical research, we focused on the most frequently used methods of employee 
evaluation. Our goal is to characterise, 
opinions, the most frequently used methods and the most effective methods applied in the 
employee performance evaluation. Respondents were selected within Section C  Industrial 
Production, according to the Statistical Classification of Economic Activities of SK NACE Rev. 
2.2 pursuant to Decree 306/2007 Coll.  For the purpose of analysis, human resources were 
selected from the following divisions: 10  Food production; 11  Manufacture of beverages; 
14  Manufacture of clothing; 20  Production of chemicals and chemical products; 29  
Manufacture of motor vehicles, semi-trailers and trailers; 31  Manufacture of furniture 

[8]. Random selection was applied in choosing respondents. The survey was conducted by 
means of the questionnaire method. For the preparation of the questionnaire method, the 
interview method was used, which enabled us a direct contact with a narrow group of 
respondents. The interview provided us with initial information about the approaches and ways 
of conducting control activity in enterprises. Of the originally distributed 270 questionnaires, 
we could consider 180 questionnaires for the purposes of our statistical evaluation. Respondents 
came from three types of businesses by size: 55 respondents from small businesses; 75 
respondents from medium-sized businesses; and 50 respondents from large businesses. We 
selected a proportionate representation of enterprises by size, within a 270-member survey. The 
return of the questionnaires together with the usefulness of the data in the questionnaire received 
was 67%. Statistically, we evaluated the opinions of 180 respondents. The research was carried 
out in broader contexts but, given the scope limitation of the paper, we focus on selected methods 
of employee performance evaluation. 

RESULTS OF EMPIRICAL RESEARCH 

The focus of our empirical research was on the application of performance evaluation 
methods, which are the basis for evaluating employee performance. These include eleven 
evaluation methods that respondents from businesses have found most frequently applied in their 
assessment of staff performance. 
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Evaluation method Size of business based on the number of employees 

Small 
(55 resp.) 

Medium-sized 
(75 resp.) 

Large 
(50 resp.) 

Abso-
lute 
values 

% Absolute 
values 

% Absolute 
values 

% 

Evalua-tion by 
com-parison 

Method of ranking 3  5.5 3 4 - - 

Alternative 
evaluation  

- - - - - - 

Pair evaluation - - - - - - 

Method of 
compulsory 
distribution 

- - 9 12 2 4 

Assessment centre  14 25.5 61 81.3 45 9 
Evaluation based on objectives 41 74.5 29 38.7 24 48 
Evaluation based on rating scale 11 20 32 42.7 38 76 
Evaluation of critical incidents and key 
events 

- - 6 8 3 6 

Rating scales oriented to behaviour - - 11 14.7 7 14 
Evaluation report 32 58 36 48 9 18 
Evaluation questionnaire 2   3.6 12 16 1 2 
Self-evaluation 49 89 6 8 2 4 
Evaluation interview 55 100 75 100 50 100 
Evaluation based on integrated approach 
(communication) between the manager 
and employee 

13 23.6 14 18.7 19  38 

Source: Results of empirical research in absolute values and in percentage (% is calculated 
for three groups of businesses, i.e. small, medium-sized and large businesses.) 

Respondents had the option to specify the maximum of four methods most commonly used 
to assess work performance. The evaluation interview is used in all analysed businesses. The 

have shown that high utilisation is based on established targets in small businesses. In medium-
sized and large enterprises, it is also supplemented with the evaluation based on the rating scale. 
In medium-sized and large enterprises, the assessment centre is often used. Self-assessment is 
applied in numerous small enterprises, while the application of this method is negligible in 
medium and large enterprises. Small and medium-sized enterprises also use evaluation reports. 
In all the three types of businesses, the evaluation is based on an integrated approach involving 
both the manager and the employee, which assumes a continuous process of communication 
between them. Its aim is maintaining and improving work performance, while it also includes 
the planning of learning opportunities. 

evaluation interview, not only in terms of analysis of the results achieved, but also from the 
aspect of setting new work objectives and performance requirements for the following period. 
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Direct engagement and interview conducted by superiors has not only a stimulating but also 
highly motivating impact on setting goals and their achievement. 

CONCLUSION 

Achievement of work performance in enterprises is dependent also on regular performance 
evaluation, which is conducted by means of various methods as described in the results of 
empirical research. Respondents identified the evaluation interview as the most progressive 
method for achieving work results. The most frequently applied types of interview are: 

 Competency interview  the focus is on knowledge, skills, properties, and attitudes 
required for a given job position. 

 Case interview  the focus is on analytical skills and problem-solving abilities.  
 Behavioural interview  the focus is on behaviour in concrete working situations 

that an individual may encounter. 

It is impossible to define a single best way of conducting an interview. However, what can 
be defined are just the rules that can significantly affect the outcome of the interview. The 
outcome should be an agreement between the evaluator and the evaluated on the improvement 

questionnaire survey, it can be stated that some rules should be observed when conducting an 
interview: 

 Pay attention to an entire evaluation period; 
 Familiarise the evaluated with the content and course of the interview; 
 Familiarise the evaluated with the aim of evaluation; 
 Proceed according to a clear but also a flexible programme; 
 Bring to completion and study information and documents for an employee 

evaluation; 
 Lead an employee to self-evaluation; 
 Avoid focusing exclusively on criticism instead of highlighting positive aspects of 

work performance; 
 Consider the ability of an employee evaluated to accept criticism and  make sure 

that the superior confirms that the evaluated has understood it; 
 Result of the interview depends on the formulation of questions;  
 Evaluate the performance and complete the evaluation form; 
 Endeavour to achieve agreement; 
 Plan future performance; 
 Secure a smooth running; 
 Create a constructive atmosphere; 
 Conclude the interview in a positive tone. 

At present, in order to increase employee performance, the concept of work performance 
management focuses on motivating leadership and ongoing communication. It is based on an 

and development. Collaboration between the employee and the supervisor has to be agreed on 
to achieve the best possible performance and meet the organizational goals. Based on the criteria 
for measuring work performance, work performance is assessed at certain stages, which is the 
basis for employee remuneration as well as for the planning of employee education and training. 
Managers have to be aware that an ongoing communication between the manager and the 
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assessment, but a
this process is mutual learning and improvement. 
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