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Several Basiclsauesof Performance M anagement

Zhong Lifeng, Shi Kan
Abstract Fromthe perspective of psychology and behavior adapting to
change, weintroduce the definition of performance, necessity of managing
performance, main procedureof performance, and the issuesto be paid
attention to. We think that effective performance management is a
circulating process that includes four steps: performance planning,
managing performance, performance appraisal, and rewarding
performance; it is an from-top-to-bottom process with all subordinates
involved; Thingsto be communicated in performance management
includesorganizational value, mission and strategic aim, expectations of
subordinates and assessment criteria and how to get the results,
information and resources of organization, stressing employees’
supporting and participating; it is also one process emphasizing
development,one of itstargetsistoformlearning organization, and build
the performance culture and inspiring atmosphere of the organi zation in
the end.
Key Words Performance; Performance Management; Definition;
Communication; Culture
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