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It is the assessmentof aǇŜǊǎƻƴΩǎcontributionto anorganization.

Thisisa processof evaluatinghow well employeesdo their jobs.

Theresult of performanceevaluationis widelyusedfor makingdifferent HRrelateddecisions,suchas,

wageand salaryadministration,performancefeedback,transfersand promotionsand to strengthen

the HRinformationsystem.

It is reviewof anŜƳǇƭƻȅŜŜΩǎactualperformanceon the job andhis/her potential for assumingfuture

responsibilities.

It providesfeedbackto employeeswhich helpsthem to know where they stand,where they ought to

be goingandhow they aregoingto get there.
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WayneF. Cascio:

άtŜǊŦƻǊƳŀƴŎŜevaluationisa reviewof the job-relevantstrengthsandweaknessesof an individualor a

teamin an organization.έ

DaleS. Beach:

άtŜǊŦƻǊƳŀƴŎŜevaluationis the systematicevaluationof individualswith respectto their performance

on the job andtheir potentialfor development.έ

IvancevichandGlueck:

ά¢ƘŜpersonnel/HRmanagementactivity that is usedto determinethe extent to whichan employeeis

performingthe job effectively.έ
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Performance appraisal is known as performance management, performance rating, performance 

review, performance evaluation, merit rating, employee appraisal or evaluation which is a basic tool 

for evaluating job-relevant strengths and weaknesses within and among employees with a new to 

operating and effective performance management system in the organization.  

Characteristics:

Systematic 

Objective

Focus

Periodic

Judgmental

Corrective 
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Performance appraisal is a process of systematically evaluating performance of an individual with a 

view to meet prior objective of a job.

Establish performance standard

Communicate performance expectations to employees

Measure actual performance 

Compare actual performance with standards (finding deviations)

Discuss the appraisal with the employees

If necessary, initiate corrective actions

Process of Performance Appraisal

2/18/2021 9:29 PM



The factors on which an employee is evaluated are called performance criteria. Performance criteria 

might be qualitative or quantitative.

Performance evaluation criteria
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Relevant:

The evaluation criteria should be related with job outputs 

as closely as possible.

Unbiased:

Criteria should be selected to evaluate job characteristics 

of a person not the person himself.

Significant:

There should be close relations between evaluation 

criteria and organizational strategy.

Practical:

Criteria should be understandable and useful to measure 

the performance of employees by evaluators.



The basis uses of performance appraisals are:

Uses of Performance Appraisal
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Reward Management

Training and Development Decisions

Promotion, transfer, separation decisions

To evaluate an individual performance

Performance improvement

Validation of selection test

Supervisory understanding 

Career and succession planning

Policy formulation
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Graphic rating scale

Alternative ranking

Forced distribution 

Paired comparison

Critical incident method

Behaviorally anchored rating scale
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Graphic rating scale

Thisis the mostcommonlyusedmethodof performanceappraisal.

Usingthis method, a set of performancefactors is identified, includingsuchcharacteristicsasquality

of work, technicalknowledge,co-operativespirit, integrity/honest,punctualityandinitiative.

Establish performance standard the appraiser would go through the set of factors rating them, for 

examples on a scale 1 to 5 where the highest number 5 would denote the best rating where as the 

lowest number 1 would denote the poor rating. 

It takes less time to develop and use this technique. But it does not provide in depth information as 

compared with other techniques. 
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Graphic rating scale

1 2 3 4 5

Quantity of work
(Consider volumeof work produced 
consistently)

Unsatisfactory 
output

Limited. Does just 
enough to get by

Average output Above average producer Exceptional 
output

Quality of work
(Consider accuracy and neatness)

Very poor Not entirely 
acceptable

Acceptable accuracy and 
neatness

Very neat and accurate Exceptionally neat 
and accurate 

Cooperation
(Consider amount of supervision required 
and application to work)

Entirely 
uncooperative

Reluctant to 
cooperate

Adequately cooperative Very cooperative Unusually 
cooperative

Dependability
(Consider amount of supervision required 
and application to work)

Unreliable and 
inattentive

Needs frequent 
supervision

Generally reliable and 
attentive to work flows 
instructions carefully.

Very reliable and 
conscientious needs 
little supervision

Extremely reliable 
and industrious

Ability to learn 
(Consider abilityto understand and 
retain)

Very limited Requires repeated 
instructions

Learns reasonably well Readily understands and 
retains

Usually capacity

Initiative
(Consider originality andresourcefulness)

Lacking Routine worker Occasionallyshows initiative Better that average Outstanding 

Judgment
(Consider ability to evaluate situations 
and make sound decisions)

Poor Not always reliable Good in most matters Reliable Decisions most 
logical and well 
founded
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Alternative ranking method

Herethe appraiserranksall employeesfrom the best to the pooreston the merits of performanceon

particulartraits, suchasqualityof work andknowledgeof work.

Usingthis technique,the evaluatorhasto indicatecarefullyaboutwho is the highestperformeron the

particularjob factorandalsothe lowestperformer.

For example,if 20 employeesare to be evaluatedon the basisof their performanceeachshouldbe

ranked in descendingorder from the highest performing employeeto the lowest performer on a

particular job factor. Thismethodtakesa considerabletime for the appraisaland is largelybasedon

the subjectivejudgmentof the appraiser.
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Alternative ranking method

For the trail: Ability to learn
Forthe trail youaremeasuring,list all the employeesyouwant to rank. Put the highest-rankingŜƳǇƭƻȅŜŜǎΩnameon line 1 ,
put the lowest-rankingŜƳǇƭƻȅŜŜǎΩnameon line 20. Thenlist the next highestrankingon line 2. Thenext lowest-rankingon
line 19andsoon. Continueuntil all namesarethe scale.

Most highestrankingemployee
мΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧммΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧ
нΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧмнΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧ
оΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧмоΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧ
пΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧмпΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧ
рΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧмрΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧ
сΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧмсΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧ
тΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧмтΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧ
уΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧмуΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧ
фΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧмфΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧ
млΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧнлΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧΧ

Most lowest ranking employee
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Paired comparison method

This method allows for the comparisonof
eachemployeewith everyother employee.
Employee are paired and each person is
rated as either the stronger or the weaker
individual.
Once the exerciseof paired comparisonis
completed,eachemployeeis given an over
all rankingscore,which reflects the stronger
points.
This method of appraisal is useful where
there are only 10 to 20 employee in the
organization.
Otherwise in the larger organization it is
difficult to makesuchpair comparisons.
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Paired comparison method

Method of evaluationin which eachemployeeand job is comparedwith eachother employeeand
job. Employeecomparisonsare performedusuallyon the basisof overallperformance,whereasjob-
evaluationsare usually on the basisof skill, knowledge,and time required in their performance.
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Forced distribution method

Usingthis method,appraisalhasthe forced choiceof selectinga certainpercentageof employeesin

variousperformancecategories. Mostly, two job characteristicsςjob performanceand potential for

promotion, are usedto evaluateemployeesin different categories. A 5-point job performancerating

scaleis usedand the appraiseris askedto allocate15%of the worker to the best performers,20%to

the high-averageperformers,30%to the averageperformers,20%to the low-averageperformersand

15%to the low performers. In this method the appraiserhasno choiceon the percentageof groupto

be rated in different categories.
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Forced distribution method

Forcedrankingisa performanceintervention,whichcanbe definedasanevaluationmethodof forced

distribution, where managersare required to distribute ratingsfor thosebeingevaluated,into a pre-

specifiedperformancedistributionranking(Cooper& Argyris, 1998).
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Forced distribution method

For example, a manager of XYZ corporation evaluating 30 

employees can be instructed to put 5 employees each in the 

ΨƻǳǘǎǘŀƴŘƛƴƎΩ ŀƴŘ ǘƘŜ ΨǇƻƻǊΩ ŎŀǘŜƎƻǊȅΣ ǿƘŜǊŜŀǎ нл ǿƛƭƭ Ŧŀƭƭ ƛƴ ǘƘŜ 

range of average performers. In this manner, the rater (manager) 

has forced the distribution of level of performance of each of the 

30 employees into one of the three categories.
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Critical incident method

Thismethod, the appraiseris required to record incidentsof the ŜƳǇƭƻȅŜŜΩǎpositive and negative

actionsandthusformsthe basisof the appraisalreport.

This exercisewould describe desirable behaviours as well as behaviour that signal a need for

improvementor counseling. In fact, this isnot anadvancedtechniqueof appraisingemployeesin itself,

rather it supplementsanotherappraisaltechnique.

Themainstepsof criticalincidentmethodinclude:

ÅList good and bad behaviourshownby the job incumbentsas their critical successor failure factors

with the helpsof expertsor judges;

ÅTrainmanagersor immediatesupervisorsin takingnoteson criticalincidents;

ÅNotecriticalincidentsof the employeeconcernedwhenit isobservedby the concernedsupervisor;

ÅPreparerecordsof criticalincidentsat the endof the yearto evaluateŜƳǇƭƻȅŜŜǎΩperformance.
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Critical incident method

The Critical Incident Technique (or

CIT)is a set of proceduresused for

collecting direct observations of

human behavior that

have critical significanceand meet

methodicallydefinedcriteria.
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Behaviorally anchored rating scale (BARS)

Å Thismethod is a combinationof
critical incident method and
graphicratingscalemethod.

Å This method of appraising
performance is relatively new
and effective to overcome
problems of traditional
appraisingmethods.

Å BARSare designedto bring the
benefits of both qualitative and
quantitative date to the
employeeappraisalprocess.

Å BARS compare an individual's
performance against specific
examplesof behavior that are
anchoredto numericalratings.
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Behaviorally anchored rating scale (BARS)

It is an appraisalmethod that aims to combine

the benefitsof narratives,critical incidents,and

quantified ratings by anchoring a

quantifiedscalewith specificnarrativeexamples

of good,moderate,andpoorperformance.

The main advantages of BARS is that the 
scales used are directly applicable to the job 

being evaluated and are therefore more 
precise than the vague traits often used in 

conventional rating scales.



The job being appraised belongs to a customer service representative:
Å! ƭŜǾŜƭ ŦƻǳǊ ǊŀǘƛƴƎ ƳƛƎƘǘ ŀǎǎǳƳŜ ǘƘŜ ǊŜǇ άŀƴǎǿŜǊǎ ǘƘŜ ǇƘƻƴŜ ŀŦǘŜǊ м ǘƻ н ǊƛƴƎǎ ǿƛǘƘ ŀ ŦǊƛŜƴŘƭȅ ƎǊŜŜǘƛƴƎΦέ
Å! ƭŜǾŜƭ ǎƛȄ ǊŀǘƛƴƎ ƳƛƎƘǘ ŀǎǎǳƳŜ ǘƘŜ ǊŜǇ άŀƴǎǿŜǊǎ ǇƘƻƴŜ ŀŦǘŜǊ м ǊƛƴƎ ǿƛǘƘ ǘƘŜ ŎƻǊǊŜŎǘ ŎƻƳǇŀƴȅ ƎǊŜŜǘƛƴƎΦέ
! ǘǊŀŘƛǘƛƻƴŀƭ ǊŀǘƛƴƎ ǎŎŀƭŜ ǿƻǳƭŘ ŀǎƪ ƛŦ ǘƘŜ ŜƳǇƭƻȅŜŜ άŀƴǎǿŜǊǎ ǇƘƻƴŜ ǇǊƻƳǇǘƭȅκŎƻǳǊǘŜƻǳǎƭȅέ ŀƴŘ ƭƛǎǘ ǘƘŜ ƴǳƳōŜǊ 
ǊŀǘƛƴƎǎ ŀǎ άм-never, 2-not often, 3-sometimes, 4-usually, 5-ŀƭǿŀȅǎέΦ Lǘ ƛǎ ŎƭŜŀǊ ǘƻ ǎŜŜ ǘƘŜǊŜ ǿƛƭƭ ōŜ ŀ ŘƛŦŦŜǊŜƴŎŜ ƛƴ 
the outcome of the appraisal with the more definitive BARS method.

The job being appraised belongs to a nurse:
Å! ƭŜǾŜƭ ŦƻǳǊ ǊŀǘƛƴƎ ƳƛƎƘǘ ŀǎǎǳƳŜ ǘƘŜ ƴǳǊǎŜ άǎƘƻǿǎ ǎȅƳǇŀǘƘȅ ǘƻ ǇŀǘƛŜƴǘǎΦέ
Å! ƭŜǾŜƭ ǎƛȄ ǊŀǘƛƴƎ ƳƛƎƘǘ ŀǎǎǳƳŜ ǘƘŜ ƴǳǊǎŜ άǎƘƻǿǎ ƘƛƎƘŜǊ ƭŜǾŜƭǎ ƻŦ ŜƳǇŀǘƘȅ ƛƴ ŀƭƭ ŘŜŀƭƛƴƎǎ ǿƛǘƘ ǘƘŜ ǇŀǘƛŜƴǘ ŀƴŘ 

their family.''

The job being appraised belongs to a waiter.
! ƭŜǾŜƭ н ǊŀǘƛƴƎ ƳƛƎƘǘ ŀǎǎǳƳŜ ǘƘŜ ǿŀƛǘŜǊ άǘŀƭƪǎ ƻƴ ǇƘƻƴŜ ǿƘƛƭŜ ǘŀƪƛƴƎ ƻǊŘŜǊǎΦέ
! ƭŜǾŜƭ п ǊŀǘƛƴƎ ƳƛƎƘǘ ŀǎǎǳƳŜ ǘƘŜ ǿŀƛǘŜǊ άƳŀƪŜǎ ŜȅŜ ŎƻƴǘŀŎǘ ǿƛǘƘ ŎǳǎǘƻƳŜǊǎ ŘǳǊƛƴƎ ŜǾŜǊȅ ǘǊŀƴǎŀŎǘƛƻƴΦέ
! ƭŜǾŜƭ с ǊŀǘƛƴƎ ƳƛƎƘǘ ŀǎǎǳƳŜ ǘƘŜ ǿŀƛǘŜǊ άƎǊŜŜǘǎ ŎǳǎǘƻƳŜǊǎ ŎƘŜŜǊŦǳƭƭȅ ŀƴŘ ƳŀƪŜǎ ǎǳƎƎŜǎǘƛƻƴǎ ŦǊƻƳ ǘƘŜ ƳŜƴǳ 
ōŀǎŜŘ ƻƴ ǘƘŜƛǊ ǇǊŜŦŜǊŜƴŎŜǎΦέ

Methods of Performance Appraisal
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Behaviorally anchored rating scale (BARS)



Methods of Performance Appraisal

2/18/2021 9:29 PM

Behaviorally anchored rating scale (BARS)

Nursedemonstratesaneffectiveuseof time, equipment,andstaff personnelto maintainhighstandardsof nursingcare.
Observationsof thisƴǳǊǎŜΩǎorganizationalability include:

Selects nursing activities and
delegates responsibilities to make
the most efficient use of time and
personnelavailable.

Customarilymakesandcarriesout a
satisfactory work plan to handle
dailyassignments.

Approachesdaily work assignments
without foresight or systematic
planning.

10. Checksordersfor medication to be givenduringthe dayandattemptsto maintaina
dailyschedulefor distributingmedication.
9. If notified by telephonethat familymemberwascomingto takepatient outsidefor a
trip wouldnotify patient andaidesopatient wouldbe readyto leave.
8. Requestearlytraysfor patientswho maytakelongerto eat.
7. When short of linen, rearrangeswork assignmentsto accommodatebedridden
patientsfirst.
6. Keepa logof ǇŀǘƛŜƴǘΩǎpersonalarticlessothat there is a recordin the eventof death
or discharge.
5. If aidshad completedtheir normal work assignmentsduringnight shift, would have
them helpcleanequipmentduringremainingtime on shift.
4. Makesroutine checkfor paper supplies(for example,paper cups,medicinecups,
nursingnotes)availableon unit.
3. Fails to establisha daily work routine and nursing activities are not completed
accordingto anyparticularschedule.
2. Spendsmost time chartingandverylittle time with patientsandaides.
1. Frequentlyleavesimportant work undonesothat heor shecanleaveon time.
0. Might makeseveraltrips to supplyroom to get a footboardfor patient.
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Behaviorally anchored rating scale (BARS)

How to 
measure 
BARS?

BARSisdesignedto bringthe benefitsof both qualitativeandquantitativedata to

the employeeappraisalprocessby comparinganƛƴŘƛǾƛŘǳŀƭΩǎperformanceagainst

specific examplesof behaviour which are then categorizedand appointed a

numericalvalueusedasthe basisfor ratingperformance.

The first step is to write CIT(Critical Incident Techniques)which comparesan

ƛƴŘƛǾƛŘǳŀƭΩǎperformanceagainstspecificexamplesof behavior that are tied to

numericalratingsof 5 to 9.

Then the employer needs to develop performancedimensionswhich have to

rechecked. Next step envolves scaling the critical incidents which leads to

developingthe final instrument.
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Appraisalinterview is face-to-facediscussionandreview

of performanceappraisalwith the employee.

It providesperformancefeedbackto the employee.

It is conducted after the performance appraisal has

beenformallydone.

Generally,it isconductedon one-on-onebasis.

It provides opportunity to both the managerand the

employee to communicate about job performance,

currentconcernsandfuture goals.
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Objectives

Anappraisalinterview is anexchangebetweena managerandanemployeethat is designedto evaluate

the employeeandcreatea careerdevelopmentplan.

ÅChangebehaviorof employeeswhoseperformancedoesnot meet the performancestandards. The

goalis to bringabout improvementsin the performanceof the employee. Plansaremadeto remedy

deficiencies.

ÅMaintainbehaviorof employeeswhoseperformancemeetsthe performancestandards.

ÅReinforcebehaviorof employeeswhoseperformanceis abovethe performancestandards. Their

superiorperformanceis recognized.
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Methods



Here the supervisor tells the employee how good or bad the

performancewas. Theattempt of the supervisoris to convincethe

employeeto accepthis judgment. Theemployeeis alsoaskedto

setgoalsfor improvingperformance. Theemployeesdoesnot provideinput in this evaluationinterview.

It is basedon the assumptionthat employeeshavesomedeficienciesbut they need to be convinced

about thesedeficiencies.

The purpose of this interview is: 

ÅTo let the employee to know how well he is doing.

ÅTo draw up a plan of improvement for him.

ÅTo gain the employees acceptance of the evaluation.

Appraisal Interviews
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Methods



Here the supervisor tells the employee how good or bad the

performancewas. The employeeis also told about his strengths

andweaknesses. Theemployeeisgivena chanceto respondto the

evaluation. Thefocusison job relatedperformanceto avoidangryfeedbacksessions.

Appraisal Interviews
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Methods



In this interview the aim is not appraisalbut developmentof an

employee. Therefore,the interviewertakeshimselfout of hisusual

role as a judge and puts himself in the role of a helper. The

supervisorisa facilitator rather than a judge. Hedoesnot communicatethe evaluationto the employee.

Hedoesnot point out the areasof improvement; rather he stimulatesthe employeeinto thinkingabout

remediesor solutionsbut consideredall ideason job improvementsuggestby the employee.

Thisisdoneby skillfulquestions: Canyouplanto dealwith emergencies?

Appraisal Interviews
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Methods



It combinesTell and Sellmethod with problem solving

method. Theemployeeis told about his performance.

Goal for improvement are mutually agreed. This

approach is useful for employee development and

performanceplanning.

Appraisal Interviews
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Methods



Performanceratingmaysuffer from the followingproblems:

ÅShiftingstandards: Thestandardsfor performanceevaluationsystemcanbe changedtoo frequently

whichconfusesthe employeesandthe raters.

ÅDifferent Patterns: Raterscandiffer in their ratingstyle.

ÅRoleConflict: Theratershasto perform two jobs asa supervisorand asa performancerater which

createsrole conflict.

ÅTimeGap: Performanceappraisalmaynot be doneon deadlineswhichdelaysemployeefeedbackof

performance.

ÅBias: Ratersmayrate employeeon the basisof personallinkingwhichmaynot be fair andequitable.

ÅLackof skills: Ratersmaylackratingskillsandexperience.

ÅOrganizational apathy: Organizationsmay disregard the corrective actions recommended by

performanceappraisal.

ÅHumanError: Theycancropup unknowinglyto distort performanceappraisal.

ÅLackof linkage: Theperformanceappraisalmaylacklinkagewith reward,punishmentandemployee

development.

Problems in performance rating 
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The
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Theuseof managementobjectiveswasfirst widelyadvocatedin the 1950sby the notedmanagement
theoristPeterDrucker.

MBO (managementby objectives)methods of performanceappraisalare results-oriented. That is,
they seekto measureemployeeperformanceby examiningthe extent to whichpredeterminedwork
objectiveshavebeenmet.

Usuallythe objectivesare establishedjointly by the supervisor

andsubordinate. An exampleof an objectivefor a salesmanager

might be: Increasethe grossmonthly salesvolumeto Rs.250,000

by 30June.

Oncean objectiveis agreed,the employeeis usuallyexpectedto

self-audit; that is, to identify the skills needed to achievethe

objective. Typically they do not rely on others to locate and

specify their strengths and weaknesses. They are expected to

monitor their own developmentandprogress.
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MBO approach is based on objectives.
Performance appraisal is based on how well the time-bound objectives have been accomplished.

The objectives are jointly set by the manager and the subordinate. 
The emphasis is not on activities but on results achieved.

The concept of MBO can be described as a 
'process whereby the superior and 

subordinate managers of an organization 
jointly identify its common goals, define each 
individual's major areas of responsibility in 
terms of results expected of him and use 

these measures as guided for operating the 
unit and assessing the contribution of each 

its members'.
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Collaborative goal setting

Action planning

Performance review

Performance evaluation

Steps

Employee feel committed to objectives.

Participative management

MBO assists  planning and control.

It motivates employees.

Joint performance reviews help improve performance.

Rewards are linked with performance. 

Advantages 

MBO cannot be effective where managers do not trust the 

employees.

It is time consuming.

Employees tend to set very low or very high objectives.

Quality may be compromised by quantity.

Difficulties may arise in properly measuring performance of 

MBO activities. 

Comparison between employees is difficult as employee has 

different set of objectives.

Most organization's lack proper climate of MBO to succeed.

Disadvantages
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Unrealistic, unsystematic and ineffective

Personal biases and wrong judgment


