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摘要 

人力是組織在知識爆炸時代最重要的競爭因素，衡量人力資產的績效評估制

度便顯的格外的重要。在績效評估制度的建立上，過去文獻指出不同績效評估制

度的使用常帶給部屬不同的反應，而績效評估在實務上的有效性也是有問題的。

這代表企業在建立效評估制度時，建立有效且使部屬滿意的績效評估制度是一項

重要課題。 

根據上述，本研究目的：1.不同績效評估的方法是否會造成主管與部屬在績

效評估使用上有認知差異。2.主管與部屬在績效評估上的認知差異是否會影響績

效評估與部屬滿意和組織承諾之關係。 

經過分析探討後，本研究發現不同績效評估制度的使用的確會影響部屬的滿

意和組織承諾。此外主管與部屬在績效評估制度上的認知差異也會對績效評估制

度和部屬反應的關係有負向影響。 
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Abstract 

People are the most important competitive factor in the knowledge explosion era, 

and therefore performance appraisal system that measures human asset appears 

extremely important. In the past, there were a lot of literatures indicate that different 

performance appraisal system influenced the reactions of the subordinates, the 

practical usefulness of performance appraisal system is often questioned. This 

indicates that how to establish a useful performance appraisal system, which is 

efficient and satisfy subordinates is an important issue. 

Based on above described, the purpose of the study was 1.whether different 

usages of performance appraisal system would lead to different perceptions between 

supervisors and subordinates  2. whether different perceptions between supervisors 

and subordinates would interfere in the influences which were made by performance 

appraisal system on subordinates satisfactions as well as organizational commitment. 

After analyzing and discussing, the study shows that different usages of 

performance appraisal system surely affect subordinates satisfactions as well as 

organizational commitment. Besides, different perceptions between supervisors and 

subordinates would interfere in the relationship between performance appraisal 

system and the reactions of the subordinates. 
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