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Abstract 

Workforce assessment has undergone significant transformation in response to 

evolving organizational structures, technological advancements, and shifting employee 

expectations. Traditional performance evaluation systems, often characterized by 

periodic reviews and static metrics, have been increasingly criticized for their 

inefficiency, bias, and limited developmental impact. This research investigates 

contemporary approaches to optimizing workforce assessment by integrating growth-

oriented pathways, corrective strategies, and holistic evaluation frameworks. The 

study aims to develop a comprehensive model that aligns organizational objectives 

with employee development while minimizing systemic inefficiencies and biases. 

Drawing on established theories of performance management and recent empirical 

findings, the research synthesizes insights from both academic and industry-based 

literature. Key elements include the transition from annual reviews to continuous 

feedback systems, the integration of 360-degree evaluation mechanisms, and the 

implementation of structured career progression frameworks. Additionally, the study 

examines corrective strategies such as performance improvement plans and bias 

mitigation techniques, emphasizing their role in fostering fairness and accountability. 

The proposed integrated framework combines developmental assessment with 

adaptive performance monitoring, enabling organizations to dynamically respond to 

individual and collective performance trends. The analysis highlights the importance 

of managerial effectiveness, organizational culture, and employee engagement in 

shaping assessment outcomes. Simulation-based scenarios and case-based insights 

suggest that organizations adopting integrated assessment models demonstrate 

improved productivity, reduced employee stress, and enhanced retention rates. 

The findings indicate that optimizing workforce assessment requires a paradigm shift 

from evaluative to developmental frameworks, supported by data-driven decision-

making and inclusive practices. The research contributes to the field by offering a 

structured approach to designing performance management systems that are both 

efficient and equitable. Future research directions include empirical validation across 

diverse industries and the exploration of AI-driven assessment tools. 
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INTRODUC TION 

The assessment of workforce performance has long been a 

cornerstone of organizational management, serving as a 

mechanism for evaluating employee contributions, guiding 

promotions, and identifying areas for improvement. 

Historically, performance management systems have relied 

heavily on periodic evaluations, often conducted annually, to 

assess employee effectiveness. While these systems have 

provided a structured approach to evaluation, they have 

increasingly been criticized for their limitations, including 

delayed feedback, subjectivity, and insufficient alignment with 

organizational goals (Armstrong & Baron, 1998). 

In recent years, the inadequacies of traditional performance 

management systems have become more pronounced. 

Studies indicate that annual reviews are often perceived as 

ineffective and demotivating, failing to capture the dynamic 

nature of employee performance (Buckingham, 2022). 

Furthermore, such systems may contribute to increased stress 

and anxiety among employees, particularly when evaluations 

are tied to compensation and career advancement (Carter & 

Delahaye, 2005; Frimanson et al., 2021). These challenges 

have prompted organizations to reconsider their approaches 

to workforce assessment, leading to the emergence of more 

adaptive and continuous evaluation frameworks. 

The shift toward continuous performance management 

reflects broader changes in organizational structures and work 

environments. As organizations become more agile and team-

oriented, there is a growing need for real-time feedback 

mechanisms that support ongoing development and 

collaboration. Continuous feedback systems enable managers 

to provide timely guidance, fostering a culture of learning and 

improvement. Additionally, the integration of multi-source 

feedback, such as 360-degree evaluations, offers a more 

comprehensive view of employee performance, reducing the 

reliance on single-source assessments (Du & Zhu, 2011). 

Another critical aspect of modern workforce assessment is the 

emphasis on growth pathways. Career development 

frameworks, such as engineering career ladders, provide 

employees with clear progression paths, enhancing motivation 

and engagement (Drasner, 2024; White, 2019). These 

frameworks align individual aspirations with organizational 

objectives, creating a mutually beneficial relationship between 

employees and employers. 

Corrective strategies also play a vital role in optimizing 

workforce assessment. Performance improvement plans 

(PIPs) and targeted interventions enable organizations to 

address performance gaps while supporting employee 

development. However, the effectiveness of these strategies 

depends on their implementation, including the clarity of 

expectations, the provision of resources, and the fairness of 

evaluation processes. 

The relevance of this research lies in its focus on integrating 

these diverse elements into a cohesive framework. While 

existing studies have explored individual components of 

performance management, there is a need for a 

comprehensive approach that combines growth, correction, 

and integration. This study seeks to address this gap by 

developing a model that enhances the effectiveness and 

fairness of workforce assessment systems. 

The objectives of this research are threefold: first, to analyze 

the limitations of traditional performance management 

systems; second, to evaluate contemporary approaches to 

workforce assessment; and third, to propose an integrated 

framework that optimizes performance evaluation processes. 

The scope of the study encompasses both theoretical and 

practical perspectives, drawing on a wide range of literature 

to provide a holistic understanding of the topic. 

The significance of this work extends to both academia and 

industry. For researchers, it offers a structured framework for 

analyzing performance management systems. For 

practitioners, it provides actionable insights into designing and 

implementing effective workforce assessment strategies. 

LITERATURE REVIEW 

The literature on workforce assessment reflects a transition 

from traditional evaluation models to more dynamic and 

integrated approaches. Early frameworks, such as those 

outlined by Armstrong and Baron (1998), conceptualize 

performance management as a structured process involving 

goal setting, monitoring, and evaluation. While foundational, 

these models emphasize control and measurement rather than 

development. 

Subsequent research highlights the limitations of traditional 

systems. Buckingham (2022) argues that annual reviews fail 

to capture the complexity of employee performance and often 

lead to biased and inconsistent evaluations. Similarly, Carter 

and Delahaye (2005) identify performance appraisals as a 
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source of stress, particularly when tied to high-stakes 

outcomes. Frimanson et al. (2021) provide empirical evidence 

linking evaluation frequency to physiological stress responses, 

underscoring the need for more supportive assessment 

mechanisms. 

The emergence of continuous performance management 

represents a significant shift in the field. Cappelli and Tavis 

(2016) describe this transformation as a “performance 

management revolution,” characterized by real-time feedback 

and ongoing development. Deloitte (2015) and Wigert and 

Harter (2017) further emphasize the importance of replacing 

traditional reviews with more agile systems that prioritize 

employee engagement and productivity. 

Multi-source feedback systems, particularly 360-degree 

evaluations, have gained prominence as a means of enhancing 

assessment accuracy. Du and Zhu (2011) demonstrate the 

effectiveness of such systems in providing a comprehensive 

view of employee performance, incorporating perspectives 

from peers, subordinates, and supervisors. However, the 

implementation of these systems requires careful 

consideration of bias and fairness. 

Bias in performance evaluations remains a critical concern. 

Williams et al. (2021) and DoorDash (2023) highlight the 

prevalence of unconscious bias in review processes, which can 

undermine fairness and inclusivity. Strategies for mitigating 

bias include structured evaluation criteria, training programs, 

and the use of data-driven tools. Culture Amp (2024) further 

identifies common biases and proposes methods for 

addressing them. 

Career development frameworks are another key component 

of modern workforce assessment. Drasner (2024) and White 

(2019) emphasize the importance of clear progression 

pathways in motivating employees and aligning individual 

goals with organizational objectives. These frameworks 

provide a structured approach to growth, enabling employees 

to understand the competencies required for advancement. 

The role of management in performance assessment is also 

well-documented. Garvin et al. (2013) highlight the impact of 

effective management on employee performance, while 

Kalliamvakou et al. (2019) identify key characteristics of 

successful managers. Groscurth (2018) further argues that 

strong leadership can address deficiencies in performance 

management systems. 

Despite these advancements, several gaps remain. Existing 

studies often focus on individual components of performance 

management rather than their integration. Additionally, there 

is limited research on the interaction between growth 

pathways, corrective strategies, and assessment frameworks. 

This study aims to address these gaps by developing a 

comprehensive model that integrates these elements. 

METHOD 

1 Conceptual Framework for Workforce Assessment 

Optimization 

The optimization of workforce assessment requires a 

multidimensional framework that integrates evaluation, 

development, and correction. The proposed model 

conceptualizes performance management as a continuous 

cycle involving goal alignment, feedback, assessment, and 

development. This approach moves beyond static evaluation 

methods, emphasizing adaptability and responsiveness. 

The theoretical foundation of this framework is rooted in 

organizational behavior and human resource management 

theories. Performance is viewed as a dynamic construct 

influenced by individual capabilities, organizational context, 

and managerial practices. By incorporating continuous 

feedback and multi-source evaluation, the framework provides 

a more accurate representation of employee performance. 

2 Growth Pathways and Career Development 

Growth pathways are central to employee motivation and 

engagement. Structured career ladders provide clarity 

regarding progression opportunities, enabling employees to 

align their efforts with organizational goals. These pathways 

also facilitate skill development by identifying the 

competencies required for advancement. 

In practice, organizations implement growth pathways 

through competency frameworks and performance metrics. 

For example, engineering career ladders define levels of 

expertise and corresponding responsibilities, guiding 

employees in their professional development (Drasner, 2024). 

Such frameworks contribute to increased job satisfaction and 

retention. 

3 Corrective Strategies and Performance Improvement 

Corrective strategies are essential for addressing performance 

gaps. Performance improvement plans (PIPs) provide a 

structured approach to identifying issues and implementing 

targeted interventions. Effective PIPs involve clear objectives, 
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regular monitoring, and supportive resources. 

However, the implementation of corrective strategies must be 

carefully managed to avoid negative outcomes. Poorly 

designed interventions can lead to decreased morale and 

increased turnover. Therefore, organizations must ensure that 

corrective measures are aligned with developmental goals. 

4 Integrated Assessment Approaches 

Integrated approaches combine multiple evaluation methods 

to provide a comprehensive assessment of performance. 

These include continuous feedback, 360-degree evaluations, 

and data-driven analytics. By integrating these methods, 

organizations can reduce bias and improve accuracy. 

The use of technology plays a critical role in enabling 

integrated assessment systems. Digital platforms facilitate 

real-time feedback and data collection, enhancing decision-

making processes. However, the reliance on technology also 

raises concerns regarding privacy and data security. 

5 Bias Mitigation and Fairness 

Ensuring fairness in performance evaluation is a key 

challenge. Bias can arise from various sources, including 

cognitive biases and organizational culture. Strategies for 

mitigating bias include standardized evaluation criteria, 

training programs, and the use of objective metrics. 

The integration of bias mitigation techniques enhances the 

credibility and effectiveness of performance management 

systems. By promoting fairness, organizations can improve 

employee trust and engagement. 

RESULTS  

The analysis of integrated workforce assessment systems 

reveals several critical patterns that demonstrate the 

effectiveness of combining growth pathways, corrective 

strategies, and continuous evaluation mechanisms. The 

findings indicate that organizations adopting holistic 

performance management frameworks exhibit measurable 

improvements in employee engagement, productivity, and 

retention compared to those relying on traditional annual 

review systems. 

A primary observation is the positive correlation between 

continuous feedback systems and employee performance 

consistency. Organizations that replaced periodic reviews with 

real-time feedback mechanisms reported improved alignment 

between individual performance and organizational goals. This 

finding supports the arguments presented by Cappelli and 

Tavis (2016), who emphasize the importance of ongoing 

feedback in enhancing adaptability. Continuous assessment 

enables timely identification of performance deviations, 

allowing managers to implement corrective measures before 

issues escalate. 

The integration of structured growth pathways significantly 

contributes to employee motivation and career progression. 

Data synthesized from case-based studies, including industry 

frameworks such as engineering career ladders (Drasner, 

2024; White, 2019), demonstrate that employees with clearly 

defined advancement criteria exhibit higher levels of 

engagement and long-term commitment. The presence of 

transparent progression structures reduces ambiguity and 

fosters a sense of purpose, thereby enhancing overall 

organizational performance. 

Corrective strategies, particularly performance improvement 

plans, show mixed but generally positive outcomes. When 

implemented within a supportive and developmental context, 

PIPs effectively address performance deficiencies without 

negatively impacting morale. However, findings also indicate 

that poorly structured corrective measures can lead to 

increased stress and disengagement, corroborating earlier 

research on the psychological impact of evaluations (Carter & 

Delahaye, 2005; Frimanson et al., 2021). This highlights the 

importance of aligning corrective strategies with 

developmental objectives. 

The adoption of multi-source feedback systems, such as 360-

degree evaluations, improves the accuracy and fairness of 

performance assessments. By incorporating diverse 

perspectives, these systems reduce the influence of individual 

biases and provide a more comprehensive evaluation of 

employee contributions (Du & Zhu, 2011). Furthermore, 

organizations implementing bias mitigation strategies, 

including structured evaluation criteria and training programs, 

report increased employee trust and satisfaction (Williams et 

al., 2021). 

Managerial effectiveness emerges as a critical determinant of 

successful workforce assessment. Findings from studies on 

leadership impact (Garvin et al., 2013; Kalliamvakou et al., 

2019) indicate that skilled managers play a pivotal role in 

interpreting performance data, providing constructive 

feedback, and fostering a positive work environment. 

Organizations with strong managerial practices demonstrate 

higher levels of employee engagement and performance 
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consistency. 

Despite these positive outcomes, several challenges persist. 

The complexity of integrated assessment systems requires 

significant organizational investment in training, technology, 

and process design. Additionally, the reliance on continuous 

feedback may lead to information overload if not properly 

managed. The findings suggest that successful 

implementation depends on balancing comprehensive 

evaluation with operational efficiency. 

DISCUSSION  

The findings of this research underscore the transformative 

potential of integrated workforce assessment systems in 

addressing the limitations of traditional performance 

management practices. The shift from periodic evaluation to 

continuous, development-oriented frameworks reflects a 

broader evolution in organizational thinking, where employee 

growth and engagement are prioritized alongside performance 

measurement. 

One of the central insights is the critical role of alignment 

between assessment mechanisms and organizational 

objectives. Continuous feedback systems enable organizations 

to maintain real-time alignment, ensuring that individual 

efforts contribute effectively to strategic goals. This dynamic 

alignment contrasts with traditional systems, where delayed 

feedback often results in misaligned priorities and reduced 

efficiency. The findings reinforce the notion that performance 

management must be adaptive and responsive to changing 

organizational needs. 

The integration of growth pathways within assessment 

frameworks represents a significant advancement in employee 

development practices. By providing clear and structured 

career progression models, organizations can enhance 

motivation and reduce uncertainty. This aligns with 

contemporary theories of intrinsic motivation, which 

emphasize the importance of autonomy, competence, and 

purpose in driving performance. However, the effectiveness of 

growth pathways depends on their transparency and 

accessibility, highlighting the need for well-defined 

competency frameworks. 

Corrective strategies, while essential, present a complex set of 

trade-offs. The research indicates that performance 

improvement plans can be highly effective when implemented 

in a supportive and constructive manner. However, they can 

also contribute to stress and disengagement if perceived as 

punitive. This duality highlights the importance of framing 

corrective measures as opportunities for development rather 

than as disciplinary actions. Organizations must therefore 

invest in training managers to deliver feedback in a manner 

that is both constructive and empathetic. 

Bias mitigation emerges as a critical component of fair and 

effective workforce assessment. The persistence of cognitive 

and systemic biases in evaluation processes poses a significant 

challenge to organizational equity. The adoption of structured 

evaluation criteria and multi-source feedback systems 

represents a promising approach to addressing these issues. 

However, the implementation of such measures requires 

ongoing monitoring and refinement to ensure their 

effectiveness. 

The role of management is particularly noteworthy in the 

context of integrated assessment systems. Effective managers 

act as facilitators of development, guiding employees through 

feedback, coaching, and support. The findings suggest that 

managerial capability is a key determinant of system success, 

underscoring the need for targeted training and development 

programs. 

Despite the advantages of integrated approaches, the 

research also highlights several limitations. The complexity of 

these systems may pose challenges for smaller organizations 

with limited resources. Additionally, the reliance on technology 

introduces concerns related to data privacy and security. 

Future research should explore strategies for simplifying 

implementation and addressing these challenges. 

CONCLUSION 

This research presents a comprehensive analysis of workforce 

assessment optimization through the integration of growth 

pathways, corrective strategies, and continuous evaluation 

frameworks. The findings demonstrate that traditional 

performance management systems are increasingly 

inadequate in addressing the complexities of modern 

organizational environments. 

The proposed integrated approach offers a viable solution by 

combining developmental and evaluative elements, enabling 

organizations to enhance performance, engagement, and 

fairness. The study highlights the importance of continuous 

feedback, structured career pathways, and bias mitigation in 

achieving effective workforce assessment. 

The contributions of this research extend to both theoretical 
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and practical domains, providing a framework for designing 

and implementing modern performance management 

systems. Future research should focus on empirical validation, 

technological integration, and cross-industry applications to 

further refine and expand the proposed model. 

REFERENCES 

1. Adobe Systems Inc., “Performance review peril: Adobe 

study shows office workers waste time and tears,” Jan. 

2017. 

2. M. Armstrong and A. Baron, Performance Management: 

The New Realities. London, U.K. : Inst. Personnel 

Develop., 1998. 

3. M. Buckingham, “Annual reviews are a terrible way to 

evaluate employees,” Wall Street J., Apr. 2022. Accessed: 

Nov. 30, 2024. [Online]. Available: 

https://www.wsj.com/articles/annual-reviews-are-a-

terrible-way-to-evaluate-employees-11651291254  

4. D. Burkus, “How adobe scrapped its performance review 

system—and why it worked,” Forbes, Jun. 2016. 

Accessed: Feb. 18, 2025. [Online]. Available: 

https://www.forbes.com/sites/davidburkus/2016/06/01/

how-adobe-scrapped-its-performance-review-system-

and-why-it-worked/  

5. G. Carter and B. Delahaye, “Performance appraisal: 

Stressful for some,” Sch. Manage., Griffith Univ., Gold 

Coast, QLD, Australia, and Queensland Univ. Technol., 

Brisbane, QLD, Australia, 2005. 

6. P. Cappelli and A. Tavis, “The performance management 

revolution,” Harvard Bus. Rev., Oct. 2016. 

7. R. Carpi, J. Douglas, and F. Gascon, “Performance 

management: Why keeping score is so important, and so 

hard,” McKinsey & Company, Oct. 2017. Accessed: Dec. 

8, 2024. [Online]. Available: 

https://www.mckinsey.com/capabilities/operations/our-

insights/performance-management-why-keeping-score-

is-so-important-and-so-hard 

8. DoorDash, “DEI digest: Mitigating bias in performance 

reviews,” DoorDash Newsroom, Nov. 2023. Accessed: 

Feb. 18, 2025. [Online]. Available: 

https://about.doordash.com/en-us/news/dei-digest-

mitigating-bias-in-performance-reviews 

9. S. Drasner, “Engineering career ladders,” Career Ladders. 

Accessed: Nov. 30, 2024. [Online]. Available: 

https://career-ladders.dev/engineering/ 

10. J. Du and B. Zhu, “The research of the 360-degree 

evaluation system in performance management of high-

tech enterprise,” in Proc. 2011 IEEE 3rd Int. Conf. 

Commun. Softw. Netw., Xi'an, China, 2011, pp. 387–390, 

doi: 10.1109/ICCSN.2011.6013855. 

11. Deloitte, “Performance management: Out with the old…,” 

Wall Street J., Jul. 2015. Accessed: Nov. 30, 2024. 

[Online]. Available: 

https://deloitte.wsj.com/cio/performance-management-

out-with-the-old-1436760170 

12. C. França, F. Q. B. da Silva, and H. Sharp, “Motivation and 

satisfaction of software engineers,” IEEE Trans. Softw. 

Eng., vol. 46, no. 2, pp. 118–140, Feb. 2020, doi: 

10.1109/TSE.2018.2842201. 

13. L. Frimanson, J. Hornbach, and F. G. H. Hartmann, 

“Performance evaluations and stress: Field evidence of 

the hormonal effects of evaluation frequency,” 

Accounting, Org., Soc., vol. 95, 2021, Art. no. 101279. 

14. D. A. Garvin, A. B. Wagonfeld, and L. Kind, “Google's 

project oxygen: Do managers matter?,” Harvard Bus. 

Sch., Case No. 313-110, Rev, Oct. 2013. 

15. C. Groscurth, “Great managers can fix broken 

performance management systems,” Gallup Workplace, 

May 2018. Accessed: Dec. 8, 2024. [Online]. Available: 

https://www.gallup.com/workplace/236582/great-

managers-fix-broken-performance-management-

systems.aspx 

16. J. Harter, “Employee engagement sinks to an 11-year 

low,” Gallup Workplace, Apr. 2023. [Online]. Available: 

https://www.gallup.com/workplace/654911/employee-

engagement-sinks-year-low.aspx 

17. E. Kalliamvakou, C. Bird, T. Zimmermann, A. Begel, R. 

DeLine, and D. M. German, “What makes a great manager 

of software engineers?,” IEEE Trans. Softw. Eng., vol. 45, 

no. 1, pp. 87–99, Jan. 2019, doi: 

10.1109/TSE.2017.2768368. 

18. M. I. Kellner, B. Curtis, T. DeMarco, K. Kishida, M. 

Schlumberger, and C. Tully, “Nontechnological issues in 

software engineering,” in Proc. [1991 Proc.] 13th Int. 

Conf. Softw. Eng., Austin, TX, USA, 1991, pp. 144–146, 

doi: 10.1109/ICSE.1991.130632. 

https://eipublication.com/index.php/jme
https://www.wsj.com/articles/annual-reviews-are-a-terrible-way-to-evaluate-employees-11651291254
https://www.wsj.com/articles/annual-reviews-are-a-terrible-way-to-evaluate-employees-11651291254
https://www.wsj.com/articles/annual-reviews-are-a-terrible-way-to-evaluate-employees-11651291254
https://www.wsj.com/articles/annual-reviews-are-a-terrible-way-to-evaluate-employees-11651291254
https://www.forbes.com/sites/davidburkus/2016/06/01/how-adobe-scrapped-its-performance-review-system-and-why-it-worked/
https://www.forbes.com/sites/davidburkus/2016/06/01/how-adobe-scrapped-its-performance-review-system-and-why-it-worked/
https://www.forbes.com/sites/davidburkus/2016/06/01/how-adobe-scrapped-its-performance-review-system-and-why-it-worked/
https://www.forbes.com/sites/davidburkus/2016/06/01/how-adobe-scrapped-its-performance-review-system-and-why-it-worked/
https://www.forbes.com/sites/davidburkus/2016/06/01/how-adobe-scrapped-its-performance-review-system-and-why-it-worked/
https://www.forbes.com/sites/davidburkus/2016/06/01/how-adobe-scrapped-its-performance-review-system-and-why-it-worked/


Journal of Management and Economics (ISSN: 2751-1707) 
 

7 
 

https://eipublication.com/index.php/jme 

19. G. Orosz, “Performance reviews for software developers–

How i do them in a (hopefully) fair way,” Pragmatic Eng., 

Apr. 2019. Accessed: Nov. 30, 2024. [Online]. Available: 

https://blog.pragmaticengineer.com/performance-

reviews-for-software-engineers/ 

20. L. Peters, “Educating software engineering managers,” in 

Proc. 16th Conf. Softw. Eng. Educ. Train., 2003, Madrid, 

Spain, 2003, pp. 78–85, doi: 

10.1109/CSEE.2003.1191353. 

21. T. B. Tarim, “Managing technical professionals: Delivering 

performance and compensation messages to employees,” 

IEEE Eng. Manag. Rev., vol. 45, no. 1, pp. 13–14, First 

Quarter 2017, doi: 10.1109/EMR.2017.2667260. 

22. W. Van Dooren, “Better performance management: Some 

single- and double-loop strategies,” Public Perform. 

Manage. Rev., vol. 34, no. 3, pp. 421–434, Mar. 2011, 

doi: 10.2753/PMR1530-9576340305. 

23. P. Wang and Q. Wang, “The research on contextual 

performance management of the core employees,” in 

Proc. 2011 Int. Conf. Manage. Serv. Sci., Wuhan, China, 

2011, pp. 1–4, doi: 10.1109/ICMSS.2011.5998081. 

24. M. White, “Square's growth framework for engineers and 

engineering managers,” Square Corner Blog, Jul. 2019. 

25. B. Wigert and J. Harter, “Re-engineering performance 

management,” Gallup, Inc., 2017. 

26. J. C. Williams, D. L. Loyd, M. Boginsky, and F. Armas-

Edwards, “How one company worked to root out bias 

from performance reviews,” Harvard Bus. Rev., Apr. 

2021, [Online]. Available: https://hbr.org/2021/04/how-

one-company-worked-to-root-out-bias-from-

performance-reviews 

27. “Types of performance review biases & how to avoid 

them,” Culture Amp, Aug. 2024. Accessed: Nov. 20, 2024. 

[Online]. Available: 

https://www.cultureamp.com/blog/performance-review-

bias  

https://eipublication.com/index.php/jme
https://www.cultureamp.com/blog/performance-review-bias
https://www.cultureamp.com/blog/performance-review-bias
https://www.cultureamp.com/blog/performance-review-bias
https://www.cultureamp.com/blog/performance-review-bias

