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Abstract: This study examines the performance appraisal of cadres within government institutions, highlighting its 
significance in enhancing governance capacity and administrative effectiveness. It analyzes key challenges in current 
appraisal practices and proposes pathways for improvement. The research focuses on the construction of multidimensional 
evaluation indicators, the integration of performance appraisal with cadre development, and the optimization of appraisal 
mechanisms. Additionally, it underscores the potential of big data technologies and collaborative evaluation models in 
improving assessment accuracy and fairness. Based on the analysis, the study advances policy recommendations aimed at 
establishing a more scientific, systematic, and effective cadre performance appraisal system.

Keywords: Cadre appraisal; Government organs; Performance improvement

Online publication: December 31, 2025

1. Introduction
In modern government agencies, the performance evaluation system for cadres is crucial for improving 
administrative efficiency and ensuring the quality of public services. According to relevant policies such as the 
“Measures for the Regular Evaluation of Civil Servants (Trial)” (2019) and the “Regulations on the Evaluation of 
Staff in Public Institutions” (2023), an effective system should be fair and comprehensive. However, considering 
factors such as job diversity and evaluation objectivity, designing and implementing such a system is complex. 
This study explores the existing system, analyzes its effectiveness and challenges, and proposes improvement 
measures. Aspects such as organizational structure, data collection, and evaluation indicators were also studied, 
aiming to improve the overall performance of the administrative system and contribute to the development of the 
cadre team and public sector performance.
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2. Current status of cadre performance appraisal systems
2.1. Overview of public sector workforce management mechanisms
In government institutions, the organizational structures and management frameworks play crucial roles in 
supporting cadre appraisal. These structures are designed to ensure the effective functioning of the appraisal 
system and to align the performance of cadres with the overall goals and objectives of the organization. For 
example, a recent study on innovation in public sector performance evaluation has highlighted the importance 
of aligning performance indicators with organizational objectives to enhance the effectiveness of the appraisal 
system [1]. The hierarchical structure of government agencies provides a clear line of authority and responsibility, 
which facilitates the implementation of performance appraisal. Supervisors at different levels are responsible 
for evaluating the performance of their subordinates, based on predefined criteria and indicators. This top-down 
approach ensures that the appraisal process is consistent and standardized across different departments and units.

Moreover, the management frameworks in government institutions often include policies and procedures 
related to human resource management, such as recruitment, training, and career development. These policies 
are integrated with the performance appraisal system to provide a comprehensive framework for managing the 
workforce. For example, the results of performance appraisal can be used to determine the training needs of cadres, 
as well as their promotion opportunities. In addition, the management frameworks may also include mechanisms 
for feedback and communication, which allow cadres to understand their performance levels and areas for 
improvement. Overall, the organizational structures and management frameworks in government institutions 
provide a solid foundation for the effective implementation of the cadre performance appraisal system [2].

2.2. Challenges in traditional appraisal practices
The traditional cadre performance appraisal systems face several challenges. The evaluation criteria often lack 
comprehensiveness and objectivity. They may focus too much on short-term goals and quantifiable indicators, 
neglecting the long-term development and qualitative aspects of the cadres’ work [3]. For example, in some cases, 
the number of projects completed or the amount of funds attracted are emphasized, while the actual impact and 
sustainability of these projects on the organization and society are not adequately considered.

The implementation process also has limitations. There may be a lack of transparency and fairness. The 
evaluation may be influenced by personal relationships and power dynamics within the organization. Some 
cadres may receive preferential treatment due to their connections, while others with real achievements may be 
overlooked. Furthermore, the feedback mechanism in the traditional appraisal practices is often ineffective. Cadres 
may not receive timely and useful feedback on their performance, making it difficult for them to improve and 
develop.

3. Data-driven analysis of cadre performance
3.1. Big data collection and processing for cadre evaluation
In the context of cadre evaluation, big data collection and processing play a crucial role. The data sources for cadre 
evaluation are diverse and need to be carefully identified and managed. These may include work performance 
records, project completion data, feedback from colleagues and the public, etc. [4] Effective data collection 
methods should be employed to ensure the comprehensiveness and accuracy of the data. This may involve the 
use of automated data collection tools in some cases to capture relevant information in a timely manner. Once the 
data is collected, proper processing is essential. This includes data cleaning to remove any errors or inaccuracies, 
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as well as data normalization to make different types of data comparable. Advanced data analysis techniques can 
then be applied to extract meaningful insights from the data. These insights can provide a more objective and 
comprehensive understanding of cadre performance, helping to make more informed evaluation decisions.

3.2. Construction of multidimensional assessment indicators
In the construction of multidimensional assessment indicators for cadre performance, a KPI system integrating 
political literacy, service efficiency, and public satisfaction is proposed [5]. Political literacy is a crucial aspect as 
it reflects the cadre’s understanding and adherence to political principles and values. It can be measured through 
indicators such as knowledge of policies, participation in political education activities, and the ability to implement 
political decisions. Service efficiency focuses on how effectively the cadre can carry out their duties. This may 
involve assessing the time taken to complete tasks, the accuracy of work, and the ability to handle complex 
situations. Public satisfaction is an important indicator of the cadre’s performance from the perspective of the 
public. It can be evaluated through surveys, feedback mechanisms, and the analysis of public complaints and 
suggestions. By integrating these three aspects into a KPI system, a more comprehensive and objective assessment 
of cadre performance can be achieved, which is beneficial for promoting the improvement of cadre quality and the 
better functioning of government organs.

4. Integration of cadre development services
4.1. Career path planning linked to appraisal outcomes
4.1.1. Competency-based promotion mechanisms
In government organs, an effective integration of cadre development services is crucial for the growth and 
performance of cadres. This involves linking career path planning with appraisal outcomes and implementing 
competency-based promotion mechanisms. When appraisal results are connected to career progression, it provides 
a clear direction for cadres to develop their skills and competencies. For example, if an appraisal shows a cadre’s 
strength in a particular area, it can be used to guide their career path towards more responsibilities in that domain [6]. 
Competency-based promotion mechanisms ensure that promotions are not solely based on tenure or seniority but 
on the actual abilities and performance of the cadres. This encourages them to continuously improve their skills 
and contribute more effectively to the organization. It also helps in identifying and nurturing high-potential cadres 
who can take on more challenging roles in the future. By integrating these aspects, government organs can create 
a more efficient and merit-based performance appraisal system that promotes the development and success of their 
cadres.

4.1.2. Performance feedback and training systems
In government organs, the integration of cadre development services is crucial for enhancing the performance 
of cadres. Career path planning linked to appraisal outcomes provides a clear direction for cadres’ growth. 
Based on the assessment results, personalized development programs can be designed [7]. This allows cadres to 
understand their strengths and weaknesses and focus on areas that need improvement. Performance feedback is an 
essential part of this process. Regular and constructive feedback helps cadres to stay on track and make necessary 
adjustments. Training systems should also be integrated to support the development of cadres. This includes 
providing relevant training courses and workshops to enhance their skills and knowledge. By integrating career 
path planning, performance feedback, and training systems, government organs can effectively develop their 
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cadres and improve overall performance.

4.2. Welfare optimization through comprehensive evaluation
4.2.1. Incentive structures aligned with organizational goals
The integration of cadre development services is crucial for optimizing the performance appraisal system of 
cadres in government organs. By providing comprehensive training and development opportunities, employees 
can enhance their skills and capabilities, which in turn can lead to improved performance. This can be achieved 
through a variety of means, such as workshops, seminars, and on-the-job training programs.

Welfare optimization through comprehensive evaluation is another important aspect. A well-designed 
evaluation system can accurately assess the performance of cadres and provide feedback for improvement. This 
evaluation should not only focus on individual performance but also take into account the impact on the overall 
organization and the public service quality. By using a comprehensive set of evaluation criteria, including both 
quantitative and qualitative measures, a more accurate and fair assessment can be achieved.

Incentive structures aligned with organizational goals are essential for motivating cadres to perform at their 
best. These incentives can include financial rewards, promotions, and recognition. By tying incentives to the 
achievement of organizational goals, employees are more likely to work towards the common good and strive 
for excellence in their public service. This can lead to improved efficiency and effectiveness in government 
operations, ultimately benefiting the public. In conclusion, a well-designed performance appraisal system that 
integrates cadre development services, optimizes welfare through comprehensive evaluation, and aligns incentive 
structures with organizational goals can significantly enhance the performance of cadres in government organs and 
improve the quality of public service [8].

4.2.2. Health and wellness support systems
In the context of optimizing cadre welfare in government organs, integrating comprehensive evaluation into cadre 
development services is crucial. This involves developing cadre care programs that incorporate psychological 
assessments. By conducting regular psychological evaluations, potential stressors and areas of concern can be 
identified among cadres. This information can then be used to design personalized support systems. For example, 
if an individual shows signs of excessive stress related to work demands, appropriate stress management training 
or a more flexible work schedule could be recommended. Such programs not only enhance the well-being of the 
cadre but also contribute to their overall performance. Through these measures, a more positive and productive 
work environment can be created, aligning with the goals of effective cadre development and welfare optimization 
in government organs. This approach is in line with the need for a comprehensive understanding of cadre needs, as 
emphasized in relevant research [9].

5. Strategic system optimization approaches
5.1. Dynamic feedback mechanism design
5.1.1. Real-time performance monitoring frameworks
In the context of optimizing the performance appraisal system of cadres in government organs, a strategic approach 
involves the design of a dynamic feedback mechanism and real-time performance monitoring frameworks. A 
dynamic feedback mechanism is crucial as it allows for continuous assessment and adjustment. It enables the 
identification of strengths and weaknesses in a timely manner, facilitating targeted improvement strategies [10]. This 
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mechanism can incorporate multiple channels for feedback, including peer reviews, subordinate evaluations, and 
self-assessments.

Real-time performance monitoring frameworks provide an up-to-date understanding of the cadres’ work 
progress and outcomes. These frameworks can utilize advanced technologies and data analytics to collect and 
analyze relevant performance data. By monitoring key performance indicators in real-time, managers can make 
informed decisions promptly. For example, if a particular project is falling behind schedule, immediate corrective 
actions can be taken. This not only enhances the efficiency of the appraisal system but also contributes to the 
overall effectiveness of the government organs’ operations.

5.1.2. Multi-stakeholder participation models
In the context of optimizing the performance appraisal system of cadres in government organs, the establishment 
of collaborative evaluation processes is crucial. This involves multiple stakeholders such as supervisors, peers, and 
service recipients. Supervisors can provide a comprehensive assessment based on their management and oversight 
of cadres’ work, taking into account task completion, compliance with regulations, and leadership abilities [11]. 
Peers, on the other hand, have a unique perspective as they work closely with the evaluated cadres. They can offer 
insights into teamwork, cooperation, and interpersonal skills. Service recipients’ feedback is also essential as it 
reflects the actual impact and effectiveness of the cadres’ work from the end-user’s point of view. By integrating 
the evaluations from these different stakeholders, a more accurate and comprehensive understanding of a cadre’s 
performance can be achieved. This multi-stakeholder participation model not only enriches the evaluation data 
but also promotes fairness and objectivity in the appraisal process, ensuring that the performance appraisal system 
better serves the purpose of identifying and developing capable cadres in government organs.

5.2. Policy innovation and regulatory improvements
5.2.1. Legal framework enhancements for fair evaluation
To enhance the fairness of the cadre performance appraisal system in government organs, regulatory improvements 
and a strengthened legal framework are essential. Transparency and equity should be at the core of these updates 
as outlined: 

(1)	 Regulations need to clearly define the appraisal criteria and procedures to eliminate ambiguity and 
subjectivity. This ensures that all cadres are evaluated based on the same set of standards [12];

(2)	 A mechanism for appealing appraisal results should be established. This provides a safeguard for cadres 
who believe they have been unjustly evaluated, allowing for a review process to correct any errors; 

(3)	 The legal framework should be enhanced to hold accountable those who manipulate or interfere with 
the appraisal process for personal gain. This deters unethical behavior and safeguards the integrity of the 
system. 

Overall, these measures work in tandem to create a more just and effective performance appraisal system for 
government cadres.

5.2.2. Digital transformation policy support
In the context of digital transformation, there is a need for policy support related to the integration of smart 
government for the performance appraisal system of cadres in government organs. This involves leveraging 
digital technologies to enhance the accuracy and efficiency of the appraisal process. Digital platforms can be 
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utilized to collect and analyze data on cadres’ work performance, enabling a more comprehensive and objective 
assessment [13]. Policy innovation should focus on creating a regulatory environment that encourages the use of 
such technologies while ensuring data privacy and security. Additionally, regulatory improvements are necessary 
to standardize the appraisal criteria and procedures across different government organs. This will help to ensure 
fairness and consistency in the evaluation of cadres. The strategic system optimization approaches should aim to 
align the performance appraisal system with the overall goals of the smart government initiative, promoting better 
governance and service delivery.

5.3. Pilot program implementation strategies
5.3.1. Phased reform roadmaps
To ensure the effectiveness and stability of the performance appraisal system of cadres in government organs 
during upgrades, it is essential to develop risk-controlled implementation sequences. A comprehensive assessment 
of the existing system should be conducted to identify potential risks and areas for improvement [14]. This includes 
analyzing the appraisal criteria, methods, and feedback mechanisms. Based on this assessment, a detailed plan for 
system optimization can be formulated.

In the pilot program implementation stage, selected departments or units can be chosen to test the new 
appraisal system. This allows for real-time monitoring and adjustment of any issues that arise. During this process, 
close attention should be paid to the reactions and performance of cadres to ensure that the new system is fair and 
motivating.

For the phased reform roadmaps, a step-by-step approach is recommended. Each phase should have clear 
objectives and milestones. For example, in the initial phase, the focus may be on refining the appraisal criteria 
to better align with the organization’s goals. In subsequent phases, improvements to the appraisal methods and 
the integration of new technologies can be explored. This phased approach helps to manage risks and ensures a 
smooth transition to the new performance appraisal system.

5.3.2. Performance benchmarking methodologies
To optimize the performance appraisal system of cadres in government organs, several approaches can be 
considered. Strategic system optimization requires a comprehensive understanding of the organizational goals 
and the role of each cadre. This involves mapping out the key performance indicators (KPIs) that align with the 
overall mission of the government department. For example, in a public health department, KPIs might include the 
efficiency of disease prevention programs and the effectiveness of healthcare service delivery.

Pilot program implementation is crucial for testing and refining the appraisal system. A selected group of 
cadres or departments can participate in a pilot program where the new appraisal methods are applied. This allows 
for real-time feedback and adjustments. During the pilot, continuous monitoring and evaluation should be carried 
out to identify any potential issues or areas for improvement.

Performance benchmarking methodologies are essential for setting standards and comparing the performance 
of cadres. This can involve comparing performance across different administrative levels within the same 
department or across similar departments in different regions. Comparative analysis models can be created to 
identify best practices and areas where performance lags. These models can take into account various factors such 
as workload, resource availability, and the complexity of tasks. By benchmarking performance, the organization 
can set realistic goals and incentives for cadres to improve their performance.
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6. Conclusion
This research has made significant contributions to the understanding of the performance appraisal system of 
cadres in government organs. By analyzing existing systems and identifying their strengths and weaknesses, it has 
provided a foundation for the establishment of more scientific and effective appraisal systems. The proposed policy 
recommendations for civil service reform offer practical guidance for improving the performance management 
of public servants. In terms of future research directions, there is a need for further exploration in public sector 
human resource analytics. This involves the development of more sophisticated models for assessing performance, 
as well as the integration of new technologies and data sources. Additionally, research could focus on the impact 
of different appraisal systems on organizational outcomes and employee motivation. Overall, this research has 
important implications for the development of the civil service and the improvement of public sector performance. 
It highlights the need for continuous innovation and improvement in the area of performance appraisal, and 
provides a roadmap for future research and policy development.
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