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Abstract
This article develops a method that serves the team leaders and executive managers as a guide for assuring the
accomplishment of the team’s objectives. It spotlights the trend of human resource performance. The method introduced in
this article focuses on Balanced Scorecard (BSC) as a revolutionizing tool in the management of performance and suggests
a new and scientific way for assessment, recognition, and reward system. The innovative model introduced in this article
can be used to evaluate personnel’s performance, rank them, set job-related targets, and motivate them to improve their
performance.
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2. PROPOSED MODEL
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As mentioned above, the proposed model is
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Personnel No. 1 > TG13= 9.25
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Figure-1:

Figure-2:

Levels of Developing Model

Available Units in Company A
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Figure-3:

Defined Indicators for Production Unit Personnel of Company A
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Table- 1: Personnel Performance Calculation in Financial Perspective
Financial Perspective
Indicator Name: Personnel Value-Added
Personnel No.

Personnel Performance

1
2
3
4
5
Less than 200 $

200 to 500 $

1200 $
1300 $
1500 $
650 $
1200 $
Score Range
500 to 800 $

0 to 2 points

4 to 6 points

6 to 8 points

Score
10
11
13
7
10
800 to 1200 $
8 to 10 points

More than 1200 $
10 points plus 1
more point for each
extra 100 $

Table- 2: Personnel Performance Calculation in Customer Perspective
Customer Perspective
Indicator Name: Commitment toward Responsibility
Personnel No.
1
2
3
4
5

Score

8
10
6
6
6
Indicator Name: Job Discipline

Personnel No.

Score

1
2
3
4
5

7
9
9
8
6

Table- 3: Personnel Performance Calculation in Learning and Growth Perspective

Learning and Growth Perspective
Indicator Name: Number of executed suggestions proposed by personnel
Personnel No.

Personnel Performance

Score

1
2
3
4
5

2 Suggestions
4 Suggestions
No Suggestion
1 Suggestion
No Suggestion

6
10
0
4
0

Score Range
4 Suggestions and
more
10 points plus 1 more
4
6
8
point for each extra
suggestion
Indicator Name: Percentage of defects reduction in comparison to the previous period

No Suggestion
0

1 Suggestion

Personnel No.

2 Suggestions

Personnel Performance

1
2
3
4
5

4.6 Percents
6 Percents
2 Percents
1 Percent
2 Percents
Score Range

Less than 2 Percents

2 to 4 Percents

4 to 6 Percents

0 to 2 Points

2 to 4 Points

4 to 10 Points
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3 Suggestions

Score
6
10
2
1
2
More than 6 Percents
10 Points plus 1 more point for
each extra percentage

Table- 4: Personnel Performance Calculation in Internal Processes Perspective

Internal Processes Perspective
Indicator Name: Keeping Safety and Health
Score
7
9
5
7
8
Indicator Name: Percentage of Defects Made by Personnel
Personnel No.
Personnel Performance
1
2
2
3.3
3
7
4
1
5
6
Score Range
2 to 4
4 to 6
6 to 8
Less than 2 Percent
Percent
Percent
Percent
Personnel No.
1
2
3
4
5

10 points plus 1 more point for each less percent

4 to 8
Points

2 to 4 Points

Score
10
6
1
11
2
More than 8 Percent

0 to 2 Points

0 minus 1 more
point for each extra
percent

Indicator Name: Acting 5s Rules
Personnel No.

Score

1
2
3
4
5

8
7
9
6
8

Table- 5: Personnel Performance Score in Four Perspectives
Score
Personnel No.

Financial

Customer

Learning &
Growth

Internal
Processes

1
2
3
4
5

10
11
13
7
10

7.5
9.5
7.5
7
6

6
10
1.6
1.6
1.6

9.5
6.4
2.2
10.1
3.2
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