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Abstract 
As countries to the improvement of higher education personnel training requirements, 
and the change of social environment, the students obvious change, whether has the 
first-class high level of the counselor team is to create the first-class university, the 
education in our country and rejuvenating the country, the important factors and 
establish a scientific, effective and fair performance appraisal system is the necessary of 
the counselor team construction in the long run. The research on the performance 
evaluation of counsellors is concerned with important practical problems, and it is also 
a question of selection and re-selection, construction and reconstruction. A scientific and 
reasonable performance appraisal system for counsellors can not only promote the 
overall quality and work level of counsellors, but also facilitate the professional 
construction and development of the counsellor team. This study starts from the current 
situation of performance assessment of university counselors, analyzes the problems, 
and finds out the specific methods to solve and optimize the performance assessment of 
local undergraduate university counselors. The construction of the team of counselors 
is developing towards professionalism, institutionalization and standardization. 
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1. Introduction 

Performance appraisal refers to the behavior of employees at work and work results in a 
tracking, recording, evaluation information, is for employees to work in the organization, 
quantitative and qualitative analysis method, applied science effect on employees' behaviors 
and their contribution to the enterprise and value assessment and evaluation, is the most 
important part of the performance management system. Performance appraisal is a means to 
provide decision support in human resource management, which can be understood from three 
aspects: First, performance appraisal is to judge the work results and behavior performance of 
the subject in a certain period, and the basis of assessment is the actual performance (result + 
behavior) of the assessment cycle. Secondly, performance appraisal is an integral part of the 
human resource management system, and it is one of the links of "plan-execution-assessment-
feedback". Its purpose is to continuously help employees grow and make both organizations 
and employees win. As part of performance management, performance appraisal is used to 
determine what the employee has done well (to promote the good areas as experience), what 
needs to be improved (to make suggestions for improvement), and how far it falls from the 
planned goals. Thirdly, performance appraisal is a comprehensive evaluation of the quality, 
performance, ability and attitude of the organization members in their daily work. 
First of all, performance appraisal can improve the efficiency of organization and management 
and improve work. In order to survive in a highly competitive environment, organizations need 
to discover high-performing employees or teams so as to rationally allocate better 
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organizational resources and obtain the most profitable output. Performance appraisal is not 
only the assessment of output and results, its essence is process management. Managers divide 
organizational goals into monthly, quarterly and annual indicators, understand the completion 
of individual work tasks of employees through performance assessment, and effectively help 
enterprises achieve their goals. Performance appraisal is also a cycle of constantly making plans, 
implementing schemes, improving and revising, which is reflected in the complete performance 
management links, including the setting of performance goals, the achievement of performance 
requirements, the revision of performance implementation, performance interview, 
performance improvement and the re-setting of performance goals.[1] Managers at the same 
time through the performance appraisal process can follow results, gaps and difficulties in the 
process of staff, to improve parent-child relationships in organization, managers and 
employees in the organization to achieve effective communication, so as to improve the 
efficiency of organization and management, at the same time for an organization to provide 
decision-making reference for other departments. 
Secondly, performance appraisal can motivate and reward employees and give them feedback 
on the situation. The salary of employees generally consists of two parts: fixed salary and 
performance pay. The level of performance pay depends on the performance appraisal of 
employees. However, the ultimate purpose of assessment is not simply to distribute benefits or 
simply to get compensation through labor, but to promote employees to find the gap and 
improve themselves, and finally promote the common growth of enterprises and employees to 
achieve a win-win situation. On the one hand, performance appraisal can make employees clear 
their own job responsibilities, find their own shortcomings and adjust their working methods; 
On the other hand can make the employee's work ability and achievements recognised by group, 
at the same time performance evaluation on the appointment and removal of employee, 
promotion, rewards and punishment and so on provides the important information, 
organization based on performance appraisal feedback information making personnel 
decisions and the corresponding adjustment, can effectively promote the employees to improve 
work and seek the further development of the career path[2]. 
Thirdly, performance appraisal can provide an important basis for the organization's personnel 
decision-making. By reference to human resources management performance appraisal index, 
for employees, appointment and dismissal, employment, promotion, training, salary, and so on 
to make a decision, personnel decisions related to management in accordance with the 
standards of working instruction requirements can determine the employee's employment or 
not, can also through the use of reasonable and effective performance appraisal results, 
encourage employees to take a raise and promotion way, Stimulate the potential of employees. 
In the human resource management system, many links of decision making, adjustment and 
operation all need performance appraisal as the basis It can be seen that performance appraisal 
has a very important and positive role in human resource management. Performance appraisal 
provides an important reference and basis for human resource planning, personnel decision-
making, analysis of staff job adjustment, staff recruitment and training as well as reward and 
punishment incentive, and also provides an objective and verifiable basis for the establishment 
and adjustment of the compensation system. 

2. Current Situation of Performance Assessment of College Counselors 

Performance management of counselors at present, many colleges and universities in our 
country there is a common situation, namely, performance appraisal are not serious enough, in 
the college counselor performance evaluation concept is not clear, lack of management and 
control, examination formal performance appraisal process simplification, absent or not 
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enough scientific performance evaluation system, etc. So that the performance appraisal of 
university counselors effect is not obvious. The level of performance appraisal improves slowly. 

2.1. Contents and Indicators of Performance Assessment of College Counselors 
For a long time, the assessment of counselors' work content in colleges and universities has 
mainly reflected in the four aspects of morality, ability, attendance and performance. Some 
colleges and universities even include the assessment of counselors in the assessment of 
administrative personnel. 
The first aspect is the assessment of morality, that is, the assessment of the ideological and 
political quality of counselors. The first thing to evaluate college counselors is political 
consciousness, that is, whether they can analyze and solve problems with the basic viewpoint 
of Marxism, whether they have political acuity, whether they are loyal to the party, and whether 
they have a high degree of organizational discipline.[3] The second is the level of policy theory, 
which is reflected in the teaching situation of the counsellor's situation policy course, whether 
it can combine the national development situation and the requirements of society to give 
students realistic education, whether it can carry out the party's line, policy, policy education 
and management of students; The third is the work style, that is, whether you love your job, 
have a strong sense of service to students, and have good professional ethics; The last is to be a 
teacher, whether to set an example, abide by the law, with personality charm to infect and 
influence students. The second aspect is the assessment of ability, that is, organizational 
leadership ability, including the assessment of the organization, management and coordination 
ability, the ability to deal with students' emergencies, the assessment of language expression 
ability, the assessment of scientific research activities combined with their own work, the 
assessment of innovation ability and so on. The third aspect is the frequent assessment, 
assessment work plan formulation, implementation and summary of the situation; Assess 
whether political study is often carried out; Assess whether to organize students to carry out 
and participate in activities, timely understand the situation of students and take reasonable 
measures to solve and coordinate; Assess whether the school and departments can timely 
complete the deployment of various tasks. The fourth aspect is the performance of the 
assessment, that is, the performance of the assessment. It mainly evaluates the effect of the 
counsellor's ideological and moral education on students, including students' ideological 
consciousness, moral quality, and the achievements of cultivating students' backbone. Evaluate 
the effect of students' daily management; To examine the cultivation, development and 
education of Party members; Examine student discipline, student and class achievement, etc. In 
recent years, all the performance assessment contents of the counselors have been quantified, 
such as "employment rate", "Party member rate", "postgraduate entrance rate", "award rate", 
"loan repayment rate", "pass rate", "discipline violation rate", etc., which are taken as important 
indicators of the counselors' work assessment. 

2.2. Performance Evaluation Method of College Counselors 
Appraisal main body of university counselors is generally for students, faculty and school 
related departments, the assessment object himself to conduct self assessment, evaluation of 
counselor used in many colleges and universities should be filled out by the counselor I 
reporting on activities report methods of this school year, usually at the end of the year, is 
responsible for issuing department or departments to the counselor competent counselor 
counselor annual reporting on activities report, the counselors should fill in the report and 
submit it to the assessment department within the prescribed time. The report mainly involves 
the daily work performance and performance of the counselors. After the counselors fill in the 
personal report, the supervisors will fill in the comments, and then the report will be submitted 
to the competent departments of the counselors (Student Affairs Office and Student Affairs 
Department) for record. Counselor fill out of the school year reporting on activities report found 
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some colleges and universities is the qualitative evaluation, combined with the lack of effective 
performance communication, assessment often cannot achieve the ideal effect, performance 
appraisal significance is not big, so the counselor performance appraisal for the related 
improvement of counselors in addition to the quantitative to fill in the reporting on activities 
report of this school year, gradually add some more objective quantitative factors, easily for 
example, the performance management method of grade evaluation by the supervisor and the 
assessment team is adopted.[4] At the end of the year, the counsellor Performance Evaluation 
Form is issued to the counsellor, which involves the self-evaluation filled in by the counsellor, 
the grade rating of the supervisor and the comments of the supervisor. At present, the common 
assessment methods of college counselors include comparison method, scale method, target 
management method and description method. A variety of methods are parallel, quantitative 
assessment and qualitative assessment are combined, with quantitative assessment as the main 
assessment, qualitative assessment as a supplement. 
Most colleges and universities during the examination of counsellors using degree of enterprise 
performance evaluation method, evaluation information generally includes departments 
leadership, student affairs office (studies ministry), the relevant head of department, the college 
counsellors and other students, for college counselors, this method can be all-round, multi-
angle, multidimensional performance evaluation of counselor work, However, there are many 
qualitative factors in the counsellor's assessment, and most of the evaluation of each person is 
based on a certain event or some things in a certain period of time, so different assessment 
subjects may hold different opinions on the same assessment content, that is, more subjective 
components, and the reliability of the assessment will be relatively low. 

2.3. Performance Assessment Cycle and Results of College Counselors 
Assessment cycle refers to the time separated by an assessment. According to the growth law 
of students in colleges and universities, the work cycle of counselors is generally divided by the 
period of schooling. The appointment of general college counselors is three to five years.As a 
result, most colleges and universities enforce a year at a time for examination and assessment, 
basically some universities in a semester examination are complementary, the inspection cycle 
if it is too long can lead to the inspection failure, but the inspection cycle is too short and the 
inspection cost will increase, and will also cause the inspection object. 
The assessment results include the assessment results of each specific index and the 
assessment results of the whole assessment system, which are generally measured in two ways: 
one is expressed explicitly by the 100 percent system, and the other is expressed by qualitative 
comments. The results of the hundred-point system are difficult to distinguish carefully, 
because the same event is one point more and one point less difference is not big, and the 
qualitative comment with "good in poor" represents a relatively good difference, but it will lead 
to the qualitative evaluation of the same level of results too much and not easy to distinguish. 
Accordingly, some colleges and universities can set "good in poor" the percentage of the 
examination quantity of qualitative index. In the actual assessment, the quantity can not exceed 
the percentage quantity, but can be lower than the target quantity. Performance appraisal of 
counselors in colleges and universities, the appraisal results to salary, rewards and punishment, 
promotion of counsellors is the direct application value attaches importance to the assessment 
results and neglect the analysis of the assessment results and feedback, there is no in-depth 
analysis of the examination is incomplete supporting hardware or appraisal index and the 
content is not reasonable, the current Settings are science or the inspection period, the lack of 
attention to the feedback of performance appraisal results makes the effect of appraisal unable 
to achieve the expected goal. 
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3. Study on Optimization Measures for Performance Assessment of 
College Counselors 

3.1. Establish Scientific and Reasonable Performance Appraisal Indexes and 
Attach Importance to Hidden Work 

The scientific and reasonable performance appraisal index system has an important influence 
on ensuring the effectiveness and feasibility of appraisal results. Since the family education 
environment, ideological and moral outlook and the concept awareness brought by the growth 
experience of "post-00s" college students are very different from the former students," post-
90s" college counselors have to face a lot of new puzzles and problems when facing their own 
role transformation. University departments, therefore, should according to oneself 
circumstance of the school counselor team, school students and the school's strategic 
development goal of advancing with the times, accord to their own school counselor team and 
the development goals of the school, according to the management by objectives (MBO) 
principle and key behavior namely (KPI) to the counselor job responsibilities,[5] From the 
perspective of quantity and quality, the comprehensive and concrete indicators with practical 
significance and operability are established layer by layer. This requires the management on 
the one hand to consider the "explicit" work in the work of the counselors, to specifically 
analyze and measure the different contents of the counselors' work, and to select indicators 
that can reflect the comprehensive quality and strong comprehensiveness; On the other hand, 
we should fully consider the "hidden" work results in the work of counselors, consider the 
differences between individual counselors, pay attention to the "hidden" efforts of counselors 
to students, and put forward different assessment objectives and assessment methods 
according to the different duties performed by counselors at different positions and levels. 
According to the theory of Management by Objectives (MBO), referring to the basic framework 
of performance assessment system adopted by many domestic colleges and universities to 
evaluate the performance of counsellors with the first-level indicators of morality, ability, 
attendance and performance, and integrating the common points of the evaluation system of 
colleges and universities, the first-level assessment indicators are preliminary and detailed 
decomposed. 
From the perspective of "morality", it mainly refers to the performance of the ideological and 
political quality of the counselors. It mainly includes political quality, educational service 
concept and work style. The indicators of ideological and political education include: the 
proportion of students applying for Party membership, the number of regular conversations 
with students, the active communication with students' parents, the situation and policy 
teaching, the number of activities carried out by the Party Affairs League, the students' 
compliance with school rules and so on; Work style mainly refers to whether the counsellor 
plays an exemplary role in the work, the degree of prestige among students, including the 
indicators of responsibility and enthusiasm, initiative and perseverance in the work, efficiency 
and dedication, and the number of class activities. 
From the aspect of "ability", it mainly includes control ability, business ability and coordination 
ability. This requires counsellors not only to have certain scientific and cultural knowledge, but 
also to combine theoretical knowledge with specific situations in daily work, to transform 
knowledge into ability through practice, and to have certain ideological and political education 
research and work performance. The indicators include: communication and expression ability, 
emergency handling ability, organization and coordination ability, innovation and 
understanding ability, teamwork ability, anti-pressure ability. 
From the "diligent" aspect, it mainly points out the diligent situation and work attitude. 
"Attendance" is decomposed into attendance quantity, work quality and attendance quantity. 
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Attendance quantity mainly measures the amount of time the counsellor is actually in the 
working state, while work quality mainly measures the efficiency of the counsellor to complete 
the work in the working state. The indicators included: student attendance in class, the number 
of visits to student dormitories, the number of counselors' attendance at work, the number of 
students' attendance at physical exercise, and the number of times they helped students talk. 
From the aspect of "performance", "performance" is the synthesis and summary of the 
investigation of the first three aspects. It is reflected in the quantity and quality of the work 
accomplished by counsellors in teaching and research work, student daily management 
effectiveness, characteristics and innovation work. "Performance appraisal indicators are: 
students course exam one-time pass rate, four, six levels of tests one-time pass rate, the number 
of professional competition award, students number of published papers, outstanding class 
class appraisal award-winning class number, the number of poor students with class, style class 
game winning students person-time, employment (for graduating class). 

3.2. Establish a Comprehensive Qualitative and Quantitative Performance 
Evaluation System 

The establishment of performance appraisal system is a systematic project, which must deal 
with the relationship between qualitative and quantitative. The performance of counsellors is 
generally evaluated quantitatively, while the quality of counsellors is generally evaluated 
qualitatively.[6] The quantitative evaluation of performance makes the results more objective 
and accurate, while the qualitative evaluation of quality can make the indicators that cannot be 
measured with subjectivity and fuzziness more obvious. Therefore, for the performance 
evaluation of counselors, the combination of qualitative and quantitative methods should be 
established to adapt to the flexible and diverse characteristics of counselors' jobs. When 
establishing the qualitative and quantitative evaluation system, we must consider the main 
body and the weight of performance evaluation index[7]. 
According to the content of the degree performance evaluation theory, this paper selects the 
direct supervisor, the counsellor's colleagues and the counsellor's work object, the student who 
takes the counsellor's work as the performance evaluation subject, and includes the counsellor 
himself. This paper divides the assessment methods into five dimensions: 
The first dimension: direct supervisor evaluation. To evaluate the counselor's work, form a 
written evaluation. 
The second dimension: colleague evaluation. Form evaluation by scoring. 
The third dimension: student evaluation. At the end of the school year, counselors were graded 
using anonymous online assessments. 
The fourth dimension: self-evaluation. Counselors summarize their work and fill in the form at 
the end of each semester. 
Fifth dimension: evaluation of functional departments. It is composed of persons in charge of 
the Personnel Department, Student Affairs Office, Youth League Committee, Academic Affairs 
Office, Publicity Office, security office, university hospital and other relevant functional 
departments. It will give comprehensive evaluation according to the daily work situation. 

3.3. Attach Importance to Feedback and Effective Application of Assessment 
Results 

The performance evaluation of college counselors is to guide, encourage and help counselors 
to give play to their professional expertise and improve their performance. After counselors 
improve their own ability and quality, they can develop together with the school. From this, we 
can see the importance of feedback on performance evaluation results. The object of the result 
feedback usually has the personnel department of the university, the direct director and the 
leader, the person who is checked is the counsellor himself. First of all, the performance 
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evaluation results of counselors are linked to the promotion, salary, training, career planning 
and other links of the school's personnel management, so that the school's personnel 
department can work out a practical reward and incentive system. Secondly, the results of 
performance appraisal should be fed back to the direct supervisor or leader, so that the leader 
can criticize the counsellor with poor performance appraisal and help them to make 
performance improvement and revision plans. The counselors with good performance 
appraisal results will be given material or honorary rewards, and the performance appraisal 
will be closely linked with salary and personal promotion.[8] Furthermore, the performance 
evaluation results will be fed back to the counsellor himself. As high-quality management and 
knowledge talents, counselors regard their jobs as a way to realize their self-value in life. 
Therefore, counselors can find and solve problems from the performance evaluation results, 
enhance their strengths and avoid their weaknesses, and constantly seek progress. It is not the 
end of a performance appraisal process to count and feed back the performance appraisal 
results. It is necessary to carefully study and analyze the whole performance appraisal process 
and summarize the problems in this performance appraisal. Find the inadequacies in the 
assessment, and find out the reasons for improvement, "test and use of disjointed" will lose the 
significance of assessment. Only the effective use of performance results can promote the 
counselors' attention to performance appraisal, and promote the construction of professional 
and professional counselor teams constantly, so that the counselors' actions will consciously 
develop in the direction of improving performance. 

4. Conclusion 

The performance evaluation system of college counselors is a very complex project that needs 
to be modified repeatedly. It needs multi-directional, multi-level, multi-angle and targeted 
assessment and evaluation. Its fundamental purpose is not to link the assessment results with 
performance pay, awards, or professional titles, but to improve performance. Through the 
performance appraisal, the performance shortcomings of counsellors and their teams are found, 
so as to carry out targeted training and promotion, so as to further improve the comprehensive 
quality of counsellors and their teams, and achieve the fundamental purpose of performance 
appraisal to improve performance. In view of this, the local colleges and universities need to 
combine their own characteristics, which can be in the government's policy and the support of 
new technology science optimization assessment of counselor system, and through the relevant 
incentive mechanism, combining the personnel allocation, promotion, pay, title assessment and 
education training, such as management, fully embodies the counselor's overall quality and 
level of job of pay and performance management. Of course, the school can also set up "one vote 
veto" indicators, that is, such as political character, teachers' ethics, campus stability, personal 
safety, integrity and self-discipline, and set a bottom line, as long as there is a problem, directly 
to its evaluation results to give a vote veto. 
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