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Abstract: The marketing personnel play a very important position in market economy activity which enterprises
engaged in. Aiming at the status of difficult to "'stay" for the small and medium-sized enterprises, the paper uses
performance appraisal theory systematically, analyses performance appraisal problems of marketing personnel for
small and medium-sized enterprises, and provide relevant performance appraisal advices and effective measures for
the marketing personnel of small and medium-sized enterprises, so as to cultivate talents, retain staff, play the role of
talent and ensure the stability of the enterprise marketing team.
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l. INTRODUCTION

Along with the increasingly fierce market competition, due to the non-standard operations, small and medium-sized
enterprises began to emerge in enterprises’ staff disadvantages, such as low efficiency, enterprises’ staff excess and hard
to keep enterprise internal talent. There is a widespread incentive problem of small and medium-sized enterprises, and
human resource configuration is unreasonable, resulting in serious waste of resources, especially the marketing personnel
team. Taking kickbacks and frequent job-hopping phenomenon emerge in endlessly. Aiming at the marketing personnel
performance appraisal problems in the small and medium-sized enterprises, how to win-win marketing personnel and the
enterprise is the key to solve the problem. Solving the problem can regulate the company's governance structure, improve
the efficiency of enterprise operation and provide reference direction for using the talent.

Il. THE STATUS OF MARKETING PERSONNEL PERFORMANCE APPRAISAL OF SMALL AND MEDIUM-SIZED ENTERPRISES

In many small and medium-sized enterprises, enterprises pay much effort to marketing personnel incentive painstaking
work, but still cannot keep marketing personnel; high turnover rate, low employee satisfaction and work passion make
many enterprise managers a mystery. In view of the above phenomenon analyzed, it is easy to find that the enterprise
marketing personnel performance appraisal and incentive problems are in the following:

A. POORLY DESIGNED PERFORMANCE APPRAISAL INDICATORS

In performance planning phase, managers have no definite assessment key, are afraid of "no assessment work is
difficult to implement” leading to numerous performance indicators, staff not clear what is their focus. And more
enterprises are lack of scientific evaluation indicators, the weights of the various evaluation indexes is not reasonable.
Business just uses regular sales staff appraisal indicators, without actually according to the strategic target of enterprise
itself to make evaluation indexes suitable for the development of the enterprise.

B. UNREASONABLE INSPECTION CYCLE

First, the setting of the cycle is too long, being mainly used for the distribution of the year-end bonus. If this will cause
the problems cannot be in the process of ascension and rectification effectively, can bring error evaluation, evaluation or
not in time lag makes too much lost incentive performance appraisal. Second of all, the cycle of short, short cycle is
assessed to bring huge workload, plus energy co., LTD., has assessed and be assessed grapples with, increase the
inspection cost, instead of a negative impact to the company management.

C. UNREASONABLE APPRAISAL SYSTEM

First of all, the appraisal system is not perfect, which leads many enterprise to be overstaffed, inefficient, ordinary
popularity good evaluation result is often better, instead people having performance often did not deal with interpersonal
relationships and poor results. Secondly, the appraisal system tends to lay particular stress on the standard normative and
ignores the personalized characteristic, the novelty is inadequate.

D. IMPROPER APPRAISAL METHODS

Performance appraisal is the important tool for the implementation of enterprise strategy, but the sales staff
performance evaluation and enterprise strategy implementation are often out of line. Enterprises are in the difficulties in
the implementation of performance appraisal; often have improper problems of assessment methods. For example,
Assessment lack of quantitative and work tasks, the performance evaluation is not reality, evaluation indicators from
responsibility, will not be able to produce effective feedback system, etc., make the enterprise performance evaluation
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system to have it doesn't matter, marketers produce rebellious attitude, which can not reach the anticipated goal of
appraisal, and even lost talent.

E. HARD TO APPLY PERFORMANCE EVALUATION RESULTS

First of all, the performance appraisal subjectivity is strong, the enterprises lack detailed assessment indicators and
assessment standards, as well as the lack of corresponding performance records, only assessed at the end of the month or
year end to be assessed by memory score, the leader has a great deal of rights, the appraisal index is not sound, optional
sex is bigger, when marking subjective factors is very large, strong subjectivity. Secondly, performance appraisal lack
openness and fairness, appraisal results only are in the pending review department, not its motivation and improve the
effect. Finally, there is no feedback to employees in the results.

I1l. SOLUTION FOR THE PROBLEMS OF MARKETING PERSONNEL PERFORMANCE APPRAISAL

AAMAKE SUITABLE ASSESSMENT INDICATORS FOR THE COMPANY'S MARKETING PERSONNEL

Due to the actual problems faced by companies each are not identical, on the sales staff performance evaluation,
enterprises can use the key performance indicators. In the design of key performance indicators, we can select a few
representative indicators., for example, sales performance of Salespeople, profit margins of sales products, the collection
of sales staff, reflection of consumers, and other sales indicators, which include the new customer number, motivate sales
staff to develop new customers. "A customer repeat purchase" indicators, to urge the sales staff to manage existing
customers, maintain the stability of the conversion rates, loss of control. In addition, in the design of key performance
indicators, we also consider sales personnel daily management work, and the market performance of the sales staff, for
example, customers visit rate index of Salespeople etc.

B mFORMULATE THE REASONABLE INSPECTION CYCLE

Generally enterprises make an assessment once for a year, being related to the evaluation purpose. Assessment is
primarily for the purpose of the year-end bonus, then nature will make the cycle of the appraisal consistent with bonus
distribution cycle. From the point of the assessment of performance indicators, different performance indicators need
different examination cycle. The choice of the inspection cycle require different for each enterprise nature, not having the
only standard, for just one month, quarter, half year or one year. When designing performance appraisal cycle, enterprises
should focus on the following factors: first, according to the complete cycle of the tasks to determine the performance
appraisal cycle. Secondly, according to the employee's work content to determine the inspection cycle, , the appraisal of
the cycle should be different for different personnel work content, such as real estate sales and product sales, etc. Finally,
according to the actual work node to determine the inspection cycle, this ensures that the statistical caliber is consistent
with the actual business nodes, can save a lot of statistical work, and can reduce many mistakes, the principle is that the
employees work need how long to see the effect, for sales staff by the semi-annual and annual review.

C mPERFECT THE PERFORMANCE APPRAISAL SYSTEM

In the process of the implementation of performance appraisal, enterprises should pay attention to performance
appraisal feedback function. enterprises should Integrate two kinds of forms by written feedback and interview, for
example, writing can be described in detail the evaluation results of marketers and to sum up, this method is simple, fast,
and it can avoid the embarrassment of face-to-face communication. Using the effective combination of performance and
wages at the same time, has the very good incentive effect, at the same time, the reward should formulate the reasonable
standard and unified standard, some not ideal personnel own demand to be provided targeted training according to the
specific circumstances, enterprises can help them better improve performance, so as to better motivate employees.

D mCONSIST THE MARKETING PERSONNEL PERFORMANCE EVALUATION WITH THE ENTERPRISE GOAL

1) Clear market strategy and policy

If companies don't have a clear market strategy and policy, it is very difficult to have the sales staff performance
appraisal fairness, enterprises should establish a clear marketing strategy, clear the role of the sales staff in the enterprise
market development and the function localization. When an enterprise is in the assessment of sales personnel not only
just sales, profit, cash collection, should have the corresponding marketing strategy. In this way, enterprise is in the
process of market development, sales staff’s work can form a mutually reinforcing system with the competitiveness of the
products, the efforts of the staff, advertising investment, the construction of the pipeline, etc.
2) Clear Sales staff’s positioning function.

Have a clear marketing strategy is easy to determine the sales personnel positioning function and assessment of sales
personnel is clear.
3) make reasonable performance indicators and standardized assessment standards
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In the clear market strategy and clear after sales personnel positioning function, enterprises need to set a targeted to
match performance appraisal indicators. If companies want to marketing people to achieve sales in their own capabilities,
skills, methods and means, assessment index can simple positioning sales an Rebate amount. And if you want to maintain
long-term cooperation relationship with customers, customer satisfaction, and measured indicators will be listed on the
inspection scope.

E mCONTACT PERFORMANCE APPRAISAL AND REWARD

Performance appraisal work of the enterprise needs to have contact certain indicators and the contribution of
employees, both with the staff's promotion, guard, such as training goal, also linked to employee performance in return.
Enterprise performance evaluation results must be proportionate to the wage increase, in the early design of personal
goals; managers are in charge of scores of completion of the staff’s goal during the evaluation period. At the end of the
year by the weighted average, calculate the total score, and then go into the corresponding total score of the grade.
Enterprises adjust the employee's wage such as incentives behaviors according to their final score.

I\VV. CONCLUSION

With the development of economy, the related theory research and application on enterprise employees incentive is
becoming more and more deeply. Based on the deep understanding of marketing personnel performance appraisal theory
at home and abroad, find out the current problems about marketing personnel performance appraisal in small and
medium-sized enterprises, analyze these problems and find a solution to the problem of the marketing personnel
performance appraisal and rationalization proposal is put forward. The analysis of this paper improves the current
situation of small and medium enterprises difficult to "stay”, so as to promote the rapid development of the enterprises.
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