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Abstract
The research has provided details regarding the importance of performance appraisal methods in improving the motivation level of the employees. In addition, the investigation has also included details regarding the challenges associated with the appraisal techniques such as biasness and demotivation that has reduced its acceptability among the workers. The research has included the use of secondary qualitative methodology that has helped in improving the accuracy of the investigation process. The finding and discussion chapter help to analyse the results through thematic coding by analysing the nature of research. The development of themes is based on appraisal accuracy, employee satisfaction, employee engagement, feedback mechanism, rewards, training and recognition. The finding chapters exact the overall results by drawing out conclusions that have its linkage with research objectives. The conclusion chapter provides a proper summarisation of the research topics that help future research to explore further. The proper recommendation includes strengthening transparency through Performance appraisal, implementing continuous feedback and enhancing improvement in rewards and recognition. 
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Chapter 1: Introduction 
[bookmark: _Toc219472580]1.1 Background 
In the current competitive era, employee efforts determine individual performance by showcasing satisfaction regarding jobs which enhance transparency in business. The development of the well-structured appraisal system enhances employee motivation by ability to provide constructive feedback in enhancing organizational objectives. As stated by Lin et al. (2024), employee motivation and performance appraisal are interrelated based on performance appraisals, constructive feedback and encountered growth that aligns with long term business goals. 
The “employee performance management” software growth tends to rise about 3.67% with its market volume US$6.62bn by 2030 (Statista, 2025). The demand of the enterprise performance management software rises through efficient financial planning and automated processes to manage business performance. For example, Unilever enhances the performance evolution of the employees by using AI tools “Work Well”, as 75 % of employees feel valued in the workplace by adoption of technology which enhances productivity (Vorecol, 2025). The shift encounters transformation in business through continuous feedback which enhances career. The employee performance appraisal encounters overall profit of the business by indicating market competition and its adjustment in managing performance. In 2026, the profit of enterprises tends to rise about 40.2% in 2026 related to adjustment in managing performance of employees (Peng, 2022). The shift in increasing “cloud-based appraisal” has showcased substantial growth which is more reliable for effective planning and through analysis self -improvement of employees. 
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[bookmark: _Toc219472581] Figure 1.1: Employee performance appraisal 
(Source: Peng, 2022)
Performance appraisal is an important aspect that helps organisations in strengthening its employee relationships. As stated by Murphy and DeNisi (2023), the performance appraisal tools assist organisations in developing a proper understanding regarding the skills of its workers, that also improves its operational productivity. The organisations have emphasised on adopting appraisal methods for enhancing the engagement level of its workforce. For example, Tesco has invested £3bn in developing initiatives such as the “Kickstart Scheme” that has provided work experience to around 1000 university students in 2025 (Tesco Plc, 2025). The programme has helped the retail company in improving its goodwill among the customers. Tesco has enhanced its revenue from £3200m in 2016 to £6400 in 2024 (Kivilahti, 2024). The improvement in the business income has helped the company in achieving financial stability. 
On the other hand, M&S has also invested around $2m in developing platforms such as “My Choices” that has helped the organisation in reviewing its employee performances in 2024 (Businesswire, 2024). The initiative has also assisted the fashion company in improving its operational quality significantly. M&S has also enhanced the hourly wages of its workers from £14.20 in 2024 to £14.90 in 2025 (Grocery Gazette, 2025). The improvements in the financial income and provision of skill development initiatives has helped M&S in enhancing its goodwill among its employees. 
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[bookmark: _Toc219472582]Figure 1.2: Revenue of Tesco
(Source: Kivilahti, 2024)
[bookmark: _Toc219472583]1.2 Problem Statement 
The performance appraisal system has been designed to showcase employee performance through informed decision making. The employee motivation and PAS have its massive disconnection in enhancing job satisfaction by the ability to showcase its varied consequences. Many organisations faced challenges in adoption of the appraisal system which hamper overall productivity of business. The reason for disconnection leads to lower productivity by decreasing morale value in managing the working environment. For example, Tesco addresses changes in performance appraisal systems through efficient “360-degree feedback” showcases efficient progress and professional growth (Tesco, 2025). The key issues in managing performance appraisal are lack of transparency, unclear goals and misalignment in managing career. This has its massive impact on addressing organisational challenges which in term decreased motivation of employees. 
The reduction in motivation has been a critical issue associated with the performance appraisal methods that has reduced its popularity among the workers. For instance, BP Plc has implemented 4700 job cuts with the intent to reduce its operational costs in 2025. The layoff has adversely affected the productivity of its employees (Race, 2025). BP Plc has reduced its sales value from £2500m in 2021 to £1900m in 2025 (Market Screener, 2025). The reduction in the revenue has also reduced the competitive advantage of the oil company over other organisations. Overall, the implementation of job cuts has reduced the motivation level of the workers. 
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[bookmark: _Toc219472584]Figure 1.3: Sales Value of BP Plc
(Source: Market Screener, 2025)
[bookmark: _Toc219472585]1.3 Research Aim and Objective 
Research Aim
The research aim is to analyse the performance appraisal systems in employee motivation with identifying appraisal factors in organizational settings to enhance overall key performance.
Research objective
· To analyse key relations associated with performance appraisal practices and employee motivation levels in organisational practice.
· To explore the aspect of performance appraisal factors potentially impact motivational activity within the employees of organisations.
· To analysis about key challenges faced by employees due to attribution of the current appraisal system in organisation.
· To develop the effective recommended strategies in improving the appraisal process for enhancing employee motivation.





Research question
RQ 1: What is the relationship between performance appraisal practices and employee motivation levels within the organizational context?
RQ 2: Which specific performance appraisal factors most significantly employee motivation?
RQ 3: What challenges do employees experience as a result of the current appraisal system in the
organization?
RQ 4: What strategies can be implemented to improve the appraisal process and enhance Employee motivation?
[bookmark: _Toc219472586]1.4 Rationale and Significance 
[bookmark: _Toc219472587]1.4.1 Research rationale 
The research is important as it provides a critical evaluation on the performance appraisal initiatives adopted by companies for improving its organisational harmony. For example, Amazon has developed a reward system such as “AwardCo” that has helped the organisation in recognising the contribution of its workers towards its operational growth in 2025 (Amazon, 2025). The initiative has helped the organisation in improving its brand loyalty among its workers. Amazon has enhanced its workforce from 148000 in 2021 to 150000 in 2025 (Bosze, 2024). The availability of skilled staff has assisted Amazon in improving its service quality effectively. On the other hand, the investigation has also discussed the challenges associated with the utilisation of the employment appraisal techniques, such as the absence of motivation among the workers. The inclusion of detailed analysis regarding the impact of appraisal methods on employee performance has enhanced the viability of the research work. 
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Figure 1.4: Employees of Amazon
(Source: Bosze, 2024)
[bookmark: _Toc219472589]1.4.2 Research significance 
The research is significant by serving proper guidance in managing organisation which enhance employee engagement by addressing positive outcomes in enhancing operational efficiency. The appraisal has its massive linkage with motivation and job satisfaction by relying on employee centric approaches in achieving business goals. The fairness and transparency in organization motivate employees by serving consistent feedback which enhances employee engagement. The “360 Degree feedback market” is projected to reach about $1.23billion during 2025 by showcasing its reach of 10.6% which enhances employee engagement (Fortune, 2025).The appraisal system encounters proper career growth by serving proper training to the employees which is more reliable in achieving organisational goals. The research serves proper evidence regarding motivation of employees in handling uncertain situations and emphasizing more on employee needs which 


showcases career progression. This in term showcases employee engagement by showcasing its better contribution which in term enhances employee reach. 
[bookmark: _Toc219472590]1.5 Scope and Limitation 
[bookmark: _Toc219472591]1.5.1 Research scope 
The key scope of research is highly focused on analysing the trend of appraisal systems that are helpful to the motivational level of organisation among employees. In addition, this research also examines different scope of appraisal practice in reshape of motivational levels supported by global organization. As a result, a strong motivational level also be helpful to improve retention in organisations to sustain long term growth effectively. For instance, the average employee turnover rate in North America is 20%, indicating a consistent challenge for organisations in retaining talent, with 3.3 million employees resigning in January 2025 (Gimbal, 2025). Hospitality and retail record the highest turnover at around 70%, largely due to seasonal work and lower wage structures, while healthcare follows at 32%, driven by workload pressure (Gimbal, 2025). The finance and insurance sector reports 18.6%, technology 13.2%, and manufacturing 9.3%, showing relatively stronger workforce stability. Overall, this report is effectively analysing the key trend analysis appraisal of different sectors that diversified turnover rate for long term growth.
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Figure 1.5: Employee turnover rate
(Source: Gimbal, 2025)
[bookmark: _Toc219472593]1.5.2 Research limitation 
The research work has provided limited focus on the performance appraisal techniques adopted by organisations that have reduced the quality of the evaluation process. On the other hand, the investigation has also adopted the use of secondary qualitative methods, that has reduced the quality of the information that has been included in the analysis programme. The adoption of techniques such as thematic analysis lowers the inclusion of real-time data in the research work, which hampers the viability of the evaluation activity. Overall, the limitations mentioned above have reduced the research quality of the topic. 
[bookmark: _Toc219472594]1.6 Structure of Dissertation 
	Chapters
	Discussion

	Introduction
	This chapter provides clear aims and objectives associated with the research, significance, background which help in serving relevant information in achieving business outcomes. 

	Literature Review
	 The Literature Review helps in providing proper information by evaluating essential sources in encountering weakness and strengths. The identification of gaps are carried out and explained further. 

	Methodology 
	The chapter utilizes a secondary qualitative method by showcasing proper alignment with research objectives. 

	Data analysis 
	This section provides proper information through thematic analysis by ability to generate themes to draw out conclusions. 

	Findings and Discussion
	The section helps in drawing out factual knowledge by connecting results with research objectives and addressing comparison with literature. 

	Conclusion and Recommendation
	 The provide proper summarisation of the study and recommendation in achieving actionable insights 


[bookmark: _Toc219472595] Table 1.1: Structure of Dissertation
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Chapter 2: Literature Review
[bookmark: _Toc219472597]2.1 Introduction 
The literature review chapter is most significant to analyse key appraisal facts that are highly contributing about the influencing parameters of the appraisal system, in organization. It also explores the key appraisal practices procurement associated with workplace behaviour and its contribution towards improving motivational outcomes among employees. In addition, this chapter also interconnects with empirical studies for better consolidation of the theoretical view associated with the appraisal system in a detailed manner. It further evaluates strategies proposed in prior research to enhance appraisal effectiveness and strengthen employee motivation.
[bookmark: _Toc219472598]2.2 General Overview of the Literature
[bookmark: _Toc219472599]2.2.1 Conceptual Foundations and Importance of Performance Appraisal Systems
The performance appraisal system has been considered as an important tool that has helped organisations in enhancing the skills of its workers. According to Firdaus et al. (2024), the techniques help companies in improving the knowledge of the workers that also assist in improving its productivity. In addition, the method also improves the engagement level of the workers that in turn reduces the occurrence of production delays for the companies. The organisations have emphasised on adopting performance appraisal methods for strengthening its worker relationships. In addition, the adoption of the performance appraisal method also assists companies in improving its organisational harmony and developing teamwork in its business environment. The enhancement in the team efficiency also helps companies in ensuring timely completion of operational projects that also increases its goodwill among the customers (Yang, Ma and Li, 2023). Overall, the inclusion of the appraisal system has helped companies in achieving financial stability and brand growth effectively. On the contrary Li (2023) stated that traditional approaches are also abruptly reduced to configuring and updating industry competitiveness in an effective manner. For example, Unilever has invested $3.5bn in developing platforms such as “UniVoice” that has helped the organisation in monitoring the progress of its workforce in 2024 (Unilever, 2025). The initiative has helped the retail company in enhancing its product quality and improving organisational harmony. For example, Unilever has enhanced its revenue from €45000m in 2021 to around €5500 m in 2024 (Market Screener, 2025). The improvement in the financial income has helped in enhancing the employee productivity of the country. In addition, the performance appraisal system also helps organisations in developing a proper understanding of the skills of its workers that also enhances the decision-making activities of the organisation. For example, Aston Martin has invested $40m in developing infrastructures such as “ARM Driver Academy” that has helped the company in enhancing the digital knowledge of its workers in 2025 (Aston Martin, 2026). The initiative has assisted the organisation in strengthening its worker relationship and improving operational productivity effectively. 
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[bookmark: _Toc219472600]Figure 2.1: Revenue of Unilever
(Source: Market Screener, 2025)
In addition, performance appraisal systems are most necessary to evaluating key performance levels of an organization to better identify key skills gaps. It is also able to support strong organization development with intricate future needs for organization. For instance, the global data analytics market is also valued at $69.54 billion in 2024 with a market CAGR growth rate of about 28.7% (GVR, 2024). Hence, this market outreach also enables essential growth of the market by 2030 with an acquired value of $302.01 billion. Hence, this scenario abruptly impacts the employee retention position of the organization with a greater need for the technological base of the employee. As a result, Google is generally adopting a data-driven appraisal model supported by OKRs to improve productivity with assured goals alignment of current demand of data analytics. On the other hand, retail giant Walmart also uses a digital appraisal dashboard that also be helpful to maintain strong employee retention value of 2.1 million in consecutive year of 2024 (Market.US, 2024). 
[image: ]
[bookmark: _Toc219472601]Figure 2.2: Walmart employee statistics
(Source: Market.US, 2024) 
[bookmark: _Toc219472602]2.2.2 Relationship Between Performance Appraisal Practices and Employee Motivation
Performance appraisal techniques have a significant impact on the employee relationship of the organisation. As stated by Ullah et al. (2021), the adoption of the method helps companies in developing loyalty among the workers that also assists the enterprises in ensuring the timely completion of business projects. On the contrary, Peng (2022) stated that the performance appraisal techniques have also helped companies in strengthening their worker relationships. The companies have focused on adopting a reward system with the intent to improve its goodwill among the workers. For example, Amazon has invested $100m in developing platforms such as “NectarHr” that has helped the organisation in recognising the contribution of its employees in business projects in 2024 (Amazon, 2025). As a result, it is also helpful to manage the key interventions for recognition that improve employee retention in organisations. Further, it is also to ensure more effective and fair prioritisation of employee recognition procedures for maintaining long-term retention in organisations. The initiative has also helped the e-commerce company in improving the productivity of its workers. Amazon has enhanced the value of its employee revenue from $5bn in 2004 to around $150bn in 2025 (Saxena, 2024). The enhancement in the profits has assisted the company in improving its goodwill among the staff. Hence, this growth also be illustrated about storing organisational strategy towards maintaining better workforce utilisation with adhere towards fair recognition policy. On the other hand, lack of fair policy implementation directly reduces the morale value of employees with reduced workforce productivity in organisations. Hence, this is to improve the key determination of employee resilience and ensure more successive growth in organisation.
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[bookmark: _Toc219472603]Figure 2.3: Employee Income of Amazon
(Source: Saxena, 2024)
In addition, performance appraisal practices play a critical role in shaping employee motivation by influencing perceptions of fairness, recognition, and career growth. As per the view of Farin et al. (2023), the use of structural appraisal systems can also be helpful to improve productivity of organizations with long term growth. For instance, Microsoft has also used a continuous feedback model since 2023 for recognising key employee issues and increasing employee engagement score effectively. Hence, use of feedback model also be beneficial for retaining new talent in prioritising operational excellence and ensure higher retention towards managing employee base in organisation. It is also to improve the key organisation base with reducing hiring cost pattern managing batter inflow position. On the contrary Kalogiannidis et al. (2025), also stated that a highly appraisal system is most effective for restricting managerial flexibility, creating excessive bureaucracy in organization. Hence, a steady growth since 2019 with 5.68% rise with acquire a total of 228,000 employees by 2025 also indicates a strong commitment toward managing employee growth in the organization (Tajammul Pangarkar, 2025). As it is also effective to improve retention capacity of organization. Overall, the Deloitte report also illustrates that enhancement of coaching time associated with senior and junior employees 25 hours per year will also be helpful to raise the 10% performance rating in an effective manner. 
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[bookmark: _Toc219472604]Figure 2.4: Employee retention in Microsoft
(Source: Tajammul Pangarkar, 2025)
[bookmark: _Toc219472605]2.2.3 Key Performance Appraisal Factors Influencing Employee Motivation
The fair compensation and positive work environment is the most necessary performance appraisal factor that abruptly impacted employee motivation cavity in organization. As per the view of Akanmu, Panatik and Shahrin (2025), the use of effective appraisals ensure future growth that boost the moral value of employees with higher engagement rates in organisations. On the other hand, the organisations also adopt appraisal techniques for enhancing the leadership qualities of the workers, that also strengthens the staff relationship of the company. 
On the other hand Setyawati, Woelandari and Rianto (2022), promotion, career development and training is more reliable to improve work performance of the organisation through intrinsic achievement and recognition. This intrinsic achievement has been addressed through improving skills of employees leading to higher productivity in the organisation which encounters clear growth. It has been addressed that 24% of the profit margin rises due to companies investment on training which in turn enhances overall retention rate (Gutierrez, 2019). This retention is due to engagement of the skilled worker which is more responsible for developing ROI of business. For example, Walmart covers the cost associated with CDL by the ability to invest $4,000 to $5,000 and signing bonuses for the hired employees (Baertlein and McLymore, 2022). As stated by Hamzah and Matkhairuddin (2022) the extrinsic feedback provided to employees by ability to follow consistent organisational rules which enhance employee motivation. Continuous feedback, leadership opportunities For example the uprising of employee retention up 3.17 % from 2023 reflects confidence in performance and future prospects in Microsoft. The shifting of total 81,000 staff in product R&D (up 12.50 %) also suggests appraisals favour creative and high‑value work (Tajammul Pangarkar, 2025). Further, another important appraisal factor are One‑time cash bonuses, generous benefits, unlimited PTO, and educational support helpful for improving employee growth with higher motivational activity in employees. Hence, this structural orientation also provides more value to employees and ensures greater productivity quality performance standard in organization. Overall, These patterns indicate that consistent growth, especially in innovation‑oriented roles, along with rewards and benefits in organization
Communication has been considered as an important factor that has helped organisations in enhancing the motivation level of its workers. According to Alkhatib (2025), the companies adopt communication techniques for enhancing its worker relationship that also improves the productivity of its staff. The organisations have stressed upon developing platforms for ensuring smooth flow of business information to the employees. For instance, Tesco has invested $50m in developing programmes such as “Zendesk” that has helped the workers in communicating personal and professional issues to the management authorities in 2024 (Tesco, 2024) The initiative has also helped the supermarket company in developing organisational loyalty among its workers. On the other hand, BP Plc has collaborated with Axios worth $4m for developing platforms such as "Smart Brevity” that has helped the organisation in acquiring knowledge regarding its employee productivity in 2024 (Li, Trencher and Asuka, 2024). The availability of storing communication techniques has helped companies in overcoming market uncertainties. 
[bookmark: _Toc219472606]2.2.4 Challenges and Limitations of Current Performance Appraisal Systems
Employee dissatisfaction is one of the major appraisal system issues that abruptly impacted the current performance measurement value of the organisation. According to Joo, Kong and Atwater (2024), gender and diversity disparities also impact the employee retention system of the organization. For instance, 65.9% of employees were men and Latinx employees held only 4.3% of U.S. leadership roles. More rapid examples of organization into more than 70 offices with 200 cities also make gaps in the feedback appraisal system (Pangarkar, 2025a). As a result, employees are also reduced with a rapid rate of 0.44% with an approximate value of 183,323. On another hand, frequent complaint rate is another major issue associated with employees that reduce appraisal system advocacy in organization (Yang, Ma and Li, 2023). For instance, DXC technology firms in the UK also face this kind of issue about employee complaints regarding lack of consideration of career progression in the organisation (Glassdoor, 2024). Hence, this issue directly aligns with promotional gaps and lack of effectiveness in managing employee retention policy in organisations. The redundancy of carrier plan also be reduce moral value of employee directly make influence negative of internal working environment effectively. Overall, carrier progression initiative is most necessary to acquire optimal growth and ensure better employee retention position of organisation effectively. 
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[bookmark: _Toc219472607]Figure 2.5: Engagement rate Google
(Source: Pangarkar, 2025a)
Gender bias has also been considered as a critical issue that has hampered the efficiency of the performance appraisal techniques of the organisation. In companies such as Microsoft, around 26% of the leadership roles have been provided to female workers (Richter, 2025). On the other hand, 24% of technical jobs in Facebook have been achieved by women employees in 2025 (Richter, 2025). The absence of adequate employment opportunities has reduced the engagement level of the female workforce of organisations. The fair gender diversity index also effectively improves the key scenario of employment and maintains a more balanced internal environment in organisations. However, relatively low proportions also indicate persistent structural and cultural barriers among team management of organisations. In addition, the existence of layoffs has also been a challenge that reduced the popularity of the appraisal system among the workers. For example, Apple Inc has implemented 300 sales job cuts to reduce its operational cost in 2025 (Reuters, 2025). These abrupt job cuts also have a key impact on the managerial system of employees and directly influence the maintain balance of infrastructure to better acknowledge the working environment. Overall, the enhancement in employment losses has reduced the productivity of the workers. 
[image: ]
[bookmark: _Toc219472608]Figure 2.6: Jobs for Female Workers
(Source: Richter, 2025)
[bookmark: _Toc219472609]2.2.5 Organisational Implications of Ineffective Appraisal Practices
The absence of appraisal practices has reduced the goodwill of the organisation among its employees. For instance, the wage value of BP Plc has been reduced to £5.4m due to the lowering of its manufacturing expenses in 2024 (Davies, 2025). The reduction in the employee incentives has also hampered the productivity of the organisation. BP Plc has reduced its sales value from $250000m in 2023 to around $150000m in 2024 (Market Screener, 2024). The lowering of the income has also hampered the financial growth of the organisation. On the other hand, Shell Plc has also reduced the value of its hourly wages from $15 in 2023 to around $13.5 in 2024 (Nasralla, 2025). The reduction in the employee income has reduced the engagement level of the workers and also hampered the product quality of the organisation. In addition, Shell Plc has also implemented 500 job cuts with an intent to reduce its operational cost by $3bn in 2024 (Financial Times, 2026). The adoption of the layoff strategy has also hampered the worker relationship of the company that has hampered its product quality significantly. 
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[bookmark: _Toc219472610]Figure 2.7: Sales of BP Plc
(Source: Market Screener, 2024).
The organization implementation towards managing key employee motivation through different appraisal systems also ensures high reliance on productivity performance. However, deprivation of appraisal directly impacts the operational revenue structure of the organization effectively (Hamidi, 2023). In addition, the absence of a proper reward system also reduces the goodwill of the organisation among its workers. The decline in the appraisal initiatives also reduces the engagement level of the employees that in turn lowers the productivity of the company. For instance, Meta’s extensive employee benefits and diverse workforce have significant implications for organizational performance and employee motivation. On the contrary it is also ascertained that formal appraisal also be less pressure abstained among employees with reducing burnout rate from organization (Guzaiz, 2025). Thus, employees of Facebook (Meta) also be face valued due to the key organizational implications such as perks like on-site clinics, free meals, $2,000 bonuses, wellness reimbursements, comprehensive health coverage, and generous parental leave (SEO, 2024). The absence of the perks mentioned above has reduced the efficiency of the workers that has hampered the service quality of Meta significantly. In addition, the company has also implemented 600 job cuts with an intent to include robotics in its business operations in 2025 (Wagner, 2025). Hence this key implication of Meta also be helpful to maintain a strong employment base of about 22.2% growth from previous year progression. Also, fair division of workforce policy enables more strategic implication for organizations towards maintaining resolution regulatory enforcement standards (SEO, 2024). Thus, women hold 35% of executive roles, minorities 32%, and 44% of the workforce is female. Also enhancing organizational structural criteria for expedition will enable long term growth. The availability of gender equality in the work environment has helped organisations in ensuring smooth execution of its business operations. 
[bookmark: _Toc219472611]2.2.6 Strategic Approaches to Improve Performance Appraisal and Enhance Employee Motivation
The availability of a flexible reward structure has helped companies in evaluating its employee performance and improve its product quality. According to Muhammad et al. (2025), the existence of appraisal schemes helps organizations in enhancing the motivation level of its workers and also ensures timely completion of business projects. On the other hand, the enhancement in employee motivation has helped companies in overcoming market issues (Iqbal et al., 2019). The companies have emphasised on adopting reward schemes for improving the skills of its workers. For example, Sainsbury has invested $20m in developing platforms such as “MySainsbury” that has provided incentives to employees on achieving sales targets in 2024 (Searles, 2025). The initiative has also assisted the organisation in improving its worker relationship and also enhancing its product quality. 
As stated by Imran, Ghazwan and Firmansyah (2024), enhancing motivation of employees has been addressed through adoption of inclusive performance, personalised development model and “real-time recognition”. The personalised development plan enhances employee performance by ability to align with the individual goals. This helps employees to enhance engagement by servicing proper clarity in achieving career ambition. On the other hand (), Equity, Diversity and Inclusion is more reliable to enhance transparency and fairness in the workplace which leads to a high rate of hiring. For example, Unilever serves employees with “equal pay” opportunities by servicing clear reward policies which have its massive contribution in maintaining an inclusive culture. In managing the global workforce, equality among women is about $28 trillion in 2025 by showcasing its massive influence in driving changes in business (Unilever PLC, 2023). Thus, transformation in performance focuses on future oriented development which encounters personal growth of employees. 
The improvement of appraisal capability is also helpful to enhance employees through use tailoring strategies in maintaining workforce realties. Thus, wage rescheduling in following different aspects such as peak hour product and slow product criteria also enable the engagement rate of employees more effectively. For instance, Amazon’s peak-season hiring of 250,000 employees in 2024, combined with a minimum wage of US$18/hour, flexible scheduling, and healthcare eligibility after 90 days. As this interrogation of specialized benefits assure a higher retention capability in peak hours season of Amazon. In addition organizations also benefit through adoption of diverse growth segments in the workforce such as including 31.9% White, 26.1% Black, and 16.6% Asian employees. On the other hand, Tesla will maintain diversity in workforce engagement towards better static formulation of appraisal systems. As this proportion also be issued 80% male, 22% female, 51.5% White, 23.7% Hispanic/Latino for maintaining bias culture in internal workforce management (Dey, 2024). 
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[bookmark: _Toc219472612]Figure 2.8: Workforce ethnicity in Amazon
(Source: Dey, 2025) 
Critical Summary
The performance analysis system has helped organisations in improving the engagement level of the workers. In addition, the technique has also provided the opportunity to the organisations in monitoring the contributions of its workers in completing its business projects. On the other hand, the adoption of the performance analysis initiative has also raised bias issues among the company that has also lowered the engagement level of the workers. Overall, the inclusion of the analytical process has helped organisations in improving its worker relationships. 
[bookmark: _Toc219472613]2.3 Theoretical Framework
Goal-Setting Theory
The goal setting theory was fully developed by Locke and Latham in 1990 with the illustration that employees are highly compatible as key environments of clear, specific, and challenging goals regarding organization (Raju, 2021). In development of appraisal systems, measurement of KPI and target value for separate employees helpful for identification of individual growth performance triggers for organization. Hence, this appraisal base system also highly acknowledges individual growth performance through use of goal setting theory aspect in improving performance relevance effectively. For example, Amazon is also using this concept by converting one-third of seasonal employees into permanent roles to strengthen the structure of the organization. In addition, the organisation has also invested $2.5bn in developing the “Amazon Technical Apprenticeship Programme” that has helped in providing digital training to university students in 2024 (Galetti, 2025). The initiative has helped the e-commerce company in improving its brand loyalty among the customers. Also, the key prioritisation of existing workforce to convert into permanent roles improves the motivation level of employees to meet proper KPI standards and establish work performance. For example, Coca-Cola has increased its permanent workforce from 65000 employees in 2024 to 69000 workers in 2025 (Statista , 2025). The enhancement in the staff volume has helped the beverage company in improving its product quality and enhancing operational goodwill among the customers. In addition, the improvement in the workforce has also assisted Coca-Cola in acquiring a competitive advantage over other organisations. Overall, it will also strengthen the performance system with ensuring engagement during peak seasons.
[image: ]
[bookmark: _Toc219472614]Figure 2.9: Key aspect of goal setting theory
(Source: Raju, 2021)
Equity Theory
The equity theory is an important technique that helps organisations in enhancing its workplace harmony and ensuring smooth execution of business operations. According to Chen et al. (2023), the framework emphasises on the inclusion of fair incentive structure and growth opportunities in the organisational structure of companies for enhancing the engagement level of its employees. The elements of this theory help to assess the appraisal served to the employees based on accessing their performance through salary increment and formal recognition. This in term enhances transparency in the organisation by ability to deal with inequality in the workplace. The compensation provided to the employees include non-monetary and monetary rewards that are designed to attract right talent which in term encounter work-life balance. The long waiting hours in the work leads to high rise of salary by serving career development and promotional opportunities which leads to increases in job satisfaction in achieving organisational commitment through constructive feedback. 
 The organisations have stressed upon including developmental programmes for improving the working knowledge of its staff. Hence, the appraisal base activity also ensures better harmonisation towards governing employee appraisal proposals which make biased decisions in business operations. For example, Tesco has invested $50m in developing the “Leadership Development Programme (OPTIONS)” for improving the communication level and digital skills of its workers in 2025 (Tesco, 2023). The initiative has also assisted the organisation in enhancing the leadership qualities of its workers. Overall, the adoption of the equity theory has helped companies in improving loyalty among its workforce. 
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[bookmark: _Toc219472615]Figure 2.10: Equity Theory
(Source: Joy, 2018)
Expectancy Theory
The expectancy theory is an important aspect that helps companies in developing a proper understanding regarding the financial and non-financial requirements of its workers. According to Hunter, Ferreira and Prochaska (2025), the framework emphasises on providing information regarding the needs of the organisation and its workers that also improves the organisation harmony of the company. The acquisition of the knowledge regarding the expectations of the workers also assists companies in reducing the occurrence of operational delays effectively. As this structural governance also be helpful to maintain appraisal based activity with acknowledgement of employee growth disparity for better retention in an effective manner. For example, Tesla has increased the hourly wages of its workers from $14 in 2023 to $15.5 in 2024 (Reuters, 2024). The enhancement in the incentive value has also helped in improving the employee productivity of the organisation. Tesla has enhanced the value of its revenue from $11.8bn in 2017 to around $97.7bn in 2024 (Roadgenius, 2024). The improvement in the business income has helped the organisation in acquiring a competitive advantage over other organizations. In addition, Tesla has invested $13m in developing the “START Programme” that has helped the organisation in improving the communication and leadership skills of young employees in 2025. The availability of the initiative mentioned above has helped the organisation in improving its goodwill among the workforce. 
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[bookmark: _Toc219472616]Figure 2.11: Revenue of Tesla
(Source: Roadgenius, 2024)
Critical summary 
Based on the above discussion, the goal-setting theory has helped workers in developing small targets and enhancing individual productivity for the organisation. On the other hand, the inclusion of equity framework has assisted companies in providing equal growth opportunities for workers with an intent to improve its organisational harmony. In addition, the use of expectancy theory has helped organisations in meeting the financial and operational needs of its workers. 
[bookmark: _Toc219472617]2.4 Conceptual framework 
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[bookmark: _Toc219472618]Figure 2.12: Conceptual framework
(Source: Self-developed)
As per the above figure, employee motivation and appraisal techniques have been considered as important aspects that have helped organizations in monitoring the progress of its employees. On the other hand, job satisfaction, operational transparency and feedback mechanism has also assisted companies in improving the engagement level of its workers. In addition, the existence of theoretical frameworks such as the Equity, Expectancy and Goal-Setting Models has helped the employees in developing a proper understanding regarding the initiatives undertaken by enterprises for improving individual productivity. The theories have also discussed the organisational commitment of the companies towards the development of its workers. 
Article	Summarising literature
(Hamidi, 2023)	The article generally summarizes that appraisal systems also improve job satisfaction rate and improve behavioral setting in a global manner. It highlights that fair, accurate evaluations enhance motivation and satisfaction, while biased appraisals reduce commitment. It underscores HRM’s role, organizational culture, and the importance of effective appraisal systems, especially in the public sector.
(Chen et al. 2023),	The article provides details regarding the importance of equity theory for enhancing employee relations of the organisation. In addition, the study also provides details regarding the initiatives adopted by companies such as incentive structure for enhancing the productivity of the workers. 
(Muhammad et al., 2025)	The study shows that fair performance appraisals significantly improve employee satisfaction and performance at Nigeria’s Teachers Service Commission. In addition, finding appraisal fairness partially mediates this relationship, highlighting the need for transparent, well-structured appraisal policies to strengthen motivation, engagement, and organizational effectiveness.
(Joy, 2018)	As per the discussions in the concerned article, the adoption of the quality theory has helped companies in enhancing organisational harmony in its business environment. The improvement in the working conditions has also assisted organisations in improving its productivity. 
(Vuong and Nguyen, 2022)	The article also revealed the negative consequences of direct impact of decision making approaching an organization. Hence, higher management in internal organizations also causes indulgent pressure among employees. As it recognises lower retention rate in organization with impacting productivity of organisation. 
(Joo, Kong and Atwater, 2024),	The article provides details regarding the importance of including gender diversity techniques for ensuring smooth completion of business operations. In addition, the study also focuses on enhancing employment opportunities for male and female employees with an intent to improve organisational productivity. 
(Woerkom and Kroon, 2020)	Strengths-based performance appraisal also be helpful to focus on with better managing, appreciating, and developing employee’s qualities in line with the company goals. Hence, use of self determination theory can also be rectified so that individual performance measures also be better acknowledged about KPI rate of organization. 
(Raju, 2021)	The article discusses the importance of the goal setting theory for employees to achieve professional growth. On the other hand, the article also emphasises on the need to develop a flexible work environment for enhancing operational productivity. 
(Canet-Giner et al., 2019)	Performance appraisal significantly s innovative behavior by linking individual goals to organizational objectives. Hence, this collaborative approach with measuring employee perception also be helpful to consistency in HRM systems strengthening clarity, feedback, and expectations.
(Alkhatib, 2025)	The article helps in providing information regarding the importance of strengthening employee communication for organisations to ensure timely completion of business projects. On the other hand, the study also focuses on improving communication of organisations for improving worker productivity. 

[bookmark: _Toc219472619]Table 2.1: Discussion summary
(Source: Self-developed)
Critical summary 
This section discusses the conceptual framework assisted with the topic by addressing a clear link with performance appraisal system with employee motivation with showcasing proper setting with goal setting, expectancy and equity theory. The outcome of the dependent variable has been addressed through external rewards, intrinsic satisfaction and willingness to achieve organizational goals. Thus, perceived fairness has a positive impact on employee satisfaction related to job. This section provides proper analysis by linking it with research objectives by showcasing positive impact of performance appraisal system, employee motivation and constructive feedback enhance employee engagement. The core finding showcases that clarity and fairness is more responsible for appraisal by showcasing positive impact of employee motivation. 
[bookmark: _Toc219472620]2.5 Conclusion 
Based on the key context it is also concluded that an effective appraisal system is also helpful to manage the better employee engagement rate in organizations. Hence, the global organizational aspect also revealed that the use of seasonal employee scenarios and diversified strength of employees towards permanent segments also improve the motivational level of employees. Thus, existing employees also get an opportunity to enable higher positions in the organization. Further, perks and allocated health segments and reduced absenteeism are also one of the most important factors that increase employee management with a strength based appraisal system. 

[bookmark: _Toc219472621]Chapter 3: Methodology 
[bookmark: _Toc219472622]3.1 Introduction 
The research method is the process of interpreting and analysing data that have categorized based on secondary results. The Saunders research onion helps in serving comprehensive knowledge related to research topic by right uses of research method, philosophy, research design and data collection process by showcasing significant effects regarding employee motivation which enhance job satisfaction. 
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[bookmark: _Toc219472623] Figure 3.1: Saunders research onion 
(Source: Hendry, 2022)
[bookmark: _Toc219472624]3.2 Research design 
Research design helps to analyse data that address through accessing research objectives to showcase cohesive research processes in research insights (Khanday and Khanam, 2023). The impact of research design helps to analyse errors which encounter reliability and validity by 


reduction of bias. For this research, the exploratory research design is more reliable that has its massive alignment with research objectives by ability to analyse the nature of research. As stated by Saka, Chinagozi and Joe (2023), exploratory research design is flexible to address unclear problems. The uses of this selected research design help to verify research questions by showcasing flexibility. The use of interpretivist research philosophy helps in providing potential results that address participants' perspectives (Pervin and Mokhtar, 2022). On the other hand, the adoption of the interpretivism research philosophy also helps in providing information regarding the social contribution of the topic that also enhances the quality of the research work. The expansion of the database also improves the quality of the investigation process that increases the goodwill of the evaluation process. The selection of this philosophy showcasing constructive results by uncovering an overall complex process to gather meaningful insights. The inductive research approach is more reliable for this research by the ability to develop new theories that have its proper alignment with research (Mohammed, 2024). In addition, the inclusion of the inductive research approach also helps in enhancing the database of the investigation process by providing generic and specific information regarding the topic. On the other hand, the technique also enhances the accuracy of the research by utilising updated information regarding the topic. This selection of this chosen approach, design , and philosophy is more reliable to analyse the relationship among performance appraisal with employment motivation by relying on feedback, transparency and feedback. This in term enhances self-efficacy by showcasing its alignment with employee motivation. 
[bookmark: _Toc219472625]3.3 Data collection method 
For this research, the secondary qualitative data collection process is more relevant to address clear expectations in analysing individual alignment with work. The secondary data collected for this research follow exclusion and exclusion criteria which are associated with the research topic (Wickham, 2020). The data collected for this research are from authentic sources that have proper DOI number, relevant to the research topic and acknowledgement of the author are addressed throughout the research. The authentic data sources are addressed based on re-analysing data that have its ability to achieve research objectives which have its massive relevance to encounter validity of research. The inclusion criteria is followed throughout the research by ability to analyse 



data through efficient interpretation. Although, the uses of annual reports, newspaper, and government reports are used throughout the research which are not more than 10 years old. 
[bookmark: _heading=h.yx3c7srgugnz]
	Inclusion Criteria 
	Exclusion Criteria

	· The publication of the articles taken from 2015 which have its proper relevance in achieving objectives.
	·  The publication of the article before 2015 has not been used in the research by encountering its credibility in the market.

	·  Article without subscription are taken by following reliability after marriage
	·  The subscription based articles are excluded due to ineffective data accessibility and authenticity by focusing on development of employees through intrinsic motivation.

	· Journal and Articles have its direct relevance by addressing perceived needs of the performance appraisal system which enhance career development 
	·  Journals and articles excluded from this research due to its lack of relevance. 

	· Article written in English are included for this research 
	· Articles written in other languages are excluded which hamper reliability. 

	· Journal have proper DOI number, author name, publication date by encountering its relevance related to research topic
	· Journals having no DOI number, author name and publication date are not included in the research.


[bookmark: _Toc219472626]Table 3.1: Exclusion and inclusion criteria
(Source: Self-developed)
[bookmark: _Toc219472627]

3.4 Data sources used in research 
Data sources are an important aspect that helps in enhancing the quality and viability of the research work. According to Li et al. (2021), the method involves the inclusion of critical information regarding the topic that ensures timely completion of the investigation process. The data source involved in the current research includes journal articles from publishing houses such as “ResearchGate, MDPI and ScienceDirect”. In addition, information has also been included from newspapers such as “The Economic Times and The Guardian”. The keywords associated with the topic for finding the articles are performance appraisal, employee motivation, job satisfaction, employee engagement, productivity, organisational commitment and goal setting activities. The different sectoral reports, news paper, journals, annual reports of the company are used to analyse the employee performance and HR policies in the organisation. The published journal provides proper evidence related to appraisal served to employees based on their performance. The availability of diversified data sources has helped in enhancing the quality of the research work. 
[bookmark: _Toc219472628]3.5 Data analysis and about linking process 
For this research, the thematic analysis is more reliable to analyse the relationship among employee motivation with Performance appraisal. As stated by Ahmed et al. (2025), the thematic analysis helps in showcasing a flexible approach by ability to draw out meaningful insights. The development of the themes have been addressed through “Braun and Clarke's” process by showcasing overall findings associated with research questions. The application of thematic analysis systematically analyses the pattern of the qualitative data that address based on accessing user experiences and opinion to gather insights. It helps to address changes by ability to analyse consumer perception through familiarising with data, generating code, searching for themes and through efficient reviewing by showcasing proper efficiency of data. The generation of the themes have its proper linkage with research objectives through generating codes which enhance accessibility through insight generation. This enhances overall flexibility by reviewing themes and showcases rigorous finding through quality assessment of data through efficient data extraction. The selection of the theme has been addressed through uses of colour coding tables which have been categorized based on frequency. The data collected for this research serve different benefits 



that are highlighted based on different colour to analyse the motivational impact on performance of employee and process-oriented people enhance accuracy. 
[bookmark: _Toc219472629]3.6 Limitation 
Limitations	Description
Absence of Real-Time Data	The inclusion of secondary qualitative methods reduces the existence of real-time information such as consumer responses that has an adverse impact on the quality of the investigation process. In addition, the absence of primary information also lowers the accuracy of the analytical process effectively. 
Inclusion of Generic Information	The adoption of secondary qualitative techniques enhances the database of the investigation process that also reduces the availability of critical information regarding the topic. Overall, the absence of accurate information also lowers the quality of the investigation process. 
Absence of statistical data	The secondary qualitative method includes the use of descriptive information regarding the topic and provides limited information regarding the application of financial data about the topic. Overall, the absence of statistical information has reduced the accuracy level of secondary methods in the investigation process. 

[bookmark: _Toc219472630]Table 3.2: Limitations of Secondary Qualitative Methods
(Source: Self-developed)
Justification for including Secondary Data
The secondary qualitative data emphasises on including reliable information regarding the topic from journal articles that also improves the authenticity of the investigation process. In addition, the inclusion of secondary information also provides detailed analysis about the performance appraisal methods that also enhances the quality of the research work. Overall, the use of the techniques mentioned above has improved the viability of the investigation process. 
[bookmark: _Toc219472631]

3.7 Ethical consideration 
· The research has involved the use of authentic information from journal articles such as ScienceDirect, MDPI and Frontiers for improving the quality of the investigation process. 
· The investigation has also adopted the guidelines of the Copyright Act 2012 for ensuring smooth completion of the research work. 
· The research work does not include any information that causes harm to the sentiments of any section of the society. 
· The analysis also causes no harm to any living beings that has also improved the goodwill of the investigation process.
· The investigation has also included information from newspaper articles such as “BBC, Guardian and Economic Times”.
[bookmark: _Toc219472632]3.8 Summary 
The inclusion of the secondary qualitative method has helped in providing a detailed discussion on the importance of the performance appraisal system in enhancing the engagement level of employees. Overall, the use of secondary techniques has helped in improving the quality of the investigation process significantly. From the overall analysis, it has been addressed that the adoption of the secondary sources is more suited by use of exploratory research design, Indicative research approach and interpretivist research philosophy have been used to analyse the impact of employee performance that varies based on appraisal served to them. Copyright Act, proper acknowledgement and informed consent of the author are followed throughout the research. 

[bookmark: _Toc219472633]

Chapter 4: Finding and Discussion 
[bookmark: _Toc219472634]4.1 Introduction 
This chapter discusses the results that are addressed through thematic analysis by ability to analyse the overall trends of the data. The finding chapter interprets the data in a logical manner by linking it with research objectives and literature which showcases its direct outcome. The relevance of discussion chapters help to interpret raw data through uses of Braun and Clarke's process which is more reliable to carry out significant results. The discussion chapter interprets the result by examining the significance of linkage and connecting it with research questions. The broader significance of findings with its relevance to research objectives are discussed through practical contribution. 
[bookmark: _Toc219472635]4.2 Thematic analysis 
Objectives	Authors’ Name	Extract	Coding
Objective 1	(Idowu, 2017)	(Lalwani , 2024)	“Performance appraisal is a widely discussed concept in the field of performance management”.		“In today’s competitive business landscape, understanding and addressing the factors that contribute to employee satisfaction is crucial for organizational success and the overall well-being of employees”.	Appraisal accuracy	Employee satisfaction		
Objective 2	(Akanmu, Panatik and Shahrin, 2025)	“Employee engagement is an important subject in management theory and practice. Despite lacking a trustworthy standard, the idea, theory, influencing factors, and outcomes of employee engagement continue to diverge greatly”	Employee Engagement	Management Practices
Objective 3	(Urbancová, Vrabcová and Pacáková, 2024)	(Elrayah and Semlali, 2023)	“This study contributes to theory and practice by confirming that feedback from employees is a tool for their stabilisation. The managerial implications include the finding that effective feedback settings help prevent conflicts in organisations”.	“Human resource management (HRM) functions, such as recruitment, selection, training, and rewards, have been affected by these environmental forces”.	Employee Feedback Mechanism	Organisational Conflict	Rewards and Training	Recruitment and Selection
Objective 4	(Subramaniam et al., 2024)	“The high volume of interactions and resultant stress lead to employee burnout, impacting attendance and performance and contributing to a high turnover rate among staff”.	stress

[bookmark: _Toc219472636]Table 4.1: Theme coding
(Source: Self-developed)
Colour	Representation
Red	Less important factors
Yellow	Moderately important factors
Green	Most important factors

[bookmark: _Toc219472637]Table 4.2: Colour coding 
(Source: Self-developed)
	Codes
	Themes

	· Appraisal accuracy
· Employee satisfaction
	Effectiveness of Performance Appraisal Systems in Organisational Practice

	· Workforce Motivation
· Employee Engagement
	Performance Appraisal Practices on Employee Motivation

	· Structured Work Planning
· Recognition
	Role of Goal Setting and Performance Feedback in Enhancing Motivation


	· Perceived fairness 
· Transparency of criteria
	Fairness, Transparency, and Objectivity in Performance Appraisal Processes


	· Financial rewards
· Promotion opportunities
	Impact of Reward and Recognition Linked to Appraisal Outcomes


	· Stress 
· Demotivation
	Employee-Perceived Challenges of the Existing Performance Appraisal System

	· Technology-enabled appraisal 
· Appraiser training
	Strategies for Improving Performance Appraisal Systems to Enhance Employee Motivation


[bookmark: _Toc219472638]Table 4.3: Generation themes 
(Source: Self-developed)
Theme 1: Appraisal accuracy and Employee satisfaction: Effectiveness of Performance Appraisal Systems in Organisational Practice
In the current competitive era, the Performance appraisal system has its massive alignment in achieving organisational objectives through continuous feedback. As stated by Idowu (2017), the adoption of “360-degree performance appraisal” is the more important appraisal system that has its wider popularity in the larger organisation. The uses of these tools help to streamline the appraisal process of employees by serving potential feedback. 
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[bookmark: _Toc219472639] Figure 4.1: Performance review 
(Source: Johnivan, 2023)
It has been found that 75% of the millennium addressed improving job performance and 6% of the people provided constructive feedback in verifying performance (Johnivan, 2023). On the other hand, Etalong and Chikeleze (2022), the appraisal accuracy encountered through the rewards mechanism by serving employees with performance-based compensation and monetary rewards enhance transparency. As stated by Lalwani (2024), the employee satisfaction at the workplace is based on job security, managing workload and organisational development. The effective appraisal system enhances employee satisfaction by ability to set clear goals and serve for compensation based on analysing their performance. For example, Asda serves employees with rewards through use of “Asda Rewards app” and serves instant discounts by shopping either online and offline (Asda, 2026). The availability of a flexible reward system has helped the retail company in improving its goodwill among the workers. Overall, the existence of a motivated workforce has assisted Asda in enhancing its product quality and strengthening its customer relationships that has also improved the competitive advantage of the organisation over its competitors.
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[bookmark: _Toc219472640] 

Figure 4.2: Human resource satisfaction index
(Source: Strenitzerová and Achimský, 2019)
The above graph reflected that 54.46% of the responses are based on employee satisfaction that address based on analysing wages served based on assessing their performance. The appraisal accuracy has been addressed through use of “multi-factor feedback” and through numeric rating which enhance employee satisfaction. Thus, accurate appraisal is based on skilled training provided which encounters organisational success.
Theme 2: Work motivation and Employee Engagement: Appraisal Practices on Employee Motivation
The availability of performance appraisal techniques helps organisations in enhancing the productivity of its workers. According to Akanmu, Panatik and Shahrin (2025), the improvements in the workforce enhancement practices also increase the motivation level of the workers that also ensures smooth completion of business projects. The companies have emphasised on including performance appraisal initiatives for strengthening its employee relationships. On the other hand Akanmu, Panatik and Shahrin (2025), effective appraisal practices enhance employee motivation through recognition, feedback and through growth opportunities. This by feeling them valued which have its massive alignment with in achieving company’s objectives. The acknowledgement and achievement by boosting the morale value of employees and sustaining actionable feedback which encounter organisational success. 
For example, Aston Martin has developed the “Aston Martin Technical Academy” that has helped the organisation in providing machine learning training to its staff in 2024 (Aston Martin, 2025). The initiative has helped the automobile organisation in improving its product quality. Aston Martin has increased its revenue from £500m in 2020 to around £1500m in 2024 (Market Screener, 2026). The availability of a skilled workforce has helped the company in improving its product quality and overcoming market competition. On the other hand, organisations have also focused on utilising performance appraisal methods for enhancing the engagement level of its workers. BP Plc has increased its hourly wage value from $15 in 2023 to $15.5 in 2024 (Butler, 2025). The improvement in the financial income has helped the organisation in improving its brand loyalty among the workers. 

[bookmark: _Toc219472641][image: ]



Figure 4.3: Revenue of Aston Martin
(Source: Market Screener, 2026)
Theme 3: Structured Work Planning and Recognition: Role of Goal Setting and Performance Feedback in Enhancing Motivation
The availability of feedback is an important aspect that helps organisations in improving its communication quality with its workers. As stated by Urbancová, Vrabcová and Pacáková, (2024), the aspect assists companies in developing a proper understanding regarding the issues and requirements of its workers involved in a business project. In addition, the inclusion of the feedback platforms also helps companies in developing a proper understanding regarding the strength of its employees relationships that also enhances its organisational harmony. The improvement in the popularity of the feedback platforms also helps in enhancing the productivity of the workers and the organisations. The enterprises have focused upon adopting feedback techniques for ensuring improvement in its organisational harmony. For example, Amazon has developed the “Amazon Connection” platform that has helped the organisation in monitoring the 


progress of its workers regarding technical and financial skills in 2025 (LinkedIn, 2026). The availability of the feedback platform has helped the e-commerce company in improving its loyalty among the workers. Amazon has enhanced its per-employee revenue value from $359671 in 2018 to around $376908 in 2023 (Cuofano, 2024). The improvement in the business income has helped Amazon in achieving a competitive advantage over other organisations. On the other hand, companies have also focused on including a structured planning process for ensuring smooth completion of its business operations. For example, Tesco has reduced its working time by 1 hour with the intent to improve the productivity of its workers in 2025 (Grocery Gazzete, 2025). The enhancement in the work quality has helped companies in improving its popularity among the workers. 
[image: ]
[bookmark: _Toc219472642]Figure 4.4: Employee Revenue of Amazon
(Source: Grocery Gazzete, 2025).


Theme 4: Perceived fairness and Transparency of criteria: Fairness, Transparency, and Objectivity in Performance Appraisal Processes
In the rapid changing era, organisations to analyse the performance evaluation of employees enhance transparency and fairness through open communication and serving equitable opportunities which encounter growth. As stated by Muhammad et al. (2025), the appraisal fairness has been addressed through analysing employee performance and work satisfaction which in term drive employee engagement. The inclusion of equality within the appraisal system also provides opportunities for employees to enhance individual productivity that also increases the productivity of the organisation. In addition, it also improves the competition level of the workers that increases the business growth of the organisations that provides a competitive advantage to the company. On the other hand Na-Nan et al. (2020), fairness showcases the positive responses and behaviour of the employees towards work which leads to increased trust and keeps employees engaged. 
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[bookmark: _Toc219472643] Figure 4.5: level of employee motivation 
(Source: HIGH5, 2025)
The below graph reflects the level of employee motivation in 2024, as among 60% of the workers are highly motivated in the UK and 15% in the US and the global average rate is about 71% (HIGH5, 2025). Although the gender differences varies based on assessing their work flexibility, as 39% of female employees have high employee motivation as compared to 35% of male employees. For example, Tesco serves employees with competitive pay with 9.1% increases on retail colleagues in the UK and hourly wage rate is about £11.02 (Sings it, 2024). Thus, this perceived fairness leads to low turnover which showcases high employee engagement.
Theme 5: Financial rewards and Promotion opportunities: Impact of Reward and Recognition Linked to Appraisal Outcomes
The enhancement in the employee income assists companies in improving its popularity among the workers. According to Elrayah and Semlali (2023), the inclusion of financial incentives helps in enhancing the engagement level of the staff that also enhances the productivity of the organisation. The strengthening of the appraisal structures also improves the relationship of the staff and organisation. As stated by Jo and Shin (2025), the financial rewards boost the overall productivity of the organisation through clear effort which in term encounters career growth. The technology company serves achievement to the employees by serving "Innovator of the month” and provides creative contribution in showcasing innovation of business. Thus, transparency has its significant impact in managing employees by showcasing fairness in encountering continuous learning. For example, Sainsbury has developed the “Nectar Scheme’ that has provided a performance bonus worth £1500 to its employees in 2025 (Sainsbury, 2025). The improvements in the incentive structure has also enhanced the staff productivity of the retail company. Sainsbury has increased its sales growth from 3% in 2023 to 3.5% in 2024 (Market Screener, 2026a). The improvement in the employee income has helped in strengthening the financial condition of the organisation. On the other hand, organisations have also adopted promotion schemes for ensuring improvement in the engagement level of its workers. For instance, Tesco has enhanced the value of its employee wages by £180m in 2025 (Sings it, 2025). The improvement in the financial income has helped the retail company in increasing the productivity level of its workforce significantly. 


Overall, the adoption of a flexible incentive structure has helped organisations in improving the engagement level of its workers in business projects. 
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[bookmark: _Toc219472644]Figure 4.6: Sales Growth of Sainsbury
(Source: Market Screener, 2026a)
Theme 6: Stress and Demotivation: Employee-Perceived Challenges of the Existing Performance Appraisal System
Stress and motivation are key factors that abruptly impact the employee retention challenges associated with organisation (Subramaniam et al., 2024). In large organisations appraisal outcome is the most significant factor that is directly linked with pay increments, bonuses, and promotion decisions, increasing pressure on employees. The increase in the demotivation level also reduces the engagement level of the workers that has an adverse impact on the productivity of the organisation. The existence of stress among the employees also hampers performance quality of the workers in the company that also lowers the professional growth of the individuals. For instance, the Performance Improvement Plan (PIP) is generally a direct contribution of Amazon for improving employee appraisal outcomes effectively. In 2024, Amazon employed approximately 1,532,000 employees globally, with 1,521,000 employees in Q1 2024, increasing to 1,532,000 employees in Q2 2024 (Bosze, 2024). However, lack of employee prevention strategy 


also prolonged the reduction in the employee base within a higher rate. Thus, in Meta, total employee base was also cut down with more than 10000 employees in the financial year 2023-2024 due to restructuring issues in the organisation (Paul and Balu, 2023). Hence, lack of retention strategy is directly harming the employee base with reduced product captivity in an effective manner. Maintaining a proper appraisal base system reduces the key internal working environment and builds resilience for long term growth of organisation. Overall, this factor ensures a higher success rate with reduced internal bias in the organisation and making a stable employee base. 
Theme 7: Technology-enabled appraisal and Appraiser training: Strategies for Improving Performance Appraisal Systems to Enhance Employee Motivation
The performance appraisal system includes constructive criticism and positive feedback which in term boost employee engagement by driving improvement in employee performance. As stated by de Araújo et al. (2024), enhancing performance appraisal systems have been addressed through static reviews, continuous feedback models prioritising growth of employees. On the other hand, Nawaz et al. (2024), the adoption of technology enabled strategies is more effective to gather real time feedback of employees through uses of AI to encounter efficient personalization which enhances efficient career journey. Microsoft through uses of "Microsoft Glint platform” by serving feedback by showcasing opportunities and strengths through self-assessment (Microsoft, 2024). This in term enhances functionality by fostering its growth in order to enhance self-awareness. Although, enhancing transparency in the organisation by linking it with "learning management system" through continuous evolution. The technology appraisal tools are “360 Degree feedback automation”, “AI Analytics” and through uses of the cloud platform. 
[image: ]
[bookmark: _Toc219472645] Figure 4.7: 360 degree feedback adoption rate
(Source: Warade, 2024)
The market size of 360 degree feedback software is about USD 1,094.99 with its growth rate 9.8% (Warade, 2024). The growth of the 360-degree feedback software market enhances employee development by reduction of high turnover. For example, Walmart uses the “Me Walmart app” to analyse employee performance and feedback which is more reliable for efficient career progression (Walmart, 2025). The uses of this app help to analyse customer feedback by quickly responding with the task which enhances productivity of the organisation. The digital workshops and simulation-based training” enhance employee motivation through personalisation by servicing rewards which is more effective in achieving organisational goals. The uses of technology and trained appraisers provided to the employees enhance transparency by addressing its commitment towards organisational success. 
[bookmark: _Toc219472646]4.3 Finding 
Based on the key finding from theme 1 it is also illustrated that application of transparent appraisal systems in organisations is beneficial to enhance employee satisfaction base for long term growth. The use of key methods such as “360-degree feedback and multi-factor evaluation” are most effective to explore balanced performance insight in generating better transparency of working progress of employees. It is also to present a fair progression status among employees and increasing international working environment competition among employees. In addition, the 


inclusion of the performance appraisal method also improves the employee relationship of the company that also increases its product quality. The enhancement in product quality also improves the goodwill of the organisation among its customers and increases its brand loyalty significantly. Overall, increasing this appraisal base on multi-source appraisal also job security and goal clarity among employees. 
As per the analysis provided in theme 2, employee engagement is an important technique that has helped companies in enhancing its organisational harmony. In addition, the organisations have also provided training infrastructures for improving the skills of its workers with an intent to increase its operational productivity. The infrastructural development has also assisted organisations in improving the skills of its workers and improving product quality. In addition, the availability of a skilled workforce has helped organisations in overcoming market competition and achieving operational stability. The inclusion of training platforms has also improved the worker relationship of the organisation. On the other hand, companies have also improved the financial income of its workers for increasing the individual engagement level in its business operations. For example, BP Plc has enhanced its wage value for rewarding the contribution of its workers in its manufacturing activities. The improvement in the employee engagement level has assisted organisations in increasing its product quality. 
The discussions provided in theme 3 provides details regarding the importance of feedback processes in improving the relationship of the organisation with its workers. In addition, the evaluation also assists in identifying the initiatives adopted by companies in developing a proper understanding regarding the requirements of its workforce. For example, Amazon has acquired platforms such as “Amazon Connection” that has helped the company in improving its communication quality with its workers. The inclusion of the digital initiative has also helped the retail company in improving the productivity of the workers and promote digitalisation in its business operations. In addition, The adoption of the feedback platforms also assists organisations in developing a proper understanding regarding the requirements of its workers. Overall, the improvement in the feedback mechanism has helped companies in enhancing the productivity of its workers and strengthening organisational harmony.



The key finding from theme 4 also revealed that fairness and transparency are the most significant criteria that effectively improve the engagement level of employees. It is also to develop mutual trust for improving open communication strategy among employees in maintaining transparency positional criteria among organisations. The impact of fairness enhances employee trust by feeling valued and drives feedback which enhance organisational performance. The adoption of the multi-source techniques such as employee motivation level which enhance transparency in business. The team member communicates with the peers to enhance improvement in the appraisal process by addressing its alignment with job satisfaction. The inclusion of organisational examples such as the fair pay structure of Tesco also revealed that high transparency in maintaining employee standards in organisation. Further, performance linked reward support also be helpful to generate bias organisation structural growth based on performance level of employee. Overall, fairness and transparency are critical to ensure bias structural appraisal among employees for long-term growth. 
Based on the analysis provided in theme 5, the improvements in the incentive structure has helped companies in increasing its brand loyalty among the workers. The companies have also enhanced the wages of its workers for ensuring smooth execution of its business operations. For instance, Tesco has increased its wage value with an intent to improve the engagement level of its workers in 2025. The improvement in the wage structure has also increased the financial income of the employees of Tesco. In addition, the availability of a reward system has also helped the organisations in improving the engagement level of its workers. The enhancement in the motivation level of the employees has also ensured the smooth execution of business operations for the organisations. On the other hand, the analysis has also discussed that promotion opportunities have also helped companies in improving the quality of their business projects. Overall, the availability of employee growth initiatives and flexibility in the incentive structure has helped organisations in improving its productivity. 
From the theme 6, it has been addressed that employee perceived appraisal is becoming more challenging due to stress, poor feedback and demotivation in work which in term decrease the morale value of employees. This in term has its negative impact towards employees by slowing down intrinsic motivation which in term leads to rise in disengagement address through continuous feedback. Unavailability of employee prevention strategy and ineffective employee development 


due to poor feedback reduced the engagement level of employees which encounter high turnover. The employee's perceived challenges have been addressed due to perceived unfairness, ineffective transparency, and negative feedback which in term affect the overall morale value of the employees. The impact of these challenges in term hampers the overall trust among employees by unfairly judging or engaging due to ineffective feedback. This in term hampers overall productivity and growth of the organisation due to demotivation in work. 
This in term leads to prolonged cut down of employees at Meta due to high rises of restructuring issues which in term reduce the overall development opportunities of employees. 
Based on the evaluation in theme 7, the adoption of digitalisation has helped organisations in strengthening its performance appraisal activities. The inclusion of platforms such as “AI Analytics and 360-degree feedback automation” has assisted companies in monitoring the progress of its workers effectively. The adoption of the digital techniques has helped the organisation in improving the goodwill of the workers among the organisation. In addition, the use of feedback techniques has helped companies in developing a proper understanding regarding the progress of the workers. On the other hand, organisations have also focused on improving the involvement of the workers in its business operations. For example, Walmart has developed “My Walmart Application” that has helped the organisation in monitoring the progress of its workforce. Overall, the inclusion of digitalisation has helped companies in improving their employee performance effectively. 
[bookmark: _Toc219472647]4.4 Discuss of linking finding with research question 
[bookmark: _Toc219472648]4.4.1 Findings Related to Research Question 1
The key finding also demonstrated strong positive relation with increasing performance appraisal directly influencing employee motivational status in organisational context. Thus, incorporation of multifactorial recognition and 360-degree feedback evaluation also increase the satisfaction level of employees. Also, inclusion of performance linked reward systems develops intrinsic motivation level of employees with channelising productivity of organisation. The key eminent organisation such as BP Plc, Tesco and Amazon also poses performance linked appraisal that turndown in growth with more value associated with positional status in industry.

 

Hence, key findings also reveal that fair, and transparent performance appraisal positively s employees that meet research question criteria 1. 
[bookmark: _Toc219472649]4.4.2 Findings Related to Research Question 2
Based on the information in the findings section, employee engagement and motivation are the two important factors that affect the performance appraisal initiatives of the organisations. In addition, the organisations have also adopted the use of feedback platforms for acquiring accurate knowledge regarding issues of its workforce. On the other hand, the inclusion of a flexible incentive structure has also assisted the organisations in strengthening its worker relationships significantly. The inclusion of the training and performance bonus initiatives has helped the organisation in improving its productivity. Overall, the factors mentioned above have helped in meeting the requirements of research question 2 of the investigation process. 
[bookmark: _Toc219472650]4.4.3 Findings Related to Research Question 3
From the research question 3, it has been addressed that employees encounter significant challenges in handling current appraisal through emotional stress, demotivation, and feedback delays. The impact of these challenges leads to high employee turnover which affects the high career development opportunities of them. The impact of toxic team culture reduces collaboration among employees which affects overall productivity of employees. The lack of retention strategy leads to encounter disengagement which leads to high turnover due to deficit in appreciation and toxic work culture. Thus, the key finding has its major linkage with research question 1 which have been met and justified. 
[bookmark: _Toc219472651]4.4.4 Findings Related to Research Question 4
As per the discussions in the findings section, the inclusion of digital platforms such as “360-degree feedback automation” has helped the organisations in monitoring the employee contributions in its business operations. On the other hand, companies such as Walmart have developed the “My Walmart Mobile Applications” that has helped the organisation in providing financial assistance to its workers in 2025. The availability of diversified digital platforms has helped organisations in acquiring a skilled workforce significantly. Overall, the above discussions have helped in meeting the requirements of research question 4 of the investigation process. 
[bookmark: _Toc219472652]

4.5 Summary 
It has been summarised that finding and discussion chapters provide proper analysis related to raw results by ability to achieve research objectives. The performance appraisal boosts employee motivation by becoming transparent in setting clear goals through reward, feedback which in term enhance career development opportunities. The challenges associated with the performance appraisal system are stress, demotivation and employee retention which hamper the overall productivity of the organisation. The adoption of the performance appraisal tools provide real -time feedback to strengthen growth opportunities of the employees which enhance productivity. The adoption of a flexible rewards system and improving appraisal capacity is more effective to enhance employee engagement. 


[bookmark: _Toc219472653]

Chapter 5: Evaluation 
[bookmark: _Toc219472654]5.1 Introduction 
The evaluation chapter systematically addresses the outcome of the results through uses of secondary data collection process through systematic analysis. The main aim of this chapter is to determine the unexpected consequences through efficient planning and intervention. In this chapter, the key comparison of existing literature with finding are justified based on achieving research objectives. From there the overall findings associated with research topics are discussed in detail depending on data analysis. The linkage with dependent and independent variables are discussed in order to encounter factual outcome. The finding sections are justified based on theoretical and practical implications which showcase future enhancement. 
[bookmark: _Toc219472655]5.2 Evaluation of key comparative analysis with existing literature 
[bookmark: _Toc219472656]5.2.1 Accuracy and Reliability of Performance Appraisal Systems 
The availability of a performance appraisal system has helped organisations in monitoring the activities of its workers. According to Alkhatib (2025), the availability of proper communication techniques helps organisations in strengthening its employee relationships. The improvement in the brand loyalty of the companies among the workers also assists in ensuring smooth execution of the business operations. On the contrary, Polat, Eskici and Şen (2025) stated that the enhancement in authenticity of the performance appraisal techniques also helps in increasing its popularity among the employees. The companies have focused on improving the engagement level of the employees with the intent to improve its productivity. For example, Coca-Cola has developed the “ServiceNow” platform that has helped the organisation in improving the quality of its delivery operations in 2025. The initiative has assisted the beverage company in enhancing its product quality. Coca-Cola has increased its brand value to around $98716m in 2025 (Market.US, 2025). On the other hand, Pepsi has enhanced its business value to $17986m in 2025 (Market.US, 2025). Hence, this increasing service quality is directly influencing the better operational activity due to the proper maintenance of key performance indicators among employees of the organisation. Thus, it is also necessary for organisations towards maintaining the effectiveness of fair recognition in the internal environment. Hence, this approach also improves key employees 


and maintains better productivity in the organisation. The improvement in the service quality has helped Coca-Cola in acquiring a competitive advantage over other organisations. Overall, the availability of accurate performance appraisal techniques has assisted companies such as Coca-Cola in enhancing the skills of its workforce.
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[bookmark: _Toc219472657]Figure 5.1: Brand Value of Beverage Companies
(Source: Market.US, 2025)
[bookmark: _Toc219472658]5.2.2 Discussion on the factors influencing the quality of the performance appraisal initiatives of companies
The key factor of influencing performance appraisal systems is directly by organisation process and management transparency that has a positive impact among employees. As per the view of Martins (2024), manager apprehension is most significant for practising affecting appraisal systems in organisation. For instance, a survey of 400 human resource managers also revealed that 97% of organisations conducted performance appraisal for maintaining integrity in business with maintaining positive work performance. On the contrary authors Hamidi (2023), also revealed that lack of accurate assessment in performance appraisal negatively s organisational stability in maintaining employee retention organisation. For instance, Infosys is also criticised by employees 


due to the lack of predictability of the appraisal system that enables growth among the employee base (Aithal, Diana and Satpathy, 2024). However, the implementation of continuous feedback mechanism effectively improves lower morale of employees and ensures attrition rate in Infosys. On the other hand, a survey revealed that 40% of managers do not have any recognized data potentiality towards analysing employee key performance productivity for making categorisation of employee base appraisal (Johnivan, 2025). Hence, employee base appraisal also improves potentiality towards getting recognition reward and making a better position in future. In addition, this recognition makes additional benefits among employees towards better career growth and transitional benefits in career. Thus, appraisal-based system recognition is highly effective in inductive management potentiality for fair representation of a predictive database of employees. Overall, focus on fair transparency improves retention capacity of employees by engaging more progression in a competitive market. 
[bookmark: _Toc219472659]5.2.3 Role of Feedback and Goal Alignment in Performance Management
The goal alignment and feedback is more relevant for maintaining the performance of employees by achieving better results for the employees in achieving organisational accountability. As stated by Van der Hoek, Groeneveld and Kuipers (2018), the goal setting among team members boosts engagement among employees by addressing its massive contribution towards in work preventing misalignment. On the other hand Farin et al. (2023), the adoption of a structural appraisal system helps to reduce bias by serving equitable reward evaluation which encounter overall career professions. For example, IBM serves employees with “AI-augmented programs” and serves themes with customised learning which enhance career development opportunities to respond with employee needs (Teigen, 2025). The impact of feedback reduces the fear of employees by analysing the growth mindset of employees and accessing skills which enhance productivity. The goal alignment and feedback work closely by showcasing its linkage by aligning with goals in achieving company objectives. The impact of this unified direction enhances overall productivity of the organisation by reduction of misaligned tasks through an effective improvement process. This has its massive impact in achieving productivity of the organisation by showcases employees alignment with work and helps employees to stay connected by responding to employee retention. 



In contrast to Drouvelis and Paiardini (2021), the modern organisation in answering employee performance serves with incentives which in term enhance developmental opportunities by serving significant feedback. For example, GSK uses “One80” reviews to analyse the performance of the team by ability to verify out right talent and their performance by serving rewards and encountering success (GSK, 2026). It has been addressed the manager feedback enhances employee engagement by addressing turnover 14.9% (Saini, 2023). The quality of feedback matters on improving the performance of employees that address based on analysing the workplace environment. Thus, this combined power is the continuous loop which encounters ongoing development that have its alignment with company goals. 
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Figure 5.2: Benefit associated with employee feedback 
(Source: Saini, 2023) 
[bookmark: _Toc219472661]5.2.4 Reward and Recognition Structures on Motivation
Recognition structure and rewards enhance employee motivation which increases employee engagement by serving employees with bonus and development opportunities through efficient personalisation. As stated by Imran, Ghazwan and Firmansyah (2024), an appreciation system and sustainable recognition help to improve motivation of employees through emotional engagement. In addition, the provision of rewards also improves the financial status of the workers that increases the engagement level of the employees. The enhancement in the loyalty of the workforce also improves the product quality of the organisation and enhances its competitive advantage over other companies. The availability of flexible reward structure also increases the organisational harmony of the company. The strength of the appraisal system has been addressed through appreciation, enhancing autonomy, emotional engagement and long-term commitment which results in reduction of turnover. In contrast to Bardach and Murayama (2024), the extrinsic motivation addresses a continuous learning process which is more beneficial to address through knowledge acquisition. The rewards motivate employees through accurate competition of tasks which enhance career development opportunities of employees. For example, Tesco investing £12.64 for employees which trends to rise high in 2025 by serving them with a balanced package which enhances colleague engagement (Tesco, 2025). Tesco in 2025 removed discount allowance in its shopping by adoption of club cards through substantial investment. On the other hand Ryan and Deci (2020), the intrinsic motivation is the internal rewards provided to the employees which is more effective in achieving business goals through peer recognition. In addition, intrinsic motivation also ensures internal rewards recognition associated with based on work profile in organisation. Thus, fair recognition is beneficial for boosting employee confidence and improving internal work culture effectively. The financial rewards provided to the employees drive short term improvement by solely relying on rewards which enhance employee engagement and accountability in business. Thus, the recognition and rewards provided to the employees enhance productivity of employees through high rate of job satisfaction based on accessing team contribution. 
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[bookmark: _Toc219472662]Figure 5.3: Tesco investing on Colleagues
(Source: Tesco, 2025) 
[bookmark: _Toc219472663]5.2.5 Appraisal-Related Stress, Demotivation, and Workforce Implications
The existence of demotivation has been a critical issue that has hampered the popularity of the performance appraisal techniques among the employees. As stated by Hamidi (2023), the availability of a demotivated workforce has an adverse impact on the operational productivity of the organisation. The lowering of product quality due to organisational uncertainty also reduces the brand growth of the organisation. On the other hand, Aung, Santoso, and Dodanwala (2023) stated that the increase in work stress also lowers the productivity of the workers that hampers the goodwill of the organisation. The decline in the motivation level among the workers also reduces the engagement activities of the employees. For example, Tesco has reduced its employee bonus value by 10% in 2025 (Masud, 2025). The lowering of the incentives has hampered the goodwill of the retail company among the workers. Tesco has reduced its brand growth by 7.7% in 2024 (LinkedIn, 2026). The lowering of the revenue value has also hampered the financial stability of the organisation. On the other hand, the existence of appraisal stress has also reduced the operational efficiency of the employees. For example, Tesla has implemented 3500 job cuts to reduce its operational cost and enhance business profits in 2025 (Al Jazeera, 2024). The occurrence 



of layoffs have reduced the goodwill of Tesla among the workers, which has also hampered its productivity. 
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[bookmark: _Toc219472664]Figure 5.4: Brand Value of Tesco
(Source: LinkedIn, 2026)
[bookmark: _Toc219472665]5.3 Implication of key finding 
[bookmark: _Toc219472666]5.3.1 Practical implication
The practical implication of the findings helps in developing a proper understanding regarding the diversified performance appraisal methods adopted by the organisation for improving the skills of its employees. For example, PepsiCo has developed initiatives such as “360 degree Feedback” that has helped the organisation in monitoring its worker performance in 2025 (PR Newswire, 2025). The improvement in the employee capabilities has helped PepsiCo in enhancing its product quality. On the other hand, the finding section has also provided information regarding the financial initiatives adopted by organisations for improving its staff relationships. For instance, Coca-Cola has implemented the “WeCare Platform” that has helped the organisation in improving the social performance of its workers in 2024 (The Coca-Cola Company, 2025). The initiative has helped the beverage company in improving its product popularity among the customers that has also increased the brand loyalty of the organisation. 
[bookmark: _Toc219472667]

5.3.2 Theoretical implications
In the competitive era, employee motivation in reshaping through analysing performance of the individuals which enhance transparency and fairness encounter career growth. The application of equity theory, goal setting and expectancy theory is more reliable for analysing the impact of performance appraisal which enhances employee motivation. The elements of the goal setting theory help in achieving challenging situations through constructive feedback by showcasing its alignment with organisational objectives. Ineffective motivation and lack of clarity has its massive alignment in managing organisational goals. The employees who serve high performance are rewarded in terms of strength and accuracy to sustain in the market. The transparent appraisal strengthens productivity of the organisation by verifying the overall efforts served by the employees. The element of the expectancy theory suggests employee motivation by showcasing relationships among employees with organisations based on assessing employee needs. Thus, appraisal implementation, design and perception have its massive alignment with employee engagement.
[bookmark: _Toc219472668]5.4 Summary 
Based on the key context it is also concluded that performance appraisal is most effective to improve the key engagement rate of employees and enable long-term growth. Hence, different organisation key examples such as Coca-Cola, IBM, and GSK also highlight that organisational performance directly s employee productivity rate in organisations. Thus, organisations focus on managing a higher employee retention base through assessment by managers also better predictable fair growth with less bias. However, inconsistent assessment directly impacts fair growth patterns and reduces the morale value of employees. Overall, continuous feedback mechanism most suitable for preceding with better transparency to diverse employee associates in organisation. 

[bookmark: _heading=h.idbf73iq5eqr]

[bookmark: _Toc219472669]

Chapter 6: Conclusion 
[bookmark: _Toc219472670]6.1 Summary of the Study 
This chapter provides a proper summarization of the research topic that has been explored further by highlighting overall finding through interpretation of results. The report aims to state the reason behind the topic and adoption of actionable insights that improved in future research by showcasing major limitations. In this chapter the research objectives are met and justified by the ability to meet goals. The recommendations associated with improving performance appraisal systems are discussed in detail which has been improved further. The appraisal provided to their employees through rewards which have been influenced through fairness, The inequalities in rewards distribution have its negative impact on employee productivity by addressing intensifying competition in managing performance. The persistent challenges arise due to ineffective designing of appraisal and ability to verify out high performance individuals in achieving organisational objectives. Employee satisfaction arises from the appraisal by showcasing its fairness which encounters productivity. 
[bookmark: _Toc219472671]6.2 Conclusion Based on Research Objectives 
Based on the above analysis, performance appraisal techniques are an important aspect that help organisations in improving the skills of its workers. In addition, the method also assists companies in enhancing the engagement level of the workers that increases its operational productivity. The organisations also emphasise on developing training infrastructures for improving its employee growth. For example, BP Plc has developed platforms such as “Smart Brevity” that has helped the organisation in monitoring the participation of its workers in the business operations. The adoption of the initiative has also helped the organisation in improving its productivity significantly. On the other hand, the performance appraisal techniques also assist organisations in providing rewards for employees that increase the productivity of the workers. The availability of incentives and bonuses has improved the engagement level of the workers for the organisations. Overall, the above analysis has helped in meeting the requirements of research objective 1.
Based on the overall analysis, it has been addressed that transparency, goal setting, and continuous improvement have its massive importance to keep employees engaged through clear 


communication. The impact of this factor has its massive linkage with recognition and rewards by serving employees with financial recognition which encounter positive outcomes that enhance increases in loyalty through efficient skill development. The employees are provided with proper compensation based on accessing the dedication towards work which in term leads to rise high engagement rates. The participation of employees has its massive connection in serving rewards by addressing its alignment in achieving organisational goals. The skill development of the employees is provided with positive outcomes leading to high development opportunities which encounter effectiveness in organisation. The development of “demand-oriented appraisal” provided to employees which have its positive impact in encountering effectiveness of organisation. Thus, this analysis also meets objective 2 associated with maintaining the potentiality of transparency in the appraisal system effectively. 
As per the evaluation provided in the research work, the absence of motivation has been a critical issue associated with performance appraisal techniques that has reduced its popularity among the organisations. In addition, the occurrence of layoffs and pay cuts have also hampered the engagement level of the workers that has also lowered the productivity of the company. On the other hand, the existence of gender bias has also reduced the accuracy and authenticity of the performance appraisal mechanism among the employees. The enhancement in the biasness has adversely influenced the work environment of the company that has also reduced its product quality. In addition, the absence of incentive structure has also lowered the engagement level of the workers that has also hampered the product quality of the organisation. Overall, the above discussions have helped in meeting the requirements of the research objective 3 of the investigation process. 
Based on the above evaluation, the inclusion of digitalisation has helped organisations in improving the quality of its employment appraisal techniques. For example, the use of a 360-degree feedback mechanism has helped the companies in developing a proper understanding regarding the operational issues of the employees. In addition, the initiative has also assisted the companies in acquiring knowledge regarding the financial and nonfinancial requirements of the workers. The adoption of the feedback techniques has helped companies in strengthening its employee relationships that has also improved its operational productivity. On the other hand, 


employee collaboration has also been a viable technique that has helped in improving the authenticity of the performance appraisal tools for the organisations. Overall, the above discussions have helped in meeting the requirements of research objective 4 of the investigation process.
[bookmark: _Toc219472672]6.3 Recommendations for Practice 
[bookmark: _Toc219472673]6.3.1 Recommendation 1: Strengthen Transparency and Accuracy in Performance Appraisal Systems
The inclusion of more predictive analytics in the build-up appraisal system is also helpful for organising better acknowledgement among employees. In addition, inclusion of digital platforms such as HR analytics dashboards, and cloud-based appraisal software are also effective in tracking real time data insight in an effective manner (Ahmić and Ćosić, 2025). Hence, with use of HR analytics dashboard development of automated performance tracking ensures accuracy with collection of evidence in appraisal systems. Further, it will also reduce bias of manual error and ensure more transparency in the organisational system. 
[bookmark: _Toc219472674]6.3.2 Recommendation 2: Implement Continuous Feedback and Goal Alignment Mechanisms
The adoption of a feedback system has helped companies in acquiring accurate knowledge regarding its employee growth. For example, Tesco has invested $20m in developing platforms such as “Zendesk” that has helped the company in monitoring the progress of its workers in 2025 (Tesco, 2025b). The adoption of the digital initiative has helped the retail company in improving its operational productivity. On the other hand, Asda has developed an “Asda Ethics Team” that helps in evaluating the financial requirements of its workers in 2025 (Asda, 2026). The inclusion of the digital feedback platforms has helped companies in improving its goodwill among the workers.
[bookmark: _Toc219472675]6.3.3 Recommendation 3: Integrate Balanced Reward and Recognition Structures
The proper maintenance of a balancing structure between rewards and recognition is also helpful towards maintaining its stability and detention of employee retention base effectively. The inclusion of intrinsic and extrinsic rewards recognition in balance rewards structure is necessary for maintaining stable balance structure effectively. Hence, in intrinsic structure development of 


recognition, career development, learning opportunities also be helpful for employees to make new attenuation in organisation (Choudhary, Dada and Singh, 2025). As a result, it will also support its carrier path and ensure better choice towards retention in organisation. In another hand, bonuses and pay progression directly contributed to extrinsic progression to ensure resilience with employee engagement. 
[bookmark: _Toc219472676]6.4 Recommendations for Future Research 
The future research will provide information regarding performance appraisal linkage with employee motivation through adoption of the human centric approaches. Enhancing reliability of the research, the incorporation of primary quantitative research method is more suited which enhances validity of research. The adoption of AI-driven predictive analysis helps to access feedback of employees by relying on future productivity in reduction of burnout. The surveys have been conducted to analyse the performance of employees which have been beneficial to get exact results to enhance validity of the research. Further, the employees from the different organisations are served with rewards that are discussed in future research. The uses of the literary processed trusted sources are included for this research topic to carry out recent information related to the research topic. The future research enhances reliability by utilising larger samples which are more reliable to enhance generalisability and research quality.
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