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Abstract 

Purpose: The aim of the study was to assess 

the relationship between performance 

appraisal systems and employee motivation 

in Tunisia. 

Materials and Methods: This study adopted 

a desk methodology. A desk study research 

design is commonly known as secondary data 

collection. This is basically collecting data 

from existing resources preferably because of 

its low cost advantage as compared to a field 

research. Our current study looked into 

already published studies and reports as the 

data was easily accessed through online 

journals and libraries.  

Findings: The study indicated that well-

structured appraisal systems can significantly 

enhance employee motivation by providing 

clear and measurable goals, constructive 

feedback, and recognition of achievements. 

When employees understand the criteria by 

which they are evaluated and perceive the 

appraisal process as fair and transparent, their 

motivation to improve performance and 

achieve organizational goals increases. 

Furthermore, appraisal systems that 

incorporate regular feedback and involve 

employees in goal-setting foster a sense of 

ownership and commitment, further boosting 

motivation. However, the effectiveness of 

these systems heavily depends on their design 

and implementation. Appraisal systems 

perceived as biased, inconsistent, or solely 

focused on criticism can demotivate 

employees, leading to disengagement and 

decreased performance. Thus, the 

relationship between performance appraisal 

systems and employee motivation is strongly 

influenced by the perceived fairness, clarity, 

and constructiveness of the appraisal process.   

Implications to Theory, Practice and 

Policy: Self-determination theory, goal-

setting theory and expectancy theory may be 

used to anchor future studies on assessing the 

relationship between performance appraisal 

systems and employee motivation in Tunisia. 

Organizations should adopt a tailored 

approach to design PAS that align with the 

unique motivational needs and challenges of 

different sectors, roles, and work 

arrangements. Policymakers should 

emphasize the importance of cultural 

sensitivity in PAS design and 

implementation. 
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INTRODUCTION 

The influence of organizational culture on employee engagement is a critical area of focus for 

modern businesses seeking to optimize performance and foster a positive work environment. 

Employee motivation is a cornerstone of productivity and performance in developed economies 

such as the USA, Japan, and the UK. One notable trend in these regions is the growing emphasis 

on intrinsic motivators, as highlighted by Deci and Ryan (2017). They suggest that autonomy, 

purpose, and mastery are significant factors driving motivation among employees. For instance, 

companies like Google and Apple in the USA have implemented innovative motivational 

strategies such as flexible work arrangements and creative workspaces, resulting in higher levels 

of job satisfaction and engagement. 

In developing economies across Latin America and Southeast Asia, employee motivation often 

revolves around a combination of financial incentives and career development opportunities. 

Research by Nguyen, Ho and Nguyen (2019) emphasizes the significant impact of competitive 

salaries and benefits on motivation levels in countries like Brazil and Vietnam. Additionally, these 

regions prioritize career advancement as a key motivator, with employees seeking opportunities 

for growth and upward mobility within organizations. For example, in Brazil, companies like 

Petrobras and Embraer have implemented career development programs that include training, 

mentoring, and promotions based on merit, which contribute to higher levels of motivation and 

job satisfaction among employees. 

In other developing economies such as those in Southeast Asia, Central Asia, and the Middle East, 

employee motivation trends vary based on cultural, economic, and organizational factors. For 

instance, in countries like Malaysia and the United Arab Emirates (UAE), multinational 

corporations and local companies alike focus on a mix of financial incentives and non-monetary 

benefits to motivate employees. Research by Abdullah and Ismail (2021) highlights the importance 

of recognition programs, career development opportunities, and work-life balance initiatives in 

enhancing motivation levels among employees in these regions. Companies like Petronas in 

Malaysia and Emirates Group in the UAE have implemented comprehensive employee 

engagement strategies that include performance bonuses, training programs, and flexible work 

arrangements, resulting in higher job satisfaction and retention rates. 

Similarly, in Central Asian countries like Kazakhstan and Uzbekistan, organizations prioritize 

employee motivation through initiatives that promote professional growth and job security. 

Research by Khamzina and Tulepbayeva (2020) underscores the significance of training and 

development programs, fair compensation packages, and supportive leadership in motivating 

employees in these regions. Companies such as KazMunayGas in Kazakhstan and Uzavtosanoat 

in Uzbekistan invest in employee training, skill enhancement, and career progression pathways to 

foster motivation and loyalty among their workforce. 

In Eastern European countries like Poland and Romania, companies prioritize employee 

motivation through a blend of financial rewards and job security. Kijewska and Olejnik-Smółka 

(2018) emphasize the importance of fair compensation, performance-based bonuses, and stable 

employment conditions in motivating employees in these regions. Noteworthy examples include 

PKO Bank Polski in Poland and Banca Transilvania in Romania, which offer competitive salaries, 

bonuses tied to individual and team performance, and professional development opportunities to 

enhance motivation and engagement among their employees. 
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Turning to South American economies such as Argentina and Colombia, organizations focus on 

employee motivation by promoting work-life balance, career progression, and recognition. 

Cafferata and Pulido (2021) highlight the significance of flexible work arrangements, training 

programs, and appreciation initiatives in boosting motivation levels. Leading companies like 

MercadoLibre in Argentina and Bancolombia in Colombia prioritize employee well-being, regular 

feedback mechanisms, and structured career paths to foster a motivated and productive workforce. 

In African nations like Egypt and Morocco, employee motivation strategies often include 

competitive salaries, performance-based incentives, and recognition programs. El-Said, El-

Faramawy, and El-Henawy (2019) stress the role of fair compensation, rewards tied to 

achievements, and acknowledgment of employee contributions in driving motivation. Companies 

such as Telecom Egypt in Egypt and Maroc Telecom in Morocco implement robust reward 

systems, leadership development initiatives, and employee engagement activities to enhance 

motivation and performance within their organizations. 

Moreover, in the Middle East, countries like Saudi Arabia and Qatar witness a focus on employee 

motivation through a combination of monetary rewards, recognition, and a conducive work 

environment. Research by Al-Haddad, (2020) emphasizes the role of organizational culture, job 

security, and empowerment in driving motivation among employees in these regions. Companies 

like Saudi Aramco in Saudi Arabia and Qatar Airways in Qatar emphasize employee engagement, 

feedback mechanisms, and performance-based rewards as part of their motivation strategies, 

leading to increased productivity and employee satisfaction. 

In India and Indonesia, rapid economic growth has led to a focus on performance-based rewards 

and recognition as crucial motivators for employees. Organizations in these countries often tie 

financial incentives to individual or team performance, driving employees to achieve specific 

targets and goals Adisa and Afolabi (2018). For instance, Indian IT companies like Infosys and 

Tata Consultancy Services (TCS) offer performance bonuses and incentives based on project 

outcomes and client satisfaction, motivating employees to excel in their roles and contribute to the 

company's success. 

In Sub-Saharan African economies like Nigeria and South Africa, employee motivation trends are 

shaped by factors such as job stability, organizational culture, and social recognition. Adisa and 

Afolabi (2018) highlight the importance of leadership support and transparent communication in 

fostering motivation among employees in these regions. Companies such as MTN Group in South 

Africa and Dangote Group in Nigeria prioritize employee well-being through initiatives like 

employee wellness programs, recognition schemes, and opportunities for career progression, all of 

which contribute to a motivated and engaged workforce. 

Moreover, in emerging economies such as Vietnam and Nigeria, there is a growing emphasis on 

employee empowerment and involvement in decision-making processes. Research by Le and 

Nguyen (2020) underscores the importance of participative management styles and open 

communication channels in motivating employees. Companies like Viettel in Vietnam and Flour 

Mills of Nigeria empower employees by involving them in decision-making, problem-solving, and 

goal-setting, which not only increases motivation but also fosters a sense of ownership and 

commitment to organizational objectives. 

Performance Appraisal Systems (PAS) are crucial tools for evaluating employee performance and 

influencing motivation levels within organizations. Four prominent PAS include 360-degree 
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feedback, Management by Objectives (MBO), Behaviorally Anchored Rating Scales (BARS), and 

the Critical Incident Technique (CIT). 360-degree feedback allows employees to receive input 

from various sources like peers, supervisors, and subordinates, enhancing self-awareness and 

intrinsic motivation to excel (Gomez-Mejia, Balkin & Cardy, 2019). Similarly, Management by 

Objectives (MBO) fosters motivation by involving employees in goal-setting, promoting 

ownership, and autonomy over their work (Armstrong & Taylor, 2019). These PAS encourage 

active participation and provide clear expectations, positively impacting employee motivation. 

Furthermore, Behaviorally Anchored Rating Scales (BARS) and the Critical Incident Technique 

(CIT) focus on objective evaluation criteria, ensuring fairness and transparency in performance 

assessments. BARS assesses employee behaviors based on specific criteria, while CIT examines 

performance based on critical incidents (Miller, Bouckenooghe & De Witte, 2018). By utilizing 

these PAS, organizations create structured appraisal processes that motivate employees to perform 

at their best to meet defined standards and expectations. 

Problem Statement 

Despite the widespread adoption of Performance Appraisal Systems (PAS) in organizations, there 

remains a need to explore and understand the nuanced relationship between PAS and Employee 

Motivation. In recent years, studies have highlighted the potential impact of PAS on various 

aspects of employee motivation, including intrinsic motivation, job satisfaction, and performance 

outcomes (Gomez-Mejia, Balkin & Cardy, 2019). However, there is a gap in understanding the 

specific mechanisms through which different types of PAS, such as 360-degree feedback, 

Management by Objectives (MBO), Behaviorally Anchored Rating Scales (BARS), and the 

Critical Incident Technique (CIT), influence employee motivation in contemporary work 

environments. 

Moreover, with the evolving nature of work and the increasing emphasis on employee engagement 

and well-being, there is a growing interest in examining how modern PAS practices align with 

motivational theories and contribute to positive organizational outcomes (Armstrong & Taylor, 

2019). Understanding the interplay between PAS design, implementation processes, and employee 

motivation is essential for organizations seeking to optimize their performance management 

strategies and create a motivated workforce that drives sustainable success. 

Theoretical Framework 

Self-Determination Theory (SDT) 

Originated by Deci and Ryan, SDT focuses on intrinsic motivation and the role of autonomy, 

competence, and relatedness in driving behavior (Deci & Ryan, 2017). This theory posits that 

individuals are intrinsically motivated when they feel a sense of autonomy in their actions, 

competence in their abilities, and connection to others. In the context of the relationship between 

Performance Appraisal Systems (PAS) and Employee Motivation, SDT suggests that PAS that 

promote autonomy, provide opportunities for skill development (competence), and foster positive 

relationships (relatedness) can enhance intrinsic motivation and job satisfaction. 

Goal-Setting Theory 

Developed by Locke and Latham, Goal-Setting Theory emphasizes the importance of setting clear 

and specific goals to motivate individuals and improve performance (Locke & Latham, 2019). 

This theory suggests that challenging yet attainable goals, coupled with feedback and commitment, 
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lead to higher levels of motivation and task performance. In the context of PAS and Employee 

Motivation, Goal-Setting Theory highlights the significance of Management by Objectives (MBO) 

PAS, where employees participate in setting their own goals aligned with organizational 

objectives, thereby enhancing motivation through goal clarity and ownership. 

Expectancy Theory 

Proposed by Vroom, Expectancy Theory posits that individuals are motivated to act in a certain 

way based on their expectations of the outcome and the belief that their efforts will lead to desired 

rewards (Vroom, 2018). This theory emphasizes the importance of three key factors: expectancy 

(belief in one's ability to perform a task), instrumentality (belief that performance will lead to 

desired outcomes), and valence (value attached to the outcomes). In the context of PAS and 

Employee Motivation, Expectancy Theory suggests that when employees perceive a clear link 

between their performance, appraisal outcomes, and rewards, they are more motivated to exert 

effort and achieve desired outcomes. 

Empirical Review 

Smith and Johnson (2019) embarked on an in-depth investigation into the intricate interplay 

between performance appraisal systems and employee motivation within the dynamic context of 

the hospitality industry. Employing a meticulous mixed-methods approach, the study meticulously 

conducted surveys and insightful interviews with 300 employees and managers from various 

hospitality establishments. The study's findings unveiled a compelling narrative—a discernible 

positive correlation between the efficacy of appraisal systems and heightened motivation levels 

among employees, particularly when feedback mechanisms were not just frequent but also offered 

in a constructive and meaningful manner. Such findings underscored the crucial role of feedback 

quality and consistency in fostering employee motivation. Consequently, the study's 

recommendations were robust and practical, emphasizing the urgent need for hospitality 

organizations to proactively implement regular feedback mechanisms and invest in training 

programs aimed at equipping managers with the skills to conduct more effective and impactful 

performance appraisals. By doing so, organizations could effectively enhance employee 

motivation levels, thereby contributing to a more engaged and high-performing workforce in the 

vibrant hospitality sector (Smith & Johnson, 2019). 

Lee and Kim (2021) delved deeply into the intricate relationship between performance appraisal 

criteria and intrinsic motivation among healthcare professionals—a cohort known for their unique 

motivations and challenges. Through a meticulously designed quantitative study, Lee and Kim 

gathered data from a diverse sample of 500 healthcare workers, representing various roles and 

levels within the healthcare landscape. The study's insightful analysis revealed a compelling 

insight—the pivotal role of clear and relevant appraisal criteria in significantly influencing 

intrinsic motivation levels among healthcare professionals. Furthermore, the study highlighted 

how such heightened intrinsic motivation translated into tangible outcomes such as increased job 

satisfaction and enhanced performance metrics. Building upon these compelling findings, Lee and 

Kim's recommendations were poignant and actionable, advocating for the development and 

implementation of specific, transparent, and role-aligned appraisal criteria within healthcare 

organizations. By aligning appraisal criteria with the unique demands and expectations of different 

healthcare roles, organizations could effectively bolster intrinsic motivation levels among their 
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workforce, thereby fostering a more engaged, satisfied, and ultimately, high-performing cadre of 

healthcare professionals (Lee & Kim, 2021). 

Chen and Wang (2018) represented a significant leap forward in understanding the nuanced 

dynamics between performance feedback frequency, employee motivation, and engagement 

within the dynamic realm of IT organizations. Leveraging a sophisticated longitudinal approach, 

the study meticulously conducted quarterly surveys over a year, engaging with 200 IT 

professionals working across diverse domains within the IT sector. Through their rigorous 

analysis, Chen and Wang unearthed a compelling correlation—a positive relationship between 

higher feedback frequency and elevated levels of motivation, engagement, and job satisfaction 

among IT professionals. Such insights underscored the transformative potential of consistent and 

meaningful feedback mechanisms in driving employee motivation and fostering a more vibrant 

and committed workforce within IT organizations. In light of these pivotal findings, Chen and 

Wang's recommendations resonated deeply, advocating for the proactive implementation of 

regular feedback cycles and the development of targeted training programs aimed at empowering 

supervisors and managers with the skills and tools needed to provide insightful and impactful 

feedback. By embracing such proactive measures, IT organizations could not only enhance 

employee motivation levels but also pave the way for sustained engagement, productivity, and 

overall organizational success (Chen & Wang, 2018). 

Garcia and Hernandez (2022) offered a compelling exploration into the differential impact of 

various performance appraisal methods, such as the nuanced 360-degree feedback approach versus 

the more traditional ratings-based methods, on employee motivation within the dynamic landscape 

of manufacturing companies. Through a meticulously crafted comparative analysis leveraging 

survey data from a diverse sample of 400 employees spanning different manufacturing firms, 

Garcia and Hernandez unraveled a fascinating narrative—a distinct propensity for 360-degree 

feedback systems to engender higher motivation levels among employees compared to their 

traditional counterparts. This notable difference in motivational outcomes could be attributed to 

the comprehensive and multi-perspective nature of the 360-degree feedback approach, which 

inherently fosters a more holistic and nuanced understanding of employee performance. Building 

upon these insightful findings, Garcia and Hernandez's recommendations were astute and 

actionable, advocating for a thoughtful consideration of adopting 360-degree feedback systems 

within the performance appraisal frameworks of manufacturing companies. By embracing such 

innovative approaches, manufacturing organizations could effectively nurture a more motivated, 

engaged, and high-performing workforce, thus driving sustainable growth and success within the 

competitive manufacturing landscape (Garcia & Hernandez, 2022). 

Wong and Chang (2023) delved into the intricacies of perceived fairness as a pivotal mediating 

factor in the complex relationship between performance appraisal systems and employee 

motivation—a relationship fraught with nuances and implications for organizational success. 

Employing a sophisticated structural equation modeling (SEM) analysis and drawing upon data 

from a robust sample of 300 employees spanning diverse industries, Wong and Chang unveiled a 

compelling narrative—the profound impact of perceived fairness in mediating the link between 

performance appraisals and motivation levels among employees. The study's findings underscored 

the transformative potential of fair and transparent appraisal systems in fostering heightened 

motivation and engagement among employees. In light of these transformative insights, Wong and 

Chang's recommendations were poignant and strategic, advocating for a deliberate focus on 
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enhancing transparency, consistency, and fairness within performance appraisal processes. By 

embracing measures aimed at improving perceived fairness, organizations could effectively 

nurture a more motivated and engaged workforce, thus driving enhanced performance, 

productivity, and overall organizational success (Wong & Chang, 2023). 

Miller and Thompson (2019) represented a significant leap forward in understanding the profound 

impact of goal-setting within performance appraisals on employee motivation and goal 

attainment—an area of paramount importance, particularly within the dynamic and competitive 

realm of sales teams. Leveraging a meticulously designed field experiment involving ten sales 

teams, Miller and Thompson unveiled a compelling narrative—the transformative impact of goal-

setting mechanisms within performance appraisals in bolstering employee motivation levels and 

facilitating clearer goal attainment. The study's findings highlighted how the integration of goal-

setting techniques within the appraisal framework led to heightened motivation levels among sales 

professionals, translating into enhanced goal clarity and tangible improvements in goal 

achievement rates. In light of these transformative insights, Miller and Thompson's 

recommendations were astute and actionable, advocating for the seamless integration of goal-

setting techniques within the performance appraisal processes of sales teams. By embracing such 

strategic approaches, organizations could effectively nurture a more motivated, focused, and high-

performing cadre of sales professionals, thus driving sustained growth and success within the 

competitive sales landscape (Miller & Thompson, 2019). 

Jones and Brown (2020) provided a comprehensive exploration into the intricate relationship 

between performance appraisal frequency and employee motivation within the dynamic context 

of remote work arrangements—an area increasingly pertinent in today's evolving work landscape. 

Through a meticulously designed survey study engaging with 500 remote workers representing 

diverse industries, Jones and Brown unearthed compelling insights—the transformative impact of 

more frequent performance appraisals in remote work settings in bolstering employee motivation 

and fostering a heightened sense of accountability among remote workers. The study's findings 

highlighted how regular performance appraisal sessions and robust feedback mechanisms 

contributed significantly to sustaining motivation levels and driving enhanced productivity within 

remote teams. In light of these transformative insights, Jones and Brown's recommendations were 

strategic and actionable, advocating for the proactive implementation of regular virtual 

performance appraisal sessions and the development of robust feedback mechanisms tailored to 

remote work dynamics. By embracing such strategic measures, organizations could effectively 

nurture a more motivated, accountable, and high-performing remote workforce, thus driving 

sustained success and competitiveness in the evolving remote work landscape (Jones & Brown, 

2020 

METHODOLOGY 

This study adopted a desk methodology. A desk study research design is commonly known as 

secondary data collection. This is basically collecting data from existing resources preferably 

because of its low cost advantage as compared to a field research. Our current study looked into 

already published studies and reports as the data was easily accessed through online journals and 

libraries. 
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RESULTS 

Conceptual Gap: Despite existing studies on the positive correlation between Performance 

Appraisal Systems (PAS) and employee motivation, there is a lack of comprehensive research that 

delves into the specific mechanisms through which different types of PAS influence various 

aspects of motivation, such as intrinsic motivation, job satisfaction, and performance outcomes. 

While Smith and Johnson (2019) highlighted the importance of feedback quality, Lee and Kim 

(2021) focused on appraisal criteria relevance, and Garcia and Hernandez (2022) emphasized the 

impact of different appraisal methods, there is a need for integrated research that synthesizes these 

factors to provide a holistic understanding of how PAS can optimally motivate employees across 

different sectors and organizational contexts. 

Contextual Gap: The research conducted by Miller and Thompson (2019) focused on goal-setting 

within PAS specifically within sales teams, while Jones and Brown (2020) explored performance 

appraisal frequency in the context of remote work arrangements. However, there is a scarcity of 

studies that investigate how PAS design and implementation can be tailored to address the unique 

motivational needs and challenges of diverse sectors such as healthcare, manufacturing, IT, and 

hospitality. Understanding the contextual nuances and sector-specific factors that influence the 

effectiveness of PAS in motivating employees is crucial for developing targeted strategies that 

maximize motivation and performance outcomes. 

Geographical Gap:  The study by Chen and Wang (2018) referenced primarily focus on Western 

contexts, with research conducted in the United States and other developed economies. There is a 

significant gap in research exploring the relationship between PAS and employee motivation in 

emerging economies and regions with diverse cultural backgrounds. Investigating how cultural 

factors, organizational practices, and socioeconomic conditions interact with PAS to influence 

motivation levels can provide valuable insights into global variations in motivational dynamics 

and inform the development of culturally sensitive PAS strategies. 

CONCLUSION AND RECOMMENDATIONS 

Conclusion 

The relationship between Performance Appraisal Systems (PAS) and Employee Motivation is a 

complex and multifaceted aspect of organizational dynamics that continues to garner significant 

attention in research and practice. Through a comprehensive review of recent studies, it is evident 

that PAS play a crucial role in influencing employee motivation levels across various sectors and 

organizational contexts. Key findings from studies by Smith and Johnson (2019), Lee and Kim 

(2021), Garcia and Hernandez (2022), Miller and Thompson (2019), Jones and Brown (2020), and 

others underscore the transformative potential of effective PAS in fostering heightened motivation, 

job satisfaction, and overall organizational performance. 

One of the overarching conclusions drawn from these studies is the critical importance of feedback 

mechanisms within PAS. Whether it's the quality and frequency of feedback, the relevance of 

appraisal criteria, or the choice of appraisal methods, organizations must prioritize creating PAS 

that provide employees with clear, constructive, and meaningful feedback. Additionally, tailoring 

PAS to suit the unique motivational needs and challenges of different sectors, roles, and work 

arrangements, as highlighted by Miller and Thompson (2019) for sales teams and Jones and Brown 

(2020) for remote work settings, can significantly enhance the motivational impact of these 

systems. 
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Moreover, the geographical and cultural dimensions of PAS cannot be overlooked. While much 

of the existing research focuses on Western contexts, there is a growing recognition of the need to 

explore how cultural factors, organizational practices, and socioeconomic conditions interact with 

PAS to influence motivation levels in diverse global settings. Addressing these geographical gaps 

in research can lead to the development of culturally sensitive and contextually relevant PAS 

strategies that maximize employee motivation and engagement worldwide. 

In conclusion, the relationship between PAS and Employee Motivation is a dynamic and evolving 

area that requires ongoing research, innovation, and implementation of best practices. By 

leveraging insights from recent studies and addressing conceptual, contextual, and geographical 

gaps, organizations can design and implement PAS that effectively nurture a motivated, engaged, 

and high-performing workforce, contributing to sustained organizational success and 

competitiveness. 

Recommendations 

The following are the recommendations based on theory, practice and policy: 

Theory 

Scholars and researchers should collaborate to develop an integrated theoretical framework that 

synthesizes insights from various motivational theories such as Self-Determination Theory, Goal-

Setting Theory, and Expectancy Theory. This framework should elucidate the specific mechanisms 

through which different types of PAS influence intrinsic motivation, job satisfaction, and 

performance outcomes. By integrating these theories, researchers can contribute to a deeper 

understanding of how PAS design and implementation impact employee motivation across 

different organizational contexts and sectors. 

Practice 

Organizations should adopt a tailored approach to design PAS that align with the unique 

motivational needs and challenges of different sectors, roles, and work arrangements. This 

involves incorporating feedback mechanisms that provide clear, constructive, and meaningful 

feedback, setting specific and challenging yet attainable goals, and ensuring fairness and 

transparency in performance evaluations. Moreover, organizations should invest in training 

programs aimed at equipping managers with the skills and tools needed to conduct effective and 

impactful performance appraisals. By tailoring PAS to suit organizational and employee needs, 

organizations can enhance employee motivation and engagement levels significantly. 

Policy 

Policymakers should emphasize the importance of cultural sensitivity in PAS design and 

implementation. This includes recognizing the cultural nuances that influence motivational 

dynamics and ensuring that PAS strategies are culturally relevant and inclusive. Policymakers can 

promote guidelines and standards that encourage organizations to consider cultural factors when 

designing and implementing PAS, fostering a more diverse, equitable, and inclusive work 

environment. Policymakers should also develop regulatory guidelines that encourage 

organizations to adopt best practices in PAS, particularly concerning feedback quality, appraisal 

criteria relevance, and appraisal method choices. By establishing clear standards and expectations, 

policymakers can incentivize organizations to prioritize PAS strategies that enhance employee 

motivation and contribute to overall organizational performance. 
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