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Abstract:New organizational forms of human resources in the public sector present a continuous and
complex challenge that reflects the need to increase the efficiency, effectiveness and quality of public
services in organizations. This process requires moving away from traditional personnel
administration practices and adopting a more approach to human resource management (HRM),
where the focus is on attracting, developing, motivating and retaining qualified staff. It is required to
harmonizing the policies with the dynamic needs and the challenges present by the political and
economic environment. Factors such as budgetary constraints, rigid legal and institutional
frameworks, and influence over administrative processes often hinder the effective implementation of
reforms in organisations. To overcome these obstacles, strategies of innovative, sustainable reforms,
and strong institutional commitment are needed to build a more flexible and effective human rescores
management in public sector. This study addresses these issues by offering critical perspectives and
concrete recommendations for advancing reforms in this field.

Keywords: Perspective, Advancement, Challenges.

INTRODUCTION

The contemporary market, characterized by intense competition and rapid change,
requires modern organizational models that reflect advanced managerial methods and mindsets.
The new approach to HRM treats human resources as strategic capital that directly contributes
to the long-term development and sustainability of organizations (Armstrong, 2012; Brewster,
2016; Becker & Huselid, 2006). However, in many public sector organizations, there is a
marked lack of respect and appreciation for human resources, which negatively affects their
development and competitiveness (Chirtoc, 2010, Gjinovci,2026a). Scholars emphasize that
human resources are a key driver of innovation and a critical factor for creating competitive
advantages by fostering new ideas, improving processes, and increasing productivity (Singh &
Finn, 2011; Folger & Cropanzano, 2012; Boxall & Purcell, 2016; Gjinovci, 2015). Modern

organizations use HRM to define and achieve objectives dictated by market changes and global
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competition (Armstrong, 2020). Successful HRM is built on two main components: First

component:
» Defining a clear and articulated vision for HRM;
* Designing comprehensive management structures;
» Maximizing efforts to achieve targeted results;
* Identifying policies and practices that affect effective HRM.
Second component:
a) Developing governance policies for HRM to channel employees’ individual potential and
creative knowledge toward achieving organizational objectives;
b) Addressing external factors (technological development, globalization, migration, political
and economic shifts) that have transformed HRM structures and practices (Gjinovci, 2017;
Armstrong, 2012; Boxall & Purcell, 2016). According to Chirtoc (2010), human resources are
primary not equal to other organizational resources—because their planning and management
are essential for economic functioning. To improve efficiency and track staff progress, modern
organizations implement structured performance appraisal systems (Aguinis, 2013; Pulakos,
2009). Performance evolution serves not only as a monitoring tool but also as a guiding and
developmental mechanism that identifies training needs and fosters professional advancement
of human resources (Noe, 2017, Gjinovci, 2025a). Procedural fairness and transparency in the
evaluation process are closely linked to employee motivation and engagement, enhancing
organizational effectiveness (Folger & Cropanzano, 2012; Colquitt et al., 2001).
METHOD

This study employs a quantitative approach, combined with qualitative elements, to
analyze the role and impact of performance appraisal on employee motivation, professional
development, and career advancement in the public sector.

Quantitative approach: A structured questionnaire was used to measure employees’
perceptions regarding the implementation of performance appraisal, its impact on motivation,

and identification of training needs.
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Qualitative elements: Theoretical analysis and interpretation of HR management

practices in public administration, based on existing academic literature.

Combining these methods allows for a comprehensive analysis of human resource
management processes and the challenges associated with public sector reform (Gjinovci,
2026).

Study Population
The study population includes public sector employees who are directly involved in
performance appraisal processes and affected by HR management policies.
The population includes:
o Administrative staff in public institutions
e Managers and supervisors
e Technical and professional personnel
o Employees across different hierarchical levels

These individuals represent the most relevant group to assess the impact of performance

appraisal on motivation and professional development.
Sample and Sampling Technique
The sample size was calculated using Yamane’s formula (1967):

N

n= 1+ N xe?

Where:

e N = population size

e n=sample size

e e =margin of error (usually 5%)

A total of 100 questionnaires were distributed and completed, providing a representative
sample for statistical analysis.
Research Hypotheses

e« H1: Performance appraisal positively affects employee motivation in public

organizations.
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H2: There is a positive relationship between performance appraisal and professional
development of human resources.

H3: The regular and systematic performance appraisal helps identify individual training
and development needs.

H4: Organizations with clear and transparent appraisal policies achieve better HRM

outcomes.

Research Questions

1.

o~ wn

7.

What is the impact of performance appraisal on employee motivation in public
organizations?

How does performance appraisal influence staff development and career advancement?
In what ways does performance appraisal help identify individual training needs?

Do transparent performance appraisal policies contribute to improve HRM?

How involved do employees feel in decision-making processes related to training and
professional development?

How frequent and qualitative is the feedback employees receive after performance
appraisal?

How effective are the training programs offered by organizations perceived to be?

Research Objective

This study examines the role and impact of performance evaluation in HRM within the

public sector, focusing on employee motivation, professional development, and career

advancement. The specific objectives are to:

Assess the implementation level of performance appraisal practices in public
organizations;

Evaluate the impact of performance appraisal on employee motivation and engagement;
Identify the role of appraisal in professional development;

Analyse how appraisal practices influence organizational development;

Theoretically address key concepts related to performance appraisal and workplace

motivation;
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o Evaluate how performance appraisal helps identify staff training and personal

development needs.

Study Limitations

The study primarily focuses on the public sector in Kosovo, which may limit the
generalizability of the findings to the private sector or other countries. Based mainly on
available theoretical and empirical analyses, direct data from interviews or large-scale surveys
may be lacking. Findings may vary depending on future institutional changes or reforms in
public administration.
Focus of the Study

The study focuses on analyzing the role of education in fostering economic growth and
developing future skills for a knowledge-based economy. It aims to examine educational
strategies and policies that influence human capital development, preparing a competitive
workforce, and promoting innovation. The study also assesses the link between developing
future skills and improving the analytical capacities of educational institutions and businesses

to face the challenges of economic and technological transformation.

RESULT AND DISCUSSION
The Importance of Performance Appraisal and Human Resources in Organizations

Akbar (2013) emphasizes that human resources require more careful management and
greater attention than any other organizational resource due to their complex nature and direct
impact on organizational success. Meanwhile, Rees (1985) argues that one of the main
objectives of performance appraisal systems is to provide a fair basis for employee
compensation, thereby motivating them to increase their efforts toward accomplishing work
tasks.

According to Colquitt et al. (2001), perceptions of fairness in the appraisal process are
essential to its effectiveness. If employees believe that appraisals are unfair, this negatively
affects their attitudes toward compensation systems, resulting in demotivation and ultimately
reduced organizational performance. Gjinovci and Fazliu (2012) suggests that performance

appraisals not only affect employee motivation but also shape their perception of career
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opportunities within public organizations. He further argues that a transparent and merits based

appraisal system strengthens employee engagement (Gjinovci, 2018; Gjinovci, 2026c).
Moreover, he observes that when appraisal outcomes are linked with professional development
and skill enhancement, employees are more likely to exhibit commitment and improve their
performance (Gjinovci, 2014; Gjinovci, 2025b). These findings reinforce the notion that
performance appraisals, when implemented effectively, serve as a strategic tool for motivation
and success in organizations.

The rapid economic and technological changes at the end of the last century and the
beginning of this one have created new models for managing human resources and
organizations in general. These changes—both at the national and global level—have made
human resource management one of the greatest challenges for contemporary managers
(Armstrong, 2009).

Performance appraisal affects employees differently depending on their position,
perceptions of work, and organizational culture. Robbins and DeCenzo (2011) define
motivation as a “willingness to exert high levels of effort toward organizational goals,” directly
linking it to performance and commitment.

Key Motivation Theories and Their Connection to Performance Appraisal

Herzberg’s Two-Factor Theory (1959) divides factors affecting employee motivation into
two categories: hygiene factors and motivators. The absence of hygiene factors (e.g., salary,
working conditions, interpersonal relationships) causes dissatisfaction, while the presence of
motivators (e.g., achievement, recognition, career growth) increases motivation and
commitment. A fair and transparent performance appraisal can act as a motivator, encouraging
employees to improve their performance.

Vroom’s Expectancy Theory (1964) focuses on the connection between employee effort
and the rewards they expect to receive. According to this theory, motivation is high if
employees believe that their effort will lead to good performance, performance will be
rewarded, and the reward is desirable. This highlights the importance of a performance

appraisal and compensation system that is clear, fair, and tightly linked to performance.
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Deci and Ryan’s Self-Determination Theory (1985) emphasizes intrinsic motivation,

which relates to employees’ sense of autonomy, competence, and relatedness at work. An
appraisal system that fulfills these needs—through constructive feedback and employee
involvement in decision-making—helps enhance intrinsic motivation and long-term
commitment.

Smith (1994) argues that employee motivation is necessary for organizational survival,
especially in work environments characterized by rapid change.

Motivated employees are more productive, helping organizations face challenges and
remain competitive (Gjinovci, 2025c). In this context, Winer (1982) stresses that employee
motivation is always in management’s interest; therefore, performance appraisal and
compensation systems must be closely aligned with both employee and organizational needs.

Findings from the Empirical Study
To identify the impact of appraisal on employee motivation and commitment, an

empirical study was conducted. Results show that 90% of respondents believe appraisal
positively affects motivation, responsibility, and work obligations, while 8% of respondents
were neutral, indicating the need for deeper managerial interventions for this employee group.

These results support H1, as 90% of respondents believe performance appraisal has a
positive impact on motivation. Therefore, managers should focus more on employees who
expressed neutral opinions regarding motivation, responsibility, and obligations, ensuring they

feel part of the organization and are encouraged to make a greater contribution at work.

Chart 1. The impact of appraisal on employee motivation.

100%
8%

50%

0% <
Agree Neutral

m Graph 1: Impact of assessment on motivation of employees

Source: Authors (2026)

International Journal of Economics and Development 93
Vol 2 no 1 (2026): June 2026


https://journal.as-salafiyah.id/index.php/ijed/index
mailto:ijededitor@gmail.com

International Journal of Economics and Development
ISSN(Online): 3110-3189

Vol 2 no 1 (2026): June 2026

.(“E.:Pl ., https://journal.as-salafiyah.id/index.php/ijed/index

Economics and Development Emall: IJededItOr@gmallCOm
Managers must ensure that the performance appraisal system is fair, transparent, and

clearly communicated to avoid negative perceptions from employees. Furthermore, they should
work closely with employees who do not feel sufficiently included by using techniques such as
regular feedback, involvement in decision-making, and opportunities for professional
development (Armstrong, 2009).

The Adult Learning Theory (Knowles, 1980) emphasizes the importance of training
programs tailored specifically to the needs of adult employees, fostering self-motivation and
engagement in professional development. Effective training programs should build on prior
experience and individual interests, helping employees address real workplace challenges and
develop practical skills (Knowles, 1980).

On the other hand, Super’s Career Development Theory (1957) links performance
appraisal with identifying employee potential and advancement opportunities within the
organization. Super (1957) highlights that a career is a continuous developmental process, and
organizations should support this process by providing customized training and opportunities
for professional growth. Integrating these two theories into performance appraisal practices
enables organizations to enhance staff development, increase motivation and effectiveness, and
provide better career advancement opportunities.

Analysis of Results: The performance appraisal questionnaire indicates that the
overwhelming majority of employees in the public sector experience a structured and
systematic appraisal process in their institutions. Specifically, 95% of respondents fully or
partially agree that appraisals are conducted systematically. This finding aligns with
Armstrong’s (2020) view that institutionalizing the appraisal process is a key mechanism for
effective human resource management.

However, a detailed analysis of perceptions reveals certain challenges. While 80% of
employees consider the process clear and understandable, 20% disagree, signaling a lack of
transparency and communication regarding the methodologies used. According to Noe (2017),
transparency and clear communication are essential for acceptance and success of appraisal

systems, reflecting the concerns of this employee group.
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Regarding fairness and objectivity, 70% of respondents believe appraisal criteria are fair

and objective, while 30% remain skeptical. This uncertainty can undermine the credibility of

the system and employee motivation. Folger and Cropanzano (1998) stress that perceived
fairness is critical for the acceptance of any appraisal process and for staff engagement.

Another key element is feedback. While 82% of participants confirm receiving comments
about their performance, 80% do not find this feedback helpful for professional development
and career advancement. London (2003) emphasizes the importance of high-quality feedback
for individual growth, and Aguinis (2013) argues that performance appraisal must be directly
linked to development and motivation.

These results reveal a clear contrast: the appraisal process is formal and systematic but
not perceived as an effective tool for professional improvement. This suggests a need for
reforms to align appraisals more closely with career development and employee motivation.
Despite regular implementation, the lack of direct connection between appraisal, professional
development, and motivation limits its potential as an effective managerial instrument. Aguinis
(2013) highlights that for performance appraisal to be effective, it must be directly tied to
professional development and motivation, a dimension lacking in the participants’ perceptions
in this study.

The questionnaire findings show that the majority of employees (95%) confirm the
systematic implementation of performance appraisal, partially supporting hypotheses H3 and
H4. However, only 20% believe that this appraisal process contributes to career advancement,
which calls into question the actual effectiveness of the system (H2).

Table 1. Implementation of Performance Appraisal and Lack of Direct Link to Professional Development

Item Agree Disagree (%)
%

Appraisal is conducted systematicall 95 5
80 20
70 30
82 18
20 80

Source: Authors (2026)
As shown in Table 1, the data indicate the percentages of public sector employees’

responses regarding the implementation and perceived impact of performance appraisals.
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Although the process is systematically applied, it is not widely seen as contributing to career

development opportunities.This disparity between the presence of a formal process and its
actual effectiveness raises concerns regarding the functionality of current performance
appraisal mechanisms in the public sector. The results suggest that despite the regular
implementation of appraisal practices, the lack of a direct link between this process,
professional development, and employee motivation limits its potential as an effective
managerial tool. Although the formal process exists (95%), it lacks alignment with professional
development outcomes (only 20%).

The questionnaire findings show that the majority of employees (95%) confirm the
systematic implementation of performance appraisal, partially supporting hypotheses H3 and
H4. The 20% believe that this appraisal process contributes to career advancement, which calls
into question the actual effectiveness of the system (H2). This contrast suggests a mismatch
between the formal structure and the substantive impact of the appraisal process.

The findings are consistent with Aguinis (2013), who emphasizes that an effective
performance appraisal must be directly linked to professional development and employee
motivation. Furthermore, the perception of insufficient transparency (20%) and fairness (30%)
risks undermining the credibility of the process, confirming that hypothesis H1 is only partially
supported: while appraisal influences motivation for the majority of employees, it does not do
so universally.

The Impact of Performance Appraisal on Employee Identification and Professional
Development

Performance appraisal is an essential tool for identifying employee training needs and
professional development opportunities within organizations. Empirical studies indicate that
this process can pinpoint competencies requiring improvement and determine training
programs that contribute to staff advancement (Singh et al., 2011). This is consistent with
Aguinis (2013), who argues that performance appraisal must be directly tied to professional

development to be effective.
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Based on the data collected in this study, more than 50% of respondents agree that

performance appraisal is an important mechanism for identifying training needs, while 20%
express neutrality toward this statement. This result highlights a limited level of awareness and
involvement among some employees in the professional development process through
performance appraisal, underscoring the need to increase awareness and improve
communication about its organizational importance.

In the organizational context studied, the appraisal system operates through manager—
subordinate models, where managers are responsible for discussing and analyzing employees’
performance results and jointly identifying training needs. This collaborative process is
essential to ensure that professional development is targeted and aligned with role-specific and
organizational requirements (Aguinis, 2013). The findings reveal shortcomings, particularly
regarding transparency and communication of the appraisal’s role in relation to employee
training and career advancement. About 20% of respondents are unsure whether performance
appraisal effectively identifies training and development opportunities, indicating a need to
improve employee communication and education about the value of this process.

This situation is consistent with performance management theories, which emphasize the
importance of transparency and active employee participation in the appraisal process to
maximize its motivational and developmental effects (DeNisi & Pritchard, 2006). In this
regard, managers should take concrete steps to raise employee awareness about the function
and value of performance appraisal and provide training opportunities to enhance their
professional capabilities.

Performance appraisal plays a key role in identifying employee potential for career
advancement within organizations. According to Mullins (1999), this process should be
continuous and systematic, highlighting individual strengths and weaknesses and determining
training and development needs. Consistent with this, 90% of respondents in this study agree
that performance appraisal is conducted regularly and helps identify their potential, reflecting
a positive perception of its impact on professional growth. However, regarding the link between

appraisal and actual employee development (training and advancement), responses are more
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divided, with a considerable portion remaining neutral. This may relate to ineffective

communication or the absence of clear mechanisms to translate appraisal results into concrete
developmental actions (London, 2003). Performance appraisal assists in identifying employee
strengths and weaknesses in relation to meeting objectives, work quality, and customer
satisfaction (Pulakos, 2009).
Findings from the Empirical Research

The results indicate that 78% of respondents believe this process contributes to staff
improvement and professional advancement, while 8% remain neutral—again pointing to the
need for better communication and employee engagement throughout the process.
In conclusion, to maximize the positive impact of performance appraisal on professional
development, managers should focus on improving communication, actively involving
employees, and fostering an organizational culture that promotes transparency and continuous

development.

Chart 2. Professional Advancement of Staff

60%

40%

20%

Agree Neutral

0%

B Graph 2: The impact of evaluation on the identification and professional
upgrading of employees

Source: Authors (2026)

Results Analysis: Motivation and Professional Development

The findings in chart 2 indicate that a significant portion of employees in the public
sector feel undervalued by management, with 60% of respondents stating that they do not feel
appreciated, while only 40% report that their work is recognized and valued (Robbins, 2019).

This perception may directly reduce motivation and engagement at work.
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On the other hand, 65% of respondents report having opportunities for training and
professional development, while 35% disagree. This result reflects a relatively satisfactory
percentage but still highlights room for improving organizational training policies (Noe, 2017).
A considerable number of respondents (70%) agree that training needs are identified
based on their performance, indicating a results-oriented practice in professional development
planning. However, an equal proportion (70%) disagree that the organization actively
encourages them to develop their skills, suggesting a lack of continuous support for
professional advancement (Armstrong, 2020).
Involvement in Training-Related Decision-Making
An important issue revealed by the study is the minimal involvement of employees in
decision-making processes regarding their professional training needs.

Table 2. Employee Involvement in Decision-Making Regarding Training Needs

Question Response (%)
Slightly involved in decision-making 10
Not involved in decision-making at all 90

Source: Authors (2026)
In Table number 2, it shows that the percentages reflect survey responses regarding

employees' involvement in organizational decisions related to professional training. Only 10%
of employees feel slightly involved, while 90% feel not involved at all, suggesting the need for
a more inclusive and participatory approach to training management (Brewster, 2016).

Results on Motivation and Professional Development
Table 3. Results on Motivation and Professional Development

Question Agree Disagree
% %

40 60
development

Training needs are identified based on performance 70 30

30 70

Source. Authors (2026).
As shown in Table 3, the results in public sector employees' perceptions regarding

motivation and professional development opportunities. The 65% of respondents report having
access to training and professional development, only 30-40% feel encouraged by management

to develop their skills or that their work is valued. The 70% indicate that training needs are
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identified based on performance, suggesting some alignment between appraisal and

development. However the low levels of perceived encouragement and recognition indicate
that organizational support for motivation and skill development are limited. These findings
suggest that although formal mechanisms for professional development exist, their practical
impact on employee motivation is constrained.

Feedback after Performance Appraisal

Table 4. Feedback after Performance Appraisal

10
9
9
10

Source. Authors (2026).
In Table number 4, it shows that feedback following performance appraisals is largely

perceived as inadequate by public sector employees. Only 10% of respondents report receiving
frequent and concrete feedback, and 90% receive little or no feedback at all. The 90% consider
the feedback weak or not useful for professional development, indicating a significant gap in
the quality and effectiveness of communication between management and employees (London,
2003). These findings show the limited role of current performance appraisal practices in
supporting employee growth and development.

Training Effectiveness

Table 5. Effectiveness of Training

Question Response (%)

Training is effective for improving skills 15

Training is not effective 85

I applied the knowledge gained in training 17

I did not apply the knowledge in practice 83

Source. Authors (2026).
Table number 5, the effectiveness of the training provided, only 15% of respondents consider

it effective in improving professional skills, while 85% are dissatisfied with the effectiveness.
Additionally, only 17% have had the opportunity to apply the knowledge gained in practice,
while 83% have not been able to do so (Aguinis, 2013). These findings indicate a need to review

and improve training content and methods to better align with employees’ actual needs.
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Suggestions for Improvement

Table 6. Suggestions for Improvement

Question Response (%)

Suggested improvements in the appraisal 30
process

Did not suggest any changes 70

Source. Authors (2026).
As shown in Table 6, approximately 30% of respondents provided concrete suggestions
for improving the performance appraisal process, reflecting engagement and interest in

continuous improvement, while 70% did not propose any specific changes.
Analysis of the Impact of Performance Appraisal on Professional Development and

Employee Motivation

Based on the collected data, performance appraisal proves to be a key instrument for
identifying training needs and professional development. More than half of the respondents
(over 50%) agree with this statement, indicating general recognition of the importance of this
process within the organization. However, the fact that 20% remain neutral suggests a
knowledge gap or lack of engagement in this aspect of human resource management. This
indicates a need to improve institutional communication and educate employees on the role and
benefits of performance appraisal.

Furthermore, 90% of respondents believe that performance appraisal positively
influences motivation and commitment in the workplace, reflecting the process’s ability to
encourage better professional behaviors and outcomes. This aligns with motivational theories
such as Vroom’s Expectancy Theory (1964), which emphasizes the role of expectations and
rewards in employee motivation, and Deci and Ryan’s Self-Determination Theory (1985),
which highlights the importance of intrinsic motivation and autonomy in professional
development. In this context, performance appraisal should serve not only as a control
mechanism but also as a tool that empowers employees through constructive feedback and clear
development goals.

On the other hand, 8% of respondents remained neutral regarding the impact of appraisal
on their motivation, suggesting a need for more specific managerial interventions to address

uncertainty or distrust in the appraisal process. This challenge is recognized in the literature
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and is closely linked to the concept of organizational justice (Colquitt et al., 2001), which

emphasizes fairness and transparency in performance management processes. Managers should
ensure that appraisal processes are transparent, fair, and responsive to individual employee
needs.

These data highlight the importance of an effective performance appraisal system, not only
as a tool for measuring results but also as a developmental process that promotes motivation,
commitment, and professional growth. According to Adult Learning Theory (Knowles, 1980),
performance appraisal should serve as a basis for tailored training that meets employees’
specific needs, thereby enhancing self-motivation and self-directed development. Additionally,
career development theories, such as Super’s (1957), emphasize the importance of identifying
potential for advancement and growth, with performance appraisal playing a central role.
Practical Recommendations for Organizations:

e Invest in manager training to provide effective feedback and foster an open and fair

appraisal culture.

o Use appraisal as a two-way process that encourages dialogue between employee and

manager to identify real development needs.

o Raise employee awareness of the importance of appraisal for career development and

personal motivation.

o Integrate appraisal results with concrete career and professional development plans so

employees feel valued and engaged.
By implementing these measures, organizations can maximize the potential of their human
resources and improve overall organizational performance in an increasingly competitive

environment.

Table 7. Hypotheses, Empirical Findings, and Interpretation

Hypothesis Key Findings Scientific Interpretation

from Surve

H1: Performance 90% agree; 8% Supported. Clear positive impact
appraisal neutral; 2% disagree. on motivation, but the neutral

positively affects group suggests a need to increase
employee transparency and feedback
motivation. (Folger & Cropanzano, 2012).

International Journal of Economics and Development 102
Vol 2 no 1 (2026): June 2026


https://journal.as-salafiyah.id/index.php/ijed/index
mailto:ijededitor@gmail.com

b
0T

International Journal of Economics and Development
ISSN(Online): 3110-3189
Vol 2 no 1 (2026): June 2026

IIEP ; https://journal.as-salafiyah.id/index.php/ijed/index
Economics and Development Email: ijededitor@gmail.com
H2: Performance Only 20% believe Not fully supported. Formal
appraisal is appraisal affects process exists, but linkage to
related to career; 80% see no professional development is
professional link. lacking (Aguinis, 2013).
advancement.
H3: Organization 90% of employees Not supported. Feedback is
uses effective and rate feedback as not perceived as clear or useful
fair feedback. insufficient. for improvement (Armstrong,
2012).
CENEE el 85% believe training Not supported. Training is
professional does not improve not personalized and not
development are performance sufficiently based on appraisal
linked to effectively. outcomes (VVroom, 1994).

performance
appraisal.

Source. Authors (2026).
In Table No. 7, we present the data processed from the author's survey (2025) and

interpreted based on literature on motivation and performance management. The results
indicate that performance appraisal has a significant positive impact on employee motivation,
supporting hypothesis H1. However, the lack of connection between this process and
professional advancement (H2), poor feedback (H3), and low training effectiveness (H4)
suggests that the appraisal system is more formal than substantive. These findings align with
the existing literature, which emphasizes that performance appraisal should be accompanied by
professional development and constructive feedback to achieve and the long term effects
(Aguinis, 2013; Armstrong, 2012).
Key Findings:
o Performance appraisal is formal and regular (95%) but not always effective, as only
20% link it to professional advancement.
« Motivation is positively affected (90%), but a neutral group (8%) indicates a need for
managerial intervention.
o Feedback is insufficient, with 90% of respondents considering it weak.
« Trainings are not perceived as effective by 85% of respondents.
Research Ethics
This study was conducted in full compliance with established ethical standards for

academic research. Ethical approval was obtained from the relevant institutional review board
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prior to data collection. Participants were fully informed about the purpose of the study, the

voluntary nature of their participation, and their right to withdraw at any time without any
consequences.
Future Research

Future research first, subsequent studies could evaluate the direct impact of targeted
training programs on employees’ actual performance and on organizational outcomes, thereby
providing evidence for more effective professional development strategies. Second, researchers
could investigate the relationship between skill development and innovation, examining how
specific competencies contribute to organizational adaptability and competitive advantage

across different sectors.

CONCLUSIONS

The results of this study highlight the central role of human resources in driving
innovation and creating competitive advantages for organizations. In an increasingly dynamic
global environment, strategic human capital management represents a key factor for the
sustainability and long-term development of organizations.

Performance appraisal is presented as a strategic instrument, not only for monitoring the
work of staff, but also for their professional orientation and development. This process enables
the identification of employees’ skills, weaknesses and potentials, providing management with
a solid basis for making decisions on training, advancement and process improvement. As
highlighted in previous studies, procedural fairness and transparency directly affect long-term
motivation and employee engagement (Colquitt et al., 2001; Greenberg, 1990; Gjinovci, 2017).

Data analysis shows that the majority of respondents value the role of performance
appraisal in professional development. However, a portion of them remain neutral, which
signals the need for more structured communication, broader involvement, and clearer
explanation of the goals, criteria, and outcomes of the appraisal process.

Organizations should invest more in internal staff development through personalized

training and development programs, including the drafting of Individual Development Plans
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(IDPs). This strategy reduces dependence on external recruitment and increases the level of

staff loyalty and commitment (Knowles, 1980; Singh et al., 2011; Gjinovci 2025d).In
conclusion, performance appraisal should be treated as a dynamic and developmental process
with strategic impact, and not just as an administrative procedure. Continuous improvement of
the system, supported by procedural fairness, professional development and effective
communication, enables organizations to increase staff motivation and engagement; identify
training and development needs in a timely manner; make evidence-based management
decisions; be better prepared for market competition.
Previous studies emphasize that appraisal systems are more effective when accompanied
by constructive feedback and clear professional development perspectives (Armstrong, 2012;
Aguinis, 2013).
Recommendations
e To create the individual development plans for each employee immediately after the
performance appraisal process.
e Integrating personalized training, mentoring, and professional development programs
directly linked to the appraisal results.
e Creating a transparent communication system, where the goals, criteria, procedures,
and appraisal results are clarified for all employees.
e Periodically monitoring the effectiveness of the appraisal system, through measuring
staff satisfaction, productivity, and impact on managerial decision-making.
e Investing in internal staff development as a means of increasing loyalty and reducing
dependence on external recruitment.
e To use constructive and two-way feedback, creating opportunities for dialogue

between employees and managers.

REFERENCES

Aguinis, H. (2013). Performance management (3rd ed.). Pearson.

International Journal of Economics and Development 105
Vol 2 no 1 (2026): June 2026


https://journal.as-salafiyah.id/index.php/ijed/index
mailto:ijededitor@gmail.com

International Journal of Economics and Development
ISSN(Online): 3110-3189

Vol 2 no 1 (2026): June 2026

.(“E.:Pl ., https://journal.as-salafiyah.id/index.php/ijed/index

Economics and Development Emall: IJededItOr@gmallCOm
Akbari, A. (2013). Significance of human resource management in organizations: Linking

global practices with local perspective. International Refereed Research Journal, 1V(1),
78-88.

Armstrong, M. (2012). Armstrong’s handbook of human resource management practice (12th
ed.). Kogan Page.

Armstrong, M. (2020). Armstrong's handbook of performance management: An evidence-
based guide to delivering high performance (6th ed.). Kogan Page.

Becker, B., & Huselid, M. (2006). Strategic human resources management: Where do we go
from here? Journal of Management, 32(6), 898-925.
https://doi.org/10.1177/0149206306293668

Boxall, P., & Purcell, J. (2016). Strategy and human resource management (4th ed.). Palgrave

Macmillan.

Brewster, C. (2016). Employee involvement in decision making: An international perspective.
Routledge.

Chirtoc, E. 1. (2010). The importance of human resources on Romania’s labor market. Annals
of the University of Petrosani, Economics, 10(1), 51-58.

Christensen, R. (2006). Roadmap to strategic HR: Turning a great idea into a business reality.
American Management Association.

Colquitt, J. A., Conlon, D. E., Wesson, M. J., Porter, C. O., & Ng, K. Y. (2001). Justice at the
millennium: A meta-analytic review of 25 years of organizational justice research.
Journal of Applied Psychology, 86(3), 425-445. https://doi.org/10.1037/0021-
9010.86.3.425

Colquitt, J. A., LePine, J. A., & Wesson, M. J. (2001). Organizational behavior: Improving

performance and commitment in the workplace. McGraw-Hill.
Deci, E. L., & Ryan, R. M. (1985). Intrinsic motivation and self-determination in human

behavior. Plenum.

International Journal of Economics and Development 106
Vol 2 no 1 (2026): June 2026


https://journal.as-salafiyah.id/index.php/ijed/index
mailto:ijededitor@gmail.com
https://doi.org/10.1177/0149206306293668
https://doi.org/10.1037/0021-9010.86.3.425
https://doi.org/10.1037/0021-9010.86.3.425

International Journal of Economics and Development
ISSN(Online): 3110-3189

Vol 2 no 1 (2026): June 2026

.(“E.:Pl ., https://journal.as-salafiyah.id/index.php/ijed/index

Economics and Development Emall: IJededItOr@gmallCOm
DeNisi, A. S., & Pritchard, R. D. (2006). Performance appraisal, performance management,

and improving individual performance: A motivational framework. Management and
Organization Review, 2(2), 253-277.

Folger, R., & Cropanzano, R. (1998). Organizational justice and human resource management.
Sage Publications.

Folger, R., & Cropanzano, R. (2012). Advances in organizational justice. Stanford University
Press.

Gjinovci, A. (2014). Difficulties facing the organization, promotion of HR and how to
encourage or to motivate investments in organizations. In C. Bratianu et al. (Eds.),
Strategica: Management, finance, and ethics (pp. 15-30). National University of Political
Studies and Public Administration. https://www.webofscience.com/wos/woscc/full-
record/WOS:000361386000001

Gjinovci, A. (2015). The impact of changes in management of human resources. In C. Bratianu

et al. (Eds.), Strategica: Local versus global (pp. 220-225). National University of
Political Studies and Public Administration.
https://www.webofscience.com/wos/woscc/full-record/WQOS:000372056200021

Gjinovci, A. (2017). Performance appraisal and motivation of human resources. In Human
resources management in modern organizations (pp. 40-50). Prishtiné.

Gjinovci, A., & Fazliu, A. (2012). Human resource performance management policies and
motivation factors at GSM Vala. In Fifth International Scientific Conference (pp. 32—
38).

Gjinovci, A., & Gjinovci, D. (2025a). Performance appraisal on advancing human resources:
The role of education, experience, and employee. In STRATEGICA International
Conference.

Gjinovci, A., & Gjinovci, D. (2025b). Structural barriers to development: How nepotism and
corruption undermine public administration and economic growth. Ekonomicko-
manazerske spektrum, 19(2), 125-135.

International Journal of Economics and Development 107
Vol 2 no 1 (2026): June 2026


https://journal.as-salafiyah.id/index.php/ijed/index
mailto:ijededitor@gmail.com
https://www.webofscience.com/wos/woscc/full-record/WOS:000361386000001
https://www.webofscience.com/wos/woscc/full-record/WOS:000361386000001
https://www.webofscience.com/wos/woscc/full-record/WOS:000372056200021

International Journal of Economics and Development
ISSN(Online): 3110-3189

Vol 2 no 1 (2026): June 2026

.(“E.:Pl ., https://journal.as-salafiyah.id/index.php/ijed/index

Economics and Development Emall: IJededItOr@gmallCOm
Gjinovci, A., & Gjinovci, D. (2025c). Limited career prospects and non-merit-based

employment practices: Implications for employee motivation and career development.
Review of Economics and Finance, 23, 252-260. https://refpress.org/wp-
content/uploads/2026/02/Gjinovci_REF.pdf

Gjinovci, A., & Gjinovci, D. (2025d). Contemporary challenges and trends in public sector
management. In ICFSS Conference, Munich, Germany.

Gjinovci, A., & Gjinovci, D. (2026a). Institutional, economic, and human resource challenges
in public sector management. International Journal of Social Science and Human
Research, 9(2), 1173-1182. https://zenodo.org/records/18617767

Gjinovci, A., & Gjinovci, D. (2026b). Favoritism practices, nepotism, and corruption in public

administration. European Journal of Management, Economics and Business, 2(3), 202—
218. https://doi.org/10.59324/ejmeb.2026.3(2).15
Gjinovci, A., & Gjinovci, D. (2026c). The role of education in driving economic growth. SSRN

Electronic Journal. https://papers.ssrn.com/sol3/papers.cfm?abstract id=6463401

Gjinovci, D., Fazliu, A., & Gjinovci, A. (2018). Selection of managers under the influence of
politics. Knowledge Horizons, 10(4), 109-117.

Greenberg, J. (1990). Organizational justice: Yesterday, today, and tomorrow. Journal of
Management, 16(2), 399-432.

Herzberg, F. (1959). The motivation to work. Wiley.

Knowles, M. S. (1980). The modern practice of adult education (2nd ed.). Cambridge Adult
Education.

London, M. (2003). Job feedback. Lawrence Erlbaum Associates.

Mullins, L. J. (1999). Management and organisational behaviour (5th ed.). Prentice Hall.

Noe, R. A. (2017). Employee training and development (7th ed.). McGraw-Hill.

Pulakos, E. D. (2009). Performance management. Wiley.

Rees, R. (1985). The theory of principal and agent. Bulletin of Economic Research, 37(1), 3—-
26.

Robbins, S. P. (2019). Organizational behavior (18th ed.). Pearson.

International Journal of Economics and Development 108
Vol 2 no 1 (2026): June 2026


https://journal.as-salafiyah.id/index.php/ijed/index
mailto:ijededitor@gmail.com
https://refpress.org/wp-content/uploads/2026/02/Gjinovci_REF.pdf
https://refpress.org/wp-content/uploads/2026/02/Gjinovci_REF.pdf
https://zenodo.org/records/18617767
https://doi.org/10.59324/ejmeb.2026.3(2).15
https://papers.ssrn.com/sol3/papers.cfm?abstract_id=6463401

-y : :
=4 ! International Journal of Economics and Development
ISSN(Online): 3110-3189

‘ Vol 2 no 1 (2026): June 2026

..IJED https://journal.as-salafiyah.id/index.phprijed/index

Economics and Development Emall: IJededItOr@gmallCOm
Robbins, S. P., & DeCenzo, D. A. (2011). Bazat e menaxhimit. Tirané.

Singh, P., & Finn, D. (2011). Enhancing employee performance. Journal of Workplace
Learning, 23(7), 436—452. https://doi.org/10.1108/13665621111169101
Singh, S., Deep Sharma, G., & Deep Cheema, H. (2011). Performance appraisal on

organization and employee. SSRN. https://ssrn.com/abstract=1852017

Singh, S., Gupta, A., & Kumari, P. (2011). Performance appraisal and employee development.
International Journal of Business and Management, 6(12), 229-236.

Smith, G. P. (1994). Mativation. In W. Tracey (Ed.), Human resources management handbook.

Super, D. E. (1957). The psychology of careers. Harper & Row.

Vroom, V. H. (1964). Work and motivation. Wiley.

Winer, L. (1982). A sales compensation system. SAM Advanced Management Journal, 46(5).

International Journal of Economics and Development 109
Vol 2 no 1 (2026): June 2026


https://journal.as-salafiyah.id/index.php/ijed/index
mailto:ijededitor@gmail.com
https://doi.org/10.1108/13665621111169101
https://ssrn.com/abstract=1852017

	METHOD
	This study employs a quantitative approach, combined with qualitative elements, to analyze the role and impact of performance appraisal on employee motivation, professional development, and career advancement in the public sector.
	Quantitative approach: A structured questionnaire was used to measure employees’ perceptions regarding the implementation of performance appraisal, its impact on motivation, and identification of training needs.
	Qualitative elements: Theoretical analysis and interpretation of HR management practices in public administration, based on existing academic literature.
	Combining these methods allows for a comprehensive analysis of human resource management processes and the challenges associated with public sector reform (Gjinovci, 2026).
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	 Technical and professional personnel
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	These individuals represent the most relevant group to assess the impact of performance appraisal on motivation and professional development.
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	The sample size was calculated using Yamane’s formula (1967):
	Where:
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	 e = margin of error (usually 5%)
	A total of 100 questionnaires were distributed and completed, providing a representative sample for statistical analysis.
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	 Evaluate the impact of performance appraisal on employee motivation and engagement;
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	The study focuses on analyzing the role of education in fostering economic growth and developing future skills for a knowledge-based economy. It aims to examine educational strategies and policies that influence human capital development, preparing a ...
	RESULT AND DISCUSSION
	The Importance of Performance Appraisal and Human Resources in Organizations
	Akbar (2013) emphasizes that human resources require more careful management and greater attention than any other organizational resource due to their complex nature and direct impact on organizational success. Meanwhile, Rees (1985) argues that one o...
	According to Colquitt et al. (2001), perceptions of fairness in the appraisal process are essential to its effectiveness. If employees believe that appraisals are unfair, this negatively affects their attitudes toward compensation systems, resulting i...
	The rapid economic and technological changes at the end of the last century and the beginning of this one have created new models for managing human resources and organizations in general. These changes—both at the national and global level—have made ...
	Performance appraisal affects employees differently depending on their position, perceptions of work, and organizational culture. Robbins and DeCenzo (2011) define motivation as a “willingness to exert high levels of effort toward organizational goals...
	Key Motivation Theories and Their Connection to Performance Appraisal
	Herzberg’s Two-Factor Theory (1959) divides factors affecting employee motivation into two categories: hygiene factors and motivators. The absence of hygiene factors (e.g., salary, working conditions, interpersonal relationships) causes dissatisfactio...
	Vroom’s Expectancy Theory (1964) focuses on the connection between employee effort and the rewards they expect to receive. According to this theory, motivation is high if employees believe that their effort will lead to good performance, performance w...
	Deci and Ryan’s Self-Determination Theory (1985) emphasizes intrinsic motivation, which relates to employees’ sense of autonomy, competence, and relatedness at work. An appraisal system that fulfills these needs—through constructive feedback and emplo...
	Smith (1994) argues that employee motivation is necessary for organizational survival, especially in work environments characterized by rapid change.
	Motivated employees are more productive, helping organizations face challenges and remain competitive (Gjinovci, 2025c). In this context, Winer (1982) stresses that employee motivation is always in management’s interest; therefore, performance apprais...
	Findings from the Empirical Study
	To identify the impact of appraisal on employee motivation and commitment, an empirical study was conducted. Results show that 90% of respondents believe appraisal positively affects motivation, responsibility, and work obligations, while 8% of respo...
	These results support H1, as 90% of respondents believe performance appraisal has a positive impact on motivation. Therefore, managers should focus more on employees who expressed neutral opinions regarding motivation, responsibility, and obligations,...
	Chart 1. The impact of appraisal on employee motivation.
	Source: Authors (2026)
	Managers must ensure that the performance appraisal system is fair, transparent, and clearly communicated to avoid negative perceptions from employees. Furthermore, they should work closely with employees who do not feel sufficiently included by using...
	The Adult Learning Theory (Knowles, 1980) emphasizes the importance of training programs tailored specifically to the needs of adult employees, fostering self-motivation and engagement in professional development. Effective training programs should bu...
	On the other hand, Super’s Career Development Theory (1957) links performance appraisal with identifying employee potential and advancement opportunities within the organization. Super (1957) highlights that a career is a continuous developmental proc...
	Analysis of Results: The performance appraisal questionnaire indicates that the overwhelming majority of employees in the public sector experience a structured and systematic appraisal process in their institutions. Specifically, 95% of respondents fu...
	However, a detailed analysis of perceptions reveals certain challenges. While 80% of employees consider the process clear and understandable, 20% disagree, signaling a lack of transparency and communication regarding the methodologies used. According ...
	Regarding fairness and objectivity, 70% of respondents believe appraisal criteria are fair and objective, while 30% remain skeptical. This uncertainty can undermine the credibility of the system and employee motivation. Folger and Cropanzano (1998) st...
	Another key element is feedback. While 82% of participants confirm receiving comments about their performance, 80% do not find this feedback helpful for professional development and career advancement. London (2003) emphasizes the importance of high-q...
	These results reveal a clear contrast: the appraisal process is formal and systematic but not perceived as an effective tool for professional improvement. This suggests a need for reforms to align appraisals more closely with career development and em...
	The questionnaire findings show that the majority of employees (95%) confirm the systematic implementation of performance appraisal, partially supporting hypotheses H3 and H4. However, only 20% believe that this appraisal process contributes to career...
	Table 1. Implementation of Performance Appraisal and Lack of Direct Link to Professional Development
	As shown in Table 1, the data indicate the percentages of public sector employees’ responses regarding the implementation and perceived impact of performance appraisals. Although the process is systematically applied, it is not widely seen as contribu...
	The questionnaire findings show that the majority of employees (95%) confirm the systematic implementation of performance appraisal, partially supporting hypotheses H3 and H4. The 20% believe that this appraisal process contributes to career advanceme...
	The findings are consistent with Aguinis (2013), who emphasizes that an effective performance appraisal must be directly linked to professional development and employee motivation. Furthermore, the perception of insufficient transparency (20%) and fai...
	The Impact of Performance Appraisal on Employee Identification and Professional Development
	Performance appraisal is an essential tool for identifying employee training needs and professional development opportunities within organizations. Empirical studies indicate that this process can pinpoint competencies requiring improvement and determ...
	Based on the data collected in this study, more than 50% of respondents agree that performance appraisal is an important mechanism for identifying training needs, while 20% express neutrality toward this statement. This result highlights a limited lev...
	In the organizational context studied, the appraisal system operates through manager–subordinate models, where managers are responsible for discussing and analyzing employees’ performance results and jointly identifying training needs. This collaborat...
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	Findings from the Empirical Research
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	The findings in chart 2 indicate that a significant portion of employees in the public sector feel undervalued by management, with 60% of respondents stating that they do not feel appreciated, while only 40% report that their work is recognized a...
	On the other hand, 65% of respondents report having opportunities for training and professional development, while 35% disagree. This result reflects a relatively satisfactory percentage but still highlights room for improving organizational training ...
	A considerable number of respondents (70%) agree that training needs are identified based on their performance, indicating a results-oriented practice in professional development planning. However, an equal proportion (70%) disagree that the organizat...
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	An important issue revealed by the study is the minimal involvement of employees in decision-making processes regarding their professional training needs.
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	Table 7. Hypotheses, Empirical Findings, and Interpretation
	In Table No. 7, we present the data processed from the author's survey (2025) and interpreted based on literature on motivation and performance management. The results indicate that performance appraisal has a significant positive impact on employee m...
	Key Findings:
	 Performance appraisal is formal and regular (95%) but not always effective, as only 20% link it to professional advancement.
	 Motivation is positively affected (90%), but a neutral group (8%) indicates a need for managerial intervention.
	 Feedback is insufficient, with 90% of respondents considering it weak.
	 Trainings are not perceived as effective by 85% of respondents.
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