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Abstract

Performance appraisal has become an important aspect of human resource management in
public organizations, as governments are trying to improve efficiency, accountability,

transparency, and service quality.

This study examines the role of performance appraisal systems in the public sector, with
particular emphasis on their benefits, challenges, and best practices. It examines
employees’ perceptions regarding the effectiveness, fairness, objectivity, and
developmental role of performance appraisal in their organizations. In addition, the study
investigates the influence of leadership support, organizational resources, and external

factors on the appraisal process.

The empirical part of the study is based on quantitative research using questionnaires
completed by public sector employees. Statistical analysis was applied to examine

relationships between variables and compare perceptions with theoretical expectations.

The findings show that employees express mainly neutral to moderately positive views,
but their responses are significantly lower than full agreement with theoretical
assumptions. This indicates that employees are not fully convinced about the effectiveness

of performance appraisal in practice.

The results also reveal a gap between theory and practice. Although appraisal systems are
presented as developmental tools in the literature, employees often perceive them as
formal and bureaucratic procedures. Perceptions of politicization and external influence

also reduce trust in the system and in management.

In addition, feedback quality, evaluator training, and organizational support are key factors
shaping employee perceptions. Where resources and institutional support are stronger,
employees are more likely to view performance appraisal as useful for improving

productivity.
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Overall, the study concludes that the effectiveness of performance appraisal in the public
sector depends on fairness, transparency, organizational support, and trust. The findings

highlight the gap between theoretical expectations and practical implementation.

Keywords

Performance Appraisal, Public Sector, Performance Management, Human Resource

Management, Employee Development, Organizational Effectiveness
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Iepiinyn

H oa&oldynon g amddoong amotehel mALOV O ONMUOVTIKY] TTTUYN TG Otoyeipiong
avOpOTIVOL dVVapIKOD GTOVG dNUOGLOVG OPYUVIGHOVS, KAOMS 01 KUPEPVIGELS EMOIOKOVV
oAoéva Kol mEPLOCOTEPO TN PEATIOON TNG OMOTEAEGUATIKOTNTOG, TS AOY0d0Giag, TNg

SLPAVELOG KOt TNG TOOTNTAG TMV TAPEXOLEVOV VINPECLOV.

H mopovoa perém e&etalel 10 poro TV cuotnudtov a&loAdynong g onddoong otov
onuocto topéa, pe wWwitepn EUQOCT OTOL OQEAN, TIC TPOKANGES Kol TIG PEATIOTES
TPoKTIKEG TOVG. E&etdlovtal ot avtiinyelg Tov epyalotévav GYETIKA LE TN OIKOoouLVT,
TNV  OMOTEAECUATIKOTNTO, TNV OVIIKEWEVIKOTNTO KOU TOV OvVOTTLEWKO pOAO  TOV
ocvotnudtov a&lordynong. IlapdAinia, diepevvdtor n enidpacn G VITOoTNPENG NG
Nyeciag, TOV 0pyovOTIKOV TOP®V Kol TOV EEOTEPIKOV TOPAYOVIOV OTh OlodKacio
agtoAdynonc.

To eumepikd pépog ¢ peréng Pociletor o6& MOGOTIKN €pevva, YPNCULOTOLDOVTOS
EPMTNUATOAOYLO TOL GUUTANPOONKAY amd epyaldpevovg atov dnpdcto topéa. H avaivon
TOV O€O0UEVOV TTpayHaTOTOMONKE Yo TN depedivnon oxécemv HETAED TV UETAPANTOV

KO TY] GOYKPLIOT) TOV OVTIAYE®V LE TIG OempnTikég TPoGdoKies.

Ta amoteléopata delyvovv 0T o1 pyalopevol ekPpalovv Kupimg oVdETEPES MG HETPLAL
BeTIKEC AMOYELS, MOTOGO Ol OMAVTIOELS TOVS EIVOL CIUAVTIKA YOUNAITEPEG QO TNV AN PN
ocoppovio pe TG Bempntikés mopadoyés. Avtd vmodnAdvelr OTL dgv givol TANPOC

TMEMEIGUEVOL Y10 TNV OMOTEAEGLOTIKOTN T TNG a&loAdYNoNg otV TPAsN.

Ta gvpnpato amokaAvTTovY emiong £va ydopo petatd Bempiog Kot TPAKTIKAG. AV Kot M)
BipMoypapia Tapovstdalel Tnv a&loldynon wg epyaieio avamtuéng, ot epyalopuevol Guyva
™ PrdvVoLY ¢ TLTIKN Kot Ypaeeokpatikn dadikasio. Ot avTIAYELG TOMTIKOTOINGNG Kot

eEMTEPIKDOV EMPPODV LEUDVOVV TNV EUTIGTOGVVI GTO CLGTNLO KO GT d10ikNnon.

Télog, M moOwOTNTA NG OVATPOPOSOTNONG, M EKTOOELON TV 0EOAOYNTOV Kol M
0pYAVAOGLOKY] VITOGTNPEN AmOTEAOVV KABOPIGTIKOVS TAPAYOVTES Y10 TN SLUUOPPMOGCT) TOV
avtinyenv tov epyalopévov. Oco 1oyvupotepn eivar n vrootpiEn kot ot dabécipot

opot, 1060 mo Betikd aglohoyeitor 1 GuUPOAN TS H1OKAGING GTNV AP YW YIKOTNTOL.
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YUVOAIKA, 1 LEAETN KATOANYEL OTL 1] OMOTEAEGLATIKOTNTA TNG a&loAdYNoNG 6TOV ONUOGLo
Topéa eEaPTATAL OO TN SIKALOGUVT|, T SLPAVELD, TNV OPYOUVOGLOKY] LVITOGTAPIEN KOl TNV
eumoToovvn. To evpNUATO AVASEIKVOOVV TO YAGHA HETAED Be@PNTIKOV TPOGIOKIDOV Kol

TPOKTIKNG EPAPLOYNG.

Aé&Eerg — Kiewonwa

Aflohdynon Amddoomng, Anuoociog Topéoac, Awayeipnon Amoédoone, Aayeipnon

AvBpamvov Avvopkot, Avantoén Epyalopévev, Opyavootokr) AToTeAecpatikdTTo
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1 Introduction

Performance appraisal in today’s public organizations has become an important
component of human resource management (Aguinis, 2019). Governments all over the
world are trying to improve efficiency, accountability, transparency, and the quality of
services they provide to citizens. Regarding this, performance appraisal systems are used
to evaluate employee performance, support decision-making, and contribute to
organizational improvement (DeNisi & Murphy, 2017). Despite the fact that performance
appraisal systems are used extensive in the public sector, they still continue to cause
discussion regarding their effectiveness, fairness, and overall impact on employees and

organizations (Fletcher, 2001).

A large part of literature emphasizes that performance appraisal can contribute to various
organizational outcomes. These include better development of employees, better
alignment between individual performance and organizational goals and more informed
decisions (Aguinis, 2019; DeNisi & Murphy, 2017). In the public sector specifically,
appraisal systems are additionally linked to wider objectives such as accountability,
fairness and the improvement of service quality. However, research also shows that the
implementation of these systems is often complex and does not always give the results

that are expected (Van Dooren et al., 2015).

Although there are theoretical benefits, performance appraisal systems in the public sector
still have to deal with significant challenges. These include subjectivity and bias, lack of
clear performance criteria, limited resources and resistance to change within bureaucratic
scructures (Barbieri et al., 2021). Moreover, public organizations must balance the various
objectives, such as individual performance measurement and the broader mission of public
service delivery. This makes the design and implementation of fair and effective appraisal

systems particularly difficult.

Another important issue that is identified in the literature is the gap between theory and
practice (DeNisi & Murphy, 2017). PA is usually presented as a strategic tool for
development and organizational improvement (Armstrong, 2014). However, in many

public organizations it remains a formal procedure that has limited impact on training,
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career development or decision making processes (Van Dooren et al.,, 2015). This
disconnect raises questions about the actual effectiveness of appraisal systems and the

conditions under which they can truly add value.

Given these challenges, it is important to examine not only the theoretical role of
performance appraisal, but also how it is perceived and implemented in real public sector
contexts. Understanding both its benefits and limitations can help identify ways to

improve its effectiveness and strengthen its contribution to human resource management.

The purpose of this dissertation is to examine performance appraisal systems in the public
sector. It focuses on their benefits, challenges, and best practices. The study looks at how
performance appraisal can support employee development and improve organizational
performance. It also identifies the main difficulties in implementing these systems.
Finally, it investigates practices that can make appraisals more effective. Through this
analysis, the dissertation aims to provide a clearer understanding of the role performance

appraisal plays in modern public administration.

This dissertation follows a mixed approach. The first part is a literature review that
explores key concepts and theories on performance appraisal in the public sector. It
discusses benefits, common challenges, and effective practices identified in public

organizations.

The empirical part of the study uses quantitative research. Data were collected through
questionnaires completed by public sector employees. The research examines employees’
perceptions of the fairness, objectivity, effectiveness, and developmental value of
performance appraisal. It also investigates how leadership support, organizational
resources, and external factors affect appraisal processes. Statistical analysis is used to

identify patterns, trends, and relationships in the data.

The findings show that performance appraisal can provide significant benefits to both
employees and organizations when implemented effectively. At the same time, several
challenges affect its success, including fairness issues, bias, resource limitations,
organizational culture, and employee acceptance. The study also highlights that practices
such as clear evaluation criteria, continuous feedback, employee participation, evaluator

training, and linking appraisal to development can improve appraisal outcomes.
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Like any research, this study has limitations. The empirical findings reflect the perceptions
of a specific sample of public sector employees and may not represent all organizations.
The use of a questionnaire limits in-depth exploration of participants’ experiences. Finally,
the study relies on existing literature, which may not capture all recent developments in

public sector performance management.

The remainder of the dissertation is organized as follows. Chapter 2 presents a literature
review, including concepts of performance appraisal, its benefits, challenges, and best
practices. Chapter 3 describes the research methodology, including research design, data
collection, and analysis. Chapter 4 presents the results. Chapter 5 contains the result
analysis, in chapter 6 is the discussion of results and in the last chapter there are the

conclusions.
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2 Literature review

2.1 Understanding Performance appraisal in the public sector

Performance appraisal (PA) is a fundamental component of Human Resource
Management in Public Sector organizations that contributes to the development of the
employees and enhances organizational efficiency. Not only PA ensures that
employees are fulfilling specific tasks but also ensures that they work in alignment with
the broader goals of the organization (Barbieri et al., 2021). According to Abdijabbar
Ismail Nor (2021)“PAis the process ofdetermining and communicating to
an employee how he or she is performing on the job and establishinga plan of
improvement. And when properly conducted, performance appraisal not only lets
employees know how well they are performing but also influences their future level of
efforts and task directions.”At its simplest level, performance appraisal refers to a formal
process of assessing employ performance against expectations and criteria that
are already preset and has the aim to make informed decisions about development, reward

s, and accountability (Aguinis, 2014).

However, Performance appraisal in the public sector is much more complex than that in
the private sector. Public organizations are not primarily profit-driven: they are
accountable to citizens, subject to legal frameworks and driven by principles of
equity, transparency and public value. As a result, PA in the public sector is often
embedded within broader performance management and governance systems
that serve various goals beyond individual evaluation like accountability,

strategic alignment and service quality improvement.

Theoretically, PA evaluates the work of an employee over time, through a structured
process that involves managers or supervisors (DeNisi & Murphy, 2017).Itis an
important tool to support personell development and management. A superior sets the
goals in cooperation with the employees and undertakes the task to provide them with
feedback about their performance so that they can develop their skills (Sonnentag, 2002).
“Performance appraisal is the systematic description of an employee’s strengths and

weaknesses.” (Aguinis, 2014)
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In practice, the implementation of PA in the public sector follows a particular model
that mirrors public sector values, legal frameworks and organizational constraints. In
contrast with the private sector, public organizations mostly operate within very
complex hierarchical structures, rigid job classifications and extensive
procedural safeguards, all of which influence the way the appraisal systems are designed
and executed. These systems are often mandated and structured by civil service laws or
formal regulations, which define the timing, the criteria and the obligations of both the
managers and the employees (Barbieri et al., 2021; Van Dooren et al., 2015). For example,
comparative studies in public organizations show that appraisal systems are formally
approved and structured by law or regulation, even if their practical application
sometimes fails to reach the intended goals due to bureaucratic procedure (Van Dooren et

al., 2015; Barbieri et al., 2021).

PA in the public sector have a distinguishing feature: a great variery of objectives they are
expected to serve. At one level, they are used for measuring individual performance in
order to help supervisors examine how well employees fulfill their duties and take on
responsibilities (DeNisi & Murphy, 2017). At another level, they serve organizational
governance functions by promoting accountability, documenting performance and
providing evidence for personnel decisions such as promotions or disciplinary
actions (Gao, 2015). In many contemporary public organizations, the results of
appraisal are also associated with broader organizational performance frameworks that
are designed to support strategic policy goals and service delivery targets (Fryer et al.,

2009).

In addition to the distinguishing features of public sector PA that we often see in academic
analyses is the importance of multi-dimensional performance criteria. Private sector
appraisal systems focus mostly on quantitave targets such as sales or revenues, while
public sector ones mostly include a blend of quantitative and qualitative indicators.
This means that public service performance might be evaluated based on policy
implementation efficiency, the quality of services delivered to citizens, compliance with
regulatory standards and contribution to the organizational mission. This multi-
dimensional perspective adds conceptual richness but makes the design of

appraisal systems quite more complex (Gao, 2015; Van Dooren et al., 2015).
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Another very important thing about performance appraisal in the public sector is the
concept of fairness and justice. Public organizations are expected to support principles of
procedural and distributive justice (Kim & Rubianty, 2011). This means that
employees should perceive the whole process of appraisal as transparent, equitable and
impartial. Research on PA systems shows that perceptions of fairness play an important
role in employee satisfaction, acceptance of appraisal feedback and their motivational
responses (Taneja et al, 2024). When employees believe that the criteria,
the processes and the results are fair, appraisal systems are more likely to achieve

their organizational purposes (Narcisse & Harcourt, 2008).

Within this broader context, several key themes emerge from international research on

performance appraisal in the public sector:
1. The Role of Performance Appraisal in Public Service Reform:

In the last few decades, many efforts were made towards the modernization of the public
sector, including the reformation of performance appraisal systems. These reforms often
stem from New Public Management (NPM) ideas emphasizing greater accountability,
results-oriented management and performance measurement in government. As public
organizations adopted these approaches, performance appraisal became an
integral component of broader performance management structures that prioritize strategic
outcomes rather than purely administrative evaluation (Chand & Naidu, 2020; Van

Dooren et al., 2015).

2. Multi-Source Feedback and Bias Mitigation:

More and more often, the 360 degree feedback evaluation method, also known as multi-
source feedback, is used to evaluate performance. This method gathers information from
multiple stakeholder who interact with the evaluated individuals such as peers and subordi
nates. Its aim is to moderate common biases such as leniency or halo effects that occur wh
en using the traditional top- down method. The 360-degree feedback model is recognized
as a best practice in human resources, offering a comprehensive picture of performance

that helps to deal with concerns of fairness (Barbieri et al., 2021; Zou et al., 2024).
3. Integration with Human Resource Systems:

PA in public organizations is more effective when it is integrated into broader HR

systems that include training and development, career and succession planning. When the
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results are linked to growing opportunities or organizational needs, they function not only
as tools for assessing performance but also as mechanisms for fostering long-term skill
development and building the overall capacity of the public sector workforce (Silva &

Rodrigues, 2025).

4. Strategic Use of Performance Information:

One major evolution in performance appraisal is its increasing use as a
strategic information source. Public sector organizations use performance information
beyond individual evaluation, including internal decision-making for organizational
improvement, monitoring operations, and accountability. Some comparative
literature suggest that public sector performance appraisal processes are implemented not
only to guarantee internal accountability but also to align employee performance with
strategic policy objectives and external expectations (Hammerschmid et al., 2013; Gron &

Kristiansen, 2022).

Although there are many benefits regarding the implementation of performance appraisal
in the public sector, we should take into consideration the challenges as well. Because
public sector organizations need to serve diverse populations and satisfy multiple
stakeholders, designing appraisal standards that are both significant and fair is a persistent
challenge (Boyne, 2002; Van Dooren et al., 2015). In addition to this, there must be a
balance between individual assessment and public service value. This ensures that
evaluations do not just reward individual achievement but also they support

collaborative and mission — driven outcomes.

Another practical issue is that public organizations have to deal with some constrains like
the lack of evaluator’s training, bureaucratic processes and political interference all of
which hinder the effectiveness of appraisal systems. In theory, performance appraisals are
meant to be fair, support strategic objectives, and foster employee development. In
practice, however, results often vary across different public sector contexts. To address
this, researchers emphasize the importance of well-trained evaluators and continuous
improvement of appraisal systems, ensuring that these processes align with both

organizational goals and stakeholder expectations.

To summarize, understanding performance appraisal in the public sector requires seeing it

as a multi-purpose practice. It isclosely linked to organizational goals, public
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accountability, and employee development. The concept has grown beyond simply
measuring performance. Today, it is part of strategic HR and governance systems, while
its effectiveness depends on several factors such as fairness, clarity, and integration with
broader HR processes. It also relies on being responsive to the unique challenges of public

administration.

2.2 Benefits of Performance Appraisal in the Public Sector

Performance appraisal is not just a bureaucratic procedure in the public sector. Exactly
because of its multiple strategic and operational purposes, it offers significant benefits to
both the organizations and their employees (Hou & Choi, 2022). Basically, PA
systems provide a structured mechanism which evaluates how well employees contribute
to organizational goalsand offers insights that support decision-making,
development, accountability and alignment with public sector objectives (DeNisi &
Murphy, 2017). When they are implemented well, we gain organizational efficiency,
employee development and enhanced service quality (Silva & Rodrigues, 2025; Gao,

2015).

One of the main benefits of performance appraisal is that it enhances individual and
organizational performance (Aguinis, 2019). The feedback that is given by the appraisal
systems on job performance, is very important for the employees because it helps them
understand how their work is perceived and where improvement is required. (DeNisi &
Murphy,  2017).In  the  literature = on  appraisal systems, structured
feedback is viewed as a driver of performance enhancement because it allows organization
s to identify strengths and weaknesses and alsoto  make interferences when and
where needed (Barbieri et al., 2021). Through this process of evaluation, the employees’
tasks are in alignment with the priorities of the organization. In addition to this, the
process achieves higher productivity and more effective service delivery (Gao, 2015; Silva

& Rodrigues, 2025).

Another benefit of performance appraisal is thatthe expectations and goals are
clarified. The missions in public organizations are mostly complex because multiple

stakeholders are involved and  the goals to achieve include citizens’

Postgraduate Dissertation 8



OPEN

HELLENIC Evagelia Tsompanoudi, Performance Appraisal in the Public
UNIVERSITY sector: Benefits, challenges and best practices.

satisfaction, transparency and  adherence  to legal frameworks  rather  than
financial outputs (Thusi, 2023). When performance criteria are linked to
organizational objectives, employees are able to understand their roles within larger
strategic aims. The performance expectations must be clear and measurable. This reduces
ambiguity and supports employees to make efforts that contribute to creation of public
value (Park & Choi, 2020). When individual tasks are aligned with organizational mission,
then the purpose and shared goals among public servants is being reinforced (Ayers,

2015).

In addition to these advantages, performance appraisal is able to identify training needs
and staff development. Performance evaluations can show gaps in skills or
competencies. This may be faced through targeted training and
professional development opportunities (Adolfsson et al., 2023). It is not the score or
rating that matters the most. Effective appraisal should help organizations design
training programs that built capacity and improve long —term performance (Giamos et al.,
2024). For instance, managers canreach a conclusion about who needs further
mentoring or training and in which areas. This gives them the opportunity to make the
right decisions and enables a more personalized approach to human resource development.
When using appraisal results for such purposes, employees take appraisal as a
developmental process rather than a punitive one and this results by its turn engagement

improvement and motivation (Vide et al., 2022).

Performance appraisal also contributes to organizational accountability and transparency
(Barbieri et al., 2021). This is very crucial in the public sector because the decisions made
about promotions, rewards or disciplinary actions must be defensible and equitable (Van
Dooren et al., 2015). If criteria are transparent and evidence is documented , then the HR
decisions are fair and the perceptions of bias or favoritism is reduced significally.
Employees that perceive the appraisal process as objective, improve their trust to their
organization (Narcisse & Harcourt, 2008). This is very important for the public

, where perceptions of fairness are tied to the legitimacy of governance processes.

Moreover, performance appraisal systems can strengthen employee engagement and com
mitment. Employees have an important role in achieving organizational outcomes. And
when appraisal communication is focused on development and mutual understanding, this

role is reinforced (DeNisi & Murphy, 2017). Research shows that when emphasizing
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in career growth and skill enhancement then there are greater levels of work engagement
among public employees (Silva & Rodrigues, 2025). In other words, employees who feel
that the organization invests in their professional growth are more likely to show

organizational commitment.

In addition, performance appraisal supports strategic human resource planning  (Aguinis,
2019). The results of the appraisals provide valuable information about workforce
capabilities and areas where improvement is needed (Barbieri et al., 2021). Supervisors
can use this information to make decisions about hiring, staffing, succession planning and
restructuring (DeNisi & Murphy, 2017). Moreover, this data can reveal systemic issues
such as training needs , that are not apparent without a structured framework. So, appraisal
contributes not only to individual assessment but to organizational learning and

capacity building as well (Gao, 2015).

Another important advantage is that appraisal systems can also support reward and
recognition systems (Aguinis, 2019). In the public sector, there are constrains that have to
do with the ability to link performance directly to monetary incentives (Van Dooren et al.,
2015). However, data can still give information for non-monetary recognition programs
such as awards, public acknowledgment and development opportunities (Barbieri et al.,
2021). When good  performanceis recognized, employees have high  morale,
positive behaviors and foster a culture of excellence. Furthermore, appraisal discussions
can contribute to recognition through acknowledging achievements and clarifying future

pathways (DeNisi & Murphy, 2017).

It is also important to note the role of performance appraisal in supporting organizational
change and reform initiatives. It is obvious that public administration
evolves over time in response to technological, social and policy changes. Appraisal
systems can help the organizations adapt to ~ these =~ changes by  reinforcing
behaviors and outcomes that align with reform goals. (Van Dooren et  al,  2015).
For example, in organizations that prioritize accountability and results, appraisal systems
can support these goals. They do this by focusing on measurable outcomes rather than
relying solely on traditional tenure based evaluations. In this way, performance appraisal

becomes part of a broader performance management culture.
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However, the literature notes that the accomplishment of appraisal benefits depends on the
quality of the system and the quality implemented (DeNisi & Murphy, 2017). Appraisal
systems that lack clarity or are perceived as biased can undermine their intended
benefits. On the opposite, if the systems incorporate structured feedback, clear criteria and
multi-source perspectives they can have a positive impact on

performance, engagement and organizational effectiveness (Barbieri et al., 2021).

To summarize, performance appraisal in the public sector offers multiple benefits that are
essential for both individual employees and  the organizations they serve. These include
clearer performance expectations, enhanced individual and organizational performance,
better identification of development needs, increased accountability and transparency,
stronger employee engagement, and strategic use of ~ HR information. Public sector
organizations that invest in thoughtful and fair appraisal systems achieve better their goals

and maintain a motivated workforce.

2.3 Challenges of Performance Appraisal in the Public Sector

Performance appraisal systems are intended to help public organizations improve
employee performance. Despite their importance, these systems encounter challenges that
limit their effectiveness. These challenges stem from both structural characteristics of

public administration and practical implementation issues.

One of the most important challenges is bias and lack of objectivity in ratings (DeNisi &
Murphy, 2017). Empirical studies of appraisal systems in the public sector have shown
that supervisors often view inflated performance ratings, vague criteria, and inadequate
backing for the evaluator as the main barriers to successful appraising (Lin & Kellough,
2019). Specifically, research based on the U.S. federal service that “inflated ratings,
flawed standards, and a lack of support were the most problematic aspects of the appraisal
process” (Lin & Kellough,2019). This means that management does not always have the
proper methods to evaluate the performance of employees (Barbieri et al.,2021). This
might lead to inflated ratings because it becomes difficult for raters to give unbiased
feedback due to fear of creating a problem. Such bias makes the whole process of

evaluation less credible and ineffective (Kim & Rubianty, 2011).
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Personal bias is one form of bias and can take many forms including favoritism, being
lenient, or being overly strict towards employees due to personal connections, gender, age,
race, or any other non-related aspect (Fletcher, 2001; DeNisi & Murphy, 2017). All these
types of biases make the process of evaluation biased, which in its turn reduces its
objectivity and leads to the unfair assessment, which could make people demotivated or
even resentful towards those who evaluated them unjustly (Fletcher, 2001). For instance, a
worker whose supervisor likes will be given a better performance rating compared to
another one who performs just as well, but does not have good relations with his/her
supervisor (DeNisi & Murphy, 2017). The best solution for overcoming this problem is

to establish clear criteria and eliminate personal biases (Barbieri et al., 2021).

Similarly, measurement issues and unclear performance standards create obstacles
to effective appraisal. In the public sector, the nature of the work is such that job duties are
multifaceted and cannot be easily measured or quantified (Van Dooren et al.,
2015). The job may be service-oriented and does not involve quantification in terms of
monetary gains or production (Gao, 2015). Unlike private firms whose performance
criteria could simply revolve around the number of sales or units produced, performance
criteria in the public sector can be quite difficult to determine due to measurement
issues that include qualitative outcomes, citizen satisfaction and compliance with
regulations. These difficulties contribute to flawed performance criteria, making it
challenging for supervisors to evaluate employees consistently and fairly (Lin & Kellough,
2019). When performance standards are ambiguous or subjective, the appraisal process
becomes vulnerable to interpretation and inconsistency. This results in reducing its

usefulness as a tool for improvement (Barbieri et al., 2021).

Another major challenge is the lack of institutional support and the resources needed for
effective appraisal. The majority of public organizations have limited financial capacity to
fund training, equipment, and staffing which are essential for proper implementation of
performance appraisals (Van Dooren et al., 2015). Without adequate
resources, it is difficult to establish standardized rating criteria, implement software
systems to support performance appraisals, or conduct further development for employees
through the outcomes of their appraisals (Barbieri et al., 2021). Public sector appraisers
usually complain about inadequate training, time, and management support in performing

evaluations (Lin & Kellough 2019). Performance appraisals require specific
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skills that include the ability to provide constructive feedback, set realistic and measurable
goals, and handle difficult conversations with employees. Without proper training,

evaluators may struggle to perform these tasks effectively (Armstrong, 2014).

This lack of training can also create inconsistencies of performance appraisals among
different departments of the same organization. Each evaluator has its personal style and a
certain understanding of the performance criteria (DeNisi & Murphy, 2017). Depending
on this, employees may receive feedback that varies. To make sure a PA system is
effective, public organizations must invest in comprehensive training programs for
evaluators. These programs must focus on how to assess performance fairly and
constructively (Armstrong, 2014). Without such training, supervisors may rely on intuition
rather than structured criteria. This increases the likelihood of bias and dissatisfaction
among employees (Kim & Rubianty, 2011). Moreover, inadequate time allocated for the
appraisal process forces evaluators to rush assessments and treat them as routine
administrative tasks. The absence of organizational investment in performance appraisal
reduces its strategic significance and may even make it seem like a mere procedural
requirement rather than a mechanism for improving organizational effectiveness (Aguinis,

2019).

Political influences and external pressures make performance appraisal even more
complicated in the public sector (Van Dooren et al., 2015). The election period, politics
and the change of leaders can all make the priorities of the organization to change exactly
because the organization depends on these. These external factors can affect how
performance is measured .For instance, political directions may push for certain
performance outcomes that do not align with employees established roles. This causes
confusion between individual performance criteria and organizational expectations
(Barbieri et al., 2021). Research also shows that organizational culture, power
dynamics,and political pressures can distort appraisals and undermine their objectivity
(Tarigan et al.,2025). In order to reduce political interference, it is essential for public
sector organizations to implement independent oversight mechanisms. This ensures that
appraisals are conducted fairly, based on merit, and free from political influence (Kim &

Rubianty, 2011; Armstrong, 2014).

In addition to political factors, bureaucratic and hierarchical structures of public

administration create serious obstacles (Van Dooren et al., 2015). Public institutions often
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have strict hierarchies and procedural traditions that resist change. And this results in
limiting innovation and moreover it is difficult to use more flexible practices (Barbieri et
al., 2021). Resistance to organizational change means that even when appraisal systems
are revised, old habits persist. This makes employees and managers to adhere to old
inefficient methods of work. Furthermore, the inactivity of bureaucracy also slows the
adoption of tools such as multi source feedback or continuous performance dialogues,
which require changes in authority structures and empowerment of employees (DeNisi &

Murphy, 2017).

Employee perceptions and attitudes toward appraisal systems represent another challenge.

Employees tend to lose their trust in the appraisal procedure when they view it as unfair
and irrelevant to their actual work (Narcisse & Harcourt, 2008). When employees are
dissatisfied with appraisal outcomes, their motivation and job satisfaction may decrease,
and they may become less committed to organizational goals (DeNisi & Murphy,
2017). Research in public sector settings has shown that perceptions of fairness and
accuracy play an important role that shapes employees’ reactions to appraisal systems.
When employees believe that evaluations are unfair, their overall satisfaction with the
process tends to decline (Lambert & Hogan, 2021). These negative perceptions can
develop for several reasons, including past experiences with poorly implemented appraisal
systems, lack of transparency in evaluation criteria, or inconsistent application of appraisal

outcomes across different departments (Barbieri et al., 2021; Kim & Rubianty, 2011).

Resistance to change and low motivation among employees and managers is also another
challenge. Employees may see appraisal systems as a threat to their job security rather
than an opportunity for growth (Narcisse & Harcourt, 2008). When appraisal outcomes are
linked to decisions about promotions or disciplinary actions employees can become
defensive or disengaged (DeNisi & Murphy, 2017). Furthermore, if managers lack
motivation to support the appraisal process, perhaps because they see it as extra work
without clear benefit, appraisal systems are likely to be carried out superficially. This can
result in minimal effort toward meaningful feedback or follow-up actions (Lin &
Kellough, 2019). Such resistance limits the ability of performance appraisal systems to

support organizational learning and improvement (Aguinis, 2019).

Another common problem faced by public sector organizations relates to the fact that

performance appraisals take place rarely in such organizations. In many public sector
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organizations, appraisals are conducted only once or twice a year (DeNisi & Murphy,
2017). This creates difficulties for those who need ongoing feedback to improve their
performance. Since appraisals take place only once or twice a year, employees may
continue making mistakes or underperforming without realizing it (Aguinis, 2019). They
also do not get any chance to improve their performance due to lack of such feedback
(Torrington et al., 2005). Regular and frequent performance appraisal allow continuous
feedback and enable both managers and employees to address performance issues as they
arise. By providing more frequent check-ins, public sector organizations can create a more
dynamic performance management system thatencourages continuous learning and
improvement (Fletcher, 2001). Additionally, with more frequent evaluation meetings,
there is a chance of making the process of conducting the annual evaluation meeting less

stressful for employees.

In the public sector, performance appraisals are not always linked to meaningful rewards
or career opportunities. The opposite happens in private sector organizations, where high
performers are often rewarded with bonuses, raises, or promotions. As a result, employees
may feel that their efforts are not being recognized or rewarded, leading to disengagement
and low morale (Pfeffer, 1998). To overcome this, it is important for public sector
organizations to link performance appraisals to non-financial rewards and career
development opportunities. For example, employees who perform well during the
appraisal process could be offered additional responsibilities or public recognition
(Armstrong, 2014). By doing so, performance would be linked with employee motivation

and engagement (Kuvaas, 2006).

Finally, the inability to integrate appraisals with other HRM processes diminishes the
contribution of performance appraisals towards the organization (Aguinis, 2019). For
instance, when an appraisal process takes place independent of other HRM processes such
as training and development, rewards, career development, and succession planning, its
results are less likely to lead to any organizational benefit. In most public-sector
organizations, the outcomes of the performance appraisal process have little to do with the
development of skills, staffing, and strategies within the organization, thereby leaving

appraisals detached from practical issues (Van Dooren et al., 2015).

In summary, there are many challenges associated with performance appraisal in the

public sector that limit its effectiveness. Some of them include bias and inaccuracies in
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ratings, ambiguous measures, insufficient organization assistance and training, political
pressure, bureaucratic culture, poor staff attitudes towards performance appraisal,
resistance to change, lack of resources, and poor integration into other HRM practices. In
order to overcome these challenges, a number of strategies must be adopted that take into
account the specific nature of performance appraisals in public administration. This means
improving capacities of both managers and employeesin the area of performance

appraisals and integrating appraisals into the overall performance management system.

2.4 Best Practices for Performance Appraisal in the Public Sector

Understanding the goals and procedures, in order to have an effective PA in the public
sector, is not enough (Barbieri et al., 2021). It is very important to use the best practices
that will ensure fairness and accuracy (Armstrong, 2014). Scholars agree that when
appraisal systems that are based on evidence, are used , this results in the enhancement of
the credibility of the system and inthe improvement of employee engagement as
well (Barbieri et al., 2021; DeNisi & Murphy, 2017). With its turn, this makes employees

align their performance with organizational goals (Tarigan et al., 2025).

One of the most popular best practice is the use of clear and measurable criteria for
measuring performance. When expectations are clear then the supervisors can make
objective assessments (Barbieri et al., 2021). According to Barbieri et al. “well-defined
performance standards and measurable criteria are essential for fair and effective
evaluation”. These criteria must be tied with organizational goals in order to ensure that
performance appraisal supports strategic priorities (Aguinis, 2019). When public
organizations create standardized evaluation scales, that help stable application among the

various departments, then the organization can only benefit. (Van Dooren et al., 2015).

Another best practice is to provide regular feedback during the whole year and not only
once a year. When the feedback is continuous then employees can adapt their performance
and improve themselves (Aguinis, 2019). According to Vide et al. “feedback that is timely
and developmental increases employee engagement and fosters a culture of continuous

improvement”. In order for the communication between supervisors and employees to be
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strong, public organization must implement evaluations throughout the year, do quarterly
check ins and also coaching sessions (DeNisi & Murphy 2017). By this tactic, the anxiety
and distrust of the employee that has to do with only one critical performance, reduces and

at the same time the opportunities for development are enhanced (Fletcher, 2001).

The use of multi source or 360 degree feedback is another recognized best practice
(DeNisi & Murphy 2017). When all stakeholders from supervisors and peers to
subordinates or even external stakeholders, participate in the performance process then the
organizations have a global view of employee performance. And also the risk of bias that
is inherent in the common evaluations is significally reduced. “360-degree feedback
provides a more comprehensive picture of employee contributions and reduces the impact
of rater leniency or halo effects” (Barbieri et al., 2021). Public organizations that use this

method enhance fairness and developmental value (Kuvaas, 2006).

Another best practice is the connection of performance appraisal to the development and
training opportunities. Good PA systems can recognize the gaps that exist in skills
and develop programs for each individual (Armstrong, 2014). When the results of the
appraisal process are linked with training and mentoring, they are used to increase
employees’ capabilities and not just to evaluate them. “Performance appraisals are most
beneficial when they inform structured development programs that address identified gaps
in competencies” (Tarigan et al., 2025). This practice prepares employees to be
ready for more challenging tasks which in turn helps to develop succession plans (Van

Dooren et al., 2015).

In addition to these practices, transparency and fairness are very crucial for PA systems
to succeed. It is important for employees to understand exactly the process, the criteria but
also the implications of the evaluation they have been through (Kim & Rubianty,
2011). A good practice is when the procedures are clear and well documented. The
employees must be aware of the criteria and also they must have the opportunity to discuss
feedback with the evaluators and express their opinion (Armstrong, 2014). Research
shows that “perceptions of procedural fairness strongly affect acceptance of appraisal
outcomes and engagement with development opportunities” (Vide et al., 2023). By this
way, employees show trust to the system. This reduces skepticism and strengthens

accountability in the organization.
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Another best practice is training evaluators thoroughly. Understanding the expectations of
performance is not enough (Armstrong, 2014).It is important for supervisors to
make evaluations  objectively, to  give useful feedback and manage  difficult
discussions. When evaluators are not properly trained then effective appraisal is difficult
to be implemented (Lambert & Hogan, 2021). In order toimprove the quality of the
appraisal process the evaluators must be trained through workshops, mentoring and
practical exercises. All these will help supervisors to understand how to evaluate
employees more  correctly and  also give  feedback more effectively (Armstrong,

2014; Aguinis, 2019).

Strategic use of performance data is another best practice. The results of the performance
appraisal should not only be used to evaluate employees (Aguinis, 2019). It is very
important to use this information to identify broader performance trends, support human
resource planning, distribute resources more effectively and finally improve organizational
strategies. According to Barbieri et al. (2021), “Data from performance appraisals, when
aggregated and analyzed strategically, support evidence-based decision-making and
organizational learning.” When results are connected with the goals of the organization,
the whole process becomes more useful and meaningful rather than being justa formal

procedure (DeNisi & Murphy, 2017; Van Dooren et al., 2015).

Best practices also include the encouraging of employee participation in the
process. When employees participate in self assessment and goal setting, they feel more
involved in their own progress (Aguinis, 2019; Fletcher, 2001). When the organization
encourages this participation, the responsibility and motivation of employees
is significally increased (Kim & Rubianty, 2011). Moreover, it is easier for employees to
align individual performance with the organization’s goals if they discuss these goals and

their expectations with their supervisors (DeNisi & Murphy, 2017).

Finally, an important best practice is that the organizations should regularly review
and improve their appraisal systems. If the organizational goals or the employees
need change then the appraisal processes should change as well (Aguinis, 2019; DeNisi &
Murphy, 2017). They can collect useful information through surveys, discussions or audits
to see ifthe system is fair and effective. As Vide et al. (2023) note, “continuous
refinement of appraisal systems is necessary to maintain relevance and effectiveness in

dynamic organizational contexts.” This is especially important in the public sector where
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stability is required by civil service structures while adapting to new challenges

is required (Van Dooren et al., 2015).

Applying all these bests practices in the public sector is not always easy. Public
organizations often face problems such as limited resources, political influence and
resistance to change. However, appraisal systems can become much more effective when
organizations invest in important areas such as clear evaluation criteria, transparency,
evaluator training, employee participation, regular feedback, and continuous improvement.
Using appraisal data in a more strategic way and connecting appraisal with employee
development can also improve the overall process. When all these are properly used,
performance appraisal is more likely to produce positive results for both employees and

organizations.

To sum wup, the literature on public sector performance appraisal emphasizes
in several best practices that are associated all together and form the basis of effective and

credible evaluation systems. These include:
e  Clear, measurable, and consistent performance criteria
e Regular, structured, and developmental feedback
e Multi-source or 360-degree evaluations
o Linkages to raining, development, and career planning
e  Transparency and procedural fairness
e  Evaluator training and support
o  Strategic use of performance data
o Employee participation in appraisal processes

o Continuous monitoring and refinement of the system

Implementing these practices can help public sector organizations overcome common
appraisal challenges, improve workforce motivation and capability, and align individual

performance with broader strategic objectives
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2.5 Conclusion

In conclusion, performance appraisal is very important in the public sector because it
improves employee performance, promotes accountability and ensures that the
organization accomplishes its mission and goals. PA systems have to deal with various
challenges such as subjectivity, political interference and inconsistent
criteria. However, these challenges can be moderated by implementing best practices like
regular feedback, clear criteria and multi  source evaluations. All these help the

organization to increase the value and fairness of the appraisal process.

PA systems by adopting best practices can be more effective, thus improving the
performance and motivation of employees and in addition to this they contribute to the
achievement of the goals. It is a fact that performance appraisals will always be an
essential tool that ensures that employees are working for the common good, even though
they work under the pressure of providing high quality services in a complex political and

social environment.

The successful implementation of PA systems in the public sector is crucial for the
continuous success of these organizations. When performanve appraisals are done
properly, then the organizational effectiveness increases and the service delivery
improves. In addition to this, a pathway for career development is provided that creates a

workforce totally committed to serving the public in the best possible way.

To sum up, public organizations should consider PA as a tool for multiple purposes
that matches accountability, employee development and strategic alignment. When it is
carefully designed and wuses transparent procedures then it could be really
effective. Additionally, when the leadership is supportive and also invests in training
and system improvements then effectiveness is achieved. In the end, a good appraisal

system strengthens both the workforce and the broader public service mission.
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3  Research Methodology

3.1 Purpose of the investigation

The global, general-purpose purpose of this study is to investigate the performance
evaluation systems applied in public sector agencies and focuses on employees” perception
of transparency, objectivity and reliability in employee evaluations as well as the expected
improvement in work performance. Performance appraisal is closely associated with
organizational effectiveness, employee development, and the quality of public services

provided, making it one of the most important tools of human resource management.

Performance evaluation in modern public administration is not merely a record of
employee performance but also a strategic management tool, a mechanism for
organizational improvement, and a means of ensuring accountability. However, this
process has a strong influence on the employee's psychology, commitment to work and

satisfaction based on fairness, equal treatment, professional development, etc.

The study attempts to identify the strengths and weaknesses of current public-sector
evaluation systems, including individual bias, political and external influences, the extent
to which evaluators are adequately trained to provide constructive feedback, and whether

clear objectives exist for measuring performance.

The study also intends to show if employees view performance evaluation as an actual
impact on organizational functioning for improvement and development, personal growth
and that of the organization as a whole. The objective is to extract useful conclusions
regarding the implementation and functioning of assessment systems in the public sector

by examining those dimensions above.

3.2 Research questions
In this study, we aim to address the following research questions:

e How much do you think employees pay attention to performance evaluations

hoping to improve their professional performance and the organization?
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e How do employees view transparency, reliability and objectivity in the public

service performance appraisal process?

e To what extent do personal, political and external factors affect employee

perception-based performance appraisal process?

e To what extent administrative support, feedback, appraiser training and resource
availability impact employees perception regarding fair conduct of performance

evaluations?

3.3 Research hypotheses
Conditions, theories and acknowledgments, specific hypotheses can be established.

e Performance appraisals serve a very useful purpose by enhancing employee

performance and development.
e Worker point of view, assessment is not always transparent, neutral and impartial.

e Evaluation of performance is greatly influenced by politics, individual biases and

extrinsic factors.

e Proper training of evaluators combined with systematic feedback and
encouragement from management improves the efficiency of the evaluation

Pprocess.

3.4 Research methodology

In the context of this study, a quantitative research design was adopted as it was
considered more appropriate for the collection and analysis of data regarding employees’
perceptions and attitudes toward public sector performance appraisal systems. Quantitative
methods enable the systematic collection of responses from a large number of participants

and allow comparable and measurable results to be extracted from them.

International literature on performance measurement, public sector implementation
barriers and best practices in human resource management was used to design a structured

questionnaire. The questions were divided in parts, thematically similar to the correlations
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between the criteria answering how effective was the evaluation process if proofs of
objectivity and transparency existed in support of feedback given to employees about their
performance, if any political or personal influence was known, willingness and readiness

of managers/support provided for best outcome from evaluators training etc.

Quantitative research was considered appropriate because it allowed employees’
perceptions to be recorded in a systematic and objective manner. Statistical analysis was

then used to identify patterns, relationships, and variations in the data.

This is a technical and exploratory study. It focuses on examining the interplay between
context, processes, and attitudes in performance appraisal systems, in order to understand

how modernization affects the relationships between public managers and employees.

3.5 Sample of the survey

The sample consisted of self-selected public sector employees who voluntarily
participated in the study. A convenience sampling technique was used, and data were
collected through electronically distributed questionnaires sent to employees willing to

participate.

The 116 respondents were classified according to age group, educational level, and
occupational position. The sample primarily consisted of public sector employees in non-
managerial positions, accounting for more than 90% of the respondents. In addition, a
relatively high proportion of respondents held a master’s degree, indicating a generally

well-educated sample.

3.6 Research tool

Data for this study were collected electronically through a structured questionnaire
consisting of closed-ended questions. This method made it possible to gather information
from many participants in a relatively short time and allowed for statistical analysis and

comparison of the responses.

Thus, the questionnaire was designed specifically to meet the requirements of this study

and was not based on any predefined or officially mandated research instrument. Instead,
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these questions were constructed out of important dimensions that are part of international
literature on public sector evaluation systems. The questionnaire was conceptually
grounded in both theoretical and empirical studies examining performance appraisal,
including issues of fairness, transparency, objectivity, feedback, rater training, and
organizational support (Keeping & Levy, 2000; Boswell & Boudreau, 2000; DeNisi &
Pritchard, 2006; Jawahar, 2007; Sheldon & Sowa, 2011), as well as political and personal

factors influencing the evaluation process.

The theoretical framework was derived from these studies and served in identifying the
core themes of the questionnaire but it was not intended to replicate specific items from
previous research. This approach ensured that the research tool was aligned with the

characteristics and objectives of the public sector context.

The questionnaire consists of 2 main sections The first section consisted of demographic
particulars, including the gender, age, educational background, years of experience and
working position of participants. The second part included 35 employee statements,
namely about the performance evaluation process, their benefits and difficulties
encountered during its implementation, objectivity of the process, feedback collected from
employees and administrative support offered to these processes and contributions of these

processes in generating work efficiency within organizations.

Respondents were provided with a 5-point Likert scale with options from strongly agree to
strongly disagree. The scale was chosen to assess attitudes and perceptions, which in turn
lead to a quantitative relationship with the results. The data were analyzed prior to the
final analysis; reliability checks performed used the Kronbach alpha coefficient for testing
internal consistency of variables. The results showed an extremely high reliability
(Cronback alpha = 0.915) thereby proving that the measures were appropriate to explore

the research questions of this study.

3.7 Data Collection Process

Data were collected using a questionnaire distributed electronically. Participants were
informed that the study was conducted for educational purposes and could refuse or omit

any questions. Their answers were anonymous.

Postgraduate Dissertation 24



OPEN

HELLENIC Evagelia Tsompanoudi, Performance Appraisal in the Public
UNIVERSITY sector: Benefits, challenges and best practices.

Detailed instructions on how to answer before the completion of the questionnaire were
provided in order to minimize the possibility of misunderstanding or misinterpretation.
Since the study examined employees' perceptions and experiences on aspects related to
work environment and administrative functions, ensuring participant anonymity was

considered especially important.

In this regard, the questionnaire was presented in electronic version and the responses

were collected and recorded in a format suitable for statistical analysis.

3.8 Data Analysis Method

Data were analyzed using the SPSS statistical program, which was employed to perform
both technical and inductive statistical analyses. Descriptive Statistics were first
conducted. Frequencies and percentages of each variable along with their charts were
computed to illustrate the key trends and perceptions of participants in the public sector

performance evaluation system.

Then, normality tests were conducted to verify that the variables followed a normal
distribution through the Kolmogorov-Smirnov and Shapiro-Wilk tests. Test of normality
indicated the distributions were not normal. Therefore, non-parametric statistical methods

were employed in the subsequent analyses.

The Non-Parametric One-Sample Wilcoxon Signed Rank Test was used to compare the
median responses with the theoretical midpoint of the Likert scale. This analysis helped
assess the study hypotheses and determine whether participants’ responses differed
significantly from a neutral position. In addition, Spearman’s rho correlation coefficient

was calculated to examine the associations among the main study variables.

Finally, we conducted the categorical regression (CATREG) analysis in order to discover
which factors affect employees' perception towards the effectiveness of performance
evaluations. This method was deemed appropriate since it allows analyzing the association
between categorical and ordinal variables, such as the Likert variables used in this
research. Results were made available in tables and diagrams for easier understanding,

comparison and interpretation of the results.
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3.9 Research ethics

The study was conducted in full accordance with the fundamental principles of research
ethics. Participation was completely voluntary, and no identity verification information

was asked the employee.

Participants were informed that the study was conducted solely for academic purposes and
that they had the right to withdraw at any stage without any consequences. In addition, all

data were used exclusively for research purposes.

Anonymity and confidentiality were considered especially important throughout the
process. Participants were encouraged to share their honest opinions about management

practices and performance appraisal procedures within their organizations.
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4 Results
4.1 Descriptive Analysis

This section presents the results of the statistical analysis based on the data collected
through the questionnaire. It begins with an overview of the participants’ demographic
characteristics and the main trends in their responses. Reliability measures, descriptive
findings, and the results of the statistical tests used to address the research questions are
then presented. To keep the discussion concise, only the most important findings are
included in the main text, while detailed frequency tables and charts are provided in

Appendix A.

Gender

W Female
B Male
B prefer not to answer

Table 1 Circular frequency diagram of the variable 'Gender'

The chart shows that the majority of participants are female, accounting for 75% of the
sample. Men accounted for 24.14%, and a very small number of 0.86% refused to answer.

These results show that the study sample was predominantly female-centered.
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Age

60

Frequency

0

25-34 35-44 45-54 55+

Age

Table 2 Frequency bar chart of the variable "Age"

As can be seen from the chart, most of the participants are employees between the ages of
45 and 54 (60.34 %). The youngest age group represented only 5.17%, while participants
aged 35 to 44 accounted for 26.72%. The findings indicate the sample is skewed toward

older persons.
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Level_of_education

100

Frequency

University_education Postgraduated_degree

Level_of_education

Table 3 Frequency bar chart of the variable '""Education Level"

The chart shows that the majority of participants have master's degrees, with a rate of
76.72%. At the same time, 20.69% have a university education, only a very small number

have a high school diploma. Therefore, this specimen is characterized by a particularly

high level of education.
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Years_of_service_in_public_sector

40

30

Frequency

Less_than_5_years 5410 11-20 21-30

Years_of_service_in_public_sector

Table 4 Frequency bar chart of the variable "Years of service in the public sector"

The chart indicates that 32.76% of participants had between 21 and 30 years of experience

in the public sector, while 29.31% had between 11 and 20 years of service. Only a

relatively small number of respondents reported more than 30 years of experience. These

findings suggest that the sample is largely composed of highly experienced public sector

employees.
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Current_position

120
100
80

60

Frequency

40

20

3 4
431% 3,45%

Employee Head of Department Director / Dleputy Director

Current_position

Table 5 Frequency bar chart of the variable "Current Position"

The chart shows that the majority of participants hold employee positions, with a
percentage of 92.24%. The ratio of department heads and managers is much smaller. The
results show that the sample is mainly representative of workers who do not hold senior

management positions.
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Normality tests were conducted to investigate whether the variables in the survey
followed a normal distribution. This control plays a key role in statistical analysis, as it

defines the statistics tests to be carried out during the survey.

For all variables in the questionnaire, Kolmogorov-Smirnov and Shapiro-Wilk tests were
performed . This check was performed to see if the data fulfilled the conditions for using
parametric statistical techniques or whether a non-parametric analysis technique was

required instead.

The tests concluded that the variables were not normally distributed at a significance level
of 0.05. In this regard, we opted for non-parametric statistical control methods, like
Wilcoxon signed-rank tests and Spearman correlation coefficients since they are
considered more appropriate for data derived from less regular form which come out of

Likert scales.

Tests of Normality

Kolmogorov-Smirnov® | Shapiro-Wilk

Statistic | df Sig. Statistic | df Sig.

la. Performance appraisal 0,234 116 0,000 | 0,888 116 0,000
enhances employee

productivity.

2a. Performance appraisal 0,212 116 0,000 | 0,903 116 0,000
contributes to improving

employee performance.

3a. Performance appraisal 0,205 116 0,000 | 0,906 116 0,000
supports employee

development.

4a. Performance appraisal 0,196 116 0,000 {0,910 116 0,000
promotes employee

accountability.
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Sa. Performance appraisal
increases employee

engagement.

0,183

116

0,000

0,906

116

0,000

1b. Performance appraisal is
implemented in a fair

manner.

0,224

116

0,000

0,841

116

0,000

2b. Evaluators have
sufficient knowledge of the

appraisal process.

0,250

116

0,000

0,875

116

0,000

3b. The performance
appraisal criteria are clear,

measurable, and objective.

0,246

116

0,000

0,872

116

0,000

4b. The performance

appraisal process is reliable.

0,223

116

0,000

0,890

116

0,000

5b. Performance appraisal is
conducted transparently and
provides constructive

feedback.

0,214

116

0,000

0,892

116

0,000

lc. Performance appraisal is
influenced by political
preferences or external

factors.

0,264

116

0,000

0,875

116

0,000

2c. Employees believe that
performance evaluations do
not always reflect their
actual performance due to

external pressures.

0,303

116

0,000

0,836

116

0,000

3c. Evaluations are based

exclusively on objective

0,233

116

0,000

0,887

116

0,000
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criteria.

4c¢. Politicization or external
influences undermine the
credibility of the appraisal

process.

0,264

116

0,000

0,831

116

0,000

5c. Performance appraisal
procedures protect
employees from unfair

treatment.

0,257

116

0,000

0,883

116

0,000

1d. Supervisors provide
adequate guidance and
support during the appraisal

process.

0,209

116

0,000

0,906

116

0,000

2d. Leadership encourages
employee participation in the

appraisal process.

0,176

116

0,000

0,916

116

0,000

3d. Employees have access
to the results of their

performance appraisal.

0,163

116

0,000

0,917

116

0,000

4d. Leadership is committed
to implementing the
performance appraisal

system effectively.

0,224

116

0,000

0,896

116

0,000

5d. The availability of
resources and support
enhances the effectiveness of
the performance appraisal

system.

0,174

116

0,000

0,915

116

0,000

le. Performance appraisal is

based on clear and

0,222

116

0,000

0,903

116

0,000

Postgraduate Dissertation

34



HELLENIC
OPEN
UNIVERSITY

Evagelia Tsompanoudi, Performance Appraisal in the Public
sector: Benefits, challenges and best practices.

measurable criteria.

2e. Systematic feedback and
guidance are provided to
employees after the appraisal

process.

0,232

116

0,000

0,819

116

0,000

3e. It includes multiple
sources of evaluation (multi-

source feedback).

0,171

116

0,000

0,912

116

0,000

4e. Performance appraisal is
linked to opportunities for
professional development

and career advancement.

0,212

116

0,000

0,894

116

0,000

Se. Performance appraisal
procedures are implemented
consistently and fairly across

the organization.

0,211

116

0,000

0,885

116

0,000

1f. Performance appraisal is

influenced by personal bias.

0,273

116

0,000

0,831

116

0,000

2f. Political or external
factors influence the
performance appraisal

Pprocess.

0,251

116

0,000

0,886

116

0,000

3f. Employees receive
regular and constructive
feedback regarding their

performance.

0,199

116

0,000

0,882

116

0,000

4f. The lack of proper
training for evaluators
reduces the quality of the

performance appraisal

0,263

116

0,000

0,855

116

0,000
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process.

5f. Limited time and 0,272 116 | 0,000 | 0,873 116 | 0,000
insufficient resources
negatively affect the
effectiveness of performance

appraisal.

l1g. Performance appraisal 0,179 116 0,000 | 0913 116 0,000
contributes significantly to
improving employee

performance.

2g. Performance appraisal is | 0,222 116 0,000 | 0,882 116 0,000
implemented with

transparency and fairness.

3g. Performance appraisal 0,180 116 0,000 | 0,903 116 0,000
provides useful information
for improving organizational

effectiveness.

4g. I am satisfied with the 0,191 116 | 0,000 | 0,887 116 | 0,000
results of the performance

appraisal process.

5g. The performance 0,209 116 0,000 | 0,903 116 0,000
appraisal process strengthens
employees’ commitment to

organizational goals.

a. Lilliefors Significance Correction

Table 41 Regularity Matrix of Research Variables (Kolmogorov-Smirnov and

Shapiro-Wilk)

Normality tests for all investigational variables were conducted in order to determine

whether the data is normally distributed and to guide the selection of the appropriate
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statistical method before analyzing the results. For all variables, the significance values
(Sig.) obtained from both tests were below 0.05, indicating that the data did not follow a
normal distribution. Such deviations from normality are common in Likert-scale responses
and social science survey data. Based on these findings, non-parametric statistical methods
were selected for the analysis. Specifically, the one-sample Wilcoxon signed-rank test and
Spearman’s rho correlation coefficient were employed, as these techniques are considered
appropriate when the assumption of normality is not satisfied. The results of the normality
tests therefore supported the use of non-parametric methods for the reliable analysis and

interpretation of the study findings.

A reliability analysis was implemented to evaluate the reliability and internal consistency
of the research tools used in this study. In particular, Cronbach’s alpha coefficient was
calculated to determine the extent to which the questionnaire items were related to one
another and consistently measured the theoretical dimensions which are being studied.
This test is particularly important in quantitative surveys using Likert-type questionnaires
as it helps ensure the stability and reliability of participants’ responses. High levels of
internal consistency indicate that the questionnaire provides a coherent measure of the
constructs being examined. The results of the reliability analysis confirmed that the
research instrument was appropriate for collecting dependable data and for supporting
subsequent statistical analyses. Consequently, the findings of the study can be considered

methodologically sound and statistically reliable.

Reliability Statistics

Cronbach's
Alpha M of ltems

15 40

Table 42 Reliability table of the research tool (Cronbach's Alpha)

The Cronbach’s alpha coefficients for all questionnaire variables are presented in the
above table. Cronbach’s alpha measures the internal consistency of a research tool,
indicating the extent to which questions in the same research tool measure similar concepts

or phenomenon. The overall Cronbach’s alpha coefficient for the 40 variables included in
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this study was 0.915. This value is considered very high and demonstrates excellent
internal consistency and reliability of the questionnaire. In other words, the items were
strongly related to one another and consistently measured the dimensions under
investigation. The necessity of this test was justified as it was important to ensure that the
tool for research is reliable and verified for use in order to measure the variables under
study prior to statistical analysis. Since the alpha value is greater than the standard limit of

0.70, the questionnaire is considered to certainly support the findings of this research.

4.2 15t Research Question

In this study, spearman correlation coefficients were used to examine the existence and
strength of relationships among the questionnaire variables. As the survey variables were
Likert scale-derived, and since the data did not fit normal distribution derived from
Kolmogorov—Smirnov and Shapiro-Wilk normality tests, the use of this non-parametric
technique was considered appropriate. Spearman index is a rank-based non-parametric
correlation coefficient that performs a correlation analysis to explore the association
between ordinal variables. In this way, we were able to identify if and how employee
perceptions of performance evaluations are linked and also in which proportions, such as

the relationships between objectivity, politics, feedbacks and fairness.

2f. 3f. 5c.
If. Political or | Employees Performan
Performan | external receive 3c. ce
ce factors regular and | Evaluatio | appraisal

appraisal | influence | constructiv ns are procedures
is the e feedback based protect

influenced | performan | regarding | exclusivel | employees

by ce their y on from
personal appraisal | performanc | objective unfair
bias. process. e. criteria. | treatment.
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1f. Correlati 1,000 ,542™ -,2697 -, 4727 -,462°"
Performanc on

e appraisal  Coefficie

is nt

influenced - gjo (5. 0,000 0,003 0,000 0,000
by personal tailed)

bias.

N 116 116 116 116 116
2f. Political Correlati ,542™ 1,000 -221° -,425™ -,445™
or external  on
factors Coefficie
influence nt
the .

Sig. (2- 0,000 0,017 0,000 0,000
performanc tailed)

e appraisal

N 116 116 116 116 116
process.
3f. Correlati -,269" 221" 1,000 296 ,3067
Employees on
receive Coefficie
regular and nt
CONSIUCHV g (2- 0,003 0,017 0,001 0,001
e feedback tailed)
regarding

. N 116 116 116 116 116
their
performanc
e.
3c. Correlati - 4727 -,425% 2967 1,000 ,5957
Evaluation on
s are based Coefficie
exclusively nt
on Sig. (2- 0,000 0,000 0,001 0,000
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objective tailed)

criteria. N 116 116 116 116 116
5c. Correlati -,462" -,445™ ,306° ,5957" 1,000
Performanc on

e appraisal  Coefficie

procedures nt

protect Sig. (2- 0,000 0,000 0,001 0,000

employees tailed)

from unfair

treatment. 116 116 116 116 116

Table 43 Table of Spearman correlations between variables of performance

evaluation

The results presented in the above table show the Spearman correlation coefficients
among the main variables of the study. This analysis was conducted to examine the
strength and direction of the relationships between employees’ perceptions of public sector

performance appraisal systems.

A positive and statistically significant relationship was found between the perception that
evaluations are influenced by personal bias and the belief that political or external factors
affect the appraisal process (r = 0.542, p < 0.001). This finding suggests that employees
who perceive greater personal bias in performance evaluations are also more likely to

believe that political influences play a role in determining evaluation outcomes.

At the same time, a negative and statistically significant correlation was identified between
perceptions of personal bias and the belief that evaluations are based solely on objective
criteria (r = —0.472, p < 0.001). In other words, stronger perceptions of subjectivity are

associated with lower levels of trust in the objectivity of the appraisal system.

The analysis also revealed a positive relationship between developmental feedback and
employees’ perceptions of protection from unfair treatment during the evaluation process
(r = 0.306, p < 0.001). This result indicates that meaningful and constructive feedback

contributes to a stronger sense of fairness and support among employees.
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Furthermore, the perception that evaluations are conducted according to objective
standards was strongly associated with the belief that appraisal procedures protect
employees from arbitrary treatment (r = 0.595, p < 0.001). This finding suggests that
greater objectivity in performance assessments enhances employees’ trust in the fairness

and legitimacy of the evaluation system.

4.3 2" Research Question

In this study, the one-sample Wilcoxon signed-rank test was used to evaluate if the
responses of participants are statistically significantly different from the theoretical
baseline values of the Likert scale. This is a non-parametric test, which is appropriate for
all data from ordinal scales (e.g. the Likert scale in the survey questionnaire). As both the
Kolmogorov-Smirnov and Shapiro-Wilk normality tests indicated that the variables did
not follow a normal distribution, then the chosen method must therefore be the Wilcoxon.
Consequently, the assumptions required for parametric statistical methods were not
satisfied, making the Wilcoxon signed-rank test the most appropriate analytical approach.
The Wilcoxon test enabled the study to assess whether participants tended to agree,
disagree, or remain neutral regarding statements about performance evaluation in the

public sector.

Hypothesis Test Summary

Null Hypothesis Test Sig.® Decision
1 | The median of 1a. Performance One- 0,000 | Reject the null
appraisal enhances employee Sample hypothesis.
productivity. equals 4,00. Wilcoxon
Signed
Rank Test
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2 | The median of 3a. Performance One- 0,000 | Reject the null
appraisal supports employee Sample hypothesis.
development. equals 4,00. Wilcoxon

Signed
Rank Test

3 | The median of 4a. Performance One- 0,000 | Reject the null
appraisal promotes employee Sample hypothesis.
accountability. equals 4,00. Wilcoxon

Signed
Rank Test

a. The significance level is ,050.
b. Asymptotic significance is displayed.
Table 44 Hypothesis Checklist with the One-Sample Wilcoxon Signed Rank Test

The one-sample Wilcoxon signed-rank test was conducted to examine whether employees’
responses differed significantly from the theoretical value of 4.00 on the Likert scale,
corresponding to the response category “Agree.” The analysis focused on three
dimensions: employee productivity, employee development, and accountability. The
results revealed statistically significant differences for all three statements (p < 0.001),
leading to the rejection of the null hypotheses. This indicates that how respondents
respond to these statement items is not easily categorized with respect to theoretical
thresholds, and therefore employees do not strongly agree with any of these statements
overall. In other words, participants questioned whether performance appraisals enhance
productivity, supports employee development and promotes accountability within the
organization. Both results indicate that although evaluation is often regarded as an
important management tool, employees are not very confident about its effectiveness in

practice.
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One-Sample Wilcoxon Signed Rank Test

Hypothetical

=0 E!edian
=4.,00

Observed
Median

40 =3.00

30

Frequency

20

10

Nuls) 1,00 2,00 3,00 4,00 5,00 &,00

1a. Performance appraisal enhances
employee productivity.

Table 45 Chart One-Sample Wilcoxon Signed Rank Test for the variable

"Performance evaluation boosts employee productivity"

The chart shows that the observed median of the response (3.00) is lower than the
theoretical median (4.00). These results show that participants are not fully conviced that

performance evaluations substantially improve employee productivity.
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One-Sample Wilcoxon Signed Rank Test

Hypothetical
edian
=400

Observed
Median
=3,00

40

30

20

Frequency

10

00 1,00 2,00 3,00 4,00 S,00 &,00

Ja. Performance appraisal supports
employee development.

Table 46 Chart One-Sample Wilcoxon Signed Rank Test for the variable

"Performance evaluation supports employee development"

The chart shows that the observed median response (3.00) is lower than the theoretical
baseline median (4.00). These results show that employees are skeptical that performance

evaluations make a real contribution to their professional development.
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One-Sample Wilcoxon Signed Rank Test

Hypothetical
40 E'Iedian
=400
Observed
Median
=3,00
30

20

Frequency

10

ule] 1,00 2,00 3,00 4,00 5,00 &,00

da. Performance appraisal promotes
employee accountability.

Table 47 Chart One-Sample Wilcoxon Signed Rank Test for the variable

"Performance evaluation promotes employee accountability"

The graph shows that the observed median response (3.00) is lower than the theoretical
median (4.00). This result shows that participants are not fully convinced that performance

evaluations make a substantial contribution to improving employee accountability.

Hypothesis Test Summary
ull
Hypothesis Test Sig.a't' Decision
1 The median One-Sample = 001 Rejectthe

aof Ba. Wilcoxon null
Performance Signed Rank hypothesis.
appraisal Test
iNcreases
employee
engagement.
equals 2,00.

a. The significance level is ,050.

b. Asymptotic significance is displayed.

Table 48 Case Dashboard with the One-Sample Wilcoxon Signed Rank Test for the

variable '""Performance Evaluation Increases Employee Engagement"
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The one-sample Wilcoxon signed-rank test was conducted to determine whether
employees’ responses regarding the statement “Performance appraisal increases
employee engagement” differed significantly from the theoretical median value of 2.00.
The results were statistically significant (p < 0.001), leading to the rejection of the null

hypothesis.

This finding indicates that participants’ responses differed significantly from the
theoretical reference value, suggesting that employees held clear views regarding the

relationship between performance appraisal and employee engagement.

One-Sample Wilcoxon Signed Rank Test

Hypothetical
E‘Iedian
=2.,00

Observed
Median
=3,00

40

30

20

Frequency

10

Kala 1,00 2.00 3,00 4,00 5,00 &,00

S5a. Performance appraisal increases
employee engagement.

Table 49 Chart One-Sample Wilcoxon Signed Rank Test for the variable

"Performance Evaluation Increases Employee Engagement"

The chart shows that the observed median response (3.00) is higher than the theoretical
baseline median (2.00). These results show that participants tend to be more neutral or
positive about whether performance evaluations enhance employees' participation in the

organization.

Postgraduate Dissertation 46



Evagelia Tsompanoudi, Performance Appraisal in the Public
sector: Benefits, challenges and best practices.

HELLENIC
OPEN
N UNIVERSITY

Hypothesis Test Sumimanry

ol
Hypothesis Test Sig.‘a'b Decision
The median One-Sample 130 Retain the
of 5d. The WWilcoxon null
availability of Signed Rank hypothesis.
resources Test

and support
enhances the
effectiveness
of the
performance
appraisal
system.
edquals 3,00.

a. The significance level is ,050.
Ix. Asymptotic significance is displayed.

Table 50 Case Checklist with the One-Sample Wilcoxon Signed Rank Test for the
variable ""Availability of resources and support enhances the effectiveness of the

rating system"'

The above table presents the results of the one-sample Wilcoxon signed-rank test for the
variable measuring the contribution of resources and organizational support to the
effectiveness of the performance appraisal system. A theoretical median value of 3.00 was

used as the reference point for this analysis.

The results indicate that the test was not statistically significant (p =0.139 > 0.05), leading
to the retention of the null hypothesis. This suggests that there is no statistically significant

difference between the observed median and the theoretical median.

Accordingly, respondents appear to hold a neutral view regarding whether the availability

of resources and organizational support enhances the effectiveness of the appraisal system.

Since the data were collected using a Likert-scale questionnaire (1-5) and the normality
tests indicated that the variables were not normally distributed, the Wilcoxon signed-rank

test was considered the most appropriate non-parametric method for this analysis.
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One-Sample Wilcoxon Signed Rank Test

Hypothetical
edian
=3,00

40

Observed
Median

30 =3,00

20

Frequency

10

als] 1,00 2,00 3,00 4,00 5,00 5,00

5d. The availability of resources and
support enhances the effectiveness
of the performance appraisal system.

Table 51 Chart One-Sample Wilcoxon Signed Rank Test for the variable
" Availability of resources and support enhances the effectiveness of the rating

system"

The results show that the observed median response (3.00) is equal to the theoretical
median (3.00). These results show that participants maintain an overall neutral position on
whether the availability of resources and support increases the effectiveness of the

appraisal system.
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4.4 3'¢ Research Question

5d. The
availability
4d. of
1c. Leadershi|resources
2a. Performan 2d. pis and
Performan ce Leadershi 3d. committed| support
ce appraisal p Employee to enhances
appraisal is encourage| s have [implement the
contribute |influenced s access to | ingthe [effectivene
s to by political [ employee |the results [performan| ss of the
improving |preference| participati | of their ce performan
employee s or oninthe |performan| appraisal ce
performan| external | appraisal ce system | appraisal
ce. factors. | process. |appraisal. | effectively.| system.
2a. Performance appraisal contributes to  Correlation 1,000 -,349" 183 359" 432" 403"
improving employee performance. Coefficient
Sig. (2-tailed) 0,000 0,049 0,000 0,000 0,000
N 116 116 116 116 116 116
1c. Performance appraisal is influenced  Correlation 349" 1,000 -0,151 -186" -330" -0,093
by political preferences or external factors. Coefficient
Sig. (2-tailed) 0,000 0,105 0,046 0,000 0,321
N 116 116 116 116 116 116
2d. Leadership encourages employee Correlation 183" -0,151 1,000 603" 515" 3617
participation in the appraisal process. Coefficient
Sig. (2-tailed) 0,049 0,105 0,000 0,000 0,000
N 116 116 116 116 116 116
3d. Employees have access to the results Correlation 359" -186" 603" 1,000 438" 3177
of their performance appraisal. Coefficient
Sig. (2-tailed) 0,000 0,046 0,000 0,000 0,001
N 116 116 116 116 116 116
4d. Leadership is committed to Correlation 432" -330" 515" 438" 1,000 500"
implementing the performance appraisal Coefficient
system effectively.
Sig. (2-tailed) 0,000 0,000 0,000 0,000 0,000
N 116 116 116 116 116 116
5d. The availability of resources and Correlation 403" -0,093 3617 317" 500" 1,000
support enhances the effectiveness of the Coefficient
performance appraisal system.
Sig. (2-tailed) 0,000 0,321 0,000 0,001 0,000
N 116 116 116 116 116 116

Table 52 Table of Spearman correlations between attendance, administrative

support, and efficiency variables of performance evaluation

The table above presents the results of the Spearman correlation analysis between different

aspects related to performance improvement, employee engagement, access to evaluation
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results, leadership involvement, and the availability of resources and support within the

performance appraisal system.

The results indicate a positive and statistically significant relationship between the
perception that performance appraisal improves employee performance and the belief that
leadership is committed to the successful implementation of the evaluation system (r =
0.432, p < 0.001). These results indicate that management support for the evaluation
process was positively associated with employees believing that the evaluation will help

improve performance.

Employee engagement in the evaluation process was also strongly and positively
correlated with access to evaluation results (r = 0.603, p < 0.001). These results suggest
that transparency and communication with employees about evaluation outcomes are

associated with active employee participation.

Furthermore, a positive association was found between leadership involvement and the
availability of resources and organizational support (r = 0.500, p < 0.001). These results
indicate that employees notice the available resources and organizational support when

management strongly supports the assessment system.

Conversely, perceptions that evaluations are influenced by political or external factors
were negatively associated with employees’ views of leadership commitment to the
genuine implementation of performance appraisal systems (r = —0.330, p < 0.001). In
other words, the stronger the perception of political interference, the lower the level of

trust in management’s willingness to ensure a fair and effective evaluation process.

Overall, the correlation analysis helped identify the key factors that strengthen or weaken
the reliability, credibility, and effectiveness of performance appraisal systems in the public

sector.

4.5 4" Research Question

This study used categorical regression (CATREG) analysis to identify the most important
predictors of employees’ perceptions regarding the effectiveness of performance appraisal
systems. This method was considered appropriate because the study variables were
derived from Likert-scale responses and were therefore ordinal in nature, meaning that

they did not fully satisfy the assumptions required for conventional linear regression
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analysis. CATREG is a regression technique that allows the examination of relationships
between a dependent variable and multiple categorical or ordinal independent variables.
The best scaling procedure converts categorical variables into numerical values so that
their impacts may be examined in the same regression model simultaneously. In this study,
the statement “Performance appraisal increases employee productivity” was used as the
dependent variable. The independent variables included supervisor guidance, employee
involvement in the evaluation process, access to evaluation results, administrative support,
feedback quality, the availability of resources, and evaluator training. The CATREG
analysis made it possible to determine which of these factors had the strongest influence
on employees’ perceptions of performance appraisal effectiveness. In addition,
standardized beta coefficients and significance levels were used to assess both the

direction and the strength of these relationships.

Model Summany

Apparent
Adjusted B Prediction
Multiple B R sSqguare Square Error
B35 403 , 2949 54T

DependentWariable: 1a. Performance appraisal
enhances employes productivity.

Fredictors: 1d. Supervisors provide adeqguate guidance
and support during the appraisal process. 2d. Leadership
encourages employes participation in the appraisal
process. 3d. Employees have access to the results of
their parforrmance appraisal. 4d. Leadership is committed
to implemeaenting the performance appraisal system
effectively. 5d. The availability of resources and support
enhances the effectiveness ofthe performance appraisal
system. 2e. Systematic feedback and guidance are
provided to employvees after the appraisal process. 41 The
lack of proper training for evaluators reduces the gquality of
the performance appraisal process.

Table 53 Model Summary Table of CATREG Analysis

The model demonstrates a moderate level of explanatory power. The R? value of 0.403
indicates that 40.3% of the variance in employees’ perceptions of the contribution of
performance appraisal to productivity is explained by the independent variables included

in the analysis. This suggests that factors such as leadership support, employee
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involvement, feedback, and available resources play a meaningful role in shaping

employees’ views of performance appraisal effectiveness.

ANOWA
Sum of
Squares of Mean Square F Sig.
Regression 46,747 17 2,780 3,891 = 001
Residual 69,253 88 707
Total 116,000 115

DependentVariable: 1a. Pedformance appraisal enhances employee productivity.
Predictors: 1d. Supervisors provide adequate guidance and support during the
appraisal process. 2d. Leadership encourages employee pardicipation in the
appraisal process. 3d. Employees have access to the results of their peformance
appraisal. 4d. Leadership is committed to implementing the performance
appraisal system effectively. 5d. The availability of resources and support
enhances the effectiveness of the perfaormance appraisal system. 2e. Systematic
feedback and guidance are provided to employees after the appraisal process. 41
The lack of proper training for evaluators reduces the quality of the performance
appraisal process.

Table 54 ANOVA table of CATREG analysis

The ANOVA table shows that the regression model is statistically significant, with a
significance level of less than 0.001 (p < 0.001). These results confirm that the
independent variables included in the model have an overall impact on employees'

perceptions of whether performance appraisal increases productivity.
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Coefficients
Standardized
Coefficients
Bootstrap
(1000)
Estimate
of Std.
Beta Error df F Sig.
1d. Supervisors provide 0,117 0,136 3 0,737 0,533
adequate guidance and support
during the appraisal process.
2d. Leadership encourages -0,315 0,236 2 1,791 0,172
employee participation in the
appraisal process.
3d. Employees have access to 0,250 0,232 3 1,168 0,326
the results of their performance
appraisal.
4d. Leadership is committed to 0,095 0,248 3 0,147 0,931
implementing the performance
appraisal system effectively.
5d. The availability of resources 0,496 0,174 2 8,108 0,001
and support enhances the
effectiveness of the performance
appraisal system.
2e. Systematic feedback and 0,088 0,162 3 0,294 0,830
guidance are provided to
employees after the appraisal
process.
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4f. The lack of proper training -0,005 0,127 1 0,002 0,969
for evaluators reduces the
quality of the performance

appraisal process.

Dependent Variable: 1a. Performance appraisal enhances employee productivity.

Table 55 Table of Coefficients of the CATREG analysis with the dependent variable

of productivity enhancement through performance evaluation

The table presents the results of the Categorical Regression (CATREG) analysis, where
employees’ perceptions that performance appraisal enhances productivity (1a) was used as
the dependent variable. The independent variables included supervisory support,
leadership involvement, access to appraisal results, feedback provision, evaluator training,

and the availability of resources and organizational support.

The results indicate that most predictors were not statistically significant, as their p-values
exceeded the 0.05 threshold. Specifically, variables such as supervisory guidance (p =
0.117, p = 0.533), leadership encouragement of participation (f = -0.315, p = 0.172),
access to appraisal results (B = 0.250, p = 0.326), leadership commitment to
implementation (f = 0.095, p = 0.931), systematic feedback ( = 0.088, p = 0.830), and
evaluator training (B = -0.005, p = 0.969) did not demonstrate statistically significant

effects on employees’ perceptions of productivity improvement.

In contrast, the availability of resources and organizational support (5d) emerged as the
only statistically significant predictor (f = 0.496, p = 0.001). This indicates a strong and
positive relationship between the perception of adequate organizational resources and

employees’ belief that performance appraisal contributes to improved productivity.

These findings suggest that structural and resource-related factors play a more critical role
in shaping employees’ perceptions compared to managerial or procedural aspects of the
appraisal system. In particular, when employees perceive that sufficient resources and
support are available, they are significantly more likely to view performance appraisal as

an effective tool for enhancing productivity.

Finally, the correlation and tolerance statistics indicated that no serious multicollinearity

problems existed among the independent variables. The predictors complemented one
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another without compromising the stability or interpretability of the regression model,

supporting the reliability of the analytical results.

4.6 Summary of the results of the descriptive analysis

Data from the qualitative analysis indicated that employees are generally reticent to use
existing performance evaluation systems in the public sector. Participants knew that
assessment was a useful theory as something through which HR performance and
development could be enhanced, but replied that they did not think the potential of this

kind was being fully capitalized on.

Workers were cautiously optimistic with regards to evaluations are beneficial when it
comes to productivity, professional development and accountability in particular. Equally,
in tandem with this third response was another response from a large portion of our
respondents querying whether the system for evaluation is being applied uniformly,

transparently and objectively.

A key takeaway from the survey is employees' views on whether political, personal or
other outside forces affect how they are evaluated. Many participants felt these
interventions still play a role in the ultimate determination produced by the assessment,

and thus erode trust in the system.

Simultaneously, employees particularly highlighted systematic feedback after the process
completion; appropriate training for evaluators; participation of employees in evaluation
process; organizational support and availability of resources as effective factors for
evaluation. The results of the study indicates that these conditions enhance both the

acceptability and reliability of rating systems.

Lastly, participants seem to attach special importance to the commitment of both
management and supervisors towards effective implementation of the evaluation system.
The more the employees feel their leadership is actively backing the process, the more

favorable the performance picture on overall.

Just as overall, the outcomes of performing technical evaluation do no longer recommend
workers rejecting performance assessment structures. Instead, they see it as a tool for good

that should help public institutions function better. They, however, argue that system
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efficiency plays a big role in objectivity, transparency, feedback mechanism problems and

challenges with training and support for the organization which make it straining to adopt.
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5. Discussion of Results

This study mostly aimed to investigate the perceptions of public sector employees
regarding performance appraisal systems in terms of their effectiveness, fairness and
reliability. The results of this study are particularly interesting as they validate the
different theoretical approaches established in the theory part while also identifying

critical weaknesses regarding how evaluation systems are practiced.

Although many respondents moved toward positive or neutral responses, Wilcoxon
statistical tests indicated that the median of the responses was statistically lower than
theoretical exact agreement. These findings indicate that public sector employees do not
seem to become totally convinced about the practical value and effectiveness of

performance appraisals as used in everyday organizational life.

Such result is strongly connected to international literature, because performance appraisal
systems in public sector are usually considered as administrative and bureaucratic
processes instead of instruments for development and performance enhancement. The
theoretical part does highlight that the usefulness of the assessment is largely dependent on
how specific the objectives are, or if continuous feedback mechanisms are in place and if
are linked to development and training opportunities. The results demonstrate that these

conditions do not seem to be sufficiently satisfied in the public sector context.

Employees meanwhile recognized just how much political, personal and external factors
shaped the performance evaluation process. The majority of the participants agreed that
performance evaluations are influenced by political and personal factors rather than being
based solely on objective criteria. Such finding corresponds with well-developed theories
of politicization, organizational culture, and personal bias within the field of public

administration.

This awareness remains important. Research suggests that a failure to maintain objectivity
decreases employee trust in the evaluation system, maximizes disengagement, and
minimizes acceptance of the process. The Spearman correlation revealed that employees
who believed the evaluations were politicized or personal had lower trust in top and

middle management as well as the performance evaluation system itself.
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There were also similar findings regarding feedback, evaluator training, and administrative
support. Employees complained that evaluation feedback given in responses was often not
appropriate, structured or meaningful and suggested that weaknesses in the evaluator
training compromised the quality of the evaluation. This is in line with a broader
theoretical argument about the importance of such data as a crucial precondition for

comprehensive, and therefore reliable, assessments.

A notable result found was an analysis through CATREG of areas that correlate to
perception that performance assessments will improve employee productivity. The
findings indicated that availability of resources and organizational support are the most
significant variables. These results indicate that benefits were only believed by employees,
when support with evaluation, organization and investments in human and administrative

resources was also present.

In theory, employees understand that performance appraisal is meant to make them better
workers and more productive. But what really concerns us are fairness, transparency,
neutrality and trust in management. This paradox corroborates theoretical propositions that
account for the difference between the promise and actual function of appraisal systems in
not only their design but implementation, organizational culture and employees’ trust in

management.

5.1 Research Limitations

Like all empirical studies, this study is subject to certain limitations that need to be taken
into consideration when interpreting the results. The original sample of the survey
consisted exclusively of public sector employees who agreed to answer a questionnaire.
Thus, these findings should not be generalized beyond public sector employees or other
organizational contexts. Moreover, the questionnaire was developed based on the relevant
literature, which supported its theoretical content validity. However, other forms of

validation were not conducted, and this should be considered as a limitation of the study.
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Moreover, data collection was solely based on participants' references to themselves. This
technique can be affected by individual awareness, biased assessments, or socially

favorable results that may modify the precision of some results.

Third, the study has a temporal nature (data were collected during a certain period). Thus,
this research reflects the perceptions of employees at one point in time and cannot analyze

changes in attitude over periods.

In addition, the use of convenience sampling may have introduced selection bias, as
participants who chose to respond could differ systematically from those who did not

participate.

Finally, while the quantitative methodology enabled the statistical examination of
relationships among variables, it did not allow for an in-depth exploration of employees’

personal experiences regarding performance appraisal systems.

5.2 Suggestions for future research

The limitations of this study also point to several promising directions for future research.
First, although such studies are useful, it would be better if they were conducted on a
larger scale, including staff from various public sector organizations. This would increase

the possibility of generalizing the results.

However, it would also be especially valuable to consider comparative studies between
public and private sectors, by analyzing whether perceptions differ with respect to fairness

of performance evaluation systems, effectiveness or reliability.

Future research could also adopt qualitative or mixed methods with data collected from
interviews or focus groups to provide a richer understanding of these issues. The
employees then explore the reasons he or she has for questioning how objective and

transparent the appraisal process may be.

Notably, future research examining the role of political, personal and external factors in
evaluation process might be highly relevant. Survey results indicate survey respondents

consider these aspects as major factors affecting the ultimate action taken by their

Postgraduate Dissertation 59



OPEN

HELLENIC Evagelia Tsompanoudi, Performance Appraisal in the Public
UNIVERSITY sector: Benefits, challenges and best practices.

employers. Consequently, further study is necessary to assess the mechanisms through

which these effects develop and influence organizational performance.

Moreover, the functioning of the appraisal system may be explored in more depth
especially with respect to feedback, evaluator training and administrative support. The
findings of this study indicated that these factors are strongly associated with the
acceptability and utility of performance appraisal. Understanding how they contribute to
the effectiveness of evaluations could help public organizations improve their

performance management practices.

And last but not least, research on digital technologies, artificial intelligence (AI) and
machine learning (ML) applications in the setting up of public sector performance
evaluation systems will be especially welcome. As public organizations continue to use
more digital technologies, future research could explore the benefits and challenges of

using technology-based performance evaluation systems.
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6 Conclusions

Particularly, the findings of this study highlight both the potential and the limitations of
performance appraisal systems in the public sector. But managing human resources with
performance evaluation has greater weaknesses and limitations for implementation in the

public sector, according to our analysis.

In terms of employee perceptions, results show that employees view the performance
appraisal more as a growth opportunity of performance, improved productivity and a
chance for development in their careers. But it appeared that only a small number of the
participants were entirely convinced that current appraisal systems are ensuring these

objectives are achieved in everyday administrative practice.

At the same time, there was a well-developed perception that the appraisal system could
be influenced by personal, political and outside considerations — all of which undermined
belief in the fairness of employee evaluations. Participants feared that the appraisal

process may be non-transparent, impartial or meritocratic.

Another major finding from the study was that feedback, evaluator training and
administrative support matters. The results suggest that performance appraisal systems are
more effective when employees receive systematic feedback, when evaluators are properly
trained, and when sufficient organizational support is available. Without these elements,

the effectiveness and credibility of the system may be significantly weakened.

Furthermore, the CATREG analysis produced significant results in that access to resources
and organizational support were found to be the most influential determinants impacting
employees' perception of performance appraisal positively This suggests that the
operational and organizational infrastructure supporting the evaluation process is more

critical than the formal criteria or procedural rules of the system.

Overall, this study concludes that public sector performance appraisal systems can provide
significant opportunities to improve organizational performance and efficiency. Making
assessments more transparent and less influenced by political factors and personal
relationships, providing constructive feedback during the appraisal process along with
creating evaluator training programs could significantly improve the perceived fairness

and usefulness of these systems.
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Appendix A: Tables of frequencies, percentage & graph based

on the statistical output

1a. Performance appraisal enhances employee productivity.

50

Frequency

Strongly Disagree Disagree Neutral Agree Strongly agree

1a. Performance appraisal enhances employee productivity.

Table 6 Frequency bar chart of the variable "Performance evaluation enhances

employee productivity"

From the chart, we can see that most of the participants say — Yes, Performance
evaluations are helpful for employee productivity — 37.07% agree with this statement.
Simultaneously, a large number either remain neutral or dissent. Overall, the results

indicate a positive behaviour that the evaluation helps enhance work performance.
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2a. Performance appraisal contributes to improving employee performance.

Frequency

Strongly Disagree Disagree MeLtral Agree Strongly agree

2a. Performance appraisal contributes to improving employee performance.

Table 7 Frequency bar chart of the variable "Performance evaluation helps improve

employee performance"

The chart shows that the largest proportion of participants (34.48%) agreed that

performance appraisal helps improve employee performance. A considerable number of

respondents also expressed neutral views, while only a small proportion disagreed with the

statement. Overall, the findings suggest that employees generally perceive performance

appraisal as a useful tool for enhancing work performance and supporting individual

improvement.
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3a. Performance appraisal supports employee development.

40

Frequency

Strongly Disagree Disagree Neutral Agree Strongly agree

3a. Performance appraisal supports employee development.

Table 8 Frequency bar chart of the variable '"Performance evaluation supports

employee development"

As shown in the chart, 31.90% of participants strongly agreed that performance appraisal
contributes positively to employee development. However a major part of the sample
holds a neutral position or disagrees, suggesting there is disagreement about the
developmental role evaluation can play. On balance, the trend of assessments as part of

professional development seems quite promising.
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4a. Performance appraisal promotes employee accountability.
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Frequency

Strongly Disagree Disagree MNeutral Agree Strongly agree

4a. Performance appraisal promotes employee accountability.

Table 9 Frequency bar chart of the variable '"Performance evaluation promotes
employee responsibility"

According to the chart, the highest rate of agreement that performance appraisals promote
employee accountability is 30.17%. Meanwhile, there are also many neutral responses and

dissenting opinions, indicating a continued diversity of views among employees. Overall,

employees display a somewhat positive attitude toward the contribution of performance

appraisal to accountability.
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5a. Performance appraisal increases employee engagement.
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Frequency

Strongly Disagree Disagree MNeutral Agree Strongly agree

5a. Performance appraisal increases employee engagement.

Table 10 Frequency bar chart of the variable "Performance evaluation increases
employee engagement"

The chart above demonstrates that participants' views on whether performance appraisals
lead to greater employee engagement were relatively split. Disagreement had the largest
share (28.45%) and there was a sizeable percentage for both neutral and consensus
positions. The findings reveal that the Influence of assessment on employee engagement is

not viewed uniformly across respondents.

Postgraduate Dissertation 70



OPEN

HELLENIC Evagelia Tsompanoudi, Performance Appraisal in the Public
UNIVERSITY sector: Benefits, challenges and best practices.

1b. Performance appraisal is implemented in a fair manner.

a0

Frequency

Strongly Disagree Disagree MNeutral Agree Strongly agree

1b. Performance appraisal is implemented in a fair manner.

Table 11 Frequency bar chart of the variable 'Performance evaluation is applied

fairly’

The chart reveals that most respondents disagree with the view of performance appraisal is
fairly applied. In particular, "strongly oppose" (36.21%) and "disagree" (33.62%) are the
highest percentages that suggest an extremely low approval rate among them. The findings
indicate that fairness and objectivity in the evaluation process is a huge concern for

employees.
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2b. Evaluators have sufficient knowledge of the appraisal process.
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Frequency

Strongly Disagree Disagree MNeutral Agree Strongly agree

2b. Evaluators have sufficient knowledge of the appraisal process.

Table 12 Frequency bar of the variable " Assessors have sufficient knowledge of the

evaluation process"

The chart reveals that most of the participants disagree with the perception that evaluators
are adequately knowledgeable concerning the assessment process. More specifically, this
is the category where "disagree" has the highest percentage (39.66%) and many also
expressed strong disagreement. The findings leads employees to believe that there's a need

for better education and training of evaluators.
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3b. The performance appraisal criteria are clear, measurable, and objective.
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3b. The performance appraisal criteria are clear, measurable, and objective.

Table 13 Frequency bar chart of the variable "The evaluation criteria shall be clear,

measurable and objective"

As you can see in this chart, most participants do not agree with the statement that it is
very clear, measurable and objective which criteria were used for evaluation. The biggest
share is in the 'against' (38.79%) and also a very high absolute disapproval rate.
Essentially, employees are largely stating that the objectivity and clarity of the evaluation

standards is coming into question.
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4b. The performance appraisal process is reliable.
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Strongly Disagree Disagree MNeutral Agree Strongly agree

4b. The performance appraisal process is reliable.

Table 14 Frequency bar chart of the variable '""The evaluation process is reliable"

The figure shows that the vast majority of participants disagree with the position that the
assessment process is reliable. The share of negative opinions is the highest in the disagree
category (36.21%), and the percentage of absolute disapproval is also quite high. These

results indicate that employees have very little faith in their evaluation process being

reliable.
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5b. Performance appraisal is conducted transparently and provides constructive feedback.
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Strongly Disagree Disagree MNeutral Agree Strongly agree

5b. Performance appraisal is conducted transparently and provides constructive feedback.

Table 15 Frequency bar chart of the variable 'Performance evaluation shall be

carried out in a transparent manner and shall provide constructive feedback'

According to the chart, most respondents disagree that the performance appraisal process
provides transparent and constructive feedback. In particular, 35.34% of participants
selected the category “Disagree,” while a considerable proportion also expressed neutral
views.The results reveal that employees believe the evaluation process does not always

lead to constructive and transparent feedback.
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1c. Performance appraisal is influenced by political preferences or external factors.
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1c. Performance appraisal is influenced by political preferences or external factors.

Table 16 Frequency bar chart of the variable '"Performance evaluation is influenced

by political preferences or external factors"

The chart indicates that most respondents believe that political or external influences
affect the performance appraisal process. In particular, the highest proportion of
participants selected the category “Agree” (43.97%), while a considerable number also
strongly agreed with the statement. These findings reveal significant concerns among
employees regarding the objectivity, fairness, and independence of performance

evaluations from external interference.
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2c. Employees believe that performance evaluations do not always reflect their actual performance due to
external pressures.

Frequency

Strongly Disagree Disagree MNeutral Agree Strongly agree

2c. Employees believe that performance evaluations do not always reflect their actual performance
due to external pressures.

Table 17 Frequency bar chart of the variable ""Employees believe that ratings do not

always reflect their actual performance due to external pressures'

The chart indicates that most respondents believe performance appraisals are influenced
by political or external factors. In particular, the highest proportion of responses falls
under the “Agree” category (52.59%), while a considerable percentage also selected
“Strongly Agree.” Overall, these findings suggest that employees perceive the evaluation

process as being affected by external pressures, raising concerns about its objectivity and

independence.
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3c. Evaluations are based exclusively on objective criteria.
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3c. Evaluations are based exclusively on objective criteria.

Table 18 Frequency bar chart of the variable " Assessments are based solely on

objective criteria"

The chart indicates a clear disagreement with the claim that assessments are based purely
on objectivity. In particular, the highest proportion of participants selected the category
“Disagree” (38.79%), while the percentage of those who strongly disagreed was also
substantial. The results showed a lack of faith on the part of employees that an evaluation

process could ever be completely objective.
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4c. Politicization or external influences undermine the credibility of the appraisal process.
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Frequency

Disagree MNeutral Agree Strongly agree

4c. Politicization or external influences undermine the credibility of the appraisal process.

Table 19 Frequency bar chart of the variable 'Politicisation or external influences

undermine the credibility of the evaluation process'

As the chart demonstrates, most of the respondents agree that politicization and influences
from outside undermine the credibility of the evaluation process. Interestingly, the largest
percentage (45.69%) occurred in 'Agree' whilst it had the highest absolute response for
strongly agreeing (31.9%). The data indicates that employees exhibit high levels of
distrust in both the objectivity and reliability of the appraisal system.
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5c. Performance appraisal procedures protect employees from unfair treatment.

Frequency

Strongly Disagree Disagree MNeutral Agree Strongly agree

5c. Performance appraisal procedures protect employees from unfair treatment.

Table 20 Frequency bar chart of the variable '""Evaluation procedures protect

workers from unfair treatment"

The chart indicates that most respondents do not believe that the performance appraisal
process provides adequate protection against unfair treatment. In particular, the highest
proportion of participants selected the category “Disagree” (42.24%), while strong
disagreement was also relatively high. These findings suggest that employees do not feel
sufficiently protected by existing appraisal systems and question their ability to ensure

fairness and safeguard employees from arbitrary practices.
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1d. Supervisors provide adequate guidance and support during the appraisal process.

Table 21 Frequency bar chart of the variable "Supervisors shall provide adequate

guidance and support during the evaluation process»

The chart reports that most respondents remain neutral about whether the supervisors
provide sufficient guidance and support through the assessment process. While a
significant number protest and many approve. The findings suggest that the evaluators are

not entirely satisfied with the support they get in executing the evaluation process.
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2d. Leadership encourages employee participation in the appraisal process.

Table 22 Frequency bar chart of the variable "Leadership encourages employee

participation in the evaluation process"

The chart indicates that most respondents have a neutral response to the question of
whether management encourages employee involvement in evaluations. On the one hand,
the rate of agreement is a bit greater than the disagreement which makes it somewhat

positive. In general, results indicate that employees are insufficiently involved in the

evaluation process.
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3d. Employees have access to the results of their performance appraisal.

Table 23 Frequency bar of the variable ""Employees have access to the results of their

assessment"

The bar graph indicates that most respondents are neutral about whether employees
receive the results of the evaluation. Simultaneously, the dissent rate seems higher than
consensus: suggesting many employees feel the results approach is sometimes lacking or
ambiguous. Overall, the results indicates at a relatively moderate satisfaction position of

transparency of employee information.
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4d. Leadership is committed to implementing the performance appraisal system effectively.

a0

Frequency

Strongly Disagree Disagree MNeutral Agree Strongly agree

4d. Leadership is committed to implementing the performance appraisal system effectively.

Table 24 Frequency bar chart of the variable ""Leadership is committed to

implementing the performance evaluation system effectively"

As the chart shows, a large proportion of respondents do not believe that leadership is
fully committed to implementing the performance appraisal system as intended. The largest
proportion is within the disagree with (37.93%) and many remaining neutral. Employees
do not seem to have complete faith in managements support and believes in this process

according to our findings.
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5d. The availability of resources and support enhances the effectiveness of the performance appraisal system.
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5d. The availability of resources and support enhances the effectiveness of the performance
appraisal system.

Table 25 Frequency bar chart of the variable ""The availability of resources and

support enhances the effectiveness of the performance evaluation system"

The chart shows that most respondents remain neutral about whether the availability of
resources and support makes the appraisal system more effective. At the same time the
level of agreement is seeming to be little higher than the disagreement, which means a
positive and cautious approach. In general, the results imply that although employees
acknowledge the need for support and resources, they do not always that these are

provided sufficiently.
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1e. Performance appraisal is based on clear and measurable criteria.

a0

Frequency

Strongly Disagree Disagree MNeutral Agree Strongly agree

1e. Performance appraisal is based on clear and measurable criteria.

Table 26 Frequency bar chart of the variable '""Performance evaluation is based on

clear and measurable criteria"

The chart shows that most participants are in disagreement with the idea that performance
appraisal is based on clear and measurable criteria. Specifically, the maximum percentage
falls on the "disagree" class (35.34%), and an important percentage within the neutral
position. The findings indicate that employees believe the evaluation standards are neither

clearly defined nor objective.
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2e. Systematic feedback and guidance are provided to employees after the appraisal process.
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2e. Systematic feedback and guidance are provided to employees after the appraisal process.

Table 27 Frequency bar chart of the variable '"Systematic feedback and guidance

provided to employees after the evaluation process"

The chart shows that a large majority of participants disagree that employees receive
systematic feedback and guidance after performance evaluations. The highest proportions
of responses were “Strongly Disagree” (37.07%) and “Disagree” (34.48%). Overall, the
findings indicate that employees believe the appraisal process lacks sufficient follow-up

support and constructive feedback.
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3e. It includes multiple sources of evaluation (multi-source feedback).
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3e. It includes multiple sources of evaluation (multi-source feedback).

Table 28 Frequency bar chart of the variable "The evaluation process includes multi-
source feedback"

The chart indicates that most respondents adopted a neutral position on this issue,
suggesting uncertainty with such practices. Overall, the findings imply that multi-source

evaluation methods have not been fully integrated into public sector performance appraisal

systems.
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4e. Performance appraisal is linked to opportunities for professional development and career advancement.
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4e. Performance appraisal is linked to opportunities for professional development and career
advancement.

Table 29 Frequency bar chart of the variable '""Performance evaluation is associated

with opportunities for professional development and professional development"

The largest proportion of respondents (31.90%) disagreed that performance appraisal
serves as a pathway to career advancement and professional development opportunities. In
addition, a considerable number of participants adopted a neutral position on this issue.
Employees are not convinced that the evaluation system contributes to professional

growth.
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5e. Performance appraisal procedures are implemented consistently and fairly across the
organization.

Table 30 Frequency bar chart of the variable "Evaluation procedures applied

consistently and fairly across the organization"

As shown in the chart above, most respondents disagree that the appraisal process is
implemented consistently and fairly across the organization. The biggest share is placed in

the 'opposition' (32.76%) and absolute disagreement is very high too.
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1f. Performance appraisal is influenced by personal bias.
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1f. Performance appraisal is influenced by personal bias.

Table 31 Frequency bar chart of the variable '"Performance evaluation is influenced

by personal biases"

The chart shows that the majority of respondents believe that personal bias influence the
performance appraisal process. The highest percentage of participants selected the
“Agree” category (47.41%), while a substantial proportion also strongly agreed (31.03%).
These findings indicate that employees perceive subjectivity and personal bias as

important factors affecting performance evaluations.
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2f. Political or external factors influence the performance appraisal process.

Table 32 Frequency bar chart of the variable "Political or external factors affect the

performance evaluation process'

The chart shows that most participants agree that political or external reasons may
influence the performance evaluation process. The highest percentage of respondents
selected the “Agree” category (42.42%), while a considerable number of participants also
remained neutral. Results indicate that employees perceive the appraisal system as not

always operating independently and objectively.

Postgraduate Dissertation 92



HEIEIF\ENIC Evagelia Tsompanoudi, Performance Appraisal in the Public
SN,VERS,TY sector: Benefits, challenges and best practices.

3f. Employees receive regular and constructive feedback regarding their performance.
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3f. Employees receive regular and constructive feedback regarding their performance.

Table 33 Frequency bar chart of the variable "Employees receive regular and

constructive feedback on their performance"

The chart shows that most of the respondents believe that employees do not receive
frequent and constructive feedback on performance. The highest rates were recorded in
disagree (32.76%) and strongly disagree (26.72%), while positive responses remained
relatively low. These findings suggest that employees perceive feedback within the

appraisal process as neither systematic nor sufficiently useful.
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4f. The lack of proper training for evaluators reduces the quality of the performance appraisal process.

60

Frequency

Disagree MNeutral Agree Strongly agree

4f. The lack of proper training for evaluators reduces the quality of the performance appraisal
process.

Table 34 Frequency bar chart of the variable ""Lack of proper training of evaluators

reduces the quality of the performance evaluation process"

The chart shows that most participants agree that inadequate training of evaluators reduces
the quality of the performance appraisal process. The highest percentage of respondents
selected the “Agree” category (46.55%), while a substantial proportion also strongly
agreed (24.14%). These findings suggest that employees consider proper evaluator

training to be very important for effective performance appraisals.
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5f. Limited time and insufficient resources negatively affect the effectiveness of performance appraisal.
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5f. Limited time and insufficient resources negatively affect the effectiveness of performance
appraisal.

Table 35 Frequency bar chart of the variable "Limited time and insufficient

resources negatively affect the effectiveness of performance evaluation"

The chart indicates that the two most common reasons given by participants for their
reluctance to conduct performance evaluations are limited time and scarce resources. The
highest percentage is from the 'Agree' category (46.55%), and the total agreement rate is
also substantial. The findings revealed that employees consider insufficient resources and

time to be a significant barrier to ensuring the evaluation process is carried out adequately.
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1g. Performance appraisal contributes significantly to improving employee performance.
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1g. Performance appraisal contributes significantly to improving employee performance.

Table 36 Frequency bar chart of the variable "Performance evaluation contributes

substantially to improving employee performance"

The chart presents mixed views regarding whether performance appraisal contributes to
improved employee performance. Although many participants agreed with the statement, a
considerable proportion either disagreed or remained neutral. These findings suggest that
while employees recognize the potential benefits of performance evaluation, not all are

convinced that it leads to substantial improvements.
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2g. Performance appraisal is implemented with transparency and fairness.

Table 37 Frequency bar chart of the variable ""Performance evaluation is applied

transparently and fairly"

As shown in the chart, most respondents disagreed with the statement that performance
evaluations are entirely unbiased. The highest proportion of responses was recorded in the
“Disagree” category (35.34%), while strong disagreement was also relatively high. These
findings suggest that employees have concerns about the fairness, transparency, and

objectivity of the performance appraisal process in the public sector.
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3g. Performance appraisal provides useful information for improving organizational effectiveness.

Table 38 Frequency bar chart of the variable 'Performance evaluation provides

useful information to improve organisational efficiency'

Based on the chart above, it can be seen that opinions among participants are balanced on
whether performance evaluations provide adequate input for improving efficiency in
organizations. The findings indicate employees are not completely sure the evaluation

system is actually helping in improving the functionality of organization.
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4g. | am satisfied with the results of the performance appraisal process.

Table 39 Frequency bar chart of the variable "I am satisfied with the results of the
performance evaluation process'

According to the chart, most participants expressed dissatisfaction with the outcomes of
the performance appraisal process. The highest percentages were recorded in the

“Disagree” (28.45%) and “Strongly Disagree” (27.59%) categories The results reveal that

employees are generally not satisfied with how the results of their evaluations are

represented and used.
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5g. The performance appraisal process strengthens employees’ commitment to organizational
goals.

Table 40 Frequency bar chart of the variable ""The performance evaluation process

enhances employee engagement in organizational goals"

As shown in the chart, most respondents disagreed that performance appraisal strengthens
employees’ commitment to organizational goals. The highest proportion of participants
selected the “Disagree” category (31.90%), while a considerable number also expressed
neutral views or strongly disagreement. These findings suggest that employees do not
perceive performance evaluations as an effective mechanism for reinforcing their

commitment to the organization.
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