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In an organizational setting, the performance appraisal concept remains to be central to effective management. This tool has three fundamental functions; providing satisfactory feedback to each employee regarding his/her performance;  serving as a basis for developing positive organization behavior; and providing data for assessing work prospects and compensation (Camardella, 2003).  In many workplace environments, performance appraisal system has helped in improving job performance.
Accordingly, performance appraisal is associated with improved job performance because it enhances employee motivation.  Bulto & Markos (2017) posit that the systematic performance assessment contributes to employee motivation.  For instance, when the appraisal process is pegged alongside individual evaluation, the rating awarded thereafter often has a positive impact on employee motivation and performance.  Notably, employee motivation is enhanced if the performance appraisal process is centered on precise and up-to-date job descriptions, and if it recognizes performance concerns in an attempt to enhance employee motivation and productivity (Iqbal, Akbar & Budhwar, 2015). 
Schneir & Carrol (1982) augments on the basic functions of the performance appraisal system by arguing that the tool utilizes a three-step process. The first step involves outlining the employees’ job descriptions. Under this step, the job standards are set alongside the employee performance aimed at linking the appraisal process on the behaviors, outcomes, proficiencies and skills associated with a specific job description (Ichniowski & Shaw, 2009).  The second step involves determining individual performance. Various approaches are used to peg worker performance. Some of them include productivity measures, Management by Objectives (MBO), ranking methods, and behavioral approach among others. The third step entails comparing the standards set for the job with individual work record.
Nevertheless, some issues render the performance appraisal process to be considered inappropriate mechanism for addressing employee motivation. Some of these issues include but not limited to the poor design of the appraisal system, lack of attention to the organizational culture, time pressure, and inability of the system to challenge issues of poor performance (Holzer, 2007). Thus, for the appraisal system to enhance employee motivation, organizations should ensure employees are encouraged to participate in the performance appraisal process including criteria and measures of conducting appraisals.
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