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Performance appraisal is a reality in the modern business world. Performance appraisal affects the performance levels, compensation, growth, and retention. The way a performance appraisal process is executed makes it motivating or demotivating. If done well, the appraisal results in constructive and productive feedback and employees whilst If done in the wrong way, it results in detrimental effects. Essentially performance appraisal can be motivating or counterproductive.
In most performance appraisals systems, rewards are tied to performance. A good performance attracts a good reward while poor performance attracts no reward. Rewards in such cases should be marched to employee expectations. This is because it reflects on their competencies and rewards. Employees thus expect that the reward will march their level of competency, productivity, and effort. If the rewards don’t march the effort, potential, and competency, employees end up frustrated and disappointed and the appraisal system proves to be counterproductive. “…if the employees perform and get a high rating but their rewards are not as per expectations then there is disconnect and that leads to disengagement” (Sibree, 2015).
Performance appraisal systems should be fair, equitable and consistent. As it is also a communication and feedback tool, it should communicate consistently and fairly the performance and contribution of an employee throughout. It should be applied equitably across board to ensure that all employees feel as important to employees. The appraisal should be done well at all levels and throughout. In most organizations, the appraisal process is mandatory, and this calls for proper execution. Inequitable, unfair and inconsistent performance appraisal systems lay cause bitterness and low productivity in the organization thus yielding as counterproductive. Miscommunication and untrue and unrepresentative feedback increases grievances and complaints in an organization. Employees end up demotivate by the discriminative appraisal system.
The essence of the performance appraisal needs to be clearly understood by the employees. An understanding that it is a system aimed at increasing the productivity of individuals and the organization at large then makes employees identify with the appraisal system. A lack of understanding makes the employees think of the system as a tool to limit their promotions, salaries, and growth opportunities. As such, the appraisal becomes counterproductive thus affecting the employees negatively. Employees end up performing averagely or poorly in some instances than under normal circumstances. 
Performance appraisal motivates employees in an organization if it is done well. A performance appraisal system that encompasses training, coaching and development of employees after feedback and rating is motivating. Employees learn and grow as a result of the appraisal, this increases productivity and positive energy in an organization. Using the feedback given to the employee to help them become better is a positive aspect of a good performance appraisal that should never be overlooked. It shows the employees that their competencies and contributions matter and that the organization is willing to help them grow to become better.
The recognition, appreciation and rewards that come with performance appraisal are motivators. Employees feel that their effort and competence is noticed. They realize that their productivity and overall contribution to the success of the organization is highly appreciated. Good ratings and positive feedback increase an employee’s self-esteem and confidence thus building them for the better. “Making it rain with (well-deserved!) Gold stars significantly increases employee engagement, employee productivity, and deeper involvement in development opportunities.”(Kane,2018). 
In conclusion, managers need to be very careful when making performance appraisal systems. Good systems can be motivating while poor ones can be counterproductive. The performance systems need to be consistent, fair, and equitable. The systems should be fair across the different levels of management and should be objective. Additionally, the performance appraisal system should seek to develop the employees and help them grow. Managers can ensure their performance appraisal systems are not counterproductive by crafting proper employee oriented systems.










References
Antoniewicz. (2018, April 28). Is there a variability paradox in the variable pay plan? Retrieved from https://www.peoplematters.in/article/compensation-benefits/is-there-a-variability-paradox-in-the-variable-pay-plan-18114
Flagg, D. (2012). How NOT to Conduct a Performance Review. Retrieved from https://www.psychologytoday.com/us/blog/office-diaries/201205/how-not-conduct-performance-review
Hunter. (2012). The W. Edwards Deming Institute Blog. Retrieved from https://blog.deming.org/2012/10/dr-deming-called-for-the-elimination-of-the-annual-performance-appraisal/
Kane. (2018). Making the Case for People-Centric Performance Management. Retrieved from https://www.saba.com/blog/making-the-case-for-people-centric-performance-management
Sibree. (2015). Most firms do performance appraisals in a counterproductive way. Retrieved from https://www.peoplematters.in/article/personal-journey/most-firms-do-performance-appraisals-in-a-counterproductive-way-3765



