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Abstract - A strategic HRM method called international performance appraisal (IPA) helps multinational 
corporations (MNCs) to regularly assess and enhance corporate, subsidiary, and individual performance in 
relation to well-defined, predetermined goals. An incentive structure established by an effective IPA can 
guarantee that foreign workers and foreign subsidiaries are operating in the best interests of the parent firm. 
"Information asymmetry" and "goal incongruence" between the parent firm and its subsidiaries are the 
primary causes of IPA's complexity. MNCs can select from a variety of IPA approaches, and these 
approaches are influenced by a host of firm-specific and host-contextual factors. Even though IPAs are 
widely acknowledged to be important, most MNCs have not handled IPAs well. 
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INTRODUCTION 

Introduction of study 

A performance appraisal is a routine evaluation of an 
employee's work output and overall value to the 
organization. Companies utilize performance 
appraisals to give workers comprehensive feedback on 
their job. Typically, a performance evaluation is 
conducted once a year. The frequency of assessments 
varies substantially amongst workplaces. An 
assessment could be provided to a new hire after their 
probationary term is over. 

Performance reviews have historically been utilized by 
businesses for a number of purposes, such as wage 
recommendations, choices about promotions and 

layoffs, and training recommendations. Generally 
speaking, "standards tell employees how well they 
must do it, and performance elements tell them what 
they must do." However, this wide definition may 
result in employee performance assessments that 
are detrimental, if not useless. 

Measurement, observation, identification, and 
development of human resources in an organization 
constitute the process of performance appraisal, 
which is a fundamental component of performance 
management. International performance 
assessment is the HRM procedure that allows a 
multinational corporation (MNC) to assess and 
constantly enhance employee performance to meet 
well-defined objectives that advance the business's 
overall development.  

OBJECTIVES OF THE STUDY 

The purpose of the study is to determine whether 
performance reviews and employee motivation are 
related. To achieve this overarching goal, the 
following particular goals will be worked toward:  

1. To evaluate the various forms of incentive 
and performance reviews and their efficacy 
at Shine Communications  

2. To investigate and analyze the relationship 
between motivation and performance 
reviews at Shine Communications  

3. What are the primary forms of incentive and 
performance evaluation, and how 
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successful are they from an organizational 
standpoint?  

4. How does employee motivation relate to 
performance reviews 

 
LIMITATIONS  

 Bias of Appraiser 

 Ambiguity in Standards 

 Insufficient Evidence 

 Several Qualities Remain Without Appraisal 

 Leniency or Strictness Tenancy 
 
RESEARCH METHODOLOGY 
This project is based on a descriptive type of research, 
which includes 
o General research questions  
o Seeking relevant site(s) and subjects 
o Collection of relevant data  
o Conceptual and theoretical work  
DATA COLLECTION 

Primary Data Collection Method: 

I have collected the primary data through call social 
media platforms like LinkedIn what’s up  and google 
forms connected with the HR head, and HR executive, 
of Company. Additionally, I gathered primary data 
through company employees filling out a "Yes" or "No" 
format questionnaire. The main goal of this 
questionnaire was to compare the answers with those 
from HR specialists. The HR professionals are the 
ones who take the talent management initiative, but the 
employees are the ones who are affected by it. The 
researcher used this questionnaire to try and determine 
the satisfaction with such talent management initiatives 
as well as their efficacy. 

Secondary Data Collection Method: 

I obtained secondary data from their records, journals, 
appraisal form specimens, etc. And I obtained 
rudimentary knowledge about talent management from 
newspapers, publications, articles, the internet, etc. 

Profile of the organization 

 Background and history of the organization 

Deloitte : Deloitte Touche Tohmatsu Limit commonly 

referred to as Deloitte, is a multinational professional 

services network. Deloitte is the largest professional 

services network by revenue and number of 

professionals in the world and is considered one of 

the Big Four accounting firms along 

with EY, KPMG and PwC.[6][7] 

The firm was founded by William Welch Deloitte in 

London in 1845 and expanded into the United States in 

1890.[8] It merged with Haskins & Sells to form Deloitte 

Haskins & Sells in 1972 and with Touche Ross in the 

US to form Deloitte & Touche in 1989. In 1993, the 

international firm was renamed Deloitte Touche 

Tohmatsu, later abbreviated to Deloitte.[8] In 

2002, Arthur Andersen's practice in the UK as well as 

several of that firm's practices in Europe and North and 

South America agreed to merge with 

Deloitte.[9] Subsequent acquisitions have 

included Monitor Group, a large strategy 

consulting business, in January 2013.[10] The 

international firm is a UK private company, limited by 

guarantee, supported by a network of independent 

legal entities.[11] 

History: At the time of the US-led mergers to form 
Deloitte & Touche, the name of the international firm 
was a problem, because there was no worldwide 
exclusive access to the names "Deloitte" or "Touche 
Ross" – key member firms such as Deloitte in the 
UK and Touche Ross in Australia had not joined the 
merger. The name DRT International was therefore 
chosen, referring to Deloitte, Ross and Tohmatsu. In 
1993, the international firm was renamed Deloitte 
Touche Tohmatsu.[8] 

Mission: “The mission is to help the clients and the 
people excel. It is one of the world’s leading 
business advisory organizations. The size, strength 
and resources will help us carry out the mission now 
and in the future.‖ 

Vision: ―It aspire to be the Standard of Excellence, 
the first choice of the most sought-after clients and 
talent.‖ 

Conceptual background 

The performance management (PM) revolution is in 
full flight. Across all industries and geographies, 
companies are reevaluating every aspect of their 
programs, from goal-setting and evaluation to 
incentives and rewards. Organizations are aligning 
these changes to both business strategy and the 
ongoing transformation of work. While all the 
software tools are not here yet, there is evidence 
that the new rules of performance management are 
understood and working well. 

Team effectiveness, development, collaboration, 
and individual performance: 

A critical goal in PM experimentation is to devise 
ways to align it more closely with business 
outcomes. As organizations become more team-
centric, PM is also beginning to shift from focusing 
just on an employee’s individual achievements to 
evaluating her contribution to a team and the team’s 
impact on driving overall business goals. 

 

https://en.wikipedia.org/wiki/Multinational_corporation
https://en.wikipedia.org/wiki/Professional_services_network
https://en.wikipedia.org/wiki/Professional_services_network
https://en.wikipedia.org/wiki/Big_Four_accounting_firms
https://en.wikipedia.org/wiki/Ernst_%26_Young
https://en.wikipedia.org/wiki/KPMG
https://en.wikipedia.org/wiki/PwC
https://en.wikipedia.org/wiki/Deloitte#cite_note-6
https://en.wikipedia.org/wiki/Deloitte#cite_note-6
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https://en.wikipedia.org/wiki/Monitor_Group
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The promise and uses of better data 

As part of PM experimentation, companies are seeking 
ways to apply data to performance measurement. For 
example, GE developed an in-house app to gain 
insights from employees and managers at all levels, 
including upward feedback on managers. This model 
rests on the premise that more information yields better 
data, which in turn brings better clarity and insight, 
leading to continuous improvement. 

Software leading in a new direction 

Given this ferment of experimentation, it is not 

surprising that the HR software industry is finding itself 

in flux. In many ways, HR departments are ahead of 

HR technology providers. The vast majority of PM 

software tools, including those developed by market 

leaders and major human capital management cloud 

vendors, were developed around the old once-a-year 

model. Still, a small but growing segment of the PM 

tools market is leading the world of HR software in a 

completely new direction. The dominant characteristics 

of newer tools include: 

 Enabling goal making to be more social and 
transparent, mobile, and digital: Many new 
vendors now offer mobile goal-setting and 
performance applications that let teammates 
set, share, and collaborate on goals online. 

 Enabling easy progress tracking: Tools to 
link goals, often using the Objectives and Key 
Results (OKR) model, allow people to update 
their goals easily and see how others are 
making progress.17 

 Providing continuous feedback: Tools that 
help employees deliver or request feedback, 
often integrated with email systems and other 
productivity tools, enable continuous 
improvement loops. 

 Providing instant information: Periodic team 
surveys help managers evaluate team 
engagement and effectiveness, which are then 
used to evaluate managers. Regular 
engagement, or ―pulse‖ surveys of employees 
offer insights about when and why certain 
teams are underperforming or might be 
unhappy or frustrated. 

 Deploying data/analytics: Big data tools look 
at performance online and send suggestions to 
managers based on artificial intelligence to 
encourage coaching. 

 Supporting career development: Tools can 
recommend new jobs and careers based on an 

individual’s internal experiences with job 
mobility and his prior success in the company. 

 Offering easy integration: The integration of 
PM tools with products like Slack, Outlook, 
Gmail, and other productivity tools where 
people spend most of their time incorporates 
PM into everyday work. 

 Identify a strategy and philosophy for 
PM: What is the organization trying to achieve 
through a new PM system? How can it best be 
aligned with business strategy? What approach 
will develop leaders most effectively? Instead 
of cascaded goals that lock employees into a 
set of activities, consider a more flexible, agile, 
transparent approach to goal setting. 

 Look to peers: Identify companies in the 
industry or region that are leading the PM 
revolution and that face comparable 
challenges, dynamics, and opportunities. 

 See what is working: Among peers that 
are experimenting with PM, identify the 
design elements, tools, and processes that 
are most effective for them. Internally, study 
high-performing individuals, teams, and 
leaders to find ways to incorporate their 
practices throughout the rest of the 
organization. 

 Tailor PM to strategic and organizational 
needs: The core principles of check-ins, 
agile goal setting, and frequent feedback 
are becoming common around the world. 
But some companies still want formal 
reviews, numeric ratings, and development 
plans. Organizational culture takes years to 
change, so companies should adopt new 
practices at a speed that works for the 
business. 

 Upskill managers in coaching 
skills: Continuous feedback for employees 
is a critical feature of the new PM paradigm, 
yet managers often need help learning how 
to be full-time coaches rather than part-time 
evaluators. Companies adopting a new PM 
approach should focus heavily on 
leadership development, building new 
―muscles‖ in managers, and creating 
discipline around feedback, coaching, and 
collaboration. 

 Put it all together: Determine how changes 
to PM will inform the organization’s rewards, 
promotion, and succession processes. 
Approach this from the employee 
experience perspective. 

https://www.deloitte.com/global/en/our-thinking/insights/topics/talent/human-capital-trends/redesigning-performance-management.html#endnote-17
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 In the future, leading companies will create a 
continuous, highly agile process among 
employees and teams, as well as among 
employees and leaders. Many will take 
advantage of new software tools that integrate 
PM into daily work and use the greater quantity 
and richer quality of data now available. The 
dreaded end-of-year evaluation will be gone, 
replaced by continuous feedback flowing 
between employees and managers. 

 These changes are not merely new processes 
but, rather, new organizational muscles. As 
such, they will take time to develop and need 
constant exercise to maintain. But over time, 
they will become stronger. PM changes that 
seem difficult in the early stages of 
transformation become more natural over time. 
As trust grows, feedback becomes more direct 
and constructive, and changes are accepted. 

 

DATA ANALYSIS & INTERPRETATION 

1. Does your performance review aid in determining 
your areas of strength and weakness? 

 

According to the Graph:1 90 % of employees have 
agreed that Performance reviewing helps to determine 
their strength and weakness and 20% of employees 
did not agree. 

2. Can the performance evaluation system highlight the 
areas where an individual needs to improve? 

 

According to Graph:2 90 %  of the employees have 
agreed that performance evaluation highlights the 
areas to improve the performance and 10 % did not 
agree  

3.Are you happy with the Organization's appraisal 
process? 

 

According to the Graph:3 90% of employees are 
satisfied with the organizations appraisal process 
and 10% did not agree. 

4.Do you think Performance Appraisal is important 

 

According to the Graph:3 90% of employees agreed 
that performance appraisal is important and 20% of 
did not agree. 

FINDINGS 

According to the respondents, performance reviews 
are helpful in resolving complaints and enhancing 
abilities. The participants felt that while getting 
feedback on their performance did not always 
increase performance, it did boost their morale. 
Respondents claim that performance reviews 
increase employee self-esteem. 

According to respondents, the performance 
assessment provides dependable and equitable 
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incentives. The respondents acknowledge that 
performance reviews help identify areas for 
improvement in job performance and performance, as 
well as assessing the need for teamwork training. Most 
of the respondents think that their productivity 
increased as a result of the performance assessment. 

RECOMMENDATIONS 

Organizations need to use performance assessment to 
boost motivation to operate more effectively. 

Organizations should modify behavior-based policies to 
evaluate personnel. 

Employers should foster a positive work environment 
for staff members as this may help with performance 
reviews. 

Regular technological upgrades and employee training 
are essential. Afterwards, pay raises and employee 
increments ought to be adjusted in accordance with 
their performance. 

He company should promote the self-evaluation 
process. 

CONCLUSION 

Systems for performance reviews should be created so 
that they foster an environment where employees feel 
treated fairly in relation to one another and to their own 
expectations.  This can make a major contribution to 
positive attitudes, which this study has demonstrated to 
be a strong predictor of employees' motivation levels 
and, in turn, their productivity at work.    The study also 
demonstrates that different employees had different 
preferences for rewards after receiving a performance 
review. As a result, organizations ought to take a more 
considerate stance when it comes to associating 
incentives and awards with performance evaluation 
outcomes.  Because of the increased levels of 
satisfaction, this may have a major positive impact on 
employee motivation. 
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