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Abstract:

Assessing the management of performance appraisal systems utilised to appraise employees’
performance in an organisation, plays a vital role in enhancing and improving management of
performance appraisal systems. Reward systems, Training and development have an integral
interference to enhance performance appraisal systems, if it has been implemented in consistent with
individual employee’s personal development plan and appraisal outcome or recommendation. The
purpose of the study is to develop a framework for enhancing the management of performance appraisal
system effectiveness: A case of TVET College in Limpopo Province South Africa, which, in addition,
recommend various steps and measures that can be employed to enhance performance appraisal
system at TVET College. The findings of the study indicate that the performance appraisal system at
TVET College in Limpopo Province has gaps, therefore it requires an enhancement to make an impact
on employee’s productivity and performance, hence a framework should be recommended to re-design
and develop sound policies such as performance appraisal framework policy, Bonus or Reward
Incentives policy, Training and Development policy, Performance Appraisal Framework Workshops
policy, and Personal Development plan Policy so that there is continuous workshops, training and
development, professional career development, fair and transparent reward incentives that are aligned

accordingly.
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Introduction

Performance Appraisal System is described as a framework in which an institution can employ to assess
their employee’s performance and provide feedback, whether individual employees have improved and
if something can be done to address identified challenges (Mahto & Mandal, 2023). It is employed for
purpose of employee’s development, training, capacity building, and administratively to assist
employees on how to achieve the organisation set targets and goals (Kumari, 2024). Performance
Appraisal System is conducted so that the institution may acquire report on how the employees are
conducting their work to achieve organizational goals and targets (Johny, 2024). At TVET College in
Limpopo Province, the worrying factor was the ineffective employed management of performance
appraisal system. it is impossible for the human resources management at TVET College in Limpopo
Province to address employee’s performance challenges, because it does not provide individual
employees ultimate performance results due to poor management of performance appraisal system.
The study will provide a framework that can be employed to enhance management of performance
appraisal system at TVET College in Limpopo Province as a footprint for future references. It is
imperative to design, develop and implement performance appraisal framework, which is transparent,
efficient and effective within an organisation so to provide individuals employees with an informed
performance appraisal outcome about their daily performances (Mahto & Mandal, 2023). Effective
performance appraisal framework will be able to assist, with easy, employees at TVET College in
Limpopo Province to aligned with the organisational goals and objectives to establish clear and
understandable performance standards. The questions become as to what measures do an organisation
put in place to enhance the performance appraisal system to be effective achieve its objectives and
continue to support the college's mission. The aim of the study is to design and develop framework to
enhance performance appraisal system currently employed by the TVET College in Limpopo Province
to measure employee’s performance in an effectively manner. The current employed performance
appraisal framework within TVET College in Limpopo Province is inefficient and ineffective because it
has not been making an informed decision or outcome on training & development, promotions, reward
inceptives and productivity of employees. Kumari (2024) shared that due to the lack of framework for
enhancing of performance appraisal system, there has been inability to establish performance
standards, goals, and targets, lack of organisational expectation communications from employees,
unable to measure the actual performance in comparison with the actual with the desired performance
or outcome, discussion of results and lack of decision-making capacity. Johny (2024) stipulate that the
inability to provide detailed report has negatively affected employees in terms of individual's
performance which indirectly has a negative impact on organisational set goals and targets, or

organisational performance. The study aims to design and develop the framework to enhance
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performance appraisal system currently employed by the TVET College In Limpopo Province to

measure employee’s performance and the specific objectives are:

e To examine the strategies currently employed by the TVET College in managing the
performance appraisal system.
e To design and develop a comprehensive framework to enhance the management of the

performance appraisal system at the TVET College.

Subsequently, in pursuit of the stated objectives, this study seeks to address the following research

questions:

e What strategies are currently employed by the TVET Colleges in managing the performance
appraisal system?
e How can a comprehensive framework be designed and developed to enhance the

management of the performance appraisal system at TVET College?
Literature Review

At TVET College In Limpopo Province, management of performance appraisal system has been in
existence to manage employee’s performance, although, how it has been implemented is not in
consistent with performance appraisal principles. Mahto and Mandal (2023) emphasised that it should
be implemented to assess or measure employee’s achievement as per the agreed key performance
indicators, key performance areas, development of talents, building of competencies, and the
enhancement of employees’ skills. Tarigan, Gustomo & Ros Bangun (2023) added that human resources
management and line managers should measure employees in terms of how they spend their work time
to achieve their daily activities as a way in which accountability is fostered. Through literature review,
conceptual framework, performance appraisal system criteria, Strategies, theoretical framework and
linking of theories will be deliberated on, to design and develop an improved performance appraisal

system.
Conceptual Framework of the Study

Buckner (2023) advocate that for an organisation to have successful effective and efficient performance
appraisal procedure a comprehensive conceptual framework should be developed to evaluate
organizational performance through integration of individual employee’s key performance indicators, key
performance areas, talents, competencies, rewards systems, knowledge management strategies and
training initiatives. Kumari (2024) indicated that conceptual framework of employee performance
appraisal has a direct momentous inspiration on the appraisal instruments and techniques to be used,

Including the post-appraisal feedback which reinforce positive behaviours and good results. Mahto &
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Mandal (2023) emphasised that to implement effective and efficient performance appraisal system

within an organisation, the following conceptual framework can be implemented:

Johnny (2024) indicate that performance planning should be based on the current organisation and
employee performance report whereby conceptual framework should establish or develop a clear,
measurable, and agreed-upon achievable goals between managers and employees Buckner (2023)
state that Performance appraisal review including analysis of outcome results, scores, goal setting and
key performance indicators should develop formal periodic assessment of work to be done, employee’s
behaviours, and the results against standards which includes strategic goal of the organisation. Kumari
(2024) emphasise that Feedback and coaching should be in consistence with contextual situation &
Factors, which means that having a continuous communication and constructive criticism is imperative
within performance appraisal system (PMS) to enhance employee performance and development.
Mahto and Mandal (2023) mentioned that Performance improvement, growth and development
opportunities is vital for an organisation management to Identify areas for growth, offer training, and
create improvement plans for individuals’ employees in their respective professions. Tarigan, Gustomo
and Ros Bangun (2023) mention that Rewards and administrative action such as financial
compensation, recognition, real time feedback and succession plan should be linked to appraisal
outcomes to compensation, promotions, and recognition plays an important role on enhancing

performance appraisal system to be efficient and effective at all the time

Organisation &
Employee
Performance Report

Outcome Results &
Score Analysis

Reward, _
Recognition, Goal Setting
Succession Plan

Real Time Feedback Key Performance
& Coaching Indicators (KPI’s)

Training &
Development Situation & Factors
Opportunities/Capacity Contextualisation
Building

Figure 1: Conceptual Framework for Enhancing Management of Performance Appraisal System
(Source: Mahto & Mandal (2023))
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Figure 1 depicts that performance appraisal system should be planned based on available organisation
and employee performance report to conceptualise clear, measurable, and achievable goals framework.
The outcome results, goals, scores and key performance indicators should be analysed as to whether
are achievable and in line with the strategic goal of the organisation. Again, feedback and coaching are
also required to contextualise situation and Factors that may negatively affect performance appraisal
system effectiveness. Organisation should also create performance improvement, growth and
development opportunities to Identify areas for growth, training, and development to improve individuals’
employees. It then concludes that Performance appraisal system should be linked with rewards and

administrative action to ensure PAS efficiency and effectiveness at all the time.
The Main Purpose for Enhancing Management of Performance Appraisal Framework

Tarigan, Gustomo and Ros Bangun (2023) confirms that the main purpose of enhancing effectiveness
of performance appraisal system begins with the resolution of performance appraisal system. It should
be identified as to what exactly does the entity or organisation seek to achieve through this process. In
most cases, in many organisations particularly, private institution, the purpose of performance appraisal
has been made clearly and understandable for the purpose of achieving the set standard and goals for
the organisation. This has become a way of figuring it out whether the employees are meeting their
goals, working well with others, the quality of their work? Hence the implementation of performance
appraisals so to seek such answers from the appraisals systems. Nasutioin et al. (2023) added that the
purpose of performance appraisals can be over and above just about organizational performance but
also training and development, and reward incentives processing systems, and the following purposes

of performance appraisals framework may be employed for the effectiveness of the process:

Performance Feedback and Improvement encourage feedback session with employees at all levels
which motivate employees to be part of the team and contribute their individuals’ efforts for an effective
performance appraisal. (Adams & Ama, 2024). Performance Management and Decision-Making
succour performance appraisal to identify the weaknesses of employees and decisions making in terms
of training and development where it's needed (Faozen & Sandy, 2024). Employee Development and
Motivation have crucial role to play on performance appraisal in terms of employee training,
development and motivation (Chigo, 2024). it provides an opportunity for employees to set their goals,

and organisational targets contributions.
Strategies for Enhancing Management of Performance Appraisal Framework

Shawn (2024) state that Internationally, Nationally, and Locally, different organisations have employed
and implemented performance appraisal framework, however, for the effectiveness of performance
appraisals framework, at all the time, its strength and weakness should be analysed and understood.

Mustafa, Fejzullahu & Rexhepi (2024) confirm that identifying strength and weakness of the performance
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appraisal framework assist the organisation to strategize on how to enhance it. Muhammad et al. (2025)
deliberated on the strategies to enhance performance appraisal framework effectively and are as

follows:

Education and Communication — Management of the organisation should carry out session to clarify the
importance performance appraisal framework and what it seeks to achieve and how individual
employees would benefit from the process (Adams & Ama, 2024). Participation and Involvement — at all
the time employee’s consultation regarding performance appraisal framework is imperative to stimulate,
encourage employee’s participation, involvement and ownership. Consultation should occur before
performance appraisal assessment and post review periods (Kumari, 2024). Negotiation and Agreement
— effective performance appraisal framework should consist of an ongoing negotiation between
employees and management to enhance mutual agreement with regards to appraisal mechanism to be
used and the key performance area (Johny, 2024). Facilitation and Support — Performance appraisal
framework should not only be conducted bi-annually or quarterly, but it should also be an everyday

concept so that employees can be supported throughout (Muhammad et al. 2025).
Elements for Enhancing Management of Performance Appraisal Framework

Mustafa, Fejzullahu and Rexhepi (2024) advised that performance appraisal process or system should
seek to or be able to make an assessment on employee behaviours and attitudes towards the set
standard or goals. The performance outcomes should be based on established standards and not on
personal vendetta against individual employees. It should be able to provide or rather inform individual
employees about their level of performances to ignite necessary enhancements. Alainati et al. (2024)
reiterate that in an effective performance appraisal framework, there you should be mutual agreement
between managers and employees for continuous development and future goals, and the element of
effective Performance Appraisal framework should include following identified process. The first step to
build effective performance appraisal farmwork would be establish performance standards of the
organisation where clear measurable standards has been identified and used as an employee appraisal
evaluation benchmark. The performance standards in question should be tasks and responsibilities that
are reasonable to employee’s respective roles (Chigo, 2024). Another element is communicating
expectations, whereby human resources management and line managers to ensure that performance
appraisal expectations is effectively communicated in line with the organisational standards and goals.
Employees should be aware of their roles and responsibilities within the performance appraisal
framework processes (Adams & Ama, 2024). The next element is measuring the actual performance,
this is at a stage where throughout the whole appraisal period, consistent monitoring and evaluation of
employee performance is conducted against the set goals and targets to identify trends, strengths,
weaknesses, and areas of improvements. It may be weekly, monthly, quarterly or bi-annual (Alainati et

al., 2024). Another element consists of Comparing the Actual with the Desired Performance,
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performance appraisal framework should be able to make a distinction between the actual performance
and desired performance through comparison assessment and provide a valuable insight, and possible
single out areas of gaps which needs more attention (Oschman & Matjie, 2025). Therefore, once
comparisons have been made, Discussing of Results becomes more imperative to ensure that
communication of the results has been made clear and understandable for healthy dialogue,
constructive critic and way forward. Employees would be able to share their challenges (Adams & Ama,
2024). The last element of effective performance appraisal framework would be Decision-Making, the
decision to support the way forward after the discussion of results should be taken based on the
performance appraisal outcomes and organisational objectives. Decision such as training and

development programs, promotions and transfers may be taken in most cases (Faozen & Sandy, 2024).
Theoretical Framework for the Study

Van der Waldt (2024) described theoretical framework as a set of ideas, classifications, and suggestions
structured in a comprehensive prospect to pursue a specific phenomenon. It is also known as a
foundation of a study. The theoretical framework of this study case explored on both goal setting theory

and expectancy theory.
Goal-Setting Theory

Piyasena (2026) describe goal setting theory as a mechanism whereby a well-defined, logical, and
assessable objectives are identified to improve employee’s performance in an organisation. Goal setting
theory emphasizes that through the establishment of a clear understandable specific performance
standards, goals and target for individual employees it is most likely to enhance effective performance
appraisal framework through (Oschman & Matjie, 2025). The performance appraisal framework
implementation serves as a mechanism to motivate employees, although in some instances, it is being
utilised for personal vendetta between line managers and individual employees (Jeong et al., 2023).
Goal setting theory is a fundamental instrumental to identify how entities set goals to enhance employee
motivation, engagement, and performance to enhance effectiveness performance appraisal framework
(Rahman, 2024).

Expectancy Theory

Fang (2023) defines expectancy theory as basis of motivations explored to drive individuals’ employees
to conduct their work according to their expected performance outcomes. In most cases, once
employees sign a performance contract, personally, they begin to develop an expectation. Their
expectation is normally developed through motivational items such as rewards systems on the
performance contract. Performance appraisal framework would be transparent and fair across the board

to stimulate motivation. Employees are more likely to put their effort and time on the work that they know
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they will be rewarded for. Permzadian and Shen (2024) confirms that expectancy theory emphasizes
that it is important for organisation to deliver rewards incentives as per the promise made or expected,
without having any deviations, so to enhance the employee’s morale. Employee motivation can be
achieved through linking performance outcome with rewards incentives. It should clear as to what
specific performance levels is rewarded. Mehaq et al. (2025) highlighted that effective performance
appraisal framework should also promote other benefits such as performance feedback and
improvement, training and development, education and career enhancement, and employee’s

promotions, rather than just tangible or financial rewards.
Methods and Data

Swarooprani (2022) defines research methodology as a way in which methods and procedures are
employed to distinguish, select, process, and examine information or data on a research subject. Its

purpose is to critically assess the overall validity and reliability of the case study.
Research Design

Khanday and Khanam (2023) defined research design as a strategy of study slant to put together a
coherent logical component of study to ensure that a research problem has been thoroughly
investigated. It consists of collection, measurement, and interpretation of a data or Information blueprint
which tackles the study research questions and key objectives. The study in question utilised qualitative
exploratory research design. Willie (2024) confirms that this was a result to acquire an in-depth detailed
perspectives on current framework to enhance performance appraisal system from management,

human resources management, and staff members at the TVET College in Limpopo Province.
Target Population

Willie (2024) refers to target population as targeted audience which is intended to study and take
conclusions from. A target population can be a group of people which has a particular characteristic to
distinguish them from the general population. From this study, the target population was Seven Hundred
and Twenty-Seven (727) employees of TVET College in Limpopo Province which consists of
Principal/CEQO, Deputy Principal, Senior Managers, Specialists, Campus Managers, Lectures, Senior
officers, Administrators, Clerks and general workers. Employees who were selected had mixed

perceptions about the current framework to enhance performance appraisal system in the organisation.
Sampling Strategy

Sampling Strategy is described as a process of picking or deciding on a subset to participate on the
research study from the larger group. Sampling Strategy consists of two main categories of sampling

methods, namely, probability, and non-probability sampling. In this study, purposive non-probability
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sampling method was utilised because target population members were selected randomly to participate
(Makwana, et al., 2023). This type of sampling method used at TVET College in Limpopo Province
provides an opportunity for the researcher to deliberately pick members of the population who would
provide in-depth rich, relevant and insightful data pertaining to research objectives. (Khanday &
Khanam, 2023).

Sample Size

Ahmed (2025) defines sample size as the number of participants or individuals who were selected or
included in a research study. For this study, Judgmental sampling technique was utilized in consistent
qualitative research approach. Hamad et al. (2025) emphasized that when dealing with a small number
of individuals, Judgmental sampling technique is a suitable and relevant sampling method. Ten (10)
participants at TVET College in Limpopo Province were sampled and interviewed to conduct the
research study, to ensure that in-depth and insightful information is acquired. The application of inclusion
and exclusion criteria was applied in this study to reinforce the appropriateness of sampling strategy to

ensure that only relevant experienced participants inform the findings and it was implemented as follows:

Inclusion: Senior Managers, Specialists, Campus Managers, Senior Officer, Officer and Administrators
who have directly implemented performance appraisal system were included. Adu and Miles (2024)
argue that participants on non-probability sampling may not necessarily be randomly selected, however,
there should be a clear reason for selecting other employees over others. In this study, employees who
were willing and available to participate in a face-to-face structured interview were used for inclusion.
Exclusion: Employees who were not willing to provide information or unavailable for the Questionnaire
Interview on the implementation of performance appraisal system were excluded from the study.
Tatematsu et al. (2023) describes exclusion as individuals who portrayed characteristics of intentionally

not interested to be included in the study.
Data Collection Method

Data collection method is defined as a systematic process of collecting, analysing, and interpreting data
of the research study. Qualitative data collection method in line with inductive research approach has
been employed for this study. A semi-structured interview was used to collect information, and it consists
of demographic information and questions relevant to the topic. It acquires a considerate opinion in
terms of the to the current framework to enhance performance appraisal system at TVET Colleges in
Limpopo Province, including framework that can be utilised enhance management of performance

appraisal system (PAS) that has been employed (Sharma, 2023).
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Data Analysis

Data analysis is described as technical process of inspecting, cleaning, transforming, and modelling
data to determine useful information or data to assess whether the current framework to enhance
performance appraisal system is efficient and effective (Chatterjee, 2024). There are different types of
qualitative data analysis approach which can be used to analyse data, namely, qualitative content
analysis, narrative analysis, discourse analysis, grounded theory and thematic analysis. For this
research study, thematic analysis has been used to detect themes or patterns in terms of data collection
and analysis. Brailas et al. (2023) added that thematic analysis consists of six phases of analysis, and
they are data familiarization, data coding, initial theme generation, theme development and review,

theme refining, defining, and naming and writing up.
Trustworthiness

Ahmed (2025) defined trustworthiness away in which collected data, interpretation, and methods utilised
to determine the quality of research study produced is credible, reliable, transferable and dependable.
On this study, credibility was realised through ensuring that sources of the information sampled are
reliable, in terms of peer-reviewed and accredited sources while transferability was done through
provision of thick descriptions on the study for those who seek to transmit the outcomes to their own site
would determine the transferability. Dependability was ensured through making the process to be

consistent, observable, and clearly documented in a detailed manner.
Presentation of Results

Thematic Presentation of Results

Research Objectives Main theme

To investigate the strategies currently employed Theme 1: PAS workshops should be conducted

by the TVET College
Theme 2: Training & Development should be prioritized

accordingly

To design and develop framework for enhancing Theme 3: PAS outcome should be linked to PDP

the current performance appraisal of TVET

College In Limpopo Province Theme 4: The reward system should be linked to PAS

outcome

Theme 6: Budget should be made available

Table 1: Thematic presentation of results
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Linking of Research Objectives, Questions, and Findings

Questions Findings

Objectives

To investigate the strategies
currently employed by the
TVET College

What strategies are currently e
employed by TVET College In
Limpopo Province

The current performance appraisal
framework is not aligned with
Organization set standards, goals and
targets due to lack of workshop.

Performance  appraisal framework
training & workshops are not conducted

to ensure clear understanding.

What framework can be designed o

To design and develop
framework for enhancing the
current performance
appraisal of TVET College In
Limpopo Province

and developed for enhancing
current performance appraisal of
TVET College In Limpopo

Province .

There are no established performance
standards

Lack of organizational expectations
communication.

Lack of conducive assessment tool for
the actual performance

There is no comparison between actual
performance and desired performance
Lack of results and outcomes
discussions

Lack of decision-making

Performance appraisal framework is not
linked to training & development per
individual employees’ Personal
Development Plan.

Lack of reward system to incentivize
employees based on performance
appraisal system outcome

Unavailability of Budget to fund the
performance appraisal system.

Table 2: Linking of research objectives, questions, and findings
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Responses Rate percentage on Findings/Themes

Objectives Participants Findings/themes Frequency Percenta
ge (%)
To investigate the strategies 10 PAS workshops should be 03 30%
currently employed by the TVET conducted
College
10 Training & Development should 02 20%

be prioritized accordingly

To design and develop framework 10 PAS outcome should be linked to 01 10%
for enhancing the current PDP

performance appraisal of TVET
10 The reward system should be 01 10%

linked to PAS outcome

College In Limpopo Province

10 Budget should be made available 03 30%

Table 3: Responses rate percentage on findings/themes

Discussion

Objective 1: To investigate the strategies currently employed by the TVET College.

The first objective was to identify strategies currently employed by TVET College In Limpopo Province.
Mahto and Mandal (2023) elaborates that performance appraisal system is a strategic assessment
framework used to evaluate employee performance through a process designed and developed to
enhance organizational productivity, education and training. It is vital to assess its effectiveness through

the current strategies employed.
Theme 1: PAS workshops should be conducted

Employees were asked as to what contributes to the ineffectiveness of the current performance
appraisal framework. Lameque, Velez and Botelho (2023) assert that carrying out workshops for
performance appraisal framework at all the time is a pivotal process within an organisation’s

performance management framework.

P1: “There should be an annual workshop for management to capacitate them on the correct manner

PAS implementation”

P3: “Management needs identify PAS gaps and conduct workshop”
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P7: “Management must not assume everyone understand PAS process and ignore conducting

workshops on the processes”

30% of the employees at TVET College In Limpopo Province suggested that management should
conduct annual performance appraisal workshop to ensure that there an improved understanding in
terms of purpose of performance management system and what it seeks to achieve. Identified gaps
should also be addressed through performance appraisal framework workshops so that everyone
understands how to implement and run through its set standard. Siraj and Hagen (2023) emphasizes
that conducting performance appraisal workshops is imperative because it would assist in building the
capacity of the necessary skills to plan, conduct, and manage fair, effective performance appraisal
assessments. Management would be able to identify gaps, level of employee’s knowledge and point of
clarity during workshops and address it for the purpose of improvement. Performance appraisal
framework designed in an organisation should be understood by all employees, from general staff to the

executive staff members.
Theme 2: Training & Development should be prioritized accordingly

On the 2" theme, employees were asked as to why education and career development within the
organisation is at a minimum level even after so many years. Chigo (2024) indicates that the general
notion of performance appraisal system is that Individual employees should be trained based on the

level of performance appraisal outcomes.

P6: “Training and development implementation for staff should be prioritised to everyone not for

academics staff only”
P10: “There should be training and development every year as per the PAS outcome and PDP”.

20% of TVET College In Limpopo Province employees also indicated that training and development for
all employees should be prioritised accordingly, not just for the academic staff. Training and development
should be implemented according to the individual employee’s performance appraisal outcome in
consistent with their personal development plan. Training and Development based on the performance
appraisal framework outcome is vital because it stimulates the effectiveness of performance appraisal

framework process and output. (Adams & Ama, 2024).

Objective 02: To design and develop framework for enhancing the current performance appraisal of

TVET College In Limpopo Province

Another task on this objective was to design, develop, and implement effective performance appraisal
framework in consideration of all aspects that were neglected within the current performance appraisal

framework employed at TVET College In Limpopo Province.

Theme 03: PAS outcome should be linked to PDP
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Well-designed effective performance appraisal framework should include personal development plan of
individual employees. career development plan ensures employees competence the current or possible

future roles hence it should be linked to the appraisal process.
P4: “PAS outcome should be linked to PDP”

10% of employees confirms that they feel discouraged by the current performance appraisal framework
at TVET College In Limpopo Province because its outcome is not linked to the personal development.
It does not assist them to develop their careers for the future. Saul, Binza and Moeti (2023) emphasize
that one of the key aspect performance appraisal frameworks is to align performance objectives and
individual employee’s personal development plans. Personal development plan aims at ensuring that
that employees are equipped with necessary skills to meet the performance appraisal objectives as

outlined on the performance appraisal contract.
Theme 4: The reward system should be linked to PAS outcome

Another gap identified on the current performance appraisal system was lack of reward system which
discourages employees to participate on the process. Tarigan, Gustomo and Ros Bangun (2023) assert
that Institution which have linked their reward system to performance appraisal, and the reward reflects

appraisal results, they are most likely to create performance driven culture, and commitment.
P8: “Reward system should be linked in line with the PAS outcome”

Again, 10% of employees at TVET College In Limpopo Province confirms that they feel discouraged to
participate positively on the current performance appraisal framework because the reward system is not
linked to the performance appraisal farmwork outcome. The reward system is based on favouritism.
Mabunda and Matjie (2025) elaborated how crucial it is to link reward systems to performance appraisal
framework directly because it motivates employees, align individual employee’s goals to the institution’s

strategy, and lastly enhance production.
Theme 5: Budget should be made available

For organisation to drive employee’s motivation and organisational productivity, budget should be made
available hence it is vital to link to performance appraisal outcome. Astuti and Rachmawati (2024)
highlighted that performance appraisal framework budget is an imperative aspect to ensure that
organisational employee’s performance does not get to be evaluated with no financial reward as it may

discourage employees.
Participant 2: “DHET should made budget available for the PAS”
Participant 5: “Budget should made available for the PAS”

Participant 9: “Budget is the most important element of PAS, therefore, it should be available”
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Lastly, 30% of TVET College In Limpopo Province employees highlighted that one the issues that is very
discouraging from the current performance appraisal framework is that every time after the appraisals,
they will be told there is no availability of budget to fund the performance appraisal framework
implementation processes. Chigo (2024) added that performance appraisal should not just be a mere
administrative task but a strategic method which aid employee salary, bonus, and promotion decisions.
Therefore, reward systems should be linked to performance appraisal framework and budget should

made available to compensate the reward systems.
Conclusion

Performance Appraisals Framework that is effective in its nature plays an imperative role in providing
employees with an opportunity to improve on their daily work, personal development and training,
financial rewards incentives, and organizational productivity. The performance appraisal framework
plays important role in the broader context of performance management system because through
individual employees improved performance and productivity, organizational goals and objectives are
achieved. The findings of this study cannot be generalized to the rest of organization’s and other TVET
colleges because it was only conducted at TVET College In Limpopo Province, and only ten employees

were sampled for the interviewed as per the requirement.
Conclusions

Conclusions for Variables Matched With Goal Setting Theory

The study concludes that TVET College in Limpopo Province should enhance the current management
of performance appraisal framework through strategic organizational goals and objectives aligned to
employee’s performance. Jeong, et al., (2023) indicates that through goal setting theory, performance
appraisal framework effectively establishes a clear understandable specific performance standards,
goals and target for individual employees. It is most likely to lead to enhanced organizational
performance and productivity. Conducting workshops would be the best platform to ensure that
employees understand the alignment of organizational goals and objectives consistently with their

personal development plan.
Conclusions for Variables Matched With Expectancy Theory

The study confirms that employee’s performance management framework contract is most likely to
develop employee’s personal expectations based on the content of the contract. Therefore, their
expectation should be fulfilled according to their individual’'s contract. It should be transparent and fair
to benefit everyone based on the appraisal outcome results. Fang (2023) Employees are most likely to
put more effort and time into their work knowing that they will be rewarded according to their performance

equally and fairly. Permzadian and Shen (2024) added that organization should award rewards
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incentives as per the expectation created through performance management contract linked to the
performance appraisal framework outcome. Mehaq et al. (2025) assert that to enhance management of
performance appraisal framework is make budget available, communication and feedback, training,

education and career development, and employee’s promotions.
Recommendations

The study recommends that the current management of performance appraisal framework at TVET
College in Limpopo Province should be reviewed and aligned to the Performance Appraisal Framework
which includes performance management Strategies (PMS), Performance Management Training
Strategies (PMTS), and Performance Management Resources (PMR). The performance management
framework policy should be firm with consequences for adherence to performance appraisal framework
review. Performance Appraisal framework outcome should play an integral part in developing
employees’ professional careers through personal development plans. It will increase employees’
performance and subsequently the organizational productivity. Effective management of performance
appraisal framework should always encourage continuous workshops to close identified gaps.
Employees should be workshopped on the weighting scores allocation so that they know what they are
committing themselves to. This will assist the organization’s employees to align their goals with the
organizational objectives. Performance reward incentives should be linked to performance appraisal
framework outcome. There should be a synergy between performance appraisal framework and reward
or bonus incentives, and it should be fair, transparent and according to the performance outcome to
continuously encourage employees. A budget should be made available for the implementation of
effective performance appraisal framework so that the required resources to implement performance
appraisal framework are available at all the time. TVET College in Limpopo Province implement
management of performance appraisal framework which is aligned, and effectively and efficiently
making impact on the employees’ training, development and productivity. Based on the findings of the
study, A Framework for Enhancing the Management of Performance Appraisal System was developed

as illustrated in figure 2 below:
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Theoretical Foundations
Goal setting Theory: Strategic Organizational set standards, goals and targets.

Expectancy Theory: Educational Training & Career Development, Promotions, Rewards Systems and

availability of budget.

g =

s =

Framework for Enhancing Management of Performance Appraisal System

Performance
Management Strategies

Performance Management
Training Strategies

S 2

Performance
Management Resources

L

Personal Development Plan:
Develop a strong synergy
between performance
appraisal framework outcome
& personal development plan
(PDP).

Reward System or
Incentives: Employees should
be rewarded bonus incentives,
over and above their monthly

salaries, based on the
performance appraisal
framework outcome.

Policies: Develop sound
performance appraisal
framework, Bonus or Reward
Incentives, Training &
Development, Performance
Appraisal Framework
Workshops, and Personal
Development plan Policy

=

Sound Training &
Development Plan: Develop
sound training & development

plan for capacity building &
career development.

Sufficient Training &
Workshop: There should
sufficiently training & intensive
workshop for performance
appraisal framework processes

for a better understanding.

Professional Development:
Performance appraisal
framework should aim for
employee’s professional career
development not a faulty
finding.

Sufficient Budget:
Provide sufficient budget
for performance appraisal
framework
implementation, Personal
Development plan,
workshops, training &
development and
Rewards systems or
Incentives.

Performance appraisal
tools & Templates:
reviewed and improved
performance appraisal
system tools & templates

=

=

s <

&4

Outcomes

. Both employees & organizational performance will improve.
Reduced performance appraisal gaps

Compliance with policies & SOP’s

. Fair reward system and bonus incentives which is linked and equivalent to Performance

appraisal framework outcome.
. Retaining talented persons within the organization.
. Organizational Performance Appraisal Framework processes will improve.
. Employees Professional Career Development based on the Performance Appraisal Framework
outcome.

Figure 2: A Framework for Enhancing the Management of Performance Appraisal System

(Source: Nahar et al. (2022))

Contributions

Theoretical Contributions

Through this study, it was identified that the current performance appraisal framework at TVET College

in Limpopo Province is not effective. There is lack of proper interpretation workshop which will assist

employees and line managers to have knowledge and understanding about the implementation of the

performance appraisal framework. The current performance appraisal framework is linked to the training

and development of employees’ personal development plan due to lack of budget, therefore it is not
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making any impact towards employees’ productivity, growth and development, hence it is inefficient and

ineffective.
Practical Contributions

Since the current performance appraisal framework at TVET College in Limpopo Province does not
encourage continuous workshops, training and development, it renders it ineffective and inefficient
hence employees are not happy, underperforming, and lack interest. Department of Higher Education
and Training’s should support TVET College in Limpopo Province to commit a sufficient budget to fund
performance appraisal framework implementation and resources. The budget should also be used for
employees’ personal development plan, professional career development and rewards or bonus

incentives.
Policy Contributions

Through this study it was discovered that TVET College in Limpopo Province do have effective
performance management system policy, however, how the policies are being implemented become
questionable. TVET College in Limpopo Province should review the current policy to redesign and
develop policies such as performance appraisal framework policy, Bonus or Reward Incentives policy,
Training and Development policy, Performance Appraisal Framework Workshops policy, and Personal
Development plan Policy align with standard operating procedure. Without closing gaps these policies,
employees at TVET College in Limpopo Province are demotivated because not all factors of
performance appraisal framework are included and considered. It is mostly conducted for compliance
and procedural. The limitation of this research study has also provided an opportunity for further
research in other organizations pertaining to this subject. A recommendation has been made that Sector
Education and Training Authority (SETA’s), and institution of Higher Education & Training should also
form further research study because they play a major role in organizational appraisal framework in
terms of career development, education & training. A future research title that can be regarded is

designing, developing and implementing sustainable effective Performance Appraisal Systems.
Managerial Contributions

The study suggests that management at TVET College in Limpopo Province should review their
organizational culture to enhance management of performance appraisal system. They must adhere to
the standard operating procedure in terms of policy implementation. TVET College Limpopo Province
management should introduce and implement two communications both from bottom to top and visa
versa. The reward systems should be aligned with the employee performance outcome and

organizational objectives.
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