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Abstract

Background: This study evaluates the effectiveness and perception of the performance appraisal mechanism from the
employees’ perspective. Objective: To evaluate the performance appraisal mechanism and understand its impact on
employee motivation, perception and productivity. Methodology: A quantitative survey-based approach was adopted
among 100 employees working across hospitality, education, marketing, and IT organizations in Delhi and NCR. Data
were collected through a structured questionnaire and analyzed using descriptive statistics. Results: The findings
reveal that a majority of employees consider appraisals an important driver of motivation and fairness. Constructive
feedback and transparent communication were identified as crucial determinants of satisfaction. Conclusion: The study
concludes that fair and well-communicated appraisal systems improve employee engagement, trust and organizational

Keywords: Performance appraisal, employee motivation, fairness, feedback, organizational performance

Introduction
Human Resource Planning (HRP) is increasingly
recognized as a critical function in ensuring organizational
sustainability and competitiveness in dynamic business
With globalization and
advancements reshaping industries, organizations are under

environments. technological
continuous pressure to adapt their human capital strategies to
remain competitive (Sarhan, 2023). HRP allows management
to systematically identify workforce requirements, align them
with strategic objectives, and bridge the gap between current
capabilities and future needs (Dalvi, 2019).

Historically, HR planning was often reactive, limited
to addressing immediate staffing shortages, high turnover,
or short-term operational gaps. Workforce scheduling in

earlier decades relied heavily on manual processes such as
memos and spreadsheets, often lacking quality analysis or
forecasting. Succession planning, when applied, was treated
as an afterthought, leading to talent gaps during leadership
transitions. Moreover, the focus was primarily on reducing
labour costs rather than maximizing employee potential
(Saman, 2022). Over time, this reactive model has evolved
into a strategic approach, positioning HRP as an indispensable
partner in organizational growth and transformation.

In the present scenario, HRP has been reshaped by
advanced analytics, digital HR systems, and global workforce
integration. The COVID-19 pandemic acted as a catalyst,
pushing organizations to adopt remote and hybrid models
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while simultaneously prioritizing employee well-being
(Dewi, 2023). Current practices emphasize skill-based hiring,
continuous learning, and retention strategies that address both
productivity and employee satisfaction. Organizations are
now focusing on building career paths, implementing robust
training programs, and ensuring diversity and adaptability
within their workforce. These changes reflect HR’s transition
from an administrative function to a strategic enabler of
competitive advantage (Maharati & Ghasem, 2020).

Acritical component of HRP lies in performance appraisal
systems, which not only measure employee contributions
but also influence motivation, engagement, and career
development opportunities. Transparent and constructive
feedback during appraisals has been shown to significantly
impact employee morale and productivity (Hassan et al.,
2015). Similarly, the fairness and communication of appraisal
processes play a decisive role in shaping organizational trust
and culture (Barbieri et al., 2021).

Simultaneously, the rise of remote work has transformed
HR planning and performance evaluation. While remote
work offers flexibility and access to wider talent pools, it also
raises concerns about employee productivity, well-being, and
engagement. Effective HRP must, therefore, integrate policies
and practices that balance these opportunities and challenges,
ensuring employees remain connected, motivated, and
aligned with organizational objectives (Rahman, 2023).

Inaddition to the traditional definition of Human Resource
Planning (HRP), scholars have increasingly emphasized its
connection with broader strategic management frameworks.
For instance, Kaplan and Norton (1996) balanced scorecard
highlights HRP as a critical enabler in aligning employee
competencies with financial, customer, and internal process
objectives (Park University, 2024). Similarly, Mintzberg’s
strategic schools of thought have positioned HR as an
integral element in shaping organizational direction, moving
beyond support functions to becoming a driver of competitive
advantage This establishes HRP as a discipline that merges
human potential with organizational performance metrics.

The Indian further HRP’s
importance. Service-oriented sectors such as hospitality, IT,

context underscores

and retail employ millions and contribute significantly to
GDP. According to NITI Aayog (2022), the rapid digitization
of Indian industries demands reskilling and proactive

workforce planning to bridge talent gaps. HRP, in this sense,
becomes not just an internal requirement but a national
necessity, as India positions itself as a global services hub.
Unlike many Western economies where HRP focuses on
efficiency, Indian organizations often emphasize adaptability,
cost efficiency, and maximizing productivity in highly
competitive markets.

Recent years have also seen the rise of new workforce
models, particularly the gig economy and hybrid employment
structures. Reports by McKinsey & Company, 2021 revealed
that nearly one in three Indian professionals has engaged
in short-term contractual work. Such flexible models place
additional responsibility on HRP to balance temporary and
permanent staffing while ensuring knowledge transfer and
continuity. The integration of gig workers into formal HR
systems reflects a significant shift in workforce planning.

Post-COVID developments have further expanded
HRP’s role in organizational resilience. Hybrid work
environments demand not only technological readiness but
also redefined appraisal systems, wellness initiatives, and
virtual team management strategies. Organizations that
invested in HR analytics and employee well- being during
the pandemic were better positioned to maintain productivity
and employee morale. These trends highlight how HRP is no
longer confined to recruitment or forecasting but encompasses
holistic workforce management across physical and virtual
boundaries.

Thus, the evolving literature on HRP reflects a
convergence of strategic management theory, national
workforce priorities, and global employment trends. This
study contributes to this discourse by focusing on appraisal
practices and remote work, linking academic insights with
empirical evidence from NCR-based organizations.

This study seeks to address these developments by
analyzing how changing HR strategies, performance appraisal
mechanisms and remote work dynamics collectively shape
organizational success.

Objectives:
* To evaluate the performance appraisal mechanism
and its impact on employee motivation, satisfaction,
and productivity.
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Methodology

Research Design: The study adopted a quantitative, survey-
based research design. This approach was considered most
suitable as it allowed the collection of measurable data from
respondents across multiple organizations in the New Delhi
and NCR region, providing a broad understanding of HR
planning practices, performance appraisals, and remote work
dynamics.

Locale: The study was conducted in the Delhi- NCR
region, covering a mix of organizations from the hospitality,
education, marketing, and IT sectors. This diversity provided
a comprehensive understanding of how appraisal systems
operate across service and corporate industries.

Sampling Design: A total of 100 respondents participated
in the study. The sample comprised both skilled and semi-
skilled employees, representing managerial, operational,
and administrative job roles. This ensured inclusion of
perspectives from different levels of the organizational
hierarchy, thereby ensuring diversity in perspectives on HR
planning and performance management.

Tools and Technique: A structured questionnaire was
developed and distributed using both online (Google Forms)
and offline (in-person) modes to collect data efficiently. The
questionnaire included Likert-scale and multiple-choice
questions focusing on appraisal frequency, fairness, and
satisfaction.

Data Analysis and Statistical Analysis: Collected data were
coded and analyzed using descriptive statistical methods
such as frequency distribution, percentage analysis, and mean

SCOres.

Results and Discussion

Demographic profile of respondents: The data in table 1
shows that the majority of respondents were male (64%),
while females accounted for 36%. This suggests that the
sample is slightly male-dominated, though both genders are
sufficiently represented to provide balanced perspectives.
Nearly half of the respondents (48%) had 0-2 years of
experience, followed by 36% with 3— 6 years. This indicates
that the study primarily reflects the perspectives of early-
career professionals, consistent with the demographic
composition of many urban organizations.

Importance of HR planning: Table 1 shows that 73% of
respondents considered HR planning as “very important” to
organizational success, highlighting its critical role. Only 8%
remained neutral, while none regarded it as unimportant. This
underlines HRP’s strategic value in modern organizations.

Awareness of HR strategy changes: As seen in tablel,
72% of respondents were aware of HR strategy changes
in their organizations. This suggests that most companies
communicate HR developments to employees, although
nearly one-third reported otherwise.

Communication of HR strategy changes: 86% of
respondents rated HR strategy communication as “well” or
“very well,” while only 2% rated it poorly. This highlights
effective communication practices in most organizations,
though a small gap persists.

Table 1: Summary of Responses

Parameters Percentage
) Male 64
Demographics
Female 36
0-2 years 48
Work Experience 3-6 years 36
6+ years 16
Very Important 73
Importance of HR
R Important 19
Planning
Neutral 8
Awareness of HR Aware 72
Strategy Not Aware 28
Very well 86
Communication Neutral 12
Poor 2

Frequency of performance appraisals: As presented in table
2, annual appraisals were the most common (41%), followed
by semi-annual (36%). Quarterly reviews accounted for 13%,
while 10% reported irregular systems. This shows appraisal
frequency varies considerably across organizations.

Influence of appraisals on motivation: 67% of respondents
rated the influence of appraisals on motivation at 7 or above,
reflecting their strong impact on employee performance.
Only 12% gave low ratings (1-4), suggesting scope for
improvement.
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Transparency and fairness of appraisal: Majority agreed
with the transparency and fairness in the appraisal mechanism
of the organization.

Remote work impact on well-being and productivity: Most
respondents rated remote work’s impact on productivity and
well- being as moderate to high, with 48% scoring 4 or 5.
This highlight both benefits and challenges of remote work,
requiring balanced HR policies.

Communication of appraisal criteria: 89% of respondents
agreed appraisal criteria were clearly communicated. This
suggests that organizations are largely successful in ensuring
transparency in appraisalsystems.

Satisfaction with performance appraisal system: 69% of
respondents rated their satisfaction with appraisal systems at
7 or above. This reflects overall positive satisfaction, though
some employees remain less engaged.

Table 2: Summary of Responses on Performance Appraisal

Mechanism
Parameters Percentage
Annual 41
Frequency of Semi-Annually 36
Appraisals Quarterly 13
Irregular 10
7 or 7 above 67
Influence on
o 5-6 21
Motivation
1-4 12
Agree 71
Transparency and
4 Neutral 25
Fairness
Do Not Agree 4
Criteria Yes 89
Communication No 11
High 52
Remote work
Moderate 48
7 or Above 7 69
Overall Satisfaction
Below 7 31

The results reveal a strong correlation between
transparency, fairness, and employee motivation. This aligns
with Hassan et al. (2015), who concluded that appraisal
satisfaction directly influences job performance and
engagement. Similar patterns were reported by emphasizing
that clarity in criteria and regular feedback increase
employee trust in management. The present findings also
confirm that constructive feedback remains a vital factor in
perceived appraisal effectiveness. Furthermore, the results
are consistent with the arguments of who highlighted the
strategic role of HR in designing appraisal systems that
balance accountability and motivation. Employees who
rated their appraisal process positively also exhibited
stronger confidence in their organization’s HR practices.
This demonstrates that fair evaluation frameworks not only
enhance productivity butalso contribute to long-term retention
and organizational culture. The findings of this study clearly
indicate that transparency, fairness, and communication form
the backbone of an effective performance appraisal system.
Employees who perceived the appraisal mechanism as well-
structured and clearly communicated reported higher levels
of motivation, trust, and overall satisfaction. This aligns
strongly with Sindhuja and Dunstan (2025), who emphasizes
that data-driven HR systems significantly enhance employee
performance by establishing objective, measurable, and
consistent evaluation criteria. The respondents in the present
study demonstrated similar expectations: appraisal processes
that rely on evidence, clarity, and regular feedback were
rated more positively than those perceived as inconsistent or
opaque.

The high percentage of employees who found their
appraisal criteria clearly communicated indicates that many
organizations have already begun shifting from intuition-
driven evaluations to more structured, standardized systems.
Sindhuja and Dunstan (2025) findings reinforce this shift
by showing how analytics-driven frameworks reduce
ambiguity and bias, thereby improving employee confidence
in managerial decisions. The respondents who rated
transparency and fairness highly also tended to associate their
appraisal experience with greater motivation highlighting the
psychological value of clarity and perceived justice in HR
processes.

Additionally, the study’s results reveal that appraisal
frequency whether annual, semi-annual, or quarterly plays a
role but is not the central determinant of satisfaction. Instead,
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employees valued constructive, actionable feedback, a
theme that resonates with the talent management perspective
presented by the Korn Ferry (2020). Their succession
planning framework suggests that organizations must
integrate continuous development conversations rather than
rely solely on periodic evaluations. This insight is directly
reflected in the respondents’ preference for clear expectations,
consistent communication, and guidance that supports long-
term career growth.

The present study also shows that employees associate
fair appraisal systems with broader organizational credibility.
This mirrors Korn Ferry (2020) argument that performance
management is inseparable from leadership continuity and
talent pipeline development. When employees trust the
appraisal mechanism, they perceive the organization as
invested in their future, which enhances engagement and
reduces silent disengagement. Conversely, even minor gaps in
communication or perceived fairness create disproportionate
dissatisfaction signalling that appraisal systems must be
designed with strategic intent rather than administrative
formality.

Remote and hybrid work dynamics further complicate
the appraisal landscape. A significant portion of respondents
rated their productivity and well-being under remote work as
moderate to high, which aligns with Sindhuja and Dunstan
(2025) emphasis on using data and digital tools to monitor
performance more objectively. As remote work continues to
blur traditional observation-based assessments, organizations
must adopt analytics-supported frameworks to ensure parity
between in-office and remote employees. This becomes even
more critical when considering Korn Ferry (2020) emphasis
on future-ready leadership pipelines that rely on consistent
talent assessment across diverse work formats.

Overall, the results reaffirm that modern appraisal
systems must evolve into strategic performance development
frameworks. The study’s findings, combined with the
contemporary insights offered by Sindhuja and Dunstan
(2025) and Korn Ferry (2020) underscore a critical message:
transparent, analytics-supported, and development-oriented
appraisals are no longer optional—they are essential for
retaining talent, strengthening organizational culture, and
sustaining long-term performance momentum. Employees
who perceived the appraisal mechanism as well-structured and
clearly communicated reported higher levels of motivation,

trust, and overall satisfaction. This aligns strongly with van
Woerkom and Kroon (2020) emphasize that strengths-based
performance appraisals make subordinates feel supported
by their supervisor and thereby fulfill their psychological
need for relatedness, leading to stronger motivation to
improve performance. The respondents in the present study
demonstrated similar expectations: appraisal processes
that rely on evidence, clarity, and regular feedback were
rated more positively than those perceived as inconsistent
or opaque. The high percentage of employees who found
their appraisal criteria clearly communicated indicates
that many organizations have already begun shifting from
intuition-driven evaluations to more structured, standardized
systems. Sindhuja and Dunstan (2025) findings reinforce this
shift by showing how analytics-driven frameworks reduce
ambiguity and bias, thereby improving employee confidence
in managerial decisions. The respondents who rated
transparency and fairness highly also tended to associate their
appraisal experience with greater motivation highlighting the
psychological value of clarity and perceived justice in HR
processes. Lyu et al. (2023) found that performance appraisal
justice significantly influences employee job performance
through dual pathways of work engagement and organizational
identification which supports the present finding that fair and
transparent appraisals not only measure performance but
also serve as catalysts for sustained employee commitment
and productivity. Additionally, the study’s results reveal that
appraisal frequency whether annual, semi-annual, or quarterly
plays a role but is not the central determinant of satisfaction.
Instead, employees valued constructive, actionable feedback,
atheme that resonates with the talent management perspective
presented by the Korn Ferry (2020). Their succession
planning framework suggests that organizations must
integrate continuous development conversations rather than
rely solely on periodic evaluations. This insight is directly
reflected in the respondents’ preference for clear expectations,
consistent communication, and guidance that supports
long-term career growth. Dangol (2021) similarly found
that regular assessment of performance leads to employee
motivation, and that performance appraisal systems based on
accurate and current job descriptions positively affect work
performance This reinforces the notion that the quality and
consistency of feedback matter more than the mechanical
frequency of formal appraisals. The present study also shows
that employees associate fair appraisal systems with broader
organizational credibility. This mirrors Korn Ferry (2020)
argument that performance management is inseparable from
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leadership continuity and talent pipeline development. When
employees trust the appraisal mechanism, they perceive the
organization as invested in their future, which enhances
engagement and reduces silent disengagement. Conversely,
evenminor gaps incommunication or perceived fairness create
disproportionate dissatisfaction—signaling that appraisal
systems must be designed with strategic intent rather than
administrative formality. Van Woerkom and Kroon (2020)
demonstrated that strengths-based performance appraisals
contribute to employees’ motivation to improve partly
because they are associated with higher levels of perceived
supervisor support, particularly when the performance
rating is relatively low This suggests that the developmental
and relational aspects of appraisals are as important as the
evaluative components. Remote and hybrid work dynamics
further complicate the appraisal landscape. A significant
portion of respondents rated their productivity and well-
being under remote work as moderate to high, which aligns
with Sindhuja and Dunstan (2025) emphasis on using data
and digital tools to monitor performance more objectively.
Anakpo et al. (2023) conducted a systematic review revealing
that the impact of work-from-home on employee productivity
and performance depends on various factors including the
nature of work, employer characteristics, and home settings,
with mixed results reported across different contexts. This
nuanced finding mirrors the present study’s observation
that remote work offers both opportunities and challenges,
requiring organizations to adopt balanced HR policies that
account for individual circumstances and work contexts.

As remote work continues to blur traditional observation-
based assessments, organizations must adopt analytics-
supported frameworks to ensure parity between in-office and
remote employees. This becomes even more critical when
considering Korn Ferry (2020) emphasis on future-ready
leadership pipelines that rely on consistent talent assessment
across diverse work formats. Ferrara et al. (2022) found
through their systematic review that remote working’s effect
on employees follows mixed patterns, with some experiencing
higher well-being due to flexibility while others face
challenges related to isolation, blurred work-life boundaries,
and technology frustrations The heterogeneity in remote
work experiences documented in their review aligns with the
present study’s finding that 48% of respondents rated remote
work’s impact on productivity and well-being as moderate,
suggesting that one-size-fits-all remote work policies are
inadequate. The challenge for HR planning in the context

of remote work is to develop performance management
systems that can capture productivity metrics while also
monitoring employee well-being indicators. Pokojski et al.
(2022) examined remote work efficiency from employers’
perspectives and identified new challenges such as work
organization, supervision and monitoring of performance,
and employee support that arose with widespread remote
work adoption These challenges underscore the need for
HR departments to evolve their appraisal methodologies
beyond traditional face-to-face interactions and develop
competencies in virtual performance management.

The present study’s findings on remote work satisfaction
levels also resonate with broader trends in workforce
management. Organizations that invested in HR analytics
and employee well-being during the pandemic were better
positioned to maintain productivity and employee morale.
These trends highlight how HRP is no longer confined to
recruitment or forecasting but encompasses holistic workforce
management across physical and virtual boundaries. The
integration of technology-enabled performance tracking with
human-centered feedback mechanisms represents a critical
evolution in HRP practice. The evolving literature on HRP
reflects a convergence of strategic management theory,
national workforce priorities, and global employment trends.
This study contributes to this discourse by linking appraisal
practices and remote work dynamics with empirical evidence
from NCR-based organizations. The results reaffirm that
modern appraisal systems must evolve into strategic
performance development frameworks. Van Woerkom and
Kroon (2020) found that the mediating role of perceived
supervisor support is particularly significant, as fulfillment
of the need for relatedness is highly salient for producing
variability in intrinsic motivation, making employees
more inclined to seek challenges, extend their capacities,
explore, and learn. Employees expect fairness, clarity,
data-driven evaluation, and alignment between individual
performance and organizational objectives. The study’s
findings, combined with contemporary insights offered Korn
Ferry (2020), underscore a critical message: transparent,
analytics-supported, and development-oriented appraisals
are no longer optional they are essential for retaining talent,
strengthening organizational culture, and sustaining long-
term performance momentum. Organizations must recognize
that appraisal systems serve multiple functions: they evaluate
past performance, guide current behavior, and shape future
development trajectories. The relationship between appraisal
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fairness and employee outcomes emerged as a central theme
in this study. Lyu et al. (2023) proposed and validated a
dual path model showing that performance appraisal justice
influences employee job performance through both work
engagement and organizational identification as mediating
variables This theoretical framework helps explain why
transparency and fairness were so strongly associated with
motivation in the present study. When employees perceive
appraisals as just, they not only feel more engaged in their
work but also identify more strongly with their organization,
creating a reinforcing cycle of commitment and performance.

The implications of this finding extend beyond
individual satisfaction to organizational effectiveness. Fair
appraisal systems contribute to psychological safety, enabling
employees to take risks, innovate, and pursue developmental
opportunities without fear of arbitrary evaluation. This
aligns with the broader shift in HRP from control-oriented
to development-oriented practices. Organizations that
successfully implement fair appraisal systems are better
positioned to attract and retain talent in competitive labor
markets, particularly in sectors like IT and hospitality where
skill shortages are acute. The study’s finding that respondents
rated the influence of appraisals on motivation at 7 or above
reveals the significant motivational potential of well-designed
appraisal systems. Dangol (2021) established that regular
assessment of performance leads to employee motivation
and that managers who address skills gaps through appraisals
can have significant impact on employees’ motivation levels.
This suggests that appraisals should be viewed not merely as
administrative procedures but as motivational interventions
that, when properly executed, can energize and direct
employee efforts toward organizational goals.

The motivational impact of appraisals appears to be
mediated by several factors identified in this study: clarity
of criteria, perceived fairness, supervisor support, and
the developmental orientation of feedback. Organizations
seeking to maximize the motivational potential of their
appraisal systems should focus on these elements rather than
simply increasing appraisal frequency or standardizing rating
scales. The quality of the appraisal interaction particularly
the degree to which it acknowledges employee strengths and
provides constructive guidance for improvement—matters
more than the technical sophistication of the appraisal
instrument. The COVID-19 pandemic fundamentally altered
how organizations approach performance management,

particularly for remote workers. Anakpo et al. (2023)
found that employee attitudes toward remote work and
organizational support for remote arrangements were crucial
elements affecting work productivity and performance, with
the nature of work and home settings significantly influencing
outcomes This finding underscores the complexity of
managing performance in distributed work environments
where traditional supervision and observation are not
possible.

The present study’s findings on remote work satisfaction
and productivity align with these broader patterns.
Organizations must develop new competencies in virtual
performance management, including the ability to set clear
remote work expectations, use technology effectively for
communication and monitoring, and maintain team cohesion
despite physical distance. Ferrara et al. (2022) emphasized
that remote working shaped employees’ perceptions of
themselves and the workplace, their health, and their
work-life balance even before the pandemic, suggesting
that the challenges and opportunities of remote work
require long-term strategic responses rather than temporary
accommodations. The integration of performance appraisal
insights with remote work realities presents both challenges
and opportunities for strategic HRP. Organizations must
develop appraisal systems that are flexible enough to
accommodate different work arrangements while maintaining
consistency in evaluation standards. This requires investment
in HR analytics capabilities, training for managers in virtual
performance management, and development of new metrics
that capture productivity and contribution in remote settings.

Pokojski etal. (2022) noted that the COVID-19 pandemic
provided an exceptional opportunity to fill theoretical gaps
regarding remote work management while also creating
unprecedented practical challenges for organizations
attempting to maintain performance standards. The present
study contributes to filling these gaps by documenting how
employees in the NCR region experienced performance
appraisals during a period of significant work arrangement
changes. The findings suggest that successful HRP in the
post-pandemic era requires balancing standardization (for
fairness) with flexibility (for different work contexts),
leveraging technology (for objective data) with human
judgment (for contextual understanding), and emphasizing
development (for long-term capability building) alongside

evaluation (for short-term accountability).
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Overall, the results reaffirm that modern appraisal
systems must evolve into strategic performance development
frameworks that serve organizational goals while supporting
employee growth and well-being across diverse work
arrangements.

Conclusion

The study concludes that performance appraisal
mechanisms, when designed with transparency, regularity,
and fairness, substantially improve employee motivation
and satisfaction. Most organizations in the Delhi-NCR
region follow annual or semi-annual review cycles,
and employees generally perceive these as credible and
constructive. The effectiveness of such systems lies in
clear communication of criteria, timely feedback, and
alignment with broader HR goals. Fair appraisals not
only evaluate performance but also serve as tools for
continuous learning. HR professionals should leverage
digital tools such as Al-powered recruitment platforms,
learning management systems, and employee engagement
apps. These can enhance efficiency in hiring, performance
reviews, and career path design. Practitioners should also
emphasize soft-skill development empathy, adaptability,
and collaboration since these qualities are critical for
sustaining team cohesion in hybrid and global workplaces.
The wider industry must collaborate to create standardized
frameworks for performance appraisals and HRP practices.
Industry associations could design benchmarking tools that
allow organizations to evaluate themselves against best
practices. Moreover, sectors such as hospitality and retail,
which are vulnerable to turnover, should create industry-
wide talent pools to minimize recruitment costs and ensure
smoother workforce mobility. Academic institutions should
integrate case studies on HR analytics, remote workforce
management, and fairness in appraisals into curricula. This
will prepare future managers for real-world challenges.
Further, researchers can expand studies beyond urban
corporate settings to include SMEs, startups, and public-
sector organizations, generating comparative insights.
Interdisciplinary studies combining HRP with psychology,
data science, and economics can also provide fresh
perspectives. Government and policy institutions can play a
vital role by encouraging organizations to adopt transparent
HR practices. Tax incentives for companies that invest in
employee training and wellness programs could accelerate
adoption. Policies promoting digital HR systems, especially
in mid-sized firms, would enhance competitiveness while

ensuring standardized employment practices across

industries.
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