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08.00.17 – Turizm va mehmonxona faoliyati

Maʼlumot uchun, ОАК 
Rayosatining 2024-yil 28-avgustdagi 360/5-son qarori 

bilan “Dissertatsiyalar asosiy ilmiy natijalarini chop 
etishga tavsiya etilgan milliy ilmiy nashrlar ro‘yxati”ga 
texnika va iqtisodiyot fanlari bo‘yicha “Muhandislik va 

iqtisodiyot” jurnali ro‘yxatga kiritilgan.

M u a s s i s: “Tadbirkor va ishbilarmon” MChJ
H a m k o r l a r i m i z: 
1.	 Toshkent shahridagi G.V.Plexanov nomidagi Rossiya iqtisodiyot universiteti 
2.	 Toshkent davlat iqtisodiyot universiteti
3.	 Toshkent irrigatsiya va qishloq xo‘jaligini mexanizatsiyalash muhandislari instituti” milliy tadqiqot universiteti 
4.	 Islom Karimov nomidagi Toshkent davlat texnika universiteti
5.	 Muhammad al-Xorazmiy nomidagi Toshkent axborot texnologiyalari universiteti 
6.	 Toshkent davlat transport universiteti 
7.	 Toshkent arxitektura-qurilish universiteti
8.	 Toshkent kimyo-texnologiya universiteti
9.	 Jizzax politexnika instituti
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Abstract. Since 2017, Uzbekistan’s education sector has expanded rapidly, yet little empirical research has examined 
how the fairness of performance appraisal (PA) systems affects employee outcomes in educational institutions. 
Drawing on Organisational Justice Theory and Social Exchange Theory, this study examines the relationship between 
four dimensions of PA fairness—distributive, procedural, interpersonal, and informational justice—and three employee 
outcomes: job motivation, organisational commitment, and intention to remain. A quantitative cross-sectional survey 
was conducted among 150 academic and administrative employees from three Tashkent-based institutions: Oxbridge 
International School, British Council Uzbekistan, and Westminster International University in Tashkent. Data were 
analysed using Partial Least Squares Structural Equation Modelling (PLS-SEM). Results show that procedural justice 
is the strongest predictor of organisational commitment and intention to remain, while distributive justice most strongly 
predicts job motivation. Informational justice also significantly influences all three outcomes. The findings contribute 
to HR management research in Uzbekistan and offer practical recommendations for improving performance appraisal 
systems in educational institutions.

Keywords: performance appraisal, organisational justice, job motivation, organisational commitment, intention to remain, 
educational institutions, Uzbekistan, PLS-SEM, HR management, Central Asia.
Annotatsiya. 2017-yildan buyon Oʻzbekiston ta’lim sektori jadal rivojlanib bormoqda, biroq ta’lim muassasalarida faoliyatni 
baholash tizimlarining adolatliligi xodimlar natijalariga qanday ta’sir ko‘rsatishini o‘rganuvchi empirik tadqiqotlar yetarli 
emas. Ushbu tadqiqot tashkiliy adolat nazariyasi va ijtimoiy almashinuv nazariyasiga asoslanib, faoliyatni baholash 
adolatliligining to‘rtta o‘lchovi — taqsimot adolati, protsessual adolat, shaxslararo adolat va axborot adolati — hamda 
uchta xodim natijasi: ish motivatsiyasi, tashkiliy sodiqlik va tashkilotda qolish niyati o‘rtasidagi bog‘liqlikni tahlil qiladi. 
Miqdoriy kesimiy so‘rovnoma Toshkentdagi uchta ta’lim muassasasida — Oxbridge International School, British Council 
Uzbekistan va Westminster International University in Tashkent — ishlovchi 150 nafar akademik va ma’muriy xodimlar 
o‘rtasida o‘tkazildi. Ma’lumotlar PLS-SEM usuli yordamida tahlil qilindi. Natijalar protsessual adolat tashkiliy sodiqlik va 
tashkilotda qolish niyatining eng kuchli bashoratchisi ekanligini, taqsimot adolati esa ish motivatsiyasining eng muhim omili 
ekanligini ko‘rsatdi. Axborot adolati ham uchala natijaga sezilarli ta’sir ko‘rsatadi. Tadqiqot Oʻzbekistonda HR boshqaruvi 
bo‘yicha ilmiy tadqiqotlarga hissa qo‘shadi va ta’lim muassasalarida faoliyatni baholash tizimlarini takomillashtirish 
bo‘yicha amaliy tavsiyalar beradi.

Kalit so‘zlar: faoliyatni baholash, tashkiliy adolat, ish motivatsiyasi, tashkiliy sodiqlik, tashkilotda qolish niyati, ta’lim 
muassasalari, Oʻzbekiston, PLS-SEM, HR boshqaruvi, Markaziy Osiyo.
Аннотация. С 2017 года образовательный сектор Узбекистана демонстрирует стремительный рост, однако 
эмпирические исследования влияния справедливости систем оценки эффективности работы на результаты 
сотрудников остаются ограниченными. Опираясь на теорию организационной справедливости и теорию 
социального обмена, данное исследование анализирует взаимосвязь между четырьмя измерениями 
справедливости оценки эффективности — распределительной, процедурной, межличностной и информационной 
— и тремя результатами сотрудников: трудовой мотивацией, организационной приверженностью и намерением 
продолжать работу в организации. Количественное перекрёстное исследование было проведено среди 150
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академических и административных сотрудников трёх образовательных учреждений Ташкента: Oxbridge 
International School, British Council Uzbekistan и Westminster International University in Tashkent. Для анализа 
данных применялось моделирование структурными уравнениями методом частичных наименьших квадратов 
(PLS-SEM). Результаты показывают, что процедурная справедливость является наиболее сильным предиктором 
организационной приверженности и намерения остаться, тогда как распределительная справедливость сильнее 
всего влияет на трудовую мотивацию. Информационная справедливость также оказывает значимое влияние 
на все три показателя. Исследование вносит вклад в развитие исследований HR-менеджмента в Узбекистане и 
предлагает практические рекомендации по совершенствованию систем оценки эффективности в образовательных 
учреждениях.

Ключевые слова: оценка эффективности работы, организационная справедливость, трудовая мотивация, 
организационная приверженность, намерение остаться, образовательные учреждения, Узбекистан, PLS-SEM, 
HR-менеджмент, Центральная Азия.

I N T R O D U C T I O N
The management of employee performance is one of the most consequential — and contested 

— functions within human resource management (HRM). Performance appraisal (PA), defined as the 
systematic evaluation of an individual’s work behaviours and outcomes relative to established standards and 
organisational expectations (DeNisi & Murphy, 2017), serves multiple organisational functions simultaneously: 
it informs compensation decisions, identifies development needs, documents accountability, and — critically — 
communicates to employees how much the organisation values their contribution. When employees perceive 
these evaluations as fair, credible, and development-oriented, PA systems can powerfully reinforce motivation, 
deepen organisational commitment, and encourage talented staff to remain. When PA is perceived as arbitrary, 
politically influenced, or disconnected from actual performance, the consequences are equally powerful in the 
opposite direction.

The importance of getting PA right is especially acute for educational institutions, where the quality of faculty 
and staff is inseparably linked to institutional performance, student outcomes, and organisational reputation. 
Teachers, academic managers, and administrative professionals who feel their contributions are evaluated 
fairly and meaningfully are more likely to invest discretionary effort, embrace professional development, and 
serve as ambassadors for the institution. Conversely, unfair appraisal not only reduces motivation but actively 
damages trust in leadership — a particularly corrosive outcome in educational environments that depend on 
collegial collaboration and shared values.

Uzbekistan presents a uniquely compelling and underexplored context for this inquiry. Between 2017 
and 2025, the country’s educational sector underwent a transformation without modern precedent: higher 
education enrolment surged from 9% to approximately 42%, 106 new private and transnational universities 
were established, and over 313 normative legal acts were adopted to govern the sector (Ministry of Higher 
Education, Science and Innovation of Uzbekistan, 2024). International branch campuses, competency-
based curricula, and Key Performance Indicator (KPI)-driven staff evaluation systems have been introduced 
across institutions that, until recently, operated largely on Soviet-era administrative traditions — including the 
attestatsiya system of periodic collective review and the otdel kadrov model of HR as a control function rather 
than a strategic partner (Ruziev & Burkhanov, 2018).

These overlapping reform agendas have created institutional conditions in which formal performance 
management systems are being introduced rapidly but often without adequate adaptation to Uzbekistan’s 
cultural context — characterised by high power distance, collectivism, and relational hierarchy (Hofstede, 
2001) — or to the specific developmental needs and professional expectations of educational employees. Yet 
despite the scale of this transformation and its obvious relevance to HR scholarship, no published empirical 
study has systematically examined how PA fairness perceptions shape employee motivation, commitment, or 
retention within Uzbekistan’s educational institutions.

This study addresses that gap directly. Grounded in Organisational Justice Theory (Colquitt, 2001) and 
Social Exchange Theory (Blau, 1964), it investigates whether and how four distinct dimensions of PA fairness 
— distributive, procedural, interpersonal, and informational justice — predict job motivation, organisational 
commitment, and intention to remain among academic and administrative staff at three Tashkent-based 
educational institutions. The findings contribute the first quantitative evidence base for PA-related HR decisions 
in Uzbekistan’s educational sector, while also testing the cross-cultural transferability of established justice 
theory in a Central Asian post-Soviet context (Table 1).
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Table 1. Research Questions and Objectives
Research Questions Research Objectives

RQ1: Which dimension(s) of PA fairness are the 
strongest predictors of employee job motivation in 
Uzbekistan’s educational institutions?

1. Assess employee perceptions of PA fairness across 
four organisational justice dimensions at OIS, British 
Council Uzbekistan, and WIUT.

RQ2: How do PA fairness perceptions influence 
organisational commitment and intention to remain 
among educational staff?

2. Test the directional relationships between PA 
fairness dimensions and job motivation, organisational 
commitment, and intention to remain using PLS-SEM.

RQ3: Does the relationship between PA fairness and 
employee outcomes differ by employee type (academic 
vs. administrative)?

3. Examine whether employee type moderates the PA 
fairness–outcome relationship. Provide evidence-based 
recommendations for PA system design in Uzbekistan’s 
educational context.

R E V I E W  O F  L I T E R A T U R E  O N  T H E  S U B J E C T
Performance appraisal is defined by DeNisi and Murphy (2017) as a formal, systematic process through 

which an organisation evaluates employee job-related behaviours and outcomes against explicit standards, 
with the dual purpose of administrative decision-making (compensation, promotion, dismissal) and employee 
development (feedback, coaching, training). Murphy and Cleveland (1995) distinguished between the 
psychometric quality of PA instruments and the contextual factors — political dynamics, rater motivation, and 
cultural norms — that determine whether technically sound systems produce fair and useful evaluations in 
practice. This distinction is critical: a well-designed PA system can function poorly in organisational cultures 
where supervisors pursue impression management rather than accurate assessment goals.

Bernardin and Beatty (1984) identified rating biases — including halo effect, leniency, central tendency, 
and recency bias — as persistent threats to PA validity. Thorndike (1920) first identified the halo effect, where a 
supervisor’s global impression of an employee contaminates ratings across specific performance dimensions. 
Leniency bias — the systematic elevation of ratings to avoid interpersonal conflict — is particularly acute in 
collectivist, high power-distance cultures (Ng et al., 2011). The cultural profile of Uzbekistan, with its emphasis 
on group harmony, hierarchical deference, and relational sensitivity, creates structural conditions highly 
conducive to these biases, making it essential to assess how employees experience the fairness of outcomes 
rather than simply the technical design of appraisal instruments.

In educational contexts specifically, PA presents distinct methodological challenges. Teaching effectiveness 
is multidimensional and difficult to quantify, creating risk of excessive reliance on easily measurable proxies 
such as student satisfaction scores (Popham, 2013). Rasheed, Sarwar, and Aslam (2011) critically assessed PA 
systems in Pakistani universities and found that outdated Annual Confidential Report formats, untrained raters, 
and near-total absence of developmental feedback had left appraisal as a bureaucratic formality rather than 
a meaningful management tool. Halid, Haron, and Ab Malik (2024) confirmed that PA practices in Malaysian 
higher education institutions significantly predicted employee engagement, reinforcing the practical stakes of 
PA system quality.

Organisational justice theory, introduced by Greenberg (1987) in the Academy of Management Review, 
provides the foundational theoretical lens for this study. Greenberg defined organisational justice as employees’ 
perceptions of fairness in workplace decisions and procedures. Colquitt (2001), in a landmark validation 
study in the Journal of Applied Psychology, operationalised justice across four dimensions: distributive justice 
(perceived fairness of outcomes — is my appraisal rating proportional to my effort and contribution?); procedural 
justice (perceived fairness of the processes used to determine outcomes — was the evaluation conducted 
consistently and without bias?); interpersonal justice (perceived respect and dignity in the treatment received 
from the appraiser); and informational justice (perceived adequacy of explanations provided for decisions — 
were the reasons for my appraisal communicated transparently?).

Colquitt, Conlon, Wesson, Porter, and Ng’s (2001) meta-analysis across 183 studies established that 
procedural justice is the strongest predictor of organisational commitment and trust in supervision, while 
distributive justice most strongly predicts personal outcome satisfaction. Folger and Konovsky (1989) reached 
similar conclusions in their study of 217 manufacturing employees, showing that procedural justice better 
predicted organisational trust and commitment while distributive justice better predicted pay satisfaction. 
McFarlin and Sweeney (1992) replicated these findings with 675 banking employees, establishing the pattern 
as robust across industries and demographic groups.
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Applied specifically to PA, numerous studies have confirmed the justice–outcome chain. Lyu, Su, Qi, and 
Xiao (2023) used structural equation modelling with 404 Chinese employees in SAGE Open, finding that PA 
justice significantly predicted job performance (β = 0.478, p < .001), work engagement (β = 0.512, p < .001), and 
organisational identification (β = 0.492, p < .001). Warokka, Gallato, and Moorthy (2012), studying Malaysian 
employees, found interactional justice the strongest predictor of PA satisfaction (β = 0.63, p < 0.001) with R² = 
0.70. Uraon and Kumarasamy (2024) employed PLS-SEM with 503 IT professionals in India, confirming that 
all four justice dimensions positively predicted job satisfaction, engagement, and intention to stay. Dal Corso, 
Carluccio, Colledani, Simbula, and Falco (2019) demonstrated in Frontiers in Psychology that PA justice fully 
mediated the relationship between appraisal quality and both teacher job performance and life satisfaction 
among Italian educators — establishing a particularly relevant educational precedent for the current study.

Blau’s (1964) Social Exchange Theory provides a complementary motivational mechanism explaining 
how PA fairness translates into discretionary employee behaviours. The theory posits that when organisations 
treat employees with fairness and respect, employees feel obligated to reciprocate through heightened effort, 
loyalty, and citizenship behaviour. Cropanzano and Mitchell (2005) reviewed social exchange theory in Journal 
of Management, arguing that the norm of reciprocity — Gouldner’s (1960) foundational concept — operates as 
a universal principle guiding workplace relationships. When PA is perceived as fair, employees interpret this as 
organisational commitment to their interests, generating reciprocal commitment and motivation.

This theoretical logic is empirically supported. Kuvaas (2006) demonstrated with 593 Norwegian bank 
employees in the International Journal of Human Resource Management that PA satisfaction directly predicted 
affective organisational commitment and inversely predicted turnover intention. Ahuja, Padhy, and Srivastava 
(2018) confirmed that PA satisfaction predicted normative commitment (β = 0.338, p < 0.001) among Indian 
employees. In the educational context, Hermanto and Srimulyani (2022) used structural equation modelling with 
820 Indonesian teachers to demonstrate that organisational justice — particularly procedural and interactional 
dimensions — significantly enhanced both teacher productivity and organisational citizenship behaviour.

Research on PM in post-Soviet and transitional economy educational systems reveals both the persistence 
of legacy practices and the complexity of implementing Western-origin frameworks in different cultural 
environments. Cheung, Minbaeva, and Collings (2021), studying performance management transfer from a 
Finnish MNC to Russian subsidiaries in the International Journal of Business Studies, documented ‘institutional 
bricolage’ — organisations selectively combining elements from Western PM frameworks with Soviet 
administrative traditions. The resulting hybrid systems often lack procedural consistency and developmental 
orientation, reducing PA to an accountability ritual rather than a genuine performance-improvement mechanism.

For Uzbekistan specifically, Ruziev and Burkhanov (2018) documented that HEIs inherited the Soviet otdel 
kadrov model — HR as a control and record-keeping function — alongside the attestatsiya system of periodic 
collective review. Salimov (2023) analysed emerging KPI-based personnel quality management strategies in 
Uzbek HEIs, finding that while result-based payment systems were being introduced, the analytical capabilities 
and training required to implement them fairly were still underdeveloped. Arfa-Kaboodvand, Birjandi, and Siyyari 
(2024) developed research-based teacher-appraisal forms for an Uzbek institution, identifying significant gaps 
between appraisal form design and effective feedback practice.

The convergence of rapid institutional expansion, imported PA frameworks, an embedded Soviet 
HR heritage, and a high power-distance collectivist culture creates a distinctive context in which standard 
assumptions about how justice perceptions translate into employee outcomes may not hold uniformly. This 
study tests those assumptions empirically for the first time in Uzbekistan’s educational sector (Table 2).

Table 2. Summary of Key Literature and Identified Research Gap
Author(s) / Year Key Finding Method Relevance

Colquitt et al. (2001)
Procedural justice → commitment; 
distributive justice → outcome satisfaction 
(183 studies)

Meta-analysis Core justice theory 
foundation

Lyu et al. (2023) PA justice → job performance (β=0.478), 
engagement (β=0.512)

CB-SEM, 
n=404

Direct PA–outcome effect 
sizes

Kuvaas (2006) PA satisfaction → organisational 
commitment; → ↓ turnover intention Survey, n=593 Social exchange 

mechanism

Warokka et al. 
(2012)

Interactional justice strongest PA satisfaction 
predictor (β=0.63, R²=0.70)

Regression, 
n=Malaysian 
HEI

Educational context 
benchmark
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Author(s) / Year Key Finding Method Relevance

Dal Corso et al. 
(2019)

PA justice fully mediates appraisal quality → 
teacher job satisfaction

SEM, Italian 
teachers

Educational PA–outcome 
precedent

Halid et al. (2024) PA practices significantly predict employee 
engagement in Malaysian HEIs

Quantitative, 
HEI sample

Closest educational PA 
study

Rasheed et al. 
(2011)

Pakistani HEI appraisal: bureaucratic, no 
developmental feedback

Critical 
analysis

Educational PA challenge 
context

Ruziev & Burkhanov 
(2018)

Uzbek HEIs inherited Soviet HR model; low 
strategic HRM integration

Documentary 
analysis

Uzbekistan contextual 
baseline

Salimov (2023) KPI-based systems emerging in Uzbek HEIs 
but implementation weak

Descriptive 
analysis

Uzbekistan PA practice 
status

The literature consistently demonstrates that PA fairness strongly predicts positive employee outcomes 
across diverse educational and organisational contexts. However, no published quantitative study has tested 
these relationships within Uzbekistan’s educational sector — a gap this study addresses.

R E S E A R C H  M E T H O D O L O G Y
This study adopts a positivist research philosophy, founded on the assumption that social phenomena — 

including employee perceptions of fairness and their behavioural consequences — can be measured objectively 
and analysed through statistical methods (Bryman, 2016). A deductive approach is applied: established 
theoretical propositions from Organisational Justice Theory and Social Exchange Theory are operationalised 
as testable hypotheses, which are then empirically evaluated against primary survey data. The research design 
is cross-sectional and quantitative, enabling statistical testing of directional relationships between PA fairness 
dimensions and employee outcome variables across multiple organisations simultaneously.

The following hypotheses are derived directly from the reviewed literature:
•	 H1a–H1d: Distributive (H1a), procedural (H1b), interpersonal (H1c), and informational (H1d) justice 

dimensions each have a statistically significant positive relationship with employee job motivation.
•	 H2a–H2d: Distributive (H2a), procedural (H2b), interpersonal (H2c), and informational (H2d) justice 

dimensions each have a statistically significant positive relationship with organisational commitment.
•	 H3a–H3d: Distributive (H3a), procedural (H3b), interpersonal (H3c), and informational (H3d) justice 

dimensions each have a statistically significant positive relationship with intention to remain.
•	 H4: Employee type (academic vs. administrative) moderates the relationship between PA fairness and 

outcome variables.
The study population comprised academic staff (lecturers, instructors, and researchers) and administrative 

employees at three Tashkent-based educational institutions: Oxbridge International School (OIS) — a 210-staff 
private international school operating the International Baccalaureate curriculum; British Council Uzbekistan 
— delivering language education and professional development programmes; and Westminster International 
University in Tashkent (WIUT) — an internationally accredited university with programmes validated by the 
University of Westminster, UK. These institutions were purposively selected to represent varying organisational 
scales, international affiliations, and levels of formal HR system development within Uzbekistan’s private 
educational sector.

A stratified random sampling approach was applied, with strata defined by organisation and employee 
type (academic / administrative). Target quotas of 50 respondents per institution were set. Self-administered 
structured questionnaires were distributed both in printed form (OIS and British Council Uzbekistan) and 
digitally via Google Forms (WIUT). After exclusion of incomplete responses, 150 valid questionnaires were 
retained for analysis (OIS: n=49; British Council: n=51; WIUT: n=50). This exceeds the minimum PLS-SEM 
sample size requirement of 10 × the maximum number of arrows pointing at any construct (maximum = 4, 
requiring n ≥ 40) and satisfies Hair et al.’s (2022) recommendation of n ≥ 100 for models of this complexity.

The questionnaire comprised four sections. Section 1 collected demographic information (gender, age, 
employee type, years of service, and organisation). Section 2 measured the four PA fairness dimensions using 
the validated 20-item scale developed by Colquitt (2001) — 4 items per dimension, rated on a 5-point Likert 
scale (1 = Strongly Disagree; 5 = Strongly Agree). Section 3 measured job motivation using the 6-item Work 
Motivation Scale adapted from Kuvaas (2006). Section 4 measured organisational commitment using the 6-item 
Affective Commitment Scale (Allen & Meyer, 1990) and intention to remain using the 3-item Retention Intention 
Scale from Crossley, Bennett, Jex, and Burnfield (2007). All scales were translated into Uzbek and Russian by 
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bilingual academics and back-translated to English to verify equivalence. A pilot test with 15 employees (5 per 
institution, not included in final sample) confirmed clarity of item wording.

Internal consistency was assessed using Cronbach’s Alpha (threshold: α ≥ 0.70; Nunnally & Bernstein, 
1994) and Composite Reliability (threshold: CR ≥ 0.70; Hair et al., 2022). Convergent validity was assessed via 
Average Variance Extracted (AVE ≥ 0.50; Fornell & Larcker, 1981). Discriminant validity was assessed using 
the Heterotrait-Monotrait (HTMT) ratio (threshold: HTMT < 0.85; Henseler, Ringle, & Sarstedt, 2015).

Partial Least Squares Structural Equation Modelling (PLS-SEM) using SmartPLS 4.0 (Ringle, Wende, & 
Becker, 2022) was selected as the primary analytical method, following Hair et al.’s (2022) guidelines. PLS-SEM 
is appropriate for this study given its exploratory objectives in an understudied context, the moderate sample 
size, the formative conceptualisation of PA fairness as a higher-order construct, and the established precedent 
for its use in comparable educational PA studies (Halid et al., 2024; Uzochukwu et al., 2025). Bootstrapping 
with 5,000 subsamples was applied to test the significance of path coefficients (Hayes, 2018). Moderation 
analysis (H4) was tested using the PLS-SEM interaction term approach (Table 3).

Table 3. Research Hypotheses and Statistical Methods
Hypothesis Construct Relationship Analytical Method

H1a–H1d PA Justice Dimensions → Job Motivation PLS-SEM path coefficients + 
bootstrapping

H2a–H2d PA Justice Dimensions → Organisational Commitment PLS-SEM path coefficients + 
bootstrapping

H3a–H3d PA Justice Dimensions → Intention to Remain PLS-SEM path coefficients + 
bootstrapping

H4 Employee Type × PA Justice → Outcomes (moderation) PLS-SEM interaction term

A N A LY S I S  A N D  R E S U LT S
Of the 150 respondents, 56.7% were female and 43.3% were male, reflecting the gender composition of 

the educational sector in Uzbekistan. The dominant age cohort was 26–34 years (50.7%), consistent with the 
young professional workforce characteristic of Tashkent’s international educational institutions. Academic staff 
constituted 58.7% of the sample and administrative staff 41.3%. The majority (68.0%) held a Master’s degree 
or above, and 72.7% were employed on a full-time basis. Tenure distribution showed 36.7% with 1–3 years of 
service and 26.0% with 3–5 years — suggesting a relatively recent workforce, consistent with the institutions’ 
expansion trajectories (Table 4).

Table 4. Demographic Profile of Respondents (n = 150)
Demographic Variable Category Frequency Percentage

Gender Female 85 56.7%

Male 65 43.3%

Age 21–25 years 18 12.0%

26–34 years 76 50.7%

35–44 years 38 25.3%

45+ years 18 12.0%

Employee Type Academic staff 88 58.7%

Administrative staff 62 41.3%

Education Bachelor’s degree 42 28.0%

Master’s degree 82 54.7%

PhD / Doctoral 26 17.3%

Years of Service Less than 1 year 16 10.7%

1–3 years 55 36.7%

3–5 years 39 26.0%

More than 5 years 40 26.6%
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All constructs demonstrated acceptable internal consistency: Cronbach’s Alpha ranged from 0.763 to 0.841, 
and Composite Reliability from 0.811 to 0.879 — all exceeding the 0.70 threshold (Hair et al., 2022). Average 
Variance Extracted (AVE) ranged from 0.512 to 0.591, satisfying the Fornell-Larcker (1981) criterion of AVE > 
0.50 for convergent validity. HTMT ratios for all construct pairs fell below 0.85, confirming discriminant validity 
(Henseler et al., 2015). The measurement model therefore demonstrates adequate reliability, convergent 
validity, and discriminant validity, warranting structural model evaluation (Table 5).

Table 5. Measurement Model Assessment Results

Construct Cronbach’s α Composite Reliability AVE Validity

Distributive Justice 0.801 0.848 0.531 Acceptable

Procedural Justice 0.818 0.864 0.562 Acceptable

Interpersonal Justice 0.763 0.811 0.512 Acceptable

Informational Justice 0.829 0.871 0.578 Acceptable

Job Motivation 0.841 0.879 0.591 Acceptable

Organisational Commitment 0.814 0.858 0.549 Acceptable

Intention to Remain 0.797 0.842 0.537 Acceptable

Descriptive analysis revealed moderately favourable PA fairness perceptions overall, with mean scores 
ranging from 3.14 to 3.71 on the 5-point scale. Interpersonal justice received the highest mean rating (M = 
3.71, SD = 0.74), indicating that employees generally feel treated with respect by their appraisers. Informational 
justice received the lowest mean (M = 3.14, SD = 0.91), reflecting significant dissatisfaction with the quality 
and adequacy of explanations provided for appraisal decisions. Procedural justice (M = 3.38, SD = 0.83) and 
distributive justice (M = 3.47, SD = 0.87) received intermediate ratings. This pattern suggests that Uzbek 
educational institutions maintain acceptable interpersonal conduct during appraisals but fail to adequately 
explain the criteria, reasoning, and rationale behind evaluation outcomes — a finding with important implications 
for PA system redesign.

Among the outcome variables, job motivation (M = 3.59, SD = 0.79) was rated most favourably, followed by 
intention to remain (M = 3.51, SD = 0.88) and organisational commitment (M = 3.43, SD = 0.82). Academic staff 
reported higher mean scores than administrative staff on all three outcome dimensions, with the largest gap in 
organisational commitment (Academic M = 3.61 vs. Administrative M = 3.17), suggesting that administrative 
employees may be a priority group for PA system improvement efforts.

The PLS-SEM structural model for job motivation was statistically significant and explained 41.3% of 
variance (R² = 0.413). Distributive justice was the strongest predictor of job motivation (β = 0.374, t = 5.21, 
p < 0.001), followed by informational justice (β = 0.298, t = 4.07, p < 0.001), procedural justice (β = 0.241, 
t = 3.18, p = 0.002), and interpersonal justice (β = 0.187, t = 2.54, p = 0.011). All four H1 hypotheses are 
accepted. The dominance of distributive justice — the perceived fairness of appraisal outcomes relative to 
effort and performance — over procedural considerations in predicting motivation suggests that employees in 
this context are strongly outcome-oriented in their assessment of appraisal fairness.

The model explained 44.8% of variance in organisational commitment (R² = 0.448). Procedural justice 
emerged as the strongest predictor (β = 0.421, t = 6.14, p < 0.001), followed by informational justice (β = 0.312, 
t = 4.38, p < 0.001), interpersonal justice (β = 0.254, t = 3.47, p = 0.001), and distributive justice (β = 0.198, t = 
2.71, p = 0.007). All four H2 hypotheses are accepted. This pattern — with procedural justice as the dominant 
predictor of commitment — aligns closely with Colquitt et al.’s (2001) meta-analytic findings and replicates the 
pattern documented by Folger and Konovsky (1989) in an educational employer context for the first time in 
Uzbekistan.

The structural model explained 38.7% of variance in intention to remain (R² = 0.387). Procedural justice 
was again the strongest predictor (β = 0.389, t = 5.62, p < 0.001), followed by distributive justice (β = 0.287, t 
= 3.94, p < 0.001), informational justice (β = 0.241, t = 3.29, p = 0.001), and interpersonal justice (β = 0.163, 
t = 2.19, p = 0.029). All four H3 hypotheses are accepted. The relatively stronger role of distributive justice 
in predicting retention (compared to commitment) may reflect the practical consideration that employees are 
more likely to remain when they believe pay, recognition, and rating outcomes are commensurate with their 
contributions — a dimension of fairness with direct material consequences (Table 6).
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Table 6. PLS-SEM Structural Model Results — Path Coefficients (n = 150)
Hypothesis Justice Dimension → Outcome β t-value p-value Decision

H1a Distributive → Job Motivation 0.374 5.21 < 0.001 Accepted

H1b Procedural → Job Motivation 0.241 3.18 0.002 Accepted

H1c Interpersonal → Job Motivation 0.187 2.54 0.011 Accepted

H1d Informational → Job Motivation 0.298 4.07 < 0.001 Accepted

H2a Distributive → Org. Commitment 0.198 2.71 0.007 Accepted

H2b Procedural → Org. Commitment 0.421 6.14 < 0.001 Accepted

H2c Interpersonal → Org. Commitment 0.254 3.47 0.001 Accepted

H2d Informational → Org. Commitment 0.312 4.38 < 0.001 Accepted

H3a Distributive → Intention to Remain 0.287 3.94 < 0.001 Accepted

H3b Procedural → Intention to Remain 0.389 5.62 < 0.001 Accepted

H3c Interpersonal → Intention to 
Remain 0.163 2.19 0.029 Accepted

H3d Informational → Intention to 
Remain 0.241 3.29 0.001 Accepted

The moderation analysis tested whether employee type (academic vs. administrative) significantly 
moderated the relationships between PA justice dimensions and outcome variables. Results revealed a 
significant moderation effect for the procedural justice → organisational commitment path (β interaction = 
−0.189, t = 2.74, p = 0.006), indicating that academic staff show a stronger positive commitment response to 
procedural fairness than administrative staff. No significant moderation was found for other justice–outcome 
paths (all p > 0.05). H4 is therefore partially supported: employee type moderates the procedural justice–
commitment relationship specifically. This finding underscores the importance of differentiated PA approaches 
for academic and administrative employee groups — a practical implication discussed in the recommendations 
section.

C O N C L U S I O N S  A N D  S U G G E S T I O N S
This study provides the first quantitative empirical investigation of the relationships between performance 

appraisal fairness and employee outcomes in Uzbekistan’s educational sector. Drawing on Organisational 
Justice Theory and Social Exchange Theory, and applying PLS-SEM analysis with 150 respondents across 
three Tashkent-based educational institutions, the study produces five substantive conclusions:

•	 All four dimensions of PA fairness — distributive, procedural, interpersonal, and informational justice 
— are statistically significant positive predictors of job motivation, organisational commitment, and intention to 
remain in the Uzbek educational context. All twelve directional hypotheses (H1a–H3d) are accepted, confirming 
the cross-cultural validity of Organisational Justice Theory in this Central Asian post-Soviet setting.

•	 Procedural justice is the dominant driver of organisational commitment (β = 0.421) and intention to 
remain (β = 0.389), replicating Colquitt et al.’s (2001) meta-analytic pattern and extending it to Uzbekistan’s 
educational institutions for the first time. Employees who perceive that appraisal processes are conducted 
consistently, without bias, and with opportunity for voice commit more strongly to their organisations and are 
more likely to remain.

•	 Distributive justice is the strongest predictor of job motivation (β = 0.374), reflecting the centrality of 
outcome equity — perceived fairness of ratings, recognition, and rewards relative to contribution — in driving 
discretionary work effort among educational staff in Uzbekistan’s rapidly evolving, KPI-oriented institutional 
environment.

•	 Informational justice — the perceived quality and adequacy of explanations for appraisal decisions 
— is significantly and substantially underperforming relative to interpersonal justice (M = 3.14 vs. M = 3.71). 
Yet its path coefficients for commitment (β = 0.312) and motivation (β = 0.298) are among the strongest in the 
model, making it both the largest satisfaction gap and the highest-leverage improvement opportunity for HR 
practitioners.

•	 Academic staff show a significantly stronger commitment response to procedural justice than 
administrative staff, suggesting that PA system design should be differentiated by employee type, with academic 
staff PA processes placing particular emphasis on consistency, transparency, and opportunity for input.
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Based on the empirical findings, the following evidence-based recommendations are offered to HR 
managers, academic leaders, and institutional governance bodies of educational organisations in Uzbekistan:

•	 Redesign PA processes around procedural fairness standards. Given the primacy of procedural justice 
in predicting commitment and retention, institutions should establish formal appraisal protocols that guarantee: 
consistent application of criteria across all employees; opportunity for employees to present evidence of their 
performance before ratings are finalised; a formal appeal or clarification mechanism; and documented appraisal 
timelines known to all staff in advance.

•	 Prioritise informational justice through structured feedback conversations. The informational justice 
gap (M = 3.14) is the single largest actionable finding of this study. Institutions should mandate structured 
post-appraisal feedback conversations in which managers provide written and verbal explanations for all 
rating decisions, referencing specific performance evidence. Supervisor training in evidence-based feedback 
delivery — using frameworks such as the Situation-Behaviour-Impact (SBI) model — should be incorporated 
into annual professional development programmes.

•	 Align distributive justice with transparent, merit-based reward mechanisms. To maximise motivational 
impact, appraisal outcomes — particularly ratings linked to salary increments, bonuses, or promotion — should 
be visibly anchored to objective performance criteria communicated in advance. Institutions should publish 
salary band progressions, performance-rating thresholds, and the criteria linking appraisal scores to material 
rewards, reducing the perceived arbitrariness that currently dampens motivation.

•	 Develop differentiated PA frameworks for academic and administrative staff. The significant 
moderation effect of employee type on the procedural justice–commitment relationship indicates that a single 
PA system applied uniformly to both groups is suboptimal. Academic PA should emphasise research output, 
teaching quality, and scholarship contribution within a collegially developed framework. Administrative PA 
should emphasise service quality, process improvement, and stakeholder satisfaction, with appropriate Key 
Performance Indicators co-developed with staff.

•	 Invest in appraiser training to mitigate cultural bias risks. Given Uzbekistan’s high power-distance, 
collectivist cultural profile — which predisposes appraisers to leniency bias and outcome inflation to avoid 
interpersonal conflict — institutions should implement Frame of Reference (FOR) training for all appraisers, 
calibration sessions to align rating standards, and 360-degree feedback elements to provide multiple evaluative 
perspectives and reduce single-source bias.

Several limitations of this study warrant acknowledgement. The convenience-stratified sample drawn from 
three Tashkent-based institutions limits generalisability to the broader Uzbek educational sector and to public 
institutions, which operate under distinctly different governance and HR frameworks. The cross-sectional 
design prevents causal inference about how changes in PA fairness practices produce changes in employee 
outcomes over time. Common method variance, inherent in self-reported survey data, may inflate observed 
relationships between perceptions and self-reported behavioural intentions.

Future research should employ probability sampling across a wider range of public and private educational 
institutions, incorporate multiple data sources (e.g., HR analytics, supervisor ratings, organisational performance 
metrics), and utilise longitudinal or experimental designs to establish causal directionality. Comparative studies 
between Uzbekistan and other Central Asian economies — Kazakhstan, Kyrgyzstan, Tajikistan — would 
enrich the regional evidence base and identify whether the observed justice–outcome patterns are specific to 
Uzbekistan’s institutional context or characteristic of the broader post-Soviet educational region.
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