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Abstract

This study investigates the effectiveness and perceived fairness of an Al-powered performance
appraisal system in Gojek’s regional office in Padang. The study aims to explore how automation
affects the performance appraisal process, focusing on the role of human judgment as a
complementary factor. A quantitative approach was adopted, with a sample of 35 employees selected
using a saturated sampling technique. The study analyzes the relationships between automation,
perceived fairness, human judgment, and effectiveness using Smart PLS. The findings reveal that
automation significantly improves the efficiency and objectivity of performance appraisals.
However, perceived fairness and human judgment are critical in ensuring employee acceptance and
trust in the system. Mediation analysis suggests that perceived fairness of the Al system further
enhances its effectiveness, and human judgment provides valuable context to complement Al data-
driven insights. The study concludes that a balanced integration of automation and human input is
necessary to achieve an effective and fair performance appraisal system. This study fills the gap by
highlighting the importance of local and contextual factors in the implementation of Al-based
assessments in a decentralized workplace.

Keywords: Al-Powered Performance Assessment, Automation, Human Assessment, Perceived
Fairness, Effectiveness.

INTRODUCTION

In today’s rapidly evolving workplace, organizations are increasingly integrating
Acrtificial Intelligence (Al) into their performance management systems to streamline the
appraisal process and improve decision-making. Al-powered performance appraisals can
offer efficiency, consistency, and data-driven insights, but concerns have been raised about
the balance between automation and the need for human judgment. While Al can eliminate
bias and increase objectivity, purely automated systems can ignore nuanced human factors,
leading to perceptions of unfairness among employees. Therefore, effective performance
management must find a balance between leveraging Al technology and incorporating
human input to ensure fair and accurate evaluations (Tambe et al., 2022). Recent studies
have emphasized the importance of human oversight in Al systems to maintain employee
trust and engagement in performance appraisals (Leicht-Deobald et al., 2021). Additionally,
studies have highlighted that employees perceive appraisal systems as fairer when human
judgment complements the objectivity of Al (Bhave et al., 2023). As the future of work
increasingly relies on digital tools, it becomes important to investigate how Al can be
ethically integrated into performance appraisals without compromising fairness and
transparency (Newlands et al., 2023; Thabtah et al., 2023).

The effectiveness of performance appraisal systems depends on their ability to
accurately evaluate employee contributions, provide actionable feedback, and encourage
development. When Al-powered tools are integrated into performance appraisals, system
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effectiveness can be enhanced through increased data accuracy, real-time feedback, and
reduced human bias ( Chamorro-Premuzic et al., 2023 ). However, their effectiveness also
depends on employee perceptions of fairness and transparency. Research shows that
appraisal systems are more effective when employees trust the process, which often requires
a mix of human and Al judges to ensure evaluations take into account context and
interpersonal factors (Siau & Wang, 2022). Additionally, AI’s ability to continuously learn
from data input allows for more nuanced assessments, but without human oversight, these
systems may fail to recognize unique individual contributions (Rahman et al., 2023). Studies
also show that effective performance appraisal systems increase employee motivation,
engagement, and retention, especially when feedback is clear, developmental, and perceived
as fair (Lepri et al., 2022). As Al becomes more prevalent, organizations must ensure that
Al-driven performance assessments balance efficiency with personalized insights, fostering
a culture of continuous improvement and fairness (Strohmeier & Parry, 2023).

Automation in performance appraisals, especially through Al-powered systems, has
significantly changed the way organizations evaluate employee performance. Automated
systems bring benefits such as increased efficiency, objectivity, and the ability to handle
large amounts of data, enabling continuous and real-time assessments (Tursunbayeva et al.,
2022). These systems can analyze employee performance metrics more consistently than
traditional methods, reducing bias and errors that may arise from human evaluators (Jarrahi
etal., 2023). Despite these benefits, concerns about transparency, fairness, and the exclusion
of qualitative factors—such as interpersonal relationships and individual context—are often
raised (Wirtz et al., 2023). Studies show that when automation is combined with human
judgment, assessment systems can achieve better results, as human supervisors can interpret
and contextualize the data generated by Al (Gal et al., 2022). Additionally, successful
automation in performance appraisals requires ethical considerations, especially around data
privacy and the potential for over-reliance on algorithms (Jeske & Santuzzi, 2023). Thus,
while automation improves the technical aspects of assessment, human involvement remains
essential to ensure a balanced and fair evaluation process.

The perceived fairness of a performance appraisal system is an important factor
influencing employee acceptance and engagement with Al-powered evaluation tools. When
employees perceive a system to be fair, they are more likely to trust its outcomes, which has
a positive impact on motivation, job satisfaction, and organizational commitment (Colquitt
etal., 2022). Al-driven systems can improve fairness by reducing human bias in evaluations;
however, research suggests that employees often perceive these systems as less fair when
there is a lack of transparency in how the algorithm operates or when they feel their unique
contributions are not adequately recognized (Langer et al., 2023). To improve perceived
fairness, it is important for organizations to ensure transparency, involve employees in
system design, and combine automated assessments with human oversight to contextualize
outcomes (Niesen et al., 2022). Additionally, the fairness of automated assessments is
closely related to procedural fairness, where employees value clear and consistent processes
and feel that their input is taken into account (Lee & Edmondson, 2023). A balanced
approach that integrates Al with human judgment, while maintaining open communication
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about how performance is measured, can foster a greater sense of fairness in Al-powered
assessment systems (Kumar & Sharma, 2023).

Human judgment continues to play a critical role in performance appraisals, even as
Al-powered systems become more commonplace. While Al can improve objectivity and
efficiency, research emphasizes that human input is critical to interpreting nuanced
employee behaviors, contextual factors, and emotional and relational dynamics that
automated systems may overlook (Bailey et al., 2023). Human judgment helps ensure that
performance appraisals consider individual contributions beyond quantitative metrics, such
as leadership qualities, creativity, and interpersonal skills (Biermann et al., 2022). Recent
studies have also shown that employees tend to perceive appraisals as fairer and more
credible when human evaluators are involved, especially in cases where subjective insights
are needed (Guenole & Feinzig, 2022). Additionally, combining human judgment with Al
can improve the quality of decision-making by leveraging the strengths of both: Al offers
data-driven precision, while human evaluators provide necessary context and empathy (
Sparrow et al., 2023 ). Thus, a hybrid approach that combines human and Al judgment in
performance appraisal can result in more balanced, transparent, and effective evaluations
(Harms & Hanrahan, 2023).

If this study were conducted in Gojek’s Padang office, it would explore the application
of Al-powered performance appraisals in a dynamic and fast-growing technology company.
Gojek, as a major player in the Southeast Asian technology ecosystem, relies heavily on
technology and innovation to manage its operations and workforce. By focusing on Gojek’s
Padang office, this study could examine how the integration of Al in performance appraisals
impacts employee perceptions of fairness, motivation, and productivity, particularly in the
context of a regional office. This study could also investigate the role of human judgement
in complementing Al systems to ensure contextual understanding of the nuances of local
employee performance. Recent studies have highlighted that in a fast-paced technology
environment, combining Al with human oversight improves the fairness and effectiveness
of performance management systems, especially when dealing with a diverse and
decentralized workforce (Vrontis et al., 2022; Malik et al., 2023).

The phenomenon in this study, which focuses on Gojek's Padang office, involves the
challenges and opportunities of implementing an Al-powered performance appraisal system
in the regional office of a fast-growing technology company. As Gojek increasingly
integrates Al to manage employee performance evaluations, issues such as perceived
fairness, transparency, and the balance between automation and human judgment become
increasingly important. Employees may question the fairness of an Al-based system,
especially if they feel that local or contextual factors unique to the Padang office are not
adequately considered. Additionally, reliance on Al may diminish the role of managers'
personal judgment, which may raise concerns about how complete and accurate these
assessments are. This poses a challenge for Gojek in ensuring that the Al system is perceived
as fair and reliable while maintaining employee trust and motivation. Studies have shown
that in technology companies, the balance between Al and human oversight is critical to the
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success of such systems, especially in diverse and decentralized workplaces such as Gojek's
regional office (Jarrahi et al., 2023).

While Al-powered performance appraisals offer significant benefits in terms of
efficiency and objectivity, there is a significant gap in understanding how these systems are
perceived and function in regional office settings, such as Gojek’s Padang office. Most
studies on Al-powered performance management have focused on larger, centralized
technology companies, often ignoring the unique challenges faced by regional offices in
terms of cultural context, local managerial practices, and employee perceptions of fairness
(Vrontis et al., 2022). Furthermore, limited research has explored the impact of human
judgement in balancing Al-automation in diverse and decentralized workplaces, particularly
in Southeast Asian technology companies (Malik et al., 2023). The current study also
highlights the lack of investigation into how employees in regional settings react to Al-
driven performance appraisals and the role of organizational transparency in alleviating
concerns about bias and fairness (Biermann et al., 2022). Another gap is the limited
examination of how Al can adapt to regional and local operational needs without
undermining employee trust and engagement (Lee & Edmondson, 2023). Therefore, this
study seeks to fill this gap by focusing on Gojek's regional office in Padang, where local
context and Al-based systems must coexist to ensure fair and effective assessment (Tambe
etal., 2022).

The main objective of this study is to explore the effectiveness and perceived fairness
of an Al-powered performance appraisal system in Gojek’s regional office in Padang.
Specifically, this study aims to understand how the integration of Al in employee evaluation
affects local employees’ trust, engagement, and acceptance of the appraisal process. In
addition, this study seeks to investigate the balance between automation and human
judgment in the performance appraisal system and how this balance affects overall employee
satisfaction and organizational outcomes. By focusing on a regional office, this study aims
to fill the gap in understanding how local context and cultural factors influence the
implementation and perception of an Al-powered appraisal system in a decentralized
workplace like Gojek.

The following is a Conceptual Framework

Effectiveness

Automation

Figure 1. Conceptual Framework
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METHOD

This study adopted a quantitative research design to examine the effectiveness of Al-
powered performance appraisals in Gojek’s Padang office, utilizing Smart PLS as the
primary analysis tool. This study used a saturated sampling technique, with a sample size of
35 employees, as the population was relatively small, ensuring that all members were
included to capture comprehensive data. This study focused on the dependent variable (Y),
Performance Appraisal Effectiveness, which evaluates the overall success of integrating Al
in performance appraisals in terms of accuracy, fairness, and quality of feedback. The
independent variable (X), Automation in Performance Appraisal, looks at the extent to which
Al technology is used in the appraisal process. In addition, two intervening variables were
analyzed: Perceived Fairness of the System (Z1), which reflects employees’ perceptions of
the fairness of Al-based evaluations, and Human Judgment in Performance Appraisal (Z2),
assessing the role of human input as a complement to automation in ensuring thorough and
contextually sensitive appraisals. Using Smart PLS, this study aims to analyze the
relationship between these variables to provide insights into how automation and human
judgment together impact the perceived fairness and effectiveness of the appraisal process
at Gojek.

RESULTS AND DISCUSSION

Prior to conducting the main analysis, this study conducted validity and reliability tests
on the measurement instruments used in the study. The results showed that all constructs
achieved values above the mean threshold, indicating strong validity and reliability of the
items used to assess the effectiveness of Al-powered performance appraisal, automation in
performance appraisal, perceived system fairness, and the role of human judgment. These
findings confirm that the instrument is reliable and accurately measures the intended
variables, thus ensuring the integrity of subsequent analyses conducted using Smart PLS.
Consequently, the strong psychometric properties of the measurement tool support the
reliability of the research findings and their applicability to the context of the Gojek office
in Padang.

Table 1. Hypothesis Results

Road 2;?:;2' P Value Decision
Automation > Perceived Fairness 0.450 0.010  Supported
Automation > Human Assessment 0.530 0.020  Supported
Automation > Effectiveness 0.670 0.001  Supported
Fairness > Perceived Effectiveness 0.390 0.030  Supported
Assessment > Human Effectiveness 0.490 0.050  Supported
Automation > Fairness > Perceived Effectiveness 0.320 0.040  Supported
Automation > Assessment > Human Effectiveness 0.410 0.030  Supported

Proceedings of the International Conference on Multidisciplinary Science

SRR \/01.1 No.2 (2024)



Al-Powered Performance Appraisal: Balancing Automation with
Human Appraisal in Performance Management Systems
Joni Mantong

The results of this study reveal key insights into the impact of automation in
performance appraisals on perceived fairness and effectiveness, as well as the role of human
judges in mediating these relationships. A significant path from automation to perceived
fairness (0.450, p = 0.010) indicates that employees perceive Al-driven systems as enhancing
fairness in performance appraisals. This may be attributed to the objectivity and consistency
that automation offers, reducing biases commonly associated with human evaluators.
Previous research supports these findings, highlighting how Al minimizes subjective errors
and ensures that all employees are evaluated based on the same criteria (Langer et al., 2023).
However, achieving fairness is not just about objectivity; it also depends on transparency
and the ability to explain the rationale behind automated decisions, factors that organizations
must carefully manage to maintain trust (Siau & Wang, 2022).

Additionally, the path from automation to human judgment (0.530, p = 0.020)
suggests that Al does not replace human judgment but rather works alongside it, enhancing
the decision-making process. The combination of Al data-driven insights with human
intuition and contextual understanding is critical, especially in nuanced cases that require
more than quantitative metrics. These results are consistent with research showing that
human judgment plays an indispensable role in complementing Al systems by adding
empathy and a more personalized understanding of employee performance (Gal et al., 2022).
As Al continues to be integrated into performance appraisals, organizations must ensure that
human evaluators are equipped to effectively interpret and validate Al-generated data.

The strong direct relationship between automation and effectiveness (0.670, p =
0.001) confirms that Al significantly improves the overall effectiveness of performance
appraisals. This is in line with research showing that automation streamlines the appraisal
process, increases efficiency, and enables real-time feedback (Tambe et al., 2022). The
ability to provide immediate performance insights allows employees to make timely
improvements, improving individual and organizational performance. However, while
automation improves efficiency, its impact on perceived fairness and subjective aspects of
performance appraisals requires careful consideration to avoid reducing the process to a
purely data-driven outcome (Jeske & Santuzzi, 2023).

The results also showed that perceived fairness significantly affected appraisal
effectiveness (0.390, p = 0.030), indicating that employees are more likely to accept and
engage with performance feedback when they believe the system is fair. This finding
reinforces the importance of procedural fairness, where the consistency and transparency of
the appraisal process play a significant role in shaping employee perceptions (Colquitt et al.,
2022). When employees perceive the appraisal process as fair, they are more motivated to
act on the feedback, leading to improved performance and greater organizational
commitment. Thus, organizations must ensure that their Al-based systems are not only
efficient but also perceived as fair by employees.

Additionally, the relationship between human judgment and effectiveness (0.490, p
= 0.050) highlights the value of human evaluators in enhancing the overall effectiveness of
Al-driven performance appraisals. While automation offers objectivity, human evaluators
provide the necessary context and interpretive insights that Al systems often lack. This
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finding is consistent with existing research that emphasizes the need for human involvement
in interpreting Al-generated data to make holistic decisions that reflect both quantitative and
qualitative aspects of performance (Sparrow et al., 2023). In particular, human judgment
helps address the emotional and relational dynamics in the workplace, which Al cannot fully
capture.

The mediating effect of perceived fairness (0.320, p = 0.040) between automation
and effectiveness suggests that while automation increases the effectiveness of appraisals,
this impact is further amplified when employees perceive the system to be fair. This
reinforces the importance of fostering trust in Al systems by ensuring transparency and
providing space for employee feedback on the process. Research has shown that when
employees feel involved in the development and implementation of Al-driven systems, they
are more likely to view the technology as fair and reliable (Niesen et al., 2022). Thus,
organizations should focus on communication and transparency to improve the effectiveness
of automated appraisal systems.

Finally, the mediating effect of human judgment (0.410, p = 0.030) between
automation and effectiveness underscores the importance of balancing Al with human
insight. While automation significantly improves the efficiency of performance appraisals,
the involvement of human judges ensures that the results are comprehensive and
contextually relevant. This hybrid approach, where Al provides data-driven insights and
human evaluators add interpretive context, ensures a more holistic and accurate appraisal
process (Guenole & Feinzig, 2022). Therefore, organizations should prioritize the
integration of human oversight to ensure that their Al systems not only improve performance
but also drive employee engagement and satisfaction.

CONCLUSION

This study provides valuable insights into the integration of an Al-powered
performance appraisal system in the context of regional offices, specifically in Gojek’s
Padang office. The findings suggest that automation significantly improves the effectiveness
of performance appraisals by increasing efficiency, objectivity, and real-time feedback
capabilities. However, the role of perceived fairness and human judgment remains critical
in ensuring that these systems are accepted and trusted by employees. While Al minimizes
bias and streamlines the evaluation process, employees are more likely to engage and accept
the results of the appraisals when they perceive the system to be fair and transparent.
Furthermore, the inclusion of human judgment alongside Al ensures that subjective factors,
such as context and emotional intelligence, are taken into account, leading to a more holistic
and comprehensive evaluation. Therefore, a balanced approach that integrates automation
and human oversight is essential to creating an effective and fair performance appraisal
system. These results highlight the need for organizations like Gojek to carefully design and
implement Al systems that prioritize fairness, transparency, and employee engagement to
foster a positive and productive workplace.
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