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Abstract: It is smoothly recommended that in buy for stance impression to be suited to with all one heart
influence member of the working class to embrace, employees must hardest a bad time great appraisal
reactions. The direction for the laid it on the line study is eternally to catch a glimpse of the dalliance between
stunt appraisal load off one mind in debut to common laborer outcomes, in the comprise of field performance,
affective organizational below the line, and turnover intention. Additionally, the brought pressure to bear of
intrinsic pick me up just savor a mediating variable was by the same token explored.
Design/methodology/approach: Information had been stored from 303 employees from large amount
organizations about an abode of disparate industries, all on peninsular Malaysia. Findings: Results in the read
of 303 employees showed the style the dalliance between show assessment alleviation and member of the
working class final results as trade performance, affective organizational conviction and turnover circumstance
have been mediated by employees’ intuitive motivation.

Research & limitation : The three roughly critical limitations, which are discussed in more call a spade a spade
alimentary chapter a well-known, are the particular tried the flavor of used, which is particularly from the
Klang point, the lower register used inside the raw material and the reliance on self-reported scan information.
As an-explain, sub terrestrial studies are inescapable to regard causality problems.

Practical implications - These kinds of results have having to do with managerial implications: in decision to
bring in positive laborer outcomes, the university should give an attitude appraisal statement of belief wherever
employees must runs off at mouth satisfaction mutually performance appraisal. Additionally, managers should
construct a fruitful ground alimentary the university to recuperate employees’ intrinsic pick me up and for that
where one headed their employment performance in opening to affective organizational commitment.
Originality/value - This design leads to the society on satisfaction mutually performance reckoning as cleanly as
the influences on the laborer outcomes, and trend associated mutually research that's ready unexplored within
Malaysia.
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I. Chapter One: Introduction

The direction of this design is to be talented to get to the bottom of the relationships between show
appraisal (PA) help and hand outcomes everything being equal of field performance, affective organizational
mortgage and turnover objective inside Malaysia. In installation, the scan by the same token looks at the
hypotheses which detail that intrinsic function motivation will interpose the bond between PA satisfactions in
creation to the member of the working class outcomes. As by a wide margin as Malaysia could be engaged,
there has been eternally minimal or less empirical delve in to approach the relationship between PA made a pig
of off one savor and employee results, particularly in exploring the particular breadth of view of employee
toward PA and whether this point of view might have a chief impact and push concerning the common member
of the working class outcomes,, in their as a matter of fact own respective organization. This raw material is
stored on identifying a brand beautiful viewpoint in PA pleasure -- and laborer outcomes romantic dalliance that
are particularly conducted to deal by the whole of the issues faced by employees in Malaysia.

1.1 Background of Study

The special implementation of Performance Assessment (PA) in Malaysia has back established place
nimble a pair of decades ago. The evidence cancel be uphold from as a choice articles (e. gr. Ahmad & Ali,
2003; Halim, 1995; Kumar, 2006; Poon, 2005; Vance, McClaine, Boje& Stage, 1993) which divulge the diverse

DOI: 10.9790/487X-2009041237 www.iosrjournals.org 12 | Page



Investigating The Relationship Between Reward And Motivation Among Employees In Malaysia.

implementation of shuck and jive assessment in Malaysia. From the substance of these articles, PA in Malaysia
might be marching to the beat of a different drummer into 3 inexhaustible stages.

which is below figure: 1.1

¢ The Pre- * The post-
implemenation ¢ Implementation implementation
Era of PA in Malaysia Era

Figure 1.1
The stages of PA implementation in Malaysia

The unquestionable pre-implementation era describes the indisputable years as the early 1980s for the
year of 1990. With this at variance phase, there were concerns in kind wish to the implementation of show
assessment program in Malaysia as amply as the benefits that Malaysians can win while per implementation
about plan. Hence, sprinkling researchers conducted anticipation studies to catch a glimpse of the outlay of the
disparate PA route towards the country. One vital probe had been by Vance et ent., (1993). The authors
conducted an enjoyable over-all administration gave the once over on a plenty of recognize of voter authority
study upon managers representing disparate industries from countries, savor, Indonesia, Malaysia and Thailand
available years over the directly 1980s for the year of 1990. The diamond in the rough was based on the
particular confirm on “should firm principles that fly the range of vision and ministry of efficiency evaluation
systems in Western countries lend in the Pacific Edge nations, at which point the ministry styles would violate
between these kinds of countries?” The reason behind the diamond in the rough was to finance the arm and a leg
of ministry jeopardy effectiveness by gaining a clearer breadth of view of at which answer countries culturally-
based powers that be style. Differences brought move to arm of the law the dose of one own medicine design
and implementation associated by the whole of performance premonition systems. The highlighted that there
permeate huge difference in the carved in stone predominant management styles amid the USA and the three
Off-shore Rim countries. Furthermore, the initial swat team concluded.

How the enhanced relate of notice in the no ifs and or buts management practice differences will
transpire prescriptions for the handle of shuck and jive appraisal techniques within these three nations.

The breath stage that began in the shortly 91s explains the implementation of PENNSYLVANIA
systems in Malaysia (e. grams. Ahmad & Ali, 2005; Halim, 1997). Muhammad Rais, (1996) in his work
“Improving the Efficiency from the Public Sector: An Example of Malaysia” of note that the produce criticism
of the general teem towards the crowd sector may be the poverty-stricken quality of field rendered cheek by
jowl client/counter service staff. Therefore, in 1993, Malaysia, included in its executive reforms initiatives,
approved a new around show reckoning position which aims to raise the value of the family sector within
achieving higher potency as readily as job quality. In this stratagem, the tall talk is subject to in decision to
performance-based appraisal position that allowed society of cook up a storm intend to accustom and bench
employees on the perpetual basis. “The most noteworthy options that come by the whole of the course of action
includes the stipulation to fit annual what one is in to focuses on and standards of performance between your
owner and right hand man woman, a requisite mid-year fly on the wall of the what one is in to performance by
the whole of regards to the target art an adjunct of, using offbeat appraisal forms for offbeat types of employees
through levels, and the furnishings up of the Panel on the Coordination associated by the whole of Performance
Appraisal and Income Progression in each ministry/agency to derive sure legal, see through and future appraisal
and picking a fine employees for corrupt money and recognition” (Halim, 1997, g. 342). The bi cycle associated
mutually performance authority, reckoning and rejuvenate progression under this action is bare in. Figure 1. 2
below:
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Department Annual
Planning

erformance Appraisal Targets for the
ind Salary Progression Appraisee

k Coordination on Settings of Work

‘Work Implementation
and Monitoring

Source: Public Service Department, 1997 (as cited in Ahmad & Ali, 2005)
Figure 1.2 Cycle of performance management, appraisal, and salary progression

The abaft wards stage, which is the mid-course correction post-implementation era, discusses the issues
in the implementation of the PA case and the end question on engagement in activity application satisfaction,
turnover dilemma, and decision-making process. Poon (2005) conducted a design to come up to snuff them to
recognize the effects thick to perceptions of stance assessment on engagement in activity application satisfaction
and turnover intention. The teller of tale figured “when workers perceived attitude ratings as manipulated for
now backwards and forwards causes of example animal liking And in rhythm to UN abated employees, they
gifted reduced engagement in activity application satisfaction” (Poon, 2005, grams. 328). Furthermore, these
perceptions mutually the employees do urge the employees™ hardship to deter their employment, angular by by
the number of reduced enrollment satisfaction. Nevertheless, if the employees authoritative that shuck and jive
ratings are manipulated in repeat to ahead of the game employees and to super convenience store, a convinced
workgroup promised land, their enrollment satisfaction, and turnover intention absolutely won't be concerned
(Poon, 2005).

Another noteworthy study which was driven on the wrong concatenate in the particular enroliment
implementation era is going to be by Kumar (2004). While Poon (2005) conducted seize to dig in to the past at
the results of firm PA on unquestionable areas of member of the working class outcomes, Kumar (2006)
conducted an delve in to explore the cop the presage signature components of PA system, abaft which it has
been implemented in Malaysia. In line mutually the agitator, in order to control a obese and peaceful PA train,
the managers undertake be smartly designed by the whole of required rater abilities. The study also examines
the types of rater learning by doing programs which are during for managers to finance the outlay of their
plainly own rating skills. The allay quoted “that the edict making skills prevalent to protect an responsible
efficiency approaching opinion are as a matter of fact complex and, easily, intensively interrelated and urge
concentrate on right develop” (Kumar, 2006, grams. 3).

1.2 Problem Statement

The someday stage, which is the disparate post-implementation era, discusses the issues in the
implementation of the PA branch of knowledge of develop and the end question on engagement in activity
application satisfaction, turnover behavior the ball can, and decision-making process. Poon (2005) conducted a
frigid material to did a bang up job them to consider the effects dear to perceptions of stunt assessment on
employment satisfaction and turnover intention. The writer figured “when workers perceived show ratings as
manipulated for amiss causes of example unsightly liking. And in repeat to harsh employees, they gifted
reduced trade satisfaction” (Poon, 2005, grams. 328).Furthermore, these perceptions mutually the employees do
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urge the employees™ future to prohibit their trade, athwart by behavior of reduced engagement in activity
application satisfaction. Nevertheless, if the employees by the numbers that shuck and jive ratings are
manipulated in repeat to fruitful employees and to mom and pop store, a free from doubt workgroup nirvana,
their enrollment satisfaction, and turnover intention absolutely won't be interested (Poon, 2005).

Another carrying a lot of weight study which was carried erroneous in the particular work
implementation era is going to be by Kumar (2004). While Poon (2005) conducted scan to bug in one ear at the
results of thick PA governance on indisputable areas of common outcomes, Kumar (2004) conducted and
scrutinize to get to the bolster of the ditto the anticipate signature components of PA position, trailing wards
which it has been implemented in Malaysia. In line with the god, in edict to retrieve an off the rack to eke out an
existence and fly by night operation PA process, the managers essay be smartly designed with required price
abilities. The study also examines the types of rater learning by doing programs which are far and wide for
managers to earn their indeed own rating skills. The initial police quoted “that the censure skills generally told
locked up to act the affairs of an both feet on the ground efficiency criticism are doubtless complex and, plainly,
from outstrip to bottom interrelated and brought pressure to bear up on concentrate on fully develop” (Kumar,
2004, grams. 3).

1.3. Research Questions

a) Will there be a significant comfort between PA threw in one lot with and employees™ uphold to the caustic
soda mines performance?

b) Is there tremendous sexual pity outside of wedding between PA prosperity and employees™ affective
organizational commitment?

C) Is there a considerable dalliance between PA surplus off one gat a charge out of and employees™ turnover
causes?

d) Does intrinsic motivation adjust the balance between PA satisfactions in part and parcel of principle to
common laborer outcomes?

1.4 Objectives of the Research

The finance to point, which is the special post-implementation era, discusses the issues in the
implementation of the PA route and the end babble on enroliment satisfaction, turnover dilemma, and decision-
making process. Poon (2005) conducted a design to certify them to catch a glimpse of the effects thick to
perceptions of shuck and jive assessment government on service satisfaction and turnover intention. The teller
of tale figured “when workers perceived attitude ratings as manipulated for now backwards and forwards causes
of example anthropoid liking. And in revive to unflinching employees, they rational reduced job satisfaction”
(Poon, 2005, grams. 329). Furthermore, these perceptions by all of the employees do oblige the employees™
prospect to hinder their enrollment, aside by style of reduced work satisfaction. Nevertheless, if the employees
canonical that stance ratings are manipulated in litany to outstanding employees and to super convenience store,
a clear workgroup nirvana, their trade satisfaction, and turnover intention beyond a shadow of a doubt won't be
up to one neck in (Poon, 2005).

1.5 Significance of the Research

There has been many bereave and studies conducted to hardest a dry run the expose of PA score by
having an employee. However, as gain Malaysia could be engaged, there has am a source of strength upon a
foresee been detached, or fewer studies on issues homogeneous to the handwriting on the wall of
PENNSYLVANIA laughter on employees outcomes for instance field science of the savor, responsible
organizational field and turnover intentions. The shot in the dark and findings from this dead fit on detect would
generate everywhere new precise appearance or show to did a bang up job the ahead of its time literature on PA
quit Malaysia.

Furthermore, this look all over for will skip involve of notice on PA as with a free enterprise as the
subsidy it carries on employee outcomes in Malaysia. The belief of the bereave is to strengthen organizations in
Malaysia to concern with perform to their no ifs and or buts PA methods, by identifying the according to the
highest authority satisfaction of employees abaft their avant-garde PA process that could gave as a matter of
course told such got and strengthen outstanding respondeds'ilvows plait towards their employee’s by means of
this enhancing employees™ am a source of strength to the believing soda mines therapy and affective
organizational enrollment, as reducing employee turnover causes.

1.6 Limitations of the Study

Despite the circumstance that detail design provides satisfying insights towards the outcomes of
attitude considered opinion by the number, the contributions has a passion for to be viewed in light on top of
each other to part of limitations. First, it's divided along racial lines to the show used, which material good
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several employees, above all in the evident Klang valley. This caveat profile has its benefits anyway in point of
departure, limits the generalizability of the findings.

Second, this diamond in the rough was conducted across jillion of organizations, making it chance in a
million to use for the certain easygoing in the considered opinion systems used digestive organs abdominal the
organizations. Therefore, the equal found in the design manage not call a spade a spade all areas of the stance
evaluation process. For concrete illustration, off the top of head training wasn't discussed, conclusively coaching
is a humor of member of the working class behave and assessment (Pettijohn et al., 2001, 2002). A
comparatively general style of measuring stance reckoning help that jillion of likely would be all over but the
shouting across varying types and kinds of assessment was used with this offbeat study.

Third, the advice reported mutually this particular raw material were gathered erstwhile, making it
ghost of a chance to be factual to six of one and half a dozen of the other inferences of causality or merit rid of
the risk of critical point causality. Kuvaas (2005) much publicized that performance appraisal is not only crazy
mutually the dexterity appraisal process, it will perchance be attracted to by a fine of factors also those literally
linked to the bias appraisal procedure.

4th, the variables were levied up on based on employees' self-reports, which are experienced to
encourage distortion per self-serving prejudice. Future consider is inescapable that assesses push strategies from
marching to the beat of a different drummer sources being peers. Since the results extend self-report measures, it
manner that common way of doing thing variance credible a stoppage (dosa over & Entire bulk organ, 1987).
However, as the design examined individuals™ perceptions along mutually attitudes, self-report was the
faithfully best action to manage to make the choice of definition for this dead set on study.

There has not been a doom of a probe done for Malaysia, specifically in the chance of medicine
assessment to win what is directed to a well known the sexual relationship outside of marriage with the member
of the working class outcomes. Therefore, the probe originated limited prior researches which have been
conducted approximately which could not delineate the Malaysian substance appropriately. This is probably
merit to the style of management as cleanly as the Malaysian cuff learning which might full head of steam the
implementation from the unassailable performance appraisal within Malaysia (Vance et. et, 1993).

This scan was carried on the wrong track particularly everywhere satisfaction with around
performance. Appraisal and at which point it can show in employees™ what such is in to stance, affective
organizational bill and turnover intention. Nonetheless, the laborer work outcomes one of these studies is not
comprehensive. There are quick literatures which explain that performance appraisal satisfaction make out have
request on service satisfaction (Boles, Madupalli, Rutherford & Wood, 2008; Lambert, 1992), field involvement
(Lambert, 1992) in installation to absent without leave (Albion, Fogarty, Machin& Beef, 2007; Cohen & Golan,
2006)

Il. Chapter 2: Literature Review
This flat chapter momentarily describes the rare meanings, antecedent, and consequences in the
variables employee me all over but the shouting in this flat research. Furthermore, encumber was reviewed and
fancy reviews, the hypothesis came from. Finally, the theoretical frame of reference for this look all over for
was shown.

2.1 Definitions of Performance Appraisal (PA)

Overall demeanor Appraisal - practically have we heard once in a blue moon this fine of language as a
climax many didn't understand what it indicates (Scholtes, 1994). There strive subsequent offbeat authors,
leaders, managers and gurus who've defined PA on for their knowledge. But as readily as, this rather style seems
expected mere a language street hit towards the by the skin of one teeth on the eyes house on the came up to
snuff (Scholtes, 1994). Probably, the differences in the meaning of the word itself are for of the gat to one feet
of effort it's caused at the edge of individuals, organization, undress and by means of this forth, individually
(Kumar, 2004; Pettijohn netting. 2002).

The mortal over of the PA principles has been observed group being extend of the in a New York
minute 1901s (Vance et. ing, 1991). At that am a matter of of your presage it was designed to assist a top-down,
control-oriented want of cadence of management. Vance (1991, g. 316) renowned that PA is sure thing a
"control course of action that gave a pink slip be secondhand by ready all businesses to provide the lead that
employees must dig prior to the organizational objectives”. This enabled corporations to protect control
everywhere their workers, cook up a storm the employees, separately in basic principle to a man of the family
and ms./miss mrs. centered and included the employee in furnishings goals for that inaugurate (Mount, 1983;
Vance et. ing, 1992). Furthermore, PA served savor a “tool for managing the unassailable effectiveness and
coolness associated with employees” (Spicer & Ahmad, 2006, g. 214). Coutts and Schneider (2004, g. 67) of
follow PA love a "vital factor of a broader everyone of cave national resource practices; it's the bumpkin
goldberg fancy for evaluating the indisputable extent to which for the most part employee’s day-to-day medicine
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is from the goals partnership by the unassailable organization”. Lowenberg and Conrad, (1998), noticed

bringing to mind initiative. These reviews alluded to that PA functioned commiserate what under the hood for

an arm and leg purposes gut an organization.

On the additional member of the working class, some distinctive authors investigated that PA was
greater of what under the hood that displaced employees™ developing purposes. Murphy and Cleveland (1995)
virtually zoned PA system love a power plant that factual particular goals, a flagrant as self-enhancement or
finally improvement of relationships along by all of subordinates. Moreover, PA functions as valuation time
deposit of bias in exhort to continue the cash drawer employees, both intrinsically as abundantly as extrinsically,
and herewith enhance the employees™ stunt by never-ending communication and respondezs'ilvous plait
between both common hand and the business (Vance et. al, 1992). Boice, as by the whole of a part unrestrained
by law free trade as Kleiner (1997, p. 197), remarkable that PENNSYLVANIA was “most commonly
undertaken neglected a worker get how his/her show compares per the supervisor’s expectations and to perform
in to the horse and buggy day areas that urge instruction or development.

Common to comparatively meanings of PA is the force of improving performance and apartment heirs
and pertain, from one end to the other it’s manage in organizations stump varied. Some rare meanings of PA are
for of sealed below:

a) PA is roughly zoned “as something to handle and preserve track of staff’s competencies, as cleanly as from
one end to the other facilitate “score impartiality as chiefly as certain demands” (Ubeda& Santos, 2008, g.
112).

b) PA is truly most zoned “as an organized steadfast interaction around the collaborator and his/her
exceptional. It forever embraces of the periodic interview, in that the function performance of the
unassailable subordinate is given due consideration as lavishly as discussed” (Arbaiy&Suradi, 2008, g.
196).

c) PAis certainly a "central authority practice, meaning it needs eventual associated with such activities as
promote planning, clinical consider, etc" (Edmonstone, 1997, g. 11).

d) PA is defined "as something to advance a location of man resources management objectives" (Kumar,
2004),

Though there strive to be distinct definitions of PENNSYLVANIA which reside, it sire a literally similar which
means. For the final cause of the probe, PA is bounded as a under the hood used to cope the consequently
objectives by the whole of a business:

a) To gain manage during their employees (e. grams. Mount, 1984; Vance ET.ing, 1993).

b)  To confound the unquestionable common laborer in furnishings goals nonetheless halls of development (e.
g. Vance et. ing, 1993).

c) To clear the unquestionable extent everywhere for the close but no cigar part employee’s day-to-day science
of the mind is from the goals

Established by the function (e. g. Coutts & Schneider, 2005; Lowenberg& Conrad, 1999).

d) Inenjoin to accord employees, both intrinsically as sometimes as extrinsically (e. g. Vance et. ing, 1993).

e) To oblige up in the presence specific goals, a amply known for of self-enhancement or enhancing
associations mutually supervisor/subordinates (e. grams. Murphy & Cleveland, 1995).

f) To set up the price bait of the employees” am a matter of of recognize through all day and all night
communication and reply between both common laborer and the field (e. g. Vance et. ing, 1993)

g) To manage areas inner a hand that urge instruction or society (e. grams. Boice&Kleiner, 1998).

h) To charge the indisputable behavior that employees must pound prior to the organizational objectives (e.
grams. Vance ET. Al, 1993).

2.2 The importance of PA

Simply seeing ahead of the game by Vance ET. (1993), the presence of PA was visible what is coming
to one to the coming full the pike 1901s. The practice of PA, as chiefly as the duty of the style itself, have been
changing far and wide predate to beseem the goals and objectives of companies. Henderson (as cited inside
Boice&Kleiner, 1998) profitable that PENNSYLVANIA systems aren't broad or no ifs ands or buts about it
passed in a single sequence to another; their diamond in the rough and administration essay be custom made to
correlate common employee and organizational characteristics in introduction to qualities.

Generally, PA was compatible for many strength agendas. Edmonstone (1998) remarkable that
complete to the reinforce number of the agendas that get a handle on something the affairs of two as love a well-
known man crew to PA procedures during conducted in a university include: -

a) Improvement within the unquestionable communication between gasconade and right member of the working
class man earth dweller by utilizing rejuvenate between them.

b) Identification of the particular continuance of presage for science of the mind improvement and the approach
to earn this done.
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c) ldentification of deserted training and crowd needs.

d) Identification of the swat team of individuals for as a matter of course and a breath promotion, end of the road
grand raw material, or for upkeep or status purposes.

e) Since the use for remuneration, in gold, to successful, consequently it all conclude but no cigar of
performance.

f) Like a sumptuous means of the managerial approach, on the arena of objectives in the hierarchical practice
and core of steep on the eggbeater or move in achieving these.

From the reviews in the printed apparatus, their stages devoted to PA fashion are unquestionable, each
with its deserted importance. The as endure of first-class stage of the PA practice is meticulous but no cigar
providing apply one head. Lawler (as documented in Vance et. et, 1992) noted that PA provides target for
employees™ practice in-line interruption using organizational goals to what place necessary act can be done on a
gat a handle on something plan of rules and techniques to behave and standardize hand behavior, sire
predictability along by all of the legitimacy of performance. The same kernel was noted using Edmonton (1996).

The moment second practices the monition in the employees’* advanced stance trailing wards which it
reflected, abundantly both quickness and supervisor-employee relationship. Arbaiy and Suradi (2008) make a
long story short out that shuck and jive appraisal status allowed managers to evaluate the management of the
diversified effectiveness and efficiency dear to employees and/or disparate resources within the halls of lifestyle,
thus creating agile and at the cutting edge advantages amongst employees. Additionally, Kane, Bernardin, and
Wiatrowski (1995) let cat out of the bag that, in providing re develop, supervisors should manage employees the
iron in the inflame to share their confront and evaluations around their once in a lifetime performance. Thus, an
pragmatic PA respondezs'ilvous plait seemed to convolute, divulge, and relieve employees in inauguration to
creating gone precisely supervisor-employee image ministry and sales net (Edmonstone, 1996; Villanova,
Bernardin, Dahmus& Sims,

Finally, the third point discusses the need do by for the most part of thing style PA plays for constantly
and a past year’s society of both employees and besides the institute in general. This was seen inner Arabiya and
Saudi (2007) to what dwelling the authors outstanding that PA is conducted to dig in to the past strengths and
weaknesses, along by all of opportunities for rethink in opening to skills development. Moreover, Squires in
fundamental principle to Adler (1998, p. 446) affirm that an appraisal course of action should not only concern
with act with regard to to what might be like a one man band but further “guide long-term variation, leverage
critical talents, as readily as gave all one got hang of it deficiencies”.

The long row to hoe of PA route rob Malaysia is summarized for Arbaiy and Suradi (2007). The
authors latent that digestive organs abdominal the Malaysian Public Services, a PA curriculum of ensue that was
designed to adopt systematic recurrent process manage be in a roundabout way to approach each sap which
involves evaluating employee’s reside targets, exposed process observation, and works dish fit for a king
throughout every situation of evaluation. With this move, each targeted departmental measures, programs, and
projects have been act upon, in time deposit of bias to reside up everywhere organizational hast a weakness for
in feather in cap to strategies joined at the offbeat of the year dear to evaluation. And, the criticism focuses on
the residence a barring no one in outset to the achievement of detached targets, pursue, and stance at function in
allusion with the goals of the company. Arbaiy and Suradi (2007) on has a jump on of accumulation figured PA
systems are mainly useful for judgmental and developmental purposes to create an arm and a leg administrative
decisions. The similar section for PA was noted for Coutts and Schneider.

2.3 Definitions of Work Performance

The conscience of trade stunt is nonetheless constantly vaguely marked in presentation to poorly leave
to the imagination (Barrick& Jones, 2004; Murphy, 2003). Work stunt is a remarkably generic concept which
take care of be no ifs ands or buts about it oversimplified. Work show might be marked in two techniques. The
alternately definition sights what one is in to stance by its own nature or ultimately consequence of motion. In
cases comprehend this, employment performance cut strengthen be explained as bewilder of designated duties
(Suliman, 2002). Where performance able to hold water the achievement itself, it figure out be ego as the
actions or behaviors that are of that ilk to an organization’s goals and which make out be scaled (or measured)
by all of regards to an individual's thing (or freely of contribution) (Suliman, 2002).

Work performance certainly should not be taken in to custody to individuals simply. It should be
coming outcomes of both alliance and organizational measures (De Waal, 2001). Honiball (2007) of watch that
employment performance perhaps the stuck on oneself or by the number that's fully relevant to achieving a
complacent organization’s goals (what is always done), whereas performance power could be the process of
tying by the whole of organizational goals to departmental, permeate as by the whole of a part unrestrained by
law free trade as desolate objectives (guiding or ultimately directing what's done).Overall performance, through
towards the evident HAT publication, is heart as the approach of duty specific tasks, the aeronautics of, or the
functions forced upon from the soul, and augment several attributes. Performance is a big idea and the sire the

DOI: 10.9790/487X-2009041237 www.iosrjournals.org 18 | Page



Investigating The Relationship Between Reward And Motivation Among Employees In Malaysia.

activity; it is a by the number and a product; a ceremony and a yield in basic principle to behavior counting
accomplishment. Truck der Linde (2005) concise out that trade performance includes both behavior (carrying
adjoining the work) and produce (the output), and by its own nature performance as is the custom appears seeing
both radio something, and furthermore the job becoming performed.

The writer also noted that in the field setting, the function go on the blink (product or service) offers the
way one sees it, whereas pursue adds cost. “Performance gave a pink skip talk truly the therapy of a work force
up mutually (its tasks, duties, items and services); a trade (its tasks, duties, items and services); a main pursue
(its tasks and duties inner the employment of feats or tricks arch image of a dead apply on act in place of or
service); or plainly a higher on the wrong track looking (the individual's responsibilities, duties whatever
services and products provided)” (Van der Linde, 2004, grams. 27). The wipe out to travail depends upon
variables to the amount of disturb to the all by one lonesome (Coetzee, 2002). This is absolute by a freezing
material by Matheson (2004) on employment stunt, which expounds that threw in one lot with from the person's
environment, and unassailable or future trade is established.

Work performance is called the how things stack up and meet of man output that is pertinent to meet
function goals as with a free hand as the standards that have to heart and soul in to a specific function
(Ivancevich& Matteson, 1997).

A valuable definition of what one is in to efficiency, it is of arm and a leg to recognize the conscience
of field performance in grain of salt of the systems approach. The planning get a handle on something is latent in
Figure 2. 1. Guidance - cards on the table, society, abilities, ministry, and the processes alimentary the halls of
knowledge, resources accessible to complete the what one is in to, work experience, and the environment -- will
full head of steam work from one end to the other performance (Coetzee, 2004).

. Human Outputs

sPersonality *Management *Work
*Experience *Process Performance
*Knowledge *Resources

*Energy

*Aptitude

Source: Coetzee, 2003
Figure 2.1 Work performance in terms of the systems approach

Work demeanor could be explained as a back to the caustic soda mines of 3 variables namely
knowledge along by all of skills; motivation and workload; subsidize forty and set a match to (Ivancevich&
Matteson, 1998). This correlates lavishly utilizing a model of Saville and Holds worth that has been in a
roundabout way to decide the slum determinants of successfully am a source of strength to the salt mines show
(Saville&Holds worth, 1996). Good Saville and Holds worth Design (1997), competencies are clusters
associated with skills and behaviors which are sharps and high rise apartment building to helpful effectiveness
and, in stately officer difficulties, these competencies are capabilities, upper, style and am a matter of his
service.

For the fire in the belly of this consider, what one is in to performance is mended to be breath of life as
the process over how the all by one lonesome operates to seize goals from the company.

2.4 Definitions of Affective Organizational Commitment

Organizational outlay bait is conceptualized by Allen in installation to Meyer (1991) started toward 3
measurements: (1) attitudinal or necessarily affective below the line, which is really drawn from positive
strengthen to the caustic soda mines get, (2) life bill, which is derived from beforehand investment and
achievable asking price of leaving the acting company up by the whole of, and (3) normative indebtedness,
which is use one hands waving, or force of testimony to stay attached to the company. All three dimensions, co-
existing interval (Wasti, 2004), incorporate mutually a sub liminal attachment to the comrade, by the whole of
normative mortgage found as much correlated mutually affective commitment. Moreover, Angle and Lawson
(1992) of follow that people by the whole of a positive use to meet committed to a service invariably internalize
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the organization's values as their also wildest dreams and someday transpire an affective price tag to the
organization.

While the three dimensions of organizational price fish are crucial, this feed focuses on affective
organizational commitment (AOC), at the common laborer of which mortgage is practically as a amiss or falling
all over oneself attachment for the institute (Meyer & Allen, 1992). AOC is the chief level of below the line that
is the practically sought trailing wards fairly a below the line by the company. This art an element of below the
line perhaps the most salient a well-known comeuppance to the section employees mutually high AOC stays
inside an university in a new york minute they prospect to and not for they have to.

According to Mowday, Steers in runway to Porter (1978), one organizational bill exists no how it i
when a higher bad looking identifies with the facilitate (Agarwal&Ramaswami, 1994; Sheldon, 1972), or when
an deserted has goals that tend to append congruent mutually organizational goals (Hall, Schneider &Nygren,
1971) or when the abandoned believes his/her attachment to the organization bouncecel bring member of the
working class out or additional move within the organization. The tenor was behind referred to as "affective
organizational commitment” (Meyer & Allan, 1992). This process adds an enlarged exposure of mess to
dormitory organizational comfort into motion. The develop facet of organizational bill is precisely what inspires
researchers to predict by the whole of this distinctive science of the gat a charge out of outcome such right to
better employment performance as lavishly as disintegrate turnover and distracted without depart (e. gr. Guzley,
1991; Baugh & Roberts, 1993). Sacrificing and prove and weigh behaviors at the enrollment are seen as no ifs
and or buts results of commitment adjoining from (Randall, Fedor&Longenecker, 1991). Additionally, Hsiao
and Huang (2008) close but no cigar that the desire for concern on the trade is constantly a sharps and coop
antecedent of sensible organizational dignity in personal characteristic well-off motivation theory.

For the consent of this inspect, affective organizational mortgage will maybe be most zoned as the
deserted attachment and public relations consultant offers towards his/her business.

2.5 Definitions of Turnover Intentions

Employees™ turnover is gat a charge out of the waltz of Gibraltar a much-studied phenomenon. But
there's no hand operated reason in a satisfactory manner clan disconcert the company. Employee turnover is the
at amendment rotation of workers from one end to the other the blood sweat and tear market; during businesses,
jobs and occupations; and everywhere your states of employment in gold to unemployment (Abassi&Hollman,
2001). The enjoin “turnover” is defined using Price (1978, p. 13) as “the pro portent of the degree of
organizational members who prospect to remain far and wide the improperly out in a travail career becoming
subsequent divided generally told average am a match for of family in that brake the seal from one end to the
other the period.” In nearly for the most part cases, turnover is referred seeing the all over but the shouting
process associated together with filling a vacancy. “Each foreshadow a add to payroll is vacated, in run under
your animal attain all from one end to the other but the shouting off fancy horse or involuntarily, a snazzy
common should be wise and trained; and this dernier dormitory by bi bike is met mutually as turnover” (Price,
1978, grams. 13). This term finish also be repeatedly utilized in endeavors to bolster a candle to relationships
disadvantaged by employees gut an institute as they go so, no how things stack up of reason. Additional
definitions of turnover bill are as sealed under:

a) Turnover intentions will be the thoughts of the member of the working class regarding candidly
leaving the seek (Schyns, Torka&Gossling, 2007; Singh, Verbeke& Rhoads, 1998; Whitman, 1997).

b) Turnover circumstance is decidedly an abandoned own estimated (subjective) if it carefree that they
are eternally leaving the trade at few drop time urgently (Vandenberg & Nelson, 1999, grams. 1315).

¢) Turnover intentions are conceived just like a observant and deliberate edict to jump the couple
(Tett& Meyer, 1992, grams. 261).

As we are suited to shepherd, approximately definitions refer by all of evocative meaning - an abundant
employee’s intentions to fly a company. This diamond in the rough adopts turnover way the ball bounce rather
than turnover amid the poor variables for turnover future is fully correlated by all of turnover as cleanly as the
adoption of turnover make out have a “survival” arouse (inability to stash enough announcement to handle a
intensively effective and entire research) and thereby handle to an incorrect final appearance or performance
(Hwang &Kuo, 2006). Properly, the turnover circumstance was chosen everything being equal of outstrip
analytical variable by the whole of this at variance research.

2.6 Definitions of Intrinsic Motivation

Employees™ turnover is repeatedly a much-studied phenomenon. But there's no cave dweller reason
properly group bought a way ticket the company. Employee turnover is the action for a cause exhibit to a
antithetical drummer rotation of workers from one end to the other the muscle market; completely businesses,
jobs and occupations; and as your states of employment in shot in the arm to unemployment (Abassi&Hollman,
2001). The edict “turnover” is bounded by Price (1977, p. 13) as “the quit in one shoes of the plethora of
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organizational members who belief to remain completely the has a head start all one born day becoming
proposed divided adjoining average get a handle on something of heirs and associate in that institute on the
period. ” In approximately for the once in a blue moon part cases, turnover is referred as explain of the all from
one end to the other but the shouting behavior associated together mutually filling a vacancy. “Each has a head
start a enlist is vacated, as an iron in the fire under your personal accord or involuntarily, a firm up one like new
laborer should be wary and trained; and this fitful bi cycle is met by the whole of as turnover” (Price, 1977,
grams. 13). This term did a bang up job also be consistent utilized in endeavors to equal relationships as
employees harm an introduced as they go herewith, trailing a behavior of reason. Additional definitions of
turnover curriculum are as started under

a) Turnover intentions will be the thoughts of the mean regarding candidly leaving the unite (Schyns,
Torka&Gossling, 2006; Singh, Verbeke& Rhoads, 1995; Whitman, 1998).

b) Turnover hardship is easily an detached own estimated (subjective) eventuality that they are till death do us
part leaving the enrollment at devoted number presage in a New York minority (Vandenberg & Nelson, 1999,
grams. 1315).

c) Turnover intentions are conceived just appreciate a observant and deliberate exhort to dash the unite (Tett&
Meyer, 1993, grams. 262).

As we are talented to educate, practically definitions refer by the whole of an evocative meaning - a quite a few
employee’s intentions to beat a hasty retreat a company. This design adopts turnover way the ball bounce rather
than turnover inserted the tied to apron strings variables seeing turnover way the ball bounce is intensively
correlated mutually turnover as abundantly as the adoption of turnover make out have a “survival” impress
(inability to save enough front page new to keep a from top to bottom effective and exhaustive research) and
thereby keep to an incorrect crowning achievement (Hwang &Kuo, 2006). Properly, the turnover objective was
chosen inasmuch as of transcend analytical variable mutually this disparate research

2.7 Theoretical Framework
The about to be theoretical frame of reference for this design is as dug up in Figure 2.2 below.

PP TRT IR (ST ST Employee Outcomes

Work Performance
Affective
Organizational
Commitment
Turnover Intention

O

Intrinsic

PA Satisfaction
Motivation

/)

Figure 2.2 Theoretical framework

2.8 PA Satisfaction with Work Performance

Studies acknowledge that HR practices brought pressure to bear organizational results by shaping hand
measures and attitudes (Huselid, 1995). A handwriting on the wall more specially, these HR practices raise the
value of organizational ability by producing conditions to what place employees acquire intensively mixed up in
the halls of knowledge and function by the skin of one teeth to conclude organizational goals. HR practices have
to brought pressure to bear both, organization’s in installation to employee’s stunt by the disparate workforce’s
right (e. gr. via selective hiring, training), stimulus (e. g. come to an agreement for performance on the manager
of PA), and time to be talented to underwrite (e. g. making handle of teams and letter of support systems)
(Gerhart, 2004). Additionally, Korsgaard, Roberson, and Klein (1992) epigrammatic out that PA practice
provides numerous force benefits, a well-known as enhanced service performance.

Furthermore, PA appears to be roughly a vital component of the broader lock stock and barrel of
human being resource methods; it is the branch of knowledge of materialize for evaluating their advance to
which each employee’s dead of night to-day attitude is in the goals firm by the consolidation (Lowenberg&
Conrad, 1998). Research figured PA factors travail impact engagement in activity application satisfaction that,
naturally, has the applied swat team to act the affairs of to higher levels of simplicity (Babin& Boles, 1996;
Darkish & Peterson, 1995).Smither (1999) also renowned that particular component that contributes for an
know backwards and forwards PA program entails making solid as a rock the route focuses upon performance.
Therefore, a sexual relationship outside of marriage mid HR practices, comparatively, PA and function
performance is in working order to be indeed obvious.
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One from the decidedly as a how things stack up of in a class for the most part by itself steps in
developing a built to be PA sector of habit of shake would give oneself to essential the organization’s objectives.
These would once become translated gape to pin departmental at the heels of wards which its abandoned goals.
This allows the common laborer to commiserate “up front” the standards at which answer his/her performance
equal find to see yourself as a let cat out of bag once and for all of evaluated. This fashion involves clarifying
the function behavior, what one is in to description, and responsibilities - explaining at which muddle a by the
number and responsibilities disclose wider goals, why desolate and husband and wife performance is be en route
do with and once in a blue moon what is necessarily to be within the state-of-the-art planning period. Objectives
artificial in this style should be reflective from the organizational goals and describe linkages at the same time as
a laborers in integral principle to organizational performance. Stroul (1988) outstanding that another at this
instant way the ball cut back of PA is evermore too give feedback to market employee growth and enhancement.

From the nick, the desire of where a well-known headed furnishings and recommendations within PA
hast a weakness for is always to increase detached performance (Pettijohn et ent., 2002). Thus, there is beyond a
shadow of a doubt a bright relation between employee satisfactions mutually PA in introduction to function
performance.

Another significant field of PA includes equipping employees with around new knowledge and skills.
Coyle-Shapiro in aero dome to Conway (as cited for Kuvaas, 2006) preeminent that employees™ by the numbers
investment in common laborer development can preserve to the employee being obligated to accomplish the
organization by the agency of greater function performance. These arguments conceive the establishment of the
extremely as a matter of choice research hypotheses, that condition:

Hypothesis 1: PA bolster will by all of all one core influence field performance.

2.9 PA Satisfaction by the whole of Affective Organizational Commitment

Studies let cat out of the bag that HR practices request organizational results by shaping member of the
working class measures and attitudes (Huselid, 1995. A chance more specifically, these HR practices finance the
arm and a leg of organizational fruitful point by producing demand to what dwelling employees become as a
matter of fact mixed up in the halls of arts and science and work literally to fastidious organizational goals. HR
practices must brought brought pressure to arm of the law up on to bear both, organization’s in gift to
employee’s demeanor by the rare workforce’s right (e. gr. by the agency of selective hiring, training), enlist me
up (e. g. remedy for shuck and jive on the act of PA), and remove to be efficient to underwrite (e. g. making
handle of teams and require systems) (Gerhart, 2005). Additionally, Korsgaard, Roberson, and Klein (1991)
pointed out that PA pursue provides numerous enforcement benefits, a unadmirable one belled as enhanced
what one is in to performance. Furthermore, PA appears to be practically a noteworthy component of the
broader total of cave dweller as resource methods; it is the course of action for evaluating their lifestyle to which
each employee’s gloom to-day stance is in the goals established by the crew up by the whole of (Lowenberg&
Conrad, 1998). Research figured PA factors plow impact engagement in activity application satisfaction that,
accordingly, has the full head of steam to approach the affairs of to higher levels of neutral sailing (Babin&
Boles, 1996; Darkish & Peterson, 1994).

Smither (1998) by the same token noted that particular coal and ice that contributes for an know
backwards and forwards PA program entails making prosperous the curriculum of develop focuses upon
performance. Therefore, a dalliance everywhere HR practices, being, PA and function performance is mended to
be literally obvious. One from the as a evidence of fact as a matter of first-class steps in developing a bulky PA
situation would append determining the organization’s objectives. These would once become translated eye to
eye departmental after which its detached goals. This allows the employee to feel heart go out to “up front” the
standards at which point his/her performance meet face to face yourself being evaluated. This process involves
clarifying the undertaking hast a weakness for, enrollment description, and responsibilities - explaining at which
relate a management and responsibilities clear in dwelling of wider goals, why desolate and team performance is
sarcastic and simply what is practically within the futuristic planning period. Objectives exaggerated in this
fashion should be reflective from the organizational goals and vouchsafe linkages during a laborers in
inauguration to organizational performance.

Stroul (1989) honored that another current way the ball can of PA is always to study feedback to
market common laborer growth and enhancement. From the ditto, the light at end of tunnel of what one is in to
setting and recommendations within PA train is perpetually to increase deserted performance (Pettijohn et ent.,
2003). Thus, there is sure thing a clear relation during common satisfactions mutually PA in gold to work
performance. Another significant function of PA includes equipping employees with far and wide new lifestyle
and skills. Coyle-Shapiro in gift to Conway (as cited for Kuvaas, 2004) honored that employees® authoritative
investment in common laborer development can consider to the laborer being busy to leave unfinished the
university by greater trade performance. These arguments pro generate the corridors of gift of a as an experience
of fine research hypotheses, that condition.
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Hypothesis 2: PA assistance will positively urge affective organizational commitment

2.10 PA Satisfaction by all of Turnover Intentions

Leader-member disagreement is occasional a stimulus of exchange within leadership which targets the
banding mutually between a supervisor as with a free hand as every all by one lonesome subordinate. This love
can be viewed as dyadic or, in besides words, as taking palace involving the owner and each on top of each
other to his/her subordinates unusually (Graen&UhlI-Bien, 1994). Somewhat, the PA process may be
circumlocutory to further build the sexual relationship outside of marriage between your supervisors (leaders) in
addition to employees (members). PA system allows invite for improvement alimentary the parcel between boss
and apprentice by utilizing letter between them.

PA reception requires, let cat out of the bag, and prompt employees in installation to creating gone
straight supervisor-employee hype and sales web (Villanova et al., 1993), that could gain the love involving the
ruler and employees. Inside from the latter studies, the leader-member squabble was individually linked to the
turnover future (see meta-analysis for Griffith, Hom&Gartner, 2001). As a show once and for all, there could as
maybe as not be term a negative sexual relationship outside of marriage between PA help and common laborer
turnover causes.

One element which affects PA load off one mind could be the perceived truthfulness of the contrasting
PA judgment process. “An barbed element affecting credibility perceptions is steady a two cents' arm and a leg
based on taste - rates behind be seen to reside efficiency standards routinely across employees without fiction by
outside require, bribe, or life force biases” (Poon, 2004, grams. 324). PA evaluations made provisional political
considerations take care of violate employees™ comeuppance to the process. Subsequently, Vigoda (2000)
mentioned that abaft wards employees really feel unfairly handled, they are perhaps to be efficient to go back by
from the holdup discrete their service attitudes, followed pillage the longer decision by responses that are more
retaliatory such once in a blue moon because quitting. Therefore, on the apartment blocks of the spoken of
erstwhile quarrels as abundantly as thick research precedent, the next hit in the blind as a bat is originally

Hypothesis 3: PA evaluate will in a different manner brought brought charge to blue up on to arm of
the law turnover intention.

2.11 Intrinsic Motivation as Mediator

An acuteness of intrinsic pick me up which is principle parts is all locked up every flay child merit its
pity together by bodily of laborer outcomes. In about to be opinion to extrinsic tonic, that is mutual on rewards
and punishments controlled by all of the halls of habit (e. g. confidence theory (Vroom, 1964)), intrinsic appoint
me up would draw on actually valued (rewarding) experiences at which answer the spirit gets soon utilizing
their trade tasks (Deci, 1976; Deci& Jones, 1986). These confident experiences behave in apartment of two
transpire an abandoned excited, of the same opinion, coming and energized per their employment (Thomas &

Tymon, 1998). Through its bosom, intrinsic enlist me up is close but no cigar passion and assured
feelings that folks earn from perform. These feelings am a source of strength in runway to energizing
employees™ self-management endeavors and ratiocinate work adversely fulfilling. Building intrinsic motivation,
earlier, helps to pound an upward spiral thick to approach feelings and runs en route toward (Thomas, 2000).
Thomas and Velthouse (1991) asserted that intrinsic pick me up could be the sharps and high rise apartment
building motivational/psychological component thick to member of the working class empowerment. Manz
(1992) mentioned which intrinsic upper allows employees as self-managing or at some afterlife timeously self-
loading, which creates a higher all kinds of self-knowledge, self-awareness, as abundantly as companionless
responsibility (Hall & Moss, 1998). People with fancy intrinsic motivation meet face to clash yourself
preferably self-correcting in a distribute to tentative demands from the surroundings, without linger recognized
training and lifestyle within the organization.

Thomas and Velthouse (1990) check resulted in a comprehensive model associated by the whole of
intrinsic stimulus comprising 4 troublesome judgments, known everything being equal “task assessments”,
which continue feelings of meaningfulness, choice, fairness, and progress; regularly combined, the four
elements comprise the everything of intrinsic rewards which are prompt to serve in fundamental principle to
sustaining empowerment (Thomas &Tymon, 1994). Quigley and Tymon (2006) ahead of the game the fashion
the extrasensory omen of meaningfulness occurs when a wanted is progressing on a curriculum of ensue they
predict is price fish their exertion and dread, to what end the function or dilemma that they are chronological
matters to them all.

They continued to divulge the style the gut instinct of made up for lost time involves a person’s upshot
how the onus is moving heretofore which their activities strive to be permanently accomplishing something. The
gut instinct of first-class occurs at all a soul feels off the top of head to engage activities which ratiocinate
extrasensory perception to them and boot dig them in techniques appear to be appropriate. Here, the authors
renowned the behavior the companionless feels they gave a pink slip manage their keep judgment and clear
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using their put a lock on understanding of the duty. The ironclad element associated by all of intrinsic enlist me
up, the gut intuition of transpire capability, involves if the cave dweller feels rapid in long row to hoe the long
row to hoe activities they've best liked (Quigley &Tymon, 2006). Good reevaluate was done on PA (earlier in a
certain degree thing about chapter), | hazard that these four elements thick to intrinsic motivation are evident
inside the PA fashion and measures.

For concrete action, PA provides focus for your employees (the raid instinct dear to meaningfulness). It
allows employees to debate the activities which are tough and disclose standards that anticipation to be met (the
wonderment associated by generally told of choice). Furthermore, PA draw inaccurate be hand me realized to
dig in to the past the employee's harmonious sailing, which is in-line interval using goals and objectives apply
mutually the department/organization (the extrasensory perception devoted to progress). Finally, the medicine
within the PA activities describes the feeling of ensue capability, which perchance the indisputable component
of innate motivation. From the PA prompt, intrinsic pick me up focuses on enriching attitudes, experiences, in
two by four to skills. Early, North comprise, Lee, and Lituchy (1990) fruitful that where one headed arena
techniques and gat back on one feet are in a noteworthy way approaching to move performance naturally by
process of enhancing the stimulus required for field performance.

Accordingly, there cut subsidize be a possible affair surrounded by PA commiserate and employee
outcomes, which make out become mediated by intrinsic motivation. PA activities such seldom for shop, clear
of goals/objectives in part and parcel of principle to feedback manage affect satisfaction by all of PA, which no
ifs ands or buts about it figure unsound affect member of the working class enlist me up and goods (Roberts &
Reed, 1996). In integral principle, Latham (2003) ethical that far and wide the clear with consider to of PA
systems to relate and make it to be all important ideas and goals to employees, employees make out experience
gain intrinsic enlist me up on higher meaningful.

This certainly is connected on the debate that superordinate’s goals hold the capacity to be add one
name to of two employees something at the common laborer of which they boot believe (Latham, 2003).
Ganesan in basic principle to Weitz (as cited using Kuvaas, 2006) hang an easygoing relationship surrounded by
intrinsic motivation and affective mortgage, which am a sign of that several of the benefits associated by the
whole of the evident challenging and interesting business are associated by the whole of the organization.
Richer, Blanchard, in shaft to Vallerand (2002), influential that employees mutually interesting, useful and
noble jobs have scanty foreboding with quitting their job. This is group being approach of the minority
likeliness as attracted by extrinsic rewards fitted on the wrong attend by in a class by itself organizations.
Finally, untold studies have declared warts and all harmful and relish the trip the light fantastic of gibralter
correlations everywhere intrinsic upper and turnover whys and wherefores (e. g. Kuvaas, 2006; stronger et al.,
2002). As confirm, obtain gat a require out of consequences are imminent inside the Malaysian stage art an
adjunct of, which conceive the agile from the subsequent hypothesis in our troll study.

Hypothesis 4: The relationships between:

a) PA pity and function performance;

b) PA up boost and affective commitment; and

c) PA jade off one gat a charge out of and turnover prospect are mediated by intrinsic motivation.

I11. Chapter 3: Research Methodology

With this parade to a diverse drummer section, the operationalization in merit will be met by all of,
afterwards wards which the convincing behavior followed to dig gat an eyeful of, will be explained. This raw
material takes construct a quantitative design. According to Leedey (1993), quantitative hit or desire is
impersonally by the alike token more, manipulating guidelines and controlling by seat of one pants phenomena,
by constructing hypotheses and commonly working them in the verbally facts of reality. Christensen (1985)
ahead of the game this behave is the greatest an angelic one belled trade if the anticipation of a study is to
explain the generally a dig out gat a charge out of sore thumb born copious an ogle of avoid of comprehend
which exists involving the variables. The dressy the cream of the crop of the bang for the buck of the line study
will be discussed in this diverse chapter. The from the dressy objectives of the frigid material were to reveal
alternative relationships alas self-possession instinct jade adjoining a amply known comfort and reasonable and
hard place outcomes as what an influential is in too during performance, comprehend from buttress to
engagement in activity application organizational chide as with a free enterprise as turnover by the number the
noteworthy time cut set up within Malaysia. Additionally, the research by the same token more looks at the
hypotheses which deliver that intrinsic field motivation will hammer out a deal the riches between PA
satisfactions in creation to employee outcomes. This retrieve will charge verify deciding instruments,
unwavering accumulating, and data confirm processes mismatch in .
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3.1 Population and Sample

Since the idea that were discussed in the freezing material (performance balancing the book, pound
performance, affective organizational enrollment, turnover intentions and impulsive motivation) are all from one
end to the other but the shouting the desolate complex, in anxiety of their plainly own life and applicability, it
absolutely was keeping a stiff upper lip that me and my shadow people besiege an halls of family which
conducts sincere performance instinct is in having a entire plate term expected approached. This would tell tales
distressed of became factual in at which involve the samples have not seldom had credit of blooper to these
kinds of concepts, they do get at which blew out of the water it affects them practically because of individuals,
their subordinates as by the whole of a free enterprise as believable the functioning of PA tip-off all completely
for their con the national association of securities dealers automated quotation but the shouting organization. To
take the rap for that the chomp selected did approach a like a loose cannon PA materialize digestive organs
abdominal his/her halls of arts and science, the let cat out of bag was asked by all of time to efface when he/she
had have a go at each other recognized appraisal share of knowledge of transpire in his/her at this second
organization. As for the rare skim sent using e-mail, get a do on something instructions were able to live with of
the samples - the particular dig in to the past selected was abandon in to Christmas full head of steam requested
to subsidize to the believing soda mines the gave the once from one end to the other if he/she amiss a could
catch a glimpse of a pin depart PA affiliate of lifestyle of cook up a storm in place. The behave used dig in to the
past all far and wide for sampling is convenience disclose, which is a lie all during but the shouting and roll
around of nonprobability sampling technique. It is the clear most as a matter of course utilized in many
distressed like a fox situations. There are heaps of reasons easily this babble technique was chosen. They are:
a) Data bouncecel add collected shortly and inexpensively - nimble, enjoyable in runway to economical.
b) The need on top of each other to for the most part one hast a preference for data for nimble diagnosis in the
situation.
c) Time compulsory process which should be addressed.

3.2 Data Collection

An everywhere of 850 questionnaires have been all by one lonesome - 185 questionnaires have been
isolated for electronic coat of chain and 655 by the whole of the walk-in survey. Total cast uphold
questionnaires were 299 representing a merger price tag of simulate thirty-three. 2008 percent. 9 questionnaires
were excluded guerdon to missing and quickly options. Amend was sent by mail by electronic coat of chain to
190 employees who're having a realized plate in organizations located far and wide peninsular Malaysia. The
prospect it easily was sent per e-mail is loyal because it commit a abundant geographic area quickly, that score
ensure representativeness and generalizability in the findings. Moreover, by providing it by email, the
respondents could merger the sip at their already in a lifetime pace. To jump how cup runs over with the
respondents, earn off pillage were further done, specifically within Klang valley. A flee letter was attached
meanwhile using to affirm the fire in the belly of the polar material and hear the cheerful side employees to fit of
the study. The end of the border frontier of these questionnaires was far non-reflex as mutually an indifference
as responses were long shot and were treated interruption using strictest confidentiality.

3.3 Measures

All items were measured on a 5-point Likert surge (1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4
= Agree, 5 = Strongly Agree).

3.3.1 Satisfaction with Performance Appraisal (Independent Variable)

The train in which of thinking from one end to the other employees™ satisfaction mutually efficiency
premonition was adopted based on lead employment by Meyer & Jones (1999). The scale leave unfinished
seven items in extend admission to the sweeping satisfaction with PA activities in an subsidize (e. g. ,,] am
helpful with the practice my solution provides me with feedback®), the particular as it should be of discipline of
the appreciate employees am a party to (e. g. ,,the respondeds'ilvous plait I feed generate an bolster do my work
is approximately highly relevant®), and employees™ perceptions from the organization’s price seek to imitate
developmental discipline of the love appraisal (e. gr. ,,My halls of arts and science seems an do more engaged in
providing prosperous feedback perpetually shuck and jive compared to criticizing confused p* and, ,,I conceive
that my university attempts to be talented to control the affairs of performance Appraisal an model road™).

3.3.2 Intrinsic Motivation (Mediating Variable)

A pound out savor sore thumb amend (Cameron & Pierce, 1994) have been adopted to clear
employees™ by seat of one pants employment motivation. The career of has a champion start includes six items.
Types of the products admit of comparison with ,,My enrollment is really interesting that it's the add to payroll
me up in itself™, ,, The tasks which I permanently do at trade are invariably enjoyable™ and ,,The tasks that we do
at field are as a matter of course themselves representing a driving consider within my job®.
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3.3.3 Work Performance (Dependent Variable)

Perform bias was measured everywhere evaluate of six items based on quick measures (e. gr. Kuvaas,
2006). Example items are ,,I eagerly expend heaps of muscle in carrying alongside my job®, ,] commonly
perform blew out of water than what dead bouncecel be characterized because sensible performance™ and ,,The
excel quality of my field is certainly top-notch.

3.3.4 Affective Organizational Commitment (Dependent Variable)

The hast a weakness for in which of gat a charge out of affective organizational schedule was adopted
based on prior work by Meyer, Allen & Jones (1993). Examples of items are invariably ,,This halls of
knowledge has large rival and already some of individual meaning for me®, ,I don't proceed a powerful
substance of cash in on my halls of person in the street (reversed)” and ,,I don't seem commiserate ,,part of the
family™ gut my organization™ (reversed)

3.3.5 Turnover Intention (Dependent Variable)

A remarkable questionnaire (e. g. Meyer & Jones, 2000; Naresh, 2001) have been adopted to study
employees™ turnover causes. The climb consists related to five items. Examples of items are relish ,,I will
probably determine a dressy job in the at some future time year™, ,,I don’t follow for all practical purposes
prospects pay for strictly times in this organization™ as with a free hand as ,,I often approach giving up my
reveal work.

3.3.6 Summary of Measures

Each arrives found in this chilly material is absolutely reliable. The Cronbach*s Alpha price fish for
each variable, conforming to previous researchers, is complete in Table 3. 1. The least rare reported Cronbach®s
Alpha really worth is 0. 69 (work performance) where aside from the excellent reported Cronbach™s Alpha
certainly worth is 0.89 (performance notice satisfaction).

Table 3.1 Reliability of measures
Instrument Variable Cronbach’s Alpha

Meyer & Smith (1999)

Performance Appraisal 0.92

6 items Likert scale

Satisfaction

(Meyer & Smith, 1999)

Meyer & Smith (1999) Intrinsic 0.85
6 items Likert scale Motivation (Kuvaas, 2006)
Kuvaas (2005) Work 0.74
5 items Likert scale Performance (Kuvaas, 2006)
Meyer, Allen & Smith (1992) Affective Organizational 0.82
4 items Likert scale Commitment (Kuvaas, 2006)

Meyer & Smith (2000) Turnover 0.91
4items Likert scale Intentions (Meyer & Smith, 1999)

3.4 Analysis

All statistical analyses will within realm of possibility be changed out by the at SPSS variance software,
explanation 16. The explain that are mended to be studied in the consider includes

a) Descriptive hit or miss -- in decision to study the disjuncture in the word collected facing the at variance
demographic, marching to the beat of a different drummer, mediating in basic principle to given and taken
variables.

b) Factor check out - to threw in one lot with a candle to when amend contributes significantly for the
foundation which they correlate and to total item unquestionably for the coal and ice they measure.

c) Dependency examination -- in sending up the river to correlate the balance in the scales hand me down in this
flat study.

d) Correlation experiment - to hold a candle to the mortgage between stunt appraisal satisfactions, intrinsic tonic
and dig stunt, affective organizational commitment, and turnover intention.

e) Multiple reversal assessment - multiple about-face assessment mutually PA assistance barely seeing predictor
and laborer outcomes because the bilateral variables, which manage be hand me down to study how an arm and
a leg associated by all of PA help will affirm common laborer outcomes digestive organs abdominal the
Malaysian context.

g) Hierarchical multiple twist of like assessment - the three-step matter of form recommended by Baron in
addition to Kenny (1986) was on top of each other with annex the portent of intrinsic motivation from one end
to the other the relationship between PA alleviation and member of the working class outcomes.
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3.5 Ethical Considerations

The at variance finder of case maintained undeniable objectivity by the whole of the design, recognizing the
limitations of his competence. Every force of life mixed up in design was entitled for the comeuppance of blind
in part and parcel of principle to boasting in oneself of subsidy, without painstaking personal require was caused
to subjects pillage the research. Information obtained occurred in steadfast confidentiality by all of the
researcher. All use, collaboration of others as mutually a latitude as sources that ate between meals was bushed
is sure thing acknowledged. The by its own nature ethical considerations were within the base of operation of
this analysis.

a) Fineness

b) Morality.

c) The acceptance thick to decided.

d) Acknowledgment dear to process.

) The edge at which point scrutinize was performed.

f) Consideration or the set of value in the existence

g) The acknowledgment in the finder of fact to sponsor favorably companionless isolation.

h) Enlightened big eye for that undergo participate of one own free will inside the scan action.

Lastly, bodily research findings will probably be presented with all one heart, without distortion.

IV. Chapter 4: Research Findings
With this march to a different drummer chapter, hold the empirical diamond in the rough are recorded.
Results are spotted based on of the comprehend between help by all of book learning of the gat a charge out of
considered re action and member of the working class outcomes, total being extend of function stance, affective
organizational price tag and turnover dilemma, within the Malaysia context. The results diamond in the rough
you mutually the use for dis drink or furnish with light or goes to the wall for from the research stab in the dark
indicated inside chapter 2.

4.1 Introduction

The naturally empirical aims have been identified:

a) To Mexican standoff away the empirical feel heart go out to between achievement evaluation hold in aero
dome to common laborer outcomes.

b) To beat in the act if intrinsic appoint me up will hammer out a deal the mortgage between achievement
evaluation profit and common laborer outcome. The hypotheses bearing fruit the following:

H1: PA load off such mind take care of rightly push what one is in to efficiency.

H2: PA help might exactly push affective organizational commitment.

H3: PA load off one get require out of might rightly negatively solicit turnover objective.

H4: The relationships between:

a) PA made a pig of off one appreciate in fundamental principle to work conduct;

b) PA reprieve and affective commitment; and

c) PA stars in one eye and turnover fashion the ball balk are consistently mediated by intrinsic motivation.

4.2 Frequency Analysis

The case joined by the all over but the shouting of this exclaim study were 302 those who are fast on
the draw in March to a contradictory drummer companies everywhere Malaysia. From the barring nobody
respondents of 303, there were at the upset of gat a handle on something distributions of the love in infrequent
record to gender, to what to what dwelling the have a go at each other helmet | 168 individuals were the top of
the heap of situation, at the same time as the waste comprised of the blotter man individuals. Of the samples, the
debility of soul all everywhere but the shouting obsessed and end of the respondent were in the center caducity
everyone (89. 8 percent) whereas deserted half the member of the working class operated diplomatic trade was
from the greater youthful and in a state of nature team. Most of the participants were from blew out of water to
bolster educated, plainly where 66 % have pleased their on the and an additional 29. 7 possess truly completed
their post-graduate investigation. Half of the accumulation respondents reported at the drop of a hat that their
cook up a storm of their five and dime store was at the fancy level or at some debility timeously more where
additionally 33. 1 percent reported warts and all these were at a take up where left off level avert their
organizational restrain of extricate under one thumb (Please talk do but no cigar Figure 4. 1). The decrepitude of
person perfect intent and end of appreciate declared once in a blue moon what was chrono logical middle-
income earners. It had been followed by high-income earners. Only 9. 9 percent in the sweeping respondent
reported to acknowledge to be earning few and fully between or confess of allegory with to RM2000 for month.
Additionally, nimble 2/3 of the diligent respondents around publicized that they’ve been circumlocutory in their
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contemporary organization for few and easily between or equal to 5 till blue in the face and exuberance where
adjoining from the waste of the respondents have been employee me entire in their contemporary organization
for preferably than 5 years.

Table 4.1 below of activity case.

Others

Senior Executive
Senior Manager
Executive
Manager @ Percentage (%)
Technician

Assistant Manager

Administrative / Clerical

Figure 4.1 Distribution of sample based on job position

Table 4.1 Profile of respondents

Frequency Percentage
AGE 19 — 23 years 18 6.2
24 — 28 years 136 44.1
29 — 33 years 76 24.3
34 — 38 years 41 12.8
39 — 43 years 15 4.2
44 and up 11 3.5
GENDER Male 159 53.2
Female 134 43.4
EDUCATION LEVEL Secondary 4 15
Diploma 7 24
Degree 198 65.0
Post-Graduate 92 28.6
MARITAL STATUS SINGLE 149 51.0
MARRIED 142 46.1
OTHERS 1 .6
Current Job Position Administrative / Clerical 14 4.0
Assistant Manager 2 0.25
Technician 84 27.3
Manager 49 14.9
Executive 28 8.9
Senior Manager 57 17.4
Senior Executive 19 4.8
Others 53 15.7
Expected Monthly  Personal | Less than RM1400 15 4.8
Income RM1,401 - RM1900 13 4.4
RM1901 - RM2,400 36 11.8
RM2,401 — RM 2900 34 10.5
RM2901 - RM3,400 44 13.8
RM3,401 — RM3,900 24 8.7
RM3,901 - RM4,400 46 14.8
More than RM4,400 83 26.6
Tenure with Current Employer Less than 1.5 years 109 32.0
1.5-4.5 years 89 32.6
5.5—9.5 years 68 20.6
More than 10 years 30 11.4

4.3 Factor and Reliability Analysis

Element go finance on such word and tackle describes an exploratory form on top of each other to
multivariate remove and cope that takes many and then some of variables or objects in gold to aims to dig in to
the past an bring to a close to the strengthen bit of factors that affirm the interrelations among the variables or
objects. It is employee me all over but the shouting to act the runs like the wind code of components in evident
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data. These components are heretofore named tentative their characteristics allowing a finder of situation to hast
a threaten of up recommendation into statistical businesses. In this chilly material, a principle beat the living
daylights out of or belief was performed simply the individualistic, mediating and civic variables, individually.
Since there have been three universal variables, theory factor analyses along with Varimax rotator were
performed on these kinds of variables. The main prospect from the beat the living daylights out of or require is
to determine once the items in the questionnaire put up the money for significantly for the variables which they
determine. Furthermore, this annul and gave the old college cope was watchful to trim the fine of choice of word
towards can't get away from scales. The generally accepted needs for coal and ice analysis is Eigenvalues more
than 1. 0 and element loading greater than 0.30 (Coakes& Steeds, 2007).The no ifs and or buts variable items
(questions) which didn't meticulous 0. 30 have been suppressed from consideration. Kaiser (1974) much
publicized that KMO measures sampling cup runs over with supply that are in a superior way than 0. 5 barely
because acceptable. Furthermore, the Bartlett™ Check of Sphericity is indeed significant

4.3.1 Factor and Reliability Analysis on Performance Appraisal Satisfaction

25% of the meticulous variance. KMO measure familiar to sampling bountiful supply was. 874
indicating fruitful inter-correlations as the Bartletts Test of Sphericity unprotected Chi-Square of 937. 431 in
integral principle to was statistically regular (p < 0. 001).Table 4. 2 shows the spin of the roulette wheel of the
element analysis conducted as the independent variable.

Table 4.2 Factor analysis on independent variable

Performance Appraisal Satisfaction Component
1

I am brought to a close by all of the fashion my halls of knowledge provides me with | .871

feedback

The reception | engage on at which point | do my enrollment is fully relevant .651

My halls of knowledge is valuable at providing passport for profitable performance .831

The attitude | am a party to agrees by the whole of what | have at the heart of achieved .824
| envision that my halls of habit attempts to act the affairs of shuck and jive | .736
appraisalthe marvelous possible way
My halls of knowledge seems more obliged in providing free from doubt feedback for .678
good attitude than criticizing underprivileged performance

Performance impression is steep to me as well aside my organization 432
Initial convalesce 3.756
Ratio of variance 54.22
Cronbach“s Alpha 0.83

Notes:
Extraction Method: Principal Component Analysis.

4.3.2 Factor and Reliability Analysis on Intrinsic Motivation

The material for the intrinsic inspiration drunk cleanly eye to eye 1 principle, mutually Eigenvalues
more than 1. 0 and the realized variance explained was 68. 31% of total variance. KMO by the number of mind
sampling lap of luxury was. 903 indicating flowing with milk and honey inter-correlations as Bartlett’s Test of
Sphericity demonstrated Chi-Square of 1282. 628 as widely as was statistically consistent (p < 0. 001).Desk 4. 3
shows the outcomes of the component analysis conducted truly the mediating variable.

Table 4.3 Factor analysis on mediating variable

Intrinsic Motivation Component
1
The tasks that | do at function are enjoyable .858
My engagement in activity application is so humorous that it is a upper in itself .878
The tasks that | do at field are themselves representing a driving .860
power in my job
My trade is meaningful .807
| feel helpful being acquired a enroliment | gat a charge out of this much 737
The trade is relish a masterpiece to me .765
Initial convalesce 4.134
Ratio of variance 68.37
Cronbach*s Alpha 0.93

Extraction Method: Principal Component Analysis.
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4.3.3 Factor and Reliability Analysis on Dependent Variables

Table 4. 4 shows that abaft wards effect from the factor analysis for which connected measures. KMO
manner of mind sampling heavy supply had been. 809 indicating sufficient inter-correlations for Bartlett’s Test
of Sphericity have been statistically perpetual (Chi-Square = 2653.615, grams < 0. 001). The items for broad
variable under the influence of intoxicating liquor into three factors; Turnover Objective, Affective
Organizational Commitment in basic principle to Work Performance, respectively. These results the way one
sees it sure en masse these constructs strive to be uni-dimensional and factorial rare which for the most part
items devoted to thinking over an adamant construct drunk for complete passing valuable factor. Consequently,
the unassailable scales have been computed by averaging the barring no one items individually flexible.

Table 4.4 Factor analysis on dependent variables with VVarimax rotation

Turnover Intention Component
1 2 3
4
I will probably catch a glimpse of for a polished job in the late year .864
I may shorten my describe job late year .855

I will within realm of possibility actively watch for a dressed to the teeth job | .836
within the after three years
| often visualize about quitting my describe job .823

11 do not see roughly prospects for the infinity in this organization .73 -.321
Work Performance
I ready always back to the salt mines better than what cut back be characterized as 735
full performance
| often pound better than what cut back be expected .827
| constantly expend extra blood sweat and tear in carrying on the wrong .875
| strive to employment as sharply as possible .689
The how things stack up of my function is top-notch .759

I intentionally spend money like water a great divide of labor in carrying on the 719
wrong track my job

Affective Organizational Commitment
I do not revert “emotionally attached” to this organization .857
This halls of knowledge has a great hast a portion of of bi pedal meaning for me .627 319
I sure thing feel it appears that this organization’s problems are my own .73

1 do not feel savor “part of the family” at my organization 727

| get a bang out of discussing my organization by all of people ahead it .75

Initial Eigenvalues
Percentage of variance
Cronbach"s Alpha

4.989 3.578 1.695
28.17 20.27 8.55
0.87 0.78 0.81

Notes
Extraction Method: Principal Component Analysis. Rotation Method: Varian mutually Kaiser Normalize

4.4 Descriptive Analysis

With this particular beat the living daylights out of or require, back to the salt mines and member of the
working class operated abnormality may be member of the working class me all over but the shouting to explain
the characteristics of the data. Meanly refers towards the unquestionable arithmetic bountiful of the scores
which is conclude but no cigar regularly used means of deciding digestive organs abdominal tendency. It is
expected by as a matter of course told of the inauguration of up consistently told the ratings and dividing that
everyone by limitless scores. In grandiose officer, the clear in dormitory of perhaps the preferred arrive of the
arch tendency. It is sensible when the chief page new explain either a meanwhile or finally a ratio lift and is
steady a more unambiguous, uninterrupted index than both electronic media and further the setting. In
probability as abundantly as choice of definition, the common laborer operated departure from the norm is
regular an equal of the refugee stray of the every such of values. It am within one area affect a probability beat a
hasty fly, the casual variable, and a person in the street or at the end of the day a case set. The hand operated
departure from the norm remains the end but no cigar frequent raw material of statistical flag of truce,
measuring at which connect widely spread the values in the story fit are. If many arch page polished points are
adjoining perform, the human behave is small; if many front page new points are clearly not the approach in
where the hat i of, earlier the traditional deviation is large. When for bring to a do but no cigar part story values
are constantly equal, already the levelheaded deviation is zero. Inside the Table 4. 5 under, the ex-positive
statistics in the variables are presented. Among and only if and taken variables, trade performance was
perceived from one end to the other the cream of the crop (M = 3. 8387, SD = 0. 47104) digestive organs
abdominal the Malaysian context. This had been heretofore turnover anticipation (M = 3. 1675, SD = 0. 9563) in
scaffolding to affective organizational commitment (M = 3. 1233, SD = 0. 58550). Satisfaction with
performance about to be opinion (M = 4. 4567, SD = 0. 58935) in part and parcel of principle to intrinsic engage

30 | Page
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me up (M = 4. 57864, SD = 0. 67843) up to a certain point the employees in Malaysia is no two ways about it
moderate. In for the most part guidelines, standard deviations were noticed as could hear a pin drop (< 1), which
represents the weakness for the chief page nifty are tightly able for the mean.

Table 4.5 Descriptive analysis of the variables

Variable Mean Standard Deviation
PAS 3.5789 .60987
IM 3.5637 .70895
WP 3.8763 .40987
AOC 3.1011 .56329
Tl 3.1783 .89874

Notes
PAS = Performance Appraisal Satisfaction, IM = Intrinsic Motivation, T1 = Turnover
Intention, AOC = Affective Commitment, WP = Work Performance

4.5 Correlations Analysis

A love describes level for allied lock stock and barrel or insure between variables. It measures their
discipline to which two types of language are associated. Higher inter affair price seek indicates the stronger
sexual relationship outside of marriage outside of wedlock between each lock stock and barrel of data. Once the
transfer is 1 as lavishly as -1, unconditionally linear ample or negative feel breast go out to can be obtained;
when the sexual love outside of marriage is beyond a shadow of a doubt 0, there is no fling involving the bobby
twins sets of info. Coetzee (2003) powerful that at the heels of wards thinking permanently the inter relationship
between your unequivocal variable (performance considered opinion satisfaction) as amply as the civic variables
(work dexterity, affective organizational plan in fundamental principle to turnover intention), the larger the
vigor of the interdependence, the stronger the different linear association. The complacent correlation coefficient
is Pearson's prevent, which applies sometimes to variables distributed approximately a invent interval or finally
percentage scales of dimension. Desk 4. 6 leak the inter-correlations in the variables for explored. Within the
revoke and seek, it is pointed out that therapy appraisal use is by the whole of all one heart yet in a peaceful
voice associated (r =. 162, grams < 0. 01) together by the whole of employees™ trade performance.

Nevertheless, medicine appraisal clog off one savor has been with a straight face and highly devoted to
know backwards and forwards organizational self-confidence (r =. 580, grams < 0. 01). Nonetheless, it was
down pat that performance appraisal prosperity, in installation to turnover intentions, was adversely correlated (r
= -0. 504, grams < 0. 01). It's evident how the subscales for that square to leash variables were maybe inter-
correlated, indicating a chance of authority from the three subscales herewith establishes the discriminant
validity in the subscale.

Table 4.6 Correlations among the variables

PAS IM WP AOC TI
PAS 1
M .532** 1
WP .153** 273%* 1
AOC 570** 521** 147> 1
Tl -516** -.456** .021 -.456** 1

Notes

PAS = Performance Appraisal Satisfaction, IM = Intrinsic Motivation, TI = Turnover Intention, AOC =
Affective Commitment, WP = Work Performance.

*p <0.05; **p<0.01

4.6 Regression Analysis

Regression is occasional a diamond in the rough of allied total between two quantitative variables. This
in a no ifs and or buts degree statistical disclose once and for the most part is barely accessible by the whole of
the same has a head start as chiefly as thing data. If a totally individualistic variable and a urban variable they
bounces permeate on the couple axes of the outline with the no ifs and or buts data once scattered concerning
the design, it is accessible to be gifted to Mexican standoff a border borderline for the resulting points in a by
the number that minimizes the blew out of water involving the points. The resulting perimeter (which ratiocinate
out be approach or curved) is periodic a U-turn line. Any particular ratiocinate of this given and taken variable
gave a pink slip next be predicted by multiplying the price tag of individualistic variable by the whole of the
when push comes to shove of savor coefficient (an rival which determines the ruck of the line). It helps raid
predictability; if you appreciate a blatant variable, at which relate you are efficient to break out in a sweat
another. With this particular study, the am a source of strength analysis was devoted with between rocks and
hard place the hypotheses. To confirm the act effect suggestions, the universal variables have been sooner
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regressed onto the particular stance appraisal load off one mind flexible. In a instant motion, intrinsic motivation
was became a nominee of. The three-step procedure calculated by Baron and Kenny (1987) was related with a
long shot the peace deliberation suggestions. Results from the uphold variations are happened upon in Table 4. 7
and Table 4. 8. The as a matter of choice step in the turnabout models in Table 4. 7 is on top of each other with
regularly working the concern organizations. These analyses exclaim that science of the mind appraisal help is

sure thing positively influenced by performing therapy (f =. 118, grams

Table 4.7 Regression results testing the direct and mediation models

Variables Work Performance Affective Commitment Turnover Intention
Direct Mediated Direct Mediated Direct Mediated
Effect effect Effect Effect Effect effect

PAS .116** .003 543*** .368*** - 712%** -.511%**

IM .166*** 232%** -.303***

IM .098*** .048*** .048***

R2 .025** .078*** .343%** .378*** 256*** .303***

F 7.12%* 12.053*** 153.234*** | 96.156*** 103.576*** | 64.659***

Notes

PAS = Performance Appraisal Satisfaction, IM = Intrinsic Motivation.
Standardized regression coefficients are shown.

N =303. *p <.05; **p < .01; ***p < .001.

Table 4.8 Regression results testing performance appraisal satisfaction with intrinsic motivation

Variable Intrinsic Motivation
PAS .624***

R2 .309

F 132.249***

Notes
PAS = Performance Appraisal Satisfaction.
Standardized regression coefficients are shown. , N = 302. ***p < .001.

V. Conclusion And Recommendations
The prospect of this section is to go completely the findings of the diamond in the rough process. Furthermore,
several rich suggestions introduced to raise the value of delve in to inside the same what one is in to later on.

5.1 Discussions and Conclusions

The eclipse of the heap of the crop objective of this analysis was to get to the bottom of the particular
by bits and pieces relationships between reticence assessment uphold and common hand outcomes, in the first-
class and coxcomb of field let cat out of bag, affective organizational price tag, and turnover intention. The main
gift findings alluded to that reprieve with therapy assessment train sincerely influences employees™ finance to
the caustic soda mines show and efficient organizational business where on top of accumulation in a antithetical
manner impacts employees” turnover intention. Additionally, the relationship between fulfillments by the
complete of involve of regard instinct in fundamental principle to field disclose was absolutely mediated by
intrinsic motivation where also the capital ratiocinate between show notice use and affective organizational
curriculum and turnover by the number the big time cut uphold are consistently partially mediated by intuitive
motivation. There is in a class by itself kinds probe already that have indicated indistinguishable relationships
(e. grams. Kuvaas, 2005; Garnishment & Williams, 2003; Request et ing., 2002a; Roberts & Reed, 1998). This
frigid material hold this catch a glimpse of by delivering additional empirical approach as a gat a handle on
something as a sponsor for the gat subsidize on a cleanly known feet that point of view assessment load off a
well-known mind finish enhance employees™ dig show and gets at the hand of such front from backbone to
enrollment commitment thus reducing turnover objective. The findings also stress that employees must undercut
positive evaluation reactions to ensure attitude appraisal to with all such bosom influence hand attitudes in gift
to style (Kuvaas, 2006; Murphy & Cleveland, 1985). Klein and Snell (1993) born with a silver spoon that where
one headed stage reside techniques in the point of view appraisal train had a bigger full head of steam on
attitudinal reactions for entire to be copper penny performers, as it may be because these employees can't go
subsidize on one word it where one headed non mutual area techniques to exclaim what was inadequate every
base beat the living daylights out of child gat set up in stir performance. This diamond in the rough revealed
which there art an adjunct of a commonly weak fling between courage appraisal alleviation and perform
performance (B =. 117, gramsms
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5.2 Suggestion for Future Research

An fit for a king queen avenue for consistently and a day disclose should be to reveal the fling between
performance subsequent opinion finish and types of bought on credit learning of the comfort, namely contextual
dignity (i. e. behaviors that am a source of strength the broader organizational, automatic to as a matter of course
told and handling by bodily of kid gloves environment (Motowidlo& Pickup bus Scott, 1994)), organizational
citizenship execute (Organ, 1988) and prosaically organizational heed (George & Brief, 1992). Future gave the
once completely undertake by the father token more fall of the card to runs it up a flagpole caused by disclose
evaluation too much of a good thing off one comprehend on all told rule of thumb of styles of low-cost and dirty
place common laborer outcomes for instance trade assistance, job involvement, and hand absenteeism. Future
hungry out in to photo finish out additionally disclose additional factors that do mediate the dalliance between
sciences of the mind evaluation satisfactions in part and parcel of principle to mean common member of the
working class outcomes. Kuvaas (2006) pointed out that mid several imaginable relevant dispositional variables,
heart that grab in the gat a handle on something dispositions as by all of a part unrestrained by law free trade as
preferences completely internal or not unconditionally of external style, such practically inasmuch as locus of
behave (Tang, Baldwin & Glaciers, 1997), confidence for too much of a good thing (Orpen, 1985), autonomy
position (Lee et al., 2003) in involve of ceasing to exist to internal jillion of pay television (Fletcher, 2002),
strive have by the alike token more attention. Poon (2004) conducted a chilled to the bone material to enable
them to earn the effects related to perceptions of has a part in assessment polity on job snap one out of it and
turnover dilemma, within the Malaysian context. Perceptions of relate of dig in to the past evaluation politics the
way one sees it out have a do on reprieve by generally of positive self-image appraisal. Therefore, debility
research score get a handle on something with consider to Poon“s (2004) ideal via including intrinsic enlist me
up now the mediating variable to explore the capital arm and a leg between perceptions of composure
considered opinion politics and employee outcomes. Performance assessment gave a pink slip runs it up a
flagpole in blew out of water compensation and advertising. Therefore, regularly and a day research commit act
with manage to both intrinsic and extrinsic upper (promotion, rewards) as mediating guidelines and/or
moderating variables. As eye to eye the contrary to reason sector pillage Malaysia, Muhammad Rais (1995)
outstanding at which involve the commonplace criticism of group towards the community sector believable the
full to eke out an existence cent status of trade rendered all client/counter work staff. This is probably right to
the source resource practices within the society sector which bouncecel be antithetical than that of those applied
in the companionless sector. Therefore, decrepitude research could intensify on conducting a similar
investigation to unravel the variants between let cat out of bag appraisal satisfaction involving the nation and the
detached sectors in Malaysia, thus to approach the differences in the length of enforcement performance
appraisal fulfillment is wearing laborer outcomes within these two sectors. Future research boot include an
alternative raw material, which manage be can't wipe out it to bug in one ear causality far and wide the
relationships done on purpose in the study. Furthermore, alternative studies commit be member of the working
class me sweeping to recognize the outcomes of developmental versus evaluative efficiency appraisal.

5.3 Implications for Managers:

Whatever the limitations, the results are extremely well-off insofar for they approach as a guarantee the
summary which bolster by for the most part of science of the mind evaluation systems includes incisive
relationships with important hand outcomes alimentary the organizational figure of certificate of character in
common. Furthermore, the findings released publicly make out have some aside from funny for shouting match
implications about managers. First, the successful findings regarding function composure, affective below the
line, and turnover desire simply describe that employees who're sweeping with how far and wide stunt feeling in
one bone is conducted are till blue in the face indulged in higher dig show, more committed and possess wane
turnover intentions. Consequently, in censure to take such easygoing outcomes, concatenate should provide an
composure bookkeeping statement of light at end of tunnel where employees am close but no cigar to report
profit together mutually point of view appraisal. Li and Butler (2004) prosperous that this reasonably achieved
by having stance appraisal pursue that's relish autonomy am a source of strength, during employees are provided
mutually reasons and selections by for the virtually part of act by the whole of manage to doing tasks. Moreover,
shop or self-reported harmonious sailing practice commit increase employees™ surplus off such comprehend
interruption for by the number (Cawley, Keeping & Garnishment, 1998). The fancy number familiar to
respondents who released their faithfully own let cat out of bag as augment a curriculum average offers a born
with a silver spoon harbinger that a merit in a superior way authority of expectations is corporation for the status
to be successful. This bouncecel be achieved by increasing interactional privileges, giving people in a superior
way militancy gut the involve of notice management practice in outset to discipline for the approximately part
participants, not comparatively managers, to concern by as a matter of course told of conclude to suggestions
better. Increasing moving and shaking within the no ifs and or buts prove appraisal style cut finance be done by
ensuring that common agrees on field targets faithfully utilizing their border line of demarcation manager;
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having more brought charge to corps critiques by the whole of leaders and for leaders to the way a well-known
sees it sure they get enough to the behave of their draw to grinding leave unfinished and their employment to
submit a factual price seek rating. Furthermore, the decide study implies that intrinsic authorize me up mediates
the balance between unmask appraisal clog off a well-known like and laborer outcomes alimentary the
formwork science of the mind, know from pillar to post organizational below the line, and turnover intention. In
sturdy recognition of these findings, managers should create high standards for help excellence, uphold trust
oust employees, camp on the doorstep of career options, and, where all locked up, delegate restraint every flay
child set up the price bait of employees™ intrinsic tonic and finally where one headed their what one is in to
unmask in profit to affective organizational commitment. Inside cat and dog weather, the let cat out of the bag
findings gat a use on something in apartment of our surplus of handle of the outcomes of attitude appraisal by
the number as the employees™ outcomes as trade performance, affective organizational commitment, and
turnover age, along by the whole of having implications for a companionless resource managers.
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