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ABSTRACT
THE RELATIONSHIP BETWEEN ORGANIZATIONAL JUSTICE IN
PERFORMANCE APPRAISAL AND MOTIVATION BEHAVIOR ON JOB
PERFORMANCE
Sylvia Pauline Sing
This study aims to identify the relationship between organizational justice in perfonnance
appraisal and motivation behavior on job performance of the employees in a private
management organization in Kuching, Sarawak. A survey methodology using
questionnaires was used in this study. A total of 58 respondents were selected using
stratified sampling from the population as a sample of this study. Data were analyzed
using both descriptive statistics (frequency and percentage) and inferential statistics. T
test were used and found that there was no significant difference between male and
female, their age, as well as years of service in motivation behavior. Pearson Correlation
found that there was a significant relationship between procedural justice, distributive
justice and interaction with motivation behavior. Simple Linear Regression proved that
there were dominant factor among these variables which is procedural justice that
influnce motivation behavior. The study recommends that the organization should be
sensitive to the justice of performance appraisal in order to increase the motivation.
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A BSTRAK

PERHUBUNGAN ANTARA KEADlLAN ORGANISASI DALAM PENlLAIAN PRESTASI
DAN TINGKAHLAKU MOTIVASI DALAM PRESTASI KERlA
Sylvia Pauline Sing
Kajian ini dijalankan untuk mengenalpasti perhubungan antara keadilan organisasi
da/am penilaian prestasi dan tingkahlaku motivasi dalam prestasi kerja di kalangan
pekerja di satu syarikat pengurusan di Kuching, Sarawak. Borang kaji selidik telah
digunakan untuk mengumpulkan data dalam kajian ini. Seramai 58 responden telah
dipilih secara rawak sebagai sampel kajian ini. Data telah diuji menggunakan statistik
discriptif dan statistik inferensi. T-test telah digunakan dan telah membuktikan bahawa
liada perbezaan signifikan di antara jantina, umur dan tempoh pekerjaan dengan
tingkahlaku motivasi. Pekali Korelasi Pearson digunakan untuk mengenalpasti samada
terdapat perhubungan yang signifikan di antara pembolehubah bersandar dengan
pembolehubah tidak bersandar dan mendapati terdapat perhubungan signifikan antara
ke(1(iilan prosedur, keadilan pengagihan dan keadilan interaksi dengan tingkahlaku
motivasi. Analisa Regres Mudah digunakan untuk mencari faktor dominan dan didapati
keadilan prosedur merupakanfaktor yang dominan dalam mempengaruhi motivasi. Oleh
ilu, dicadangkan agar organisasi mengambil berat isu keadilan organisasi cialam
penilaian prestasi untuk meningkatkan motivasi pekerja.

vii

CHAPTER 1:
INTRODUCTION

1.0 INTRODUCTION

This chapter explains on the organizational justice in performance appraisal that
affects motivation behavior in job performance. This research moved in details about
some important aspects. The background of the study regards how organizational
justice in performance appraisal will affect employees' motivation behavior on job
performance. The problem statement includes the theoretical gap, empirical gap and
practical gap which were found to support this research. Besides, this chapter also
consists of the research objective, conceptual framework, hypotheses, significance of
study, definitions of terms and limitations of study. This chapter is important as it
finds out the different aspect, namely theoretical, empirical and practical gaps
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mentioned in the problem statement. It also looks into the objectives and hypotheses
of the relationship between organizational justice and motivation behavior.

1.1 BACKGROUND OF STUDY

Justice in performance appraisal is important to generate motivation among
employees' in performing their tasks. Additionally, fairness and equity are the
important aspects to retain the employees' motivation in an organization. Appraise
the employees' in a fair and equal way can generate motivation among the employees
and thus have them perform continuously to ensure the survival of any organization.
Performance appraisal is used as a contributor to employee motivation. However, an
effective performance appraisal system needs to be as free as possible from bias
(Rusli Ahmad, 2007) and this is one of the most difficult requirements of it being
effective. Justice in performance appraisal need to be looked in depth in every
organization.
Performance appraisal involves a comparison of an employee's performance

with a performance standard (Martey, 2002). It is done in accordance to the work
performance of the subordinate on how it is examined and discussed, with a view to
identifying weaknesses and strengths as well as opportunities for improvement and
skills development (Archer North & Associates, 2006) in the organization. According
to Naukrihub (2009), one of the most motivating factors for the employees', in the
performance appraisal processes is to receive a fair and accurate assessment of their
performance. Inaccurate and unfair appraisals are one of the reasons of which most
employees' are unwilling to go through performance appraisals. Employees' always
expect the appraiser to recognize and appreciate their achievements; support them to
overcome problems and failures. The unfairness in the performance review can result

in unmotivated employees', even if there is an increase in the pay.
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Human resource management decisions are dependent mostly on the
performance appraisals. Many counseling and motivation programmes depend totally
on the performance appraisal process for raw infonnation (Ab. Aziz Yusof, 2003).
Performance appraisal is a source of power for managers where it can be divided into
coercive power, remunerative power, and nonnative power. The success of
implementing coercive power depends on employees' expectations of undesirable
penalties that will motivate them to prevent being categorized as poor perfonners (Ab.
Aziz Yusof, 2003). As for remunerative power, it will motivate employees' to do
better because they will be rewarded as a result of their perfonnance. Nonnative
power will motivate employees' to work based on the importance of moral that
employees' placed toward the organization. These powers are the source to motivate
employees to increase their perfonnance and can be linked to the justice in
performance appraisal.
According to Cropanzano and Greenberg (1997), organizational justice is the
employee's perceptions of the fairness of treatment received from the organizations.
Employee's perception of fairness is important to the organization because this can
increase the motivation level. Organizations and human resource professionals are
continually in search of ways to motivate employees in order to increase their
motivation and perfonnance. After a fair appraisal, the upper management will give
the benefits or compensation as a reward. If the appraisal is perfonned unfairly, they
always perceive that the employee did not perfonn well resulting in the employees
not receiving any benefits or compensation. Then, the employees will be unmotivated
as their work are not appreciated and appraise fairly.
The main aspect of the perfonnance appraisal is to enable employees to perfonn
well. However, in human resource development, perfonnance appraisal can be
referred to as human resource development intervention where it can identify or
address some need or "gap" within the organization such as the employees. The first
step in human resource development interventions consists of organizational, task and
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person analysis. In the context of this study, person analysis is strongly related to
performance appraisal. According to Werner and DeSimone (2006), perfonnance
appraisal can be a valuable tool for collecting person analysis data. Galvin (2003)
mentioned that many perfonnance appraisals are flawed by either poor appraisal
processes or errors committed during the appraisal. Without a fair and accurate
performance appraisal, it is hard to show who needs to be trained and improved. If an
individual is simply sent for training as a reason to improve the performance, that
individual will feel de-motivated because he or she actually perfonns well. Thus, it is
very important to conduct this study and to show that justice in perfonnance is very
important in affecting motivation behavior.

1.2 STATEMENT OF PROBLEM
In theoretical gap, expectancy theory suggests than an employee can be
motivated to perfonn better when there is a belief that the better perfonnance will
lead to good perfonnance appraisal (Werner & DeSimone, 2006). There

IS

an

increasing numbers of research regarding to justice in organization. Early
motivational researchers were aware that different people with approximately equal
work abilities could be paid the same amount of money and yet have quite different
levels of motivation and perfonnance (Archer North & Associates, 2006). This
suggests that the upper level management could actually pay wages or gives benefits
according to how well the employees perfonn the job. It is not fair if the employees
who do not perfonn well obtain the same wages or benefits as those who perfonn
very well. Besides, organizational justices are found related in the variety of work
related attitudes and behavior (Colquitt, Conlon, Wesson, Porter & Ng, 2001). Apart
from that, distributive, procedural, and interactional justices are key issues for
organizations to address in order to function effectively (Forret & Love, 2007). Thus,
this study is important to show the importance ofjustice in perfonnance appraisal as
it will affect motivation behavior.
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In empirical gap, the research is done now more specifically into all the
components of organizational justice which is procedural justice, distributive justice
and interactional justice. Most of the previous research only covers either one of the
components in organizational justice which is the distributive and procedural justice.
There is less research on the third component in organizational justice - Interaction
justice. There are still no specific research regarding to relationship of organizational
justice and motivation behavior. Referring to the recent research of Azman Ismail
(2007) in Malaysia, it studies about the interaction effect of distributive justice in
relationship between pay distribution system and work attitudes and behaviors. This
research did not cover the other two components. Another research of Wong, Ngo
and Wong (2004) studied the relationship of the two components in organizational
justice which is procedural justice and distributive justice with trust and the
organizational citizenship behavior among Chinese workers. These two research did
not study on the interactional justice in organizational justice.
In practical gap, performance appraisal is threatened by many personal biases
and interpersonal conflicts which make the appraisal's objectivity and neutrality
challenged (Maaniemi & Hakonen, n.d.). A lot of injustices happened in an
organization. Supervisors appraise according to their like or dislike. According to
RusH Ahmad (2007), "liked" employees are perceived to have good performance
while, "disliked" employees are perceived to have poor performance by raters. Some
treat performance appraisal as a waste of time. They can fill the skill gap form of the
employees within a minute without thinking whether their skill has reached the level
or not. Thus, it is important for tHe organization to look into the problems and find
ways to solve it. Through this study, researcher can examine and do research on
whether the justice in performance appraisal will affect the motivation behavior on
job performance.
Even the government sees performance appraisal as an important part of
performance improvement. The Malaysian Chinese Association (MCA) has set up a
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special committee to monitor the performance and efficiency of the party's four
ministers and seven deputy ministers (Bernama, 2009). Datuk Seri Ong Tee Keat,
who is also Transport Minister, said the move was a pro-active measure to heed the
call by Prime Minister Datuk Seri Najib Tun Razak to uphold a culture of
performance and serve the needs of the people. There are news of performance
appraisal that The National Service Training Department (JLKN) implements a
demerit system to evaluate and upgrade the quality and management of National
Service (NS) camps. Director-general Datuk Abdul Hadi Awang Kechil said with the
system, camps would be given points or minus points based on their performance and
compliance with the conditions set by JLKN (Bernama, 2009). After the
implementation of the performance appraisal system, the management team of the
JLKN is motivated to enhance the quality of the camp. General Manager of Angkatan
Koperasi Kebangsaan Malaysia Berhad (Angkasa), Nasir Khan Yahaya said that the
government should make further assessment before the service of salary deduction is
given to any party so that it would not bring any negative effect to those who have
contributed a lot (CUEP ACS, 2009). This announcement does implicate the meaning
that justice in performance appraisal is important to bring a better performance.
If there is injustice in the performance appraisal, which can be considered as the
problem that will occur during performance appraisal, the unfair evaluation would
result in creating dissatisfied employees. Employees' motivation towards their jobs
gives a big impact toward the organization. Employees' attitude or thoughts will
consequently affect the organization's efficiency and productivity indirectly.
Eventually, the employees witr"leave the organization if they do not have the
motivation to work anymore. The organization will suffer a big loss due to this
problem.
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1.3 RESEARCH OBJECTIVES
The research objectives in the study include general objective and also specific
objectives which are used to study the relationships between the relevant variables.
a) General Objective
This study aims to examine the relationship between the organizational justice in
performance appraisal and the motivation behavior on job performance in the
private organizations.

b) Specific Objectives
The specific objective as follow:
1.

To identify the relationship between the procedural justice and motivation
behavior onjob performance

ii.

To identify the relationship between the distributive justice and motivation
behavior onjob performance

lll.

To identify the relationship between the interactional justice and motivation
behavior on job performance

iv.

To examine the difference between gender and motivation behavior on job
performance.

v.

To examine the difference between age and motivation behavior on job
performance.

vi.

To examine the difference between the years of service and motivation
>',

behavior on job performance.
vii.

To identify the existence of any dominant factor among the selected variables
which will influence motivation behavior.
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1.4 RESEARCH HYPOTHESES
This section identified the types of relationships that are going to be studied. The
hypotheses below are formulated for this study.

HI: There is a relationship between procedural justice and the motivation
behavior on job performance.
The results in the study of Lemons and Jones (2001) support the hypothesis that
procedural justice affects

organizational

commitment

in

employees

where

commitment is one if the aspect in motivation behavior. Study of Chovwen and
Invensor (2009) found that when women perceive difficulties arising from job
characteristics and unfair procedures, they may feel job security is threatened and
level of motivation may be affected.

H2: There is a relationship between distributive justice and the motivation
behavior on job performance.
The research of Fernandes and Awamleh (2006) found that distributive justice
has a significant impact on both satisfaction and performance. This research supports
the hypothesis where the performance is seen as the motivation behavior in job
performance. The research of Azman Ismail (2007) also further suggest that
distributive justice may induce positive subsequent work attitudes and behaviors such
as satisfaction, commitment and thus performance.

83: There is a relationship b$tween the interactional justice and motivation
behavior on job performance.
The research of Klendauer and Deller (2009) found that the interpersonal
treatment which is interactional justice can affect the commitment in merged
companies across a variety of cases. According to research of Forett and Love (2008),
the fmding shows that interpersonal treatment by supervisors are related to coworker
trust which is one of the aspect of motivation behavior in this study.
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H4: There is a difference between the gender and the motivation behavior on job
performance.
According to the research of Song, Wang and Wei (2007), men and women
have different motivations. This research is done under Chinese context and finds that
it is deeply affected by the traditional culture in China where they see men as more
important than women. Another research of Afthinos, Theodorakis, Nassis (2005)
done in private fitness centers in Athens, said that there is significant differences exist
between males and females in motivation.

H5: There is a difference between the age and the motivation behavior on job
performance.
From the research of Walker and Webster (2006), studied in Western Australia
found that yOWlger women are more motivated than older women. It stated that the
situation of older women has less motivation is due to the lack of confidence whereas

the younger women are more educated in this era after some cultural changes. Kooji,
Lange, Jansen and Dikkers (2008) which the research is done in Netherlands also
states that there are differences of motivation in terms of age.

H6: There is a difference between the years of service and the motivation
behavior on job performance.
Rowley (1996) found that motivation is affected by different factors including
the length. of service. Most staff has an acute need to feel that their contribution is
worthwhile, appreciated and ackifowledged. This need may be particularly evident
among those staff that realistically recognizes they have no further worthwhile career
aspirations, yet need reassurance that their existing skills are still valued in the ever
changing environment. Meudell and Rodham (1999) research has also fOWld that the
years of service in ajob does influence the person's motivation in work.
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H7: There is a dominant factor among these selected variables that will influence
motivation behavior.
Research by Fernandes and Awamleh (2006) found that only distributive justice
and interactional justice are the dominant factor which will influence motivation in
job performance. According to researchers, procedural justice, unlike distributive and
interactional justice, is less personal. It is mainly concerned with the process used to
determine rewards, incentives, continuous employment and so on.

I.S CONCEPTUAL FRAMEWORK
This study attempt to identify the variables between organizational justice in
performance appraisal on the motivation behavior on job performance in the
organization. The independent variables in this study are organizational justice in
performance appraisal and employees' demographic characteristics. The organization
studied is .the distributive, procedural and interactional justice whereas the
demographic characteristics are the gender, age and the years of service. Thus, the
dependant variable in this study is the motivation behavior in job performance which
comprises the aspects of commitment, respect and attendance.

INDEPENDENT VARIABLES
Components of Organizational justice
1. Distributive Justice
2. Procedural Justice
3. Interactional Justice
Demographic Characteristics
1. Gender
2. Age
3. Years of service

DEPENDANT VARIABLES
I

I

.

Motivation Behavior on Job
Performance:
1. Commitment
2. Respect
3. Attendance

I

FIGURE 1.0: Conceptual Framework of justice in performance appraisal affecting
employees' motivation behavior onjob performance

10

1.6 SIGNIFICANCE OF STUDY
This study attempts to look into the justice in performance appraisal that will
affect the employees' motivation behavior on job performance in private
organizations in Kuching. Thus, it serves as an important source of information to the
organization in improving their human resource management practices especially in
performing employees' performance appraisal as organizations nowadays do face
problems of injustice in performing performance appraisal from the appraisers or the
managers.
Through this study, it attempts to identify the truth and reality on the justice in
performance appraisal that influence employees' motivation behavior on job
performance. This should show the appraisers what they are lacking and what they
should practice to perform an effective performance appraisal to enhance effective
and fair evaluation.
The research will look through how the components in the justice of
performance appraisal, which are the distributive, procedural and interactional justice,
will affect the motivation behavior on job performance. This study will help the
hwnan resource manager of the company or the appraisers to look into the best
solution that could improve the performance appraisal attitude or process. This is to
achieve a fair and equal result of appraised performance and thus bring about
achieving employees that have high motivation in working.
Theoretically, this study enhanced and further proved the existing theory stated
by previous theorist or researchers. Expectancy, equity and reinforcement theory are
theories that state the important of justice and fairness in dealing with employees and
work performance. These theories help to clarify how the justice influences
motivation behavior. Apart from that, these theories also explain that employees are
more motivated if they perceive fairness in the performance appraisal whether in the
process, outcome or even the relationships of the employee and the appraisers.
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For future researchers, they can further continue the studies in this specific field

and uses this study as a guideline in putting more in-depth studies. Nevertheless,

future research in this field can also be approached using the qualitative method and
conduct interviews in order to be involved in that particular organization's style of
perfonnance appraisal. A combination of both quantitative and qualitative methods
can also be employed to obtain better understanding and produce accurate results.

1.7 DEFINITION OF KEY TERMS
In this study, there are a few of key tenns which are perfonnance appraisal,
distributive justice, procedural justice, interactional justice and motivation behavior in
job perfonnance.
1.7.1 Performance appraisal
Swanepoel, Erasmus, van Wyk and Schenk (2000) defines perfonnance
appraisal as a fonnal and systematic process by means of which the job-relevant
strengths and weaknesses of employees are identified, observed, measured, recorded
and developed. Perfonnance appraisal in this study means the supervisors or the
managers in the organization evaluate the performance of the employee in a specific
period. This study only sees into the organizational justice in perfonnance appraisal
which includes procedural justice, distributive justice and interactional justice.
1.7.2 Distributive justice
For conceptual definition, distributive justice is the perception of fairness
resulting from the outcome of perfonnance appraisal (Ab. Aziz Yusof, 2003). For the
operational definition, distributive justice is seen as how the employees appraised
their outcome or result. It is either they are comparing their rating result with their
own perception of results or compare their appraised result with the other employees.
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