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ABSTRACT

Limited study emphasizing on Politicization of Performance Appraisal Practices inan IT
industry especially in Malaysia has initiated the strong necessary for this research to be
conducted. The specific objectives of this research are to explore the concept of politicization in
a private sector, to explore the effects of politicization of performance appraisal on employees’
turnover intention, to discover the effects of politicization of performance appraisal on
productivity of employees, to discover challenges encounter by employees due to politicization
of performance appraisal and to find out the possible solutions in dealing with the challenges.
This research is a qualitative based research adapting a case study research design inan IT
Company based in Selangor. There is a total of five informants has been selected based on
purposive sampling and interview sessions were conducted to collect relevant data. Researcher
used content analysis for this research and summarize it with a simple tree diagram. The main
findings for this research revealed that biasness and favouritism make the concept of
politicization of performance appraisal to be occurred in a private sector. The findings from this
study were an affirmation for Power and Politics Organization Theory and Pfeffer’s Model of
Organizational Politics. The implication of this research is that this study will be an eye opener
to many people who think that politicization is a small issue and emphasized some strategies to
overcome the issues of politicization of performance appraisal which will be beneficial for the
management, team leaders and employees for a longer period of time. It is highly recommended
for the organization to set a transparent appraisal system and provide necessary training to have a
fair evaluation outcome.

Keywords: Politicization, performance appraisal, biasness, favouritism, turnover intention,

productivity, transparent appraisal system, training
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ABSTRAK

Kajian yang terhad mengenai isu politik di tempat kerja dalam industri IT terutamanya di
Malaysia telah mendorong kepada penyelidikan ini. Objektif khusus kajian ini adalah untuk
mengenali lebih lanjut tentang konsep politik di tempat kerja dalam sektor swasta, mengenalpasti
kesan politik dalam penilaian prestasi terhadap niat pekerja untuk meninggalkan sesebuah
organisasi, mengetahui kesan politik dalam penilaian prestasi pekerja terhadap produktiviti,
mengenalpasti cabaran-cabaran yang dihadapi oleh pekerja akibat daripada konsep politik dalam
penilaian prestasi dan mencadangkan strategi dalam menangani isu politik di tempat kerja.
Kajian ini merupakan penyelidikan berasaskan kaedah kualitatif dengan reka bentuk kajian kes
yang dijalankan di sebuah organisasi IT bertempat di Selangor. Seramai lima informan telah
dipilih berdasarkan persampelan bertujuan dan ditemu duga untuk mengumpul maklumat yang
berkaitan. Bagi data analisis, pengkaji telah menggunakan analisis kandungan dan meringkaskan
data tersebut dalam bentuk ‘tree diagram’. Penemuan utama dalam penyelidikan ini telah
menunjukkan kelakuan berat sebelah dan pilih kasih merupakan antara punca yang menyebabkan
berlakunya konsep politik dalam penilaian prestasi. Penemuan dalam kajian ini juga telah
mengesahkan kaitan dengan Teori Organisasi Kuasa dan Politik dan Model Pfeffer Organisasi
Politik. Kesan kajian ini ialah ia membuka mata mereka yang menganggap isu politik di tempat
kerja adalah masalah yang kecil dan menekankan beberapa strategi untuk menangani isu politik
yang bermanfaat kepada pengurusan, ketua kumpulan, dan para pekerja untuk jangka masa yang
panjang. Oleh itu, ketelusan dalam menilai prestasi pekerja dan latihan yang bersesuaian perlu

diberi dalam menjamin penilaian yang adil.

Kata kunci: Politik, penilaian prestasi, berat sebelah, pilih kasih, niat pekerja untuk

meninggalkan organisasi, produktiviti, ketelusan dalam menilai prestasi pekerja, latihan
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CHAPTER ONE

INTRODUCTION

1.1 Introduction

This research investigates on the politicization of performance appraisal practices in private
sector. The significant of the study is that it describes the overall perspectives of the research.
This chapter focuses into the background of study, problem statement, research objectives and
research hypotheses. Besides, this chapter also emphasizes on the conceptual framework,
significance of the study, and defines the important terms such as work politics and performance
appraisal.

1.2 Background of study

In this modern era, the success of a company is based on many factors but employees are
the most crucial factor that affects the organization performance (Venu, 2015). Basically, a
company could attain its goals and targets if the employees are highly satisfied with their job.
Hence, the success of a company is based on its capability to measure precisely the performance
of the employees. Performance appraisal is the organized process of evaluating job task related
to performance and skills of employees (Venu, 2015). According to Ayomikun (2017),
performance appraisal is a broadly discussed element in the field of performance management
that ensures a set of activities and meets the company’s goals in an effective and efficient
manner. However, occurrence of politicization makes the employees’ performance appraisal to
be unfair as it’s not based on the principles of equality and justice.

Swanepoel, Botha and Mangonyane (2014) stated that there is a deficiency of precision

and clarity in the ways in which different writers define the word politicization, commonly
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known as organizational or workplace politics. Work politics is prevalent in common existence
of working life and it’s set of underlying dynamics not related to policies, procedures, or
structures that influence and drive behaviors and outcomes within an organization (Bala &
Reunim, 2016). Hence, employees who really work hard to achieve success in their workplace
get upset when undeserving candidates are tend to get promotions and high salary. Eventually,

this situation may leads to high employee turnover intention and low productivity.

For this study, researcher explored more on the politicization of performance appraisal
practices and its effects on employees’ turnover intention and productivity. This study has been
carried out in an IT company based in Selangor. In the upcoming section, researcher will discuss
about the problems faced by the employees due to occurrence politicization in terms of the

turnover intention and productivity.

1.3 Problem statement

Performance appraisal is a significant tool to improve job performance of the employees.
Setting achievable goals and targets during the appraisal help to motivate and empowers
employees to feel more confident to attain it. Moreover, Morrow (2011) stated that performance
appraisal is a crucial mechanism to change the behaviors and attitude of employees such as
affective commitment. Thus, the fairness in performance appraisal is crucial to maintain
employees’ productivity and performance. However, the occurrence of politicization of
performance appraisal makes the system to be doomed to fail. In an article posted on
“Leaderonomics” highlighted the famous saying of English historian, Lord Acton that “Power
tends to corrupt and absolute power corrupts absolutely”. For instance, flatter hierarchy, layers of

bureaucracy and work culture that focuses on equality rather than authority are the examples of



corrupting power in an organization. According to Arshad, Masood and Amin (2013),
politicization is highly relatable with employees’ satisfaction towards their job because any
forms of rewards, decision regarding compensation and benefits are given based on the outcomes
of performance appraisal of an employee. Hence, poor job satisfaction among employees will

make them to lose focus on their daily job task which will eventually affect their productivity.

In a research carried out by Wan Khairuzzaman (2010), the findings show that
politicization elements affect employee turnover intention. Anwar, Sidin, and Javed, (2016)
stated that turnover intention occur when an individual experience strain, the resulting emotional
feelings of willing to stop or go away from an organization. Employee turnover is a serious
problem for companies in which it will cause loss of valuable, competent, and skilled employees
lead to a decline in the whole competitiveness of the organization (Anwar, Sidin & Javed, 2016).
Organizations might also need to bear two various costs, firstly the direct cost like recruitment
and selection as well as the loss of time worked whereas indirect cost such as decline of
organizational performance due to high employee turnover. Harrington and Lee (2015) strongly
stated that fair and square performance appraisal is a crucial element of companies to carry out a
number of human resource related activities like improve job performance of employees as well
as to enhance capabilities apart from helping the company to find the high achievers to distribute
rewards like merit pay and promotion that could develop a psychological contract with its
employees. On the other hand, Nawaz and Pangil, (2016) also supported that employees who
believe in fair and effective performance appraisal system without any politicization element will
stay longer in an organization which will results in reduction of turnover intention. Thus, it can
be found that unfairness in evaluating employees’ performance would leads to high turnover

intention.



Work politics also affect the productivity of employees. Productivity is the quality or
volume of the products or services that an organization provides (Gichuhi, Abaja & Ochieng,
2012). Employees’ productivity is the important indicator which could help organization to
achieve the targets and desired goals. For instance, employees who really satisfied and focus on
their daily task tend to help organization to keep competitive and successful. Hence, the level of
job satisfaction and employee’s opinion must be taken into account regularly to keep them
productive and competent. This statement is supported by (Shrivastava and Pooja, 2016) by
stating that employee perceptions should be routinely examined to develop policies that result in
higher employee productivity. However, being unfair and misusing power during performance
appraisal leads to poor employee productivity. Dunn and Gray (2015) strongly stated that
improving office environment by eliminating office politics is essential for increased
productivity. Hence, politicization of performance appraisal leads to dissatisfaction among

employees and affects their morale, motivation and hinders efficiency.

HR practitioners’ views and opinions are clearly shows that if HR practitioners are
directly involved in solving ethical dilemmas including organizational politics and performance
pressures, the issues can be resolved more effectively (Erasmus, 2018). Hence, the involvement
of HR practitioners in implementing the appropriate HR practices is essential in managing a
good work environment for the employees. Ping, Arokiasamy and Kassim (2019) stated that the
purpose of HR practices such as compensation and benefits, performance appraisal system and
career development is to retain quality workers, maintain low absenteeism rates and enhance
employee motivation and commitment. Basically employees should aware of the “game of
politics” at workplace in order to stay competent and productive. In an online news posted on

The Star Online, the director of research and curriculum of the Iclif Leadership and Governance



Centre, Michael E. Kossler stated that employees must be organizationally savvy in order to be
successful and this includes being aware of corporate politics, the written and unwritten rules,

and the power structure within the company.

On the other hand, this study is significant as there are only a few researches has been
carried out about work politics and performance appraisal satisfaction which is focused more on
public sector in Malaysia. Hence, this research emphasized more on performance appraisal
satisfaction among employees at private sector. It’s an undeniable fact that politicization can
occur everywhere, be it at public or private sector. However, according to Bala and Reunim
(2016), the services and the working environment in public sector is not similar in comparison to
private sector. Hence, that is why the degree of awareness of politics in private sector is less as
compared to the public sector as in public sector promotions of are slow and wages are generally
not linked to the work outcomes while private sector have a continuous and active competitive
environment where the managers apply diverse tactics or strategy to reduce the effects of

politicization (Bala & Reunim, 2016).

In short, this study focuses more on the politicization of performance appraisal practices
and the effects on employees’ turnover intention and productivity in private sector since there is
not many resources and information have been shared about private sector. Besides, the
awareness about work politics in private sector also very poor compared to employees at public

sector.



1.4 Research Objective

1.4.1 General objective

To study about politicization of performance appraisal practices in a private sector.

1.4.2 Specific objective

a. To explore the concept of politicization in a private sector.

b. To explore the effects of politicization of performance appraisal on employees’ turnover
intention.

C. To discover the effects of politicization of performance appraisal on productivity of
employees

d. To discover challenges encounter by employees due to politicization of performance
appraisal.

e. To find out the possible solutions in dealing with the challenges.

1.5 Research Questions

Research objectives from a) to e) has been achieved and selected research questions

identified to give answers for all the research questions.

RQ1: What is the concept of politicization in a private sector?

RQ2: What are the effects of politicization of performance appraisal on employees’ turnover

intention?



RQ3: What are the effects of politicization of performance appraisal on employees’

productivity?

RQ4: What are the challenges encountered by employees due to politicization of

performance appraisal?

RQ5: What are the possible solutions in dealing with the challenges?

1.6 Research Framework

Ahmad, Usop, Ismail, Bujang & Mansor (2014) stated that research framework is defines as

the categories of outputs that research can produce and it’s divided into three main parts which

are context, issue and methods.



Politicization of
Performance Appraisal

Context

Explore the concept of
politicization

The effects on turnover
intention

The effects on
employees’ productivity

Semi-structured interview

5 informants has been

Challenges interviewed
Possible solutions
Issue Method

Figure 1: Research framework of politicization of performance appraisal practices

1.7 Significance of the study

1.7.1 Body of knowledge

Source: Ahmad et.al., (2014)




The aim of conducting this research is to understand the concept of politicization of
performance appraisal practices and its effects on employees’ turnover intention and
productivity. Since the occurrence of work politics may have the potential to affect employees’
performance appraisal satisfaction, it’s always better to find the best way to tackle the issue.
Employees are the main asset of an organizational. Thus, their motivation and satisfaction
towards job must be maintained in order to sustain an excellent job performance. Double
standards in performance evaluation would affect employees’ interest to work with more passion

and clear goals.

1.7.2 Policy

Through this research, it can be seen that a clear performance appraisal policy should be
created. The objective of such policy is to avoid any unfairness or biases when evaluating
performance of the employees. Besides, being honest and equitable during performance appraisal
could ensure that the real hardworking employees to get appreciation despite the occurrence of

work politics.

1.7.3 Practitioner

This research is important for Human Resource practitioners as they are mainly involved
in the process of evaluating the employees’ performance. Fair and square performance appraisal

is essential in maintaining the productivity as well as motivation of the employees.



1.8 Definition of terms

Definition of terms can be categorized into two, conceptual and operational. Basically
conceptual definition describes the overall concept of the research while operational definition

more about how to measure it.

1.8.1 Politicization

Conceptual

Based on Swanepoel, Botha and Mangonyane (2014) there is deficiency of uniformity,
various writers define the term politicization, often describe as organizational or work politics.
Besides, politicization is a process of an issue is being politicized as it is moved from the

technical sphere into the political sphere (Jessop, 2014).

Operational

In this study, politicization is defined as action of causing an activity to become political
in character. Besides, politicization often can be described as work politics, organizational

politics and office politics.

1.8.2 Performance appraisal

Conceptual

Gardner (2008) describes performance appraisal as the evaluation of an individual’s work
with the main intention of achieving the objective personnel decisions. According to Van Dijk
(2015), the term performance appraisal can be defined as the methods used by companies to
review the level of employees’ performance. Performance appraisal can be said as a broad term
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which consist of number of activities to review employee’s performance, develop their
competence level, and enhance their performance as well as to provide rewards among them

(Ishaque, Rehman, Tufail, Khan, Shah & Khan, 2017).

Operational

For this study, the researcher defined performance appraisal as evaluating employees’
skills, achievements and job performance based on their contribution towards the organization.

Besides, researcher also describe performance appraisal as an annual review or evaluation.

1.8.3 Employee turnover intention

Conceptual

According to Simon, Muller, and Hasselhorn (2010) turnover intention can be defined as
intentions or thoughts about leaving a job. Blau (2007) stated that employee turnover intention is
defined as individuals’ withdrawal from their job or company, and actively finding for other

career alternatives.

Operational

For this study, employee turnover intention can be defined as employees plan to leave a

job either voluntarily or involuntarily.

1.8.4 Employee productivity

Conceptual
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