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ABSTRACT

Employee performance appraisal is common among organizations in Malaysia
including the banking industry. Instead of being an isolated bi annual program,
appraisals are but one component in the overall process of performance
management. According to Robert Bacal, (1999) performance management is an
ongoing communication process, undertaken in partnership, between an
employee and his or her immediate supervisor that involves establishing clear

expectations and understanding about the jobs to be done.

The objective of this research is to find the effect of procedural justice and
distributive justice on satisfaction of performance appraisal system that has been

practised at Bank Islam Malaysia Berhad.

The underlying hypotheses of this research are “There is a significant
relationship between procedural justice and employees satisfaction with
performance appraisal system in Bank Islam Malaysia Berhad” and “There is a
significant relationship between distributive Justice and employee satisfaction

with performance appraisal system in Bank Islam Malaysia Berhad”.

Data were obtained via a survey questionnaire from 102 participants from BIMB
branches in Kedah, Perlis and Penang. The findings of the study accept both the

research hypotheses.
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Introduction

CHAPTER 1
INTRODUCTION

1.0 INTRODUCTION TO THE STUDY

Employee performance appraisal is an important measurement tools
practised by many companies all over the world including Malaysia. The main
reason is performance appraisal decisions have effects and consequences on
workers’ compensation and recognition (Rusli & Azman, 2004). The
Performance Appraisal System (PAS) is also important as a management tool
to assess employees’ efficiency at the workplace (Amstrong & Baron, 1998).
According to Robbins and Judge (2009) efficiency is defined as the ratio of
effective output to the input required to achieve it.

In the United States, over 90 percent of large organizations employ
some form of PAS and over 75 percent of state employment systems require
annual performance appraisal (Locker & Teel, 1988; Murphy &
Cleveland,1991;Seldon, Ingraham & Jacobson, 2001). Thus, companies
particularly public listed companies have made it as a policy to implement
PAS every year. The Public Service Department (PSD), Government of
Malaysia implemented the PAS on 1 January 1992 (Rusli & Azman, 2004).
Hence, PAS is still a new evaluation tools in Malaysia including in the private
sector. In the banking industry, PAS was initially implemented in the late
1990s.

Bank Islam Malaysia Berhad (BIMB) started to introduce PAS to its

employees in 2004. Other banks like Bank Simpanan Nasional Malaysia
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