LEVEL OF SATISFACTION ON THE IMPLEMENTATION OF PERFORMANCE

APPRAISAL AMONG NON ACADEMIC STAFF

ZAHARAH MOHAMED

UNIVERSITI UTARA MALAYSIA

2011



LEVEL OF SATISFACTION ON THE IMPLEMENTATION OF PERFORMANCE

APPRAISAL AMONG NON ACADEMIC STAFF

BY:

ZAHARAH MOHAMED

A project paper submitted to the College of Business in partial fulfillment of the
requirements for the degree of Master of Human Resource Management

Universiti Utara Malaysia

© 2011, Zaharah Mohamed. All right reserved



KOLEJ PERNIAGAAN
(College of Business)
Universiti Utara Malaysia

PERAKUAN KERJA KERTAS PROJEK
(Certification of Project Paper)

Saya, mengaku bertandatangan, memperakukan bahawa
(I, the undersigned, certified that)
ZAHARAH MOHAMED (80192

Calon untuk ljazah Sarjana
(Candidate for the degree of) MASTER OF HUMAN RESOURCE MANAGEMENT

~ telah mengemukakan kertas projek yang bertajuk
(has presented his/her project paper of the following title)

Seperti yang tercatat di muka surat tajuk dan kuiit kertas project
(as It appears on the title page and frorit cover of the project paper)

Bahawa kertas projek tersebut boleh diterima dari segi bentuk serta kandungan dan meliputi bidang ilmu
dengan memuaskan.
(that the project paper accept w 3 in:the form and content and that a satisfactory knowledge of the field is
covered by the project paper).-

Nama Penyella

(Supervisor's name)

Tandatangan

(Signature)

Tarikh : 14 FEBRUARY 2011

(Date)




PERMISSION TO USE

In presenting this thesis as partial fulfilment of the requirements for a postgraduate degree from
University Utara Malaysia, I agree that the University Utara Malaysia may make it freely
available for inspection. I further agree that permission for copying of this thesis in any manner,
in whole or in part, for scholarly proposes may be granted by my supervisor, or in their absence,
by the Dean of College of Business. It is understood that any copying or publication or use of
this thesis or parts thereof for financial gain shall not be allowed without my written permission.
It is also understood that due recognition shall be given to me and to University Utara Malaysia

for any scholarly use which may be made of any material from my thesis.

Request of permission to copy or to make other use of material in this thesis, in whole or in part

should be addressed to:

Assistant Vice Chancellor
College of Business
University Utara Malaysia
06010 Sintok

Kedah Darul Aman

iii



ABSTRACT

The study was conducted to identify the level of satisfaction among non academic staff of one of
the public universities located in Northern Malaysia on the implementation of performance

appraisal system.

The aims of the study were to: (i) measure the level of satisfaction on the implementation of the
performance appraisal system; (ii) to investigate the relationship between independent variables
(rater’s competency, evaluation process, compliance to rules & standard practices, employees’
participation and dependent variable (level of satisfaction); and (iii) to measure the influence of
rater’s competency, evaluation process, compliance to rules & standard practices and employees’
participation on the level of employees’ satisfaction on the implementation of the performance

appraisal system.

Data were gathered through questionnaires distributed to 377 respondents comprising of officers
in the category of management and professional, support staff I, and support staff II. However,
only 178 questionnaires (47 per cent) that were returned found to be useable for further analysis.
The data were analyzed using Statistical Package for Social Sciences (SPSS) software, version

17.0.
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The level of satisfaction was found to be at medium level, with a mean score of 2.89. All
variables showed presence of a positive and significant relationship, with a wvalue of

correlation coefficients between 0.291 and 0.386.

The value of Adjusted R Square, however, amounted to only 0.141 which indicates that there
was only 14.10 per cent change in the level of satisfaction that can be explained by the four (4)
independent variables which are rater’s competency , evaluation process, compliance to
rules & standard practices and employees’ participation. The remaining 85.90 per cent was due

to other factors which were not considered in this research.

Generally, the findings indicate that the level of satisfaction, as measured along the given four
independent variables, support the hypothesis that there is positive and significant relationship
between the variables. The findings also show that the organization should focus more on the

factors that are linked with employees' satisfaction.
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CHAPTER 1

INTRODUCTION

1.1 Intreoduction

Performance appraisal is one of the core activities in human resource management function. It
provides great input for other human resources decisions and more importantly as an indicator or
determinant for salary raises, career advancement, employee development and other benefits
offered by the management. To individual employees, appraisal is always being viewed as an
instrument which has far reaching implications in their career path. It is therefore, the level of
objectivity, transparency, and integrity of not only the system but also the raters that are crucial
to ensure the acceptable level of fairness is preserved. If the employees perceived that they are
being appraised appropriately and fairly, then the chances of eliminating the feeling of distrust
are great which leads to higher level of satisfaction among employees. In such a case, both

employees and organization will get the benefit of a motivated work force.

However, the organization will be negatively affected if irregularities, unfairness and oppression
are involved in the process of appraising employees’ performance. As a result, employees feel
dissatisfied and this could badly impact on the smooth running of an organization and its

efficiency would be seriously impaired.
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