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Abstract 

 

This study investigates the relationship of performance appraisal with organizational 

commitment of administrative employees of Othman Yeop Abdullah Graduate School 

of Business and College of Business, University Utara Malaysia. Thirty 

questionnaires were returned to which ANOVA one way test was used to verify the 

demographic profiles of the participants with organizational commitment. The result 

found that 45% of administrative employees of OYA and COB have lower level of 

organizational commitment. Pearson correlation was conducted on the independent 

variable which is (HRM practice of performance appraisal), dependent variable 

(organizational commitment) and mediating variable (perceived organizational 

support). This study revealed that there is moderate non-directional neither positive 

nor negative correlation between performance appraisal with organizational 

commitment of employees, performance appraisal with perceived organizational 

support and between organizational commitment with perceived organizational 

support. The result of the study contributed to a need for developing adequate training 

programs and offer opportunity for academic programs which aims on improving the 

knowledge and skills of the employees.  

 

 

 

 

ii.  



 

 

Acknowledgement 

 

First and foremost, I would like to thank Allah (God). Thank you Allah for giving me 

the opportunity to study and power to believe in myself and pursue my dreams, I 

could never have done this without that faith.  

I express special thanks to my adviser, Dr. Caroline M. Acosta, thank you for your 

wisdom in every way of my life during the entire program. Your deep understanding 

set me free to widen my hidden personalities, especially my sense of humor and 

interpersonal skills 

I also would like to thank my second Supervisor Dr. Martino Luis, for his endless 

support and knowledgeable corrections. Without you I never have finished this 

research. 

This thesis would not have been done without the emotional support of my family: 

My very special thanks to the one person to whom I owe everything that I am today, 

my father, for encouraging me to further study and to him I dedicate this thesis; If it 

were not for him, I would not be sitting here today . 

I can‟t express my thanks in words to one I owe my life; who gave me love without 

any condition. You are really special gift from my God; I would be lost and lonely 

without you. Thank you mom for being one in a billion, thank you God for giving me 

such a loving mother. 

I would like to say my greatest gratefulness to my dearest uncle Abdurrahman 

Mohamed Sheik who always support me and pray for me all the time. Really without 

you I couldn‟t survive in a foreign land. Thanks to you and your family, I love you 

always.     

I offer special thanks to everyone who have been participated and voluntarily shared 

their time and frank experiences with me to complete the study. 

 

 

 

 

iii.  



 

 

Table of Contents 

Permission to use  ................................................................................................................. i 

Abstract  .............................................................................................................................. ii 

Acknowledgment  ............................................................................................................... iii 

Table of contents  ............................................................................................................... iv 

Appendix  .......................................................................................................................... vii 

List of tables  ...................................................................................................................... ix 

List of figures  ..................................................................................................................... xi 

CHAPTER ONE: INTRODUCTION………………………………...…………………….1 

1.1 Introduction ................................................................................................................. 1 

1.2 Background of the Problem  ......................................................................................... 3 

1.3 Organizational Commitment  ....................................................................................... 5 

1.4 Problem Statement  ...................................................................................................... 7 

1.5 Research Objectives ..................................................................................................... 9 

1.6 Research Question ....................................................................................................... 9 

1.7 Hypotheses .................................................................................................................. 9 

1.8 Significance of the Study ........................................................................................... 10 

CHAPTER TWO: LITERATURE REVIEW…………………………………………….13 

2.1 Introduction ............................................................................................................... 13 

2.2 The Concept of Human Resource Management (HRM)  ............................................ 13 

2.3 Organizational Commitment  ..................................................................................... 15 

2.4 Human Resource Management Practices and Organizational Commitment  ............... 17 

2.5 HRM Practices and Perceived Organizational Support  .............................................. 21 

2.6 Performance Appraisal  .............................................................................................. 23 

2.7 Perceived Organizational Support  ............................................................................. 26 

CHAPTER THREE: RESEARCH METHOLOGY……………………………………...28 

3.1 Introduction ............................................................................................................... 28 

3.2 Research Framework  ................................................................................................ 28 

3.2.1 Independent variable  .......................................................................................... 28 

3.2.2 Dependent variable  ............................................................................................. 29 

3.2.3 Mediating variable .............................................................................................. 29 

3.3 Research Design   ...................................................................................................... 30 

3.3.1 Source of Data ..................................................................................................... 30 

3.3.2 Population Frame  ............................................................................................... 30 

iv.  

 



 

 

3.4 Measurement ................................................................................................................. 31 

3.4.1 Human Resource Practice of Performance Appraisal  .......................................... 31 

3.4.2 Organizational Commitment  ............................................................................... 33 

3.4.3 Perceived Organizational Support  ....................................................................... 34 

3.5 Questionnaire Design .................................................................................................... 36 

3.6 Data Analyze Techniques .............................................................................................. 36 

3.6.1 Descriptive Analysis ........................................................................................... 37 

3.6.2 Reliability test/Regression Test  .......................................................................... 37 

3.6.3 Pearson Correlation  ............................................................................................ 37 

3.6.4 Cross Tabulation Analysis  .................................................................................. 38 

CHAPTER FOUR: ANALYSIS AND FINDINGS……………………………………….39 

4.1 Introduction  .................................................................................................................. 39 

4.2 Data Background  .......................................................................................................... 39 

4.2.1 Demographic Profile of Respondents .................................................................. 40 

4.3 Cross Tabulation  .......................................................................................................... 45 

4.3.1 Examining the Difference between Organizational Commitment and Gender  ..... 45 

4.3.2 Examining the Mean Difference between Organizational Commitment and Age  46 

4.3 Examining the Mean Difference between Organizational Commitment and Working    

Experience  .................................................................................................................. 47 

4.3.4 Examining the Mean Difference between Organizational Commitment and    

Qualification  ............................................................................................................... 48 

4.4 Descriptive Analysis  ..................................................................................................... 49 

4.4.1 Descriptive Statistics for performance appraisal  ................................................. 49 

4.4.2 Descriptive Statistics Organizational Commitment  ............................................. 51 

4.4.3 Descriptive Statistics for Perceived Organizational Support  ................................ 52 

4.5 Tests for the Hypothesis  ............................................................................................... 54 

4.6 Regression  .................................................................................................................... 58 

4.6 7 Summary  ................................................................................................................... 59 

 

 

v.  



 

 

 

 

CHAPTER FIVE: CONCLUSION AND RECOMMIDATION………………………..60 

5.1 Introduction  .................................................................................................................. 60 

5.2 Summary of the Study  .................................................................................................. 60 

5.3 Summary of the Findings .............................................................................................. 61 

5.4 Conclusion  ................................................................................................................... 62 

5.5 Recommendation  .......................................................................................................... 63 

References  ......................................................................................................................... 64 

Appendix A  ........................................................................................................................ 72 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

vi. 



1 

 

CHAPTER 1 

INTRODUCTION 

1.1 Introduction  

Since the concept of organizational commitment was introduced in early 1960s, many 

researchers considered that the concept of human resource management (HRM) on 

organizational commitment still remained an important part to the field of human resource 

management in the organization Eisenberger et al. (1990) ; Wayne et al., (1997). There are a 

lot of scholars specifying that if organizational commitment is managed properly, it can lead 

to helpful consequences such as improved performance of individuals and the organization as 

well as it reduced turnover and absenteeism Cohen (2001).  

Although several literatures about organizational commitment has been written, how the 

factors  can be  managed and connected to its development of organizational commitment is 

still indistinct and was not yet clearly established to date. In any organization HRM practices 

is the organizational component that have been linked to influence the level of organizational 

commitment of employees Mayer and Allen (1997).  

Nowadays organizations are operating in environment where changes occur very rapidly and 

competition is high as indicated by a diverse labour market, the growth of technologies, 

nonstop customer needs and globalization. To be successful in this environment, 

organizations need to be able to perk up their performance by dropping costs, creating new 

ideas to increase the productivity of the organization Luthans &Sommers (2005). In this 

view, organizations have to concentrate onthe capabilities of their employees.   
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