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ABSTRACT

Thepurpose ofthispaperwastoexamine theeffectof lowqualityperformance appraisal
on three human resource management outcomes (job satisfaction organizational
commitment and turnover intention); the moderating role of locus of control was also
examined. Using data from 150 private sector employees, different outcomes were
identified. Regression analysis indicated that low quality performance appraisal was
negatively related to job satisfaction and affective commitment, whereas positively
related to turnover intention. However, low quality performance appraisal was not
found to have an effect on continuous commitment and normative commitment. Locus
of control was found to have moderated all the relationships between independent
and dependent variables.

INTRODUCTION

Performance appraisal has gained the attention of
researchers since many decades (Boachie-Mensah &
Seidu, 2012; Cawley, Keeping, & Levy, 1998; Dulebohn
& Ferris, 1999; Ferris, Judge, Rowland, & Fitzgibbons,
1994; Ferris, Munyon, Basik, & Buckley, 2008; Lee,
1985; Martin & Bartol, 2003; Wright, 2004). It is
considered to be a reliable source to make managerial
decisions (Brown, Hyatt, & Benson, 2010; Cleveland,
Murphy, & Williams, 1989; Latham, Almost, Mann, &
Moore, 2005; Lee, 1985). Its importance is not simply
because it leads to improvement in performance (Larson,
1989; McConkie, 1979), it also leads to motivating
individuals, and direct their behavior towards achieving
the objectives of the organization (Khoury & Analoui,
2004; West et al., 2002). It can be concluded from the
existing body of knowledge that increasing employee
performance and productivity is mostly because of the
quality that performance appraisal process preserves
(Brown et al., 2010).

Performance appraisal, as a critical managerial
decision tool, must provide the objective and accurate
ratings of an employee’s performance (Boachie-Mensah
& Seidu,2012). It isextensivelydeemedthatperformance
appraisal is most likely to be unfair because of high level
of inaccuracy, thus users go doubtful and are reluctant
in accepting the results (Banks & Roberson, 1985).
There are evidences which show that performance

appraisal is affecting many organizations such that it
leads to decreasing performances instead of increasing
them (Latham et al., 2005). The results of performance
appraisals are not always positive (Giangreco, Carugati,
Sebastiano, & Tamimi, 2012), either because of biasness
in the evaluation process (Banks & Roberson, 1985),
or due to weak evaluation content (Ilgen & Favero,
1985), or it can be because of wrong use by managers
to consolidate their grip over employees (Klaas &
DeNisi, 1989), or raters would mind to provide accurate
ratings due to conflict between their best interest and the
ratings that are accurate (Poon, 2004). As subjectivity
factor is increasing in performance appraisal systems
(Boachie-Mensah & Seidu, 2012; Choon & Embi, 2012;
Longenecker, Sims, & Gioia, 1987; Treadway, Fems,
Duke, Adams, & Thatcher, 2007), it is decreasing the
accuracy of performance appraisals, creating negative
outcomes such as decrease in organizational efficiency
because of decline in the motivation of employees
to perform their work. As, in existing literature, it is
indicated that performance appraisal is sometimes linked
to increase in job dissatisfaction and intention to quit
(Kammerlind, Dahlgaard, & Rutberg, 2004; Poon, 2004;
Silverman & Wexley, 1984; Wright, 2004), as a result
organizations suffer, making it important to understand
the implications of low quality performance appraisal
systems (Brown et al., 2010).

This study differs from previous works in a way that
this study includes a moderating role of locus of control
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