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Purpose - to identify the relationship between performance appraisal and quality of working life. Explicitly, investigate the effects of firms’
performance appraisal on quality of working life (QWL).

Design/Method/Approach. The study is based on the three businesses data operating in the Republic of Kosovo with ninety-seven (n=97)
individual respondents (employees). The study’s questionnaires of the study were prepared, the responses obtained, the econometric model
was constructed to empirically test this relationship, and the questionnaires data were processed by the IBM SPSS v.25.0 program as a tool
to provide the statistic findings. Results and proposals are brought forward by the matched t-test, independent t-test sample, ANOVA, and
regression, which were applied for testing hypotheses.

Findings. Econometric results suggested that applying performance appraisal in the correct way and for appropriate goals, improves job
satisfaction, employees’ satisfaction, motivation to employees, and as a result the quality of working life.

Theoretical implications. The theoretical significance of this study is the increases of opinion and the change of judgment for the effects of
performance appraisal on quality of working life.

Practical implications. The practical benefit of this study is that it can provide a guideline for managers to apply performance appraisal in the
correct manner to increase the quality of working life, and as a result to improve their organization’s performance.
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Cnyx60Ba aTtecrauis
Ta AKICTb TPYAOBOro XUTTHA

Xaeim Icaam’
Bvoca Icram't

tYnigepcumem imeni Ce. Kupusa i Megodis, Ckon'e,
Ynisepcumem «Kadri Zeka», Funan
# YHisepcumem «XdcaH MpuujuHa», lMpuyuHa

MeTa po60TM - BM3HAUUTKM B3AEMO3B'A30K MiXK C/YKOOBUM
aTecTyBaHHAM Ta AKICTIO po6OYOro MXKUTTA. ABHUM HMHOM
AOCNIAUTU BN/MB OLIHOK pe3y/bTaTUBHOCTI GipmM Ha AKiCTb
po6ouoro xkutta (QWL).

Ausaiii/MeTog/MaaH gocaigKeHHA. [ocnigxeHHA 6a3yeTbcA Ha
AQHWX TPbOX MiAMNPUEMCTB, WO AitoTb y Pecny6siui Kocoso,
4,eB'AHOCTO Cim (N = 97) OKpeMUX pecrioHaeHTIB (C1y:K6oBLiB).
By/n nigrotosneHi ONUTYBa/lbHUKKU AOCAIAMKEHHA, OTPUMaHI
BignoB.iai, ekoHOMeTpu4yHa Moge/sb byna nobysgosaHa AnA
eMnipyyHOro BUMPOOYBaHHA LbOrO B3aEMO3B'A3KY, a AaHi
aHketTn 6yam obpobneni nporpamoro IBM SPSS v.25.0 Ak
{HCTPYMEHT /1A HaZaHHA CTaTUCTUYHMX BUCHOBKIB. Pe3y/bTaTtn
Ta nponosuuii BUCYBAlOTbCA HAa BignoBigHICTL  t-TecTy,
He3a/siekHOMY TeCcToBOMY 3pasKy, ANOVA Ta perpecii, ki 6ym
3aCTOCOBaHi /1A TeCTYBaHHA rinoTes.

Pesy/bTaTn goc/igKeHHA. EKOHOMETpUYHI pe3y/bTaTh CBig4aTb
npo Te, WO NpOBeAeHHA C/yKO0BOI aTecTalii BignoBigHUM
YMHOM | A/1A BiANOBIAHMX Lineit MoKpallye 3a40BO/IEHICTb
poboTol0,  3a40BO/IEHICTb  MPALiBHMKIB | MOTMBALlO
NpaLiBHUKIB Ta, AIK Pe3y/IbTaT, AKICTb POHOYOrO KUTTA.

TeopeTuyHe 3Ha4YeHHA [OCNiAKEHHA. Po3WMpeHO AyMKM Ta

3MIHEHO  CYA)KEHHA  CTOCOBHO  BM/AMBY  CAYX60BOro
aTecTyBaHHA Ha AKICTb PO6OYOro XKUTTA.
MpakTUYHe 3HAYEHHA AOC/iAKEHHA. [lpaKTMYHa  KOPUCTb

AOCNIAMKEHHA MO/Arae B TOMYy, LIO 3a MOro pesy/bTaTamu
KepiBHULTBO OTPUMYE PeKOMeHAaLii CTOCOBHO Ha/eXHOro
3piMCHeHHA OLiHKM NPOAYKTUBHOCTI (cnyk60Boro
aTecTyBaHHA) A/A NiABULLEHHA AKOCTI pOo6OYOro »KUTTA i, AK
pe3y/bTaT, 414 TNOKPalleHHA pe3y/bTaTiB poboTn CBOET
opraHisauii.

OpwriHanbHicTb/LiHHiCTb/HayKkoBa HOBM3Ha AOC/iKEHHA.
BW3HaHO Bax/MBICTb AKOCTi TPyaoBOro xuTTA. Le nepua
CTaTTA, y AKiM BMBYEHO B3AEMO3B'A3OK MiXK C/y»KOOBOIO
aTectauietlo Ta AKicTIo pobo4oro *uTTA i 3'AcoBaHO X
B33AEMOZ,it0 32 4,0MOMOrO0 Ki/IbKICHUX MeTogiB.

O6MmexeHHA AocigKeHH:A/[TepcnekTUBU NOAA/NBLIMX AOC/IAKEHD.
MporHosu A/A nogasblumMx AOCIANKEHb MONArAOTb Y aHaAisi
CniBBIAHOWEHHA NapameTpiB OUiHKM epeKTMBHOCTI Ta QWL,
A,0/at04M iHLLI 3MiHHI, LLLO orocepeAKOBYIOTb ab0 3MEHLLYOTb
BiAHOLEHHA LIMX ABOX 3MIHHMX.

Tun cTaTTi — emMnipu4HUii.
Katouosi croea: ouiHka nepcoHany; AKiCTb TPYAOBOrO KUTTH;

3340BO/IEHHA Big pobOTH; 33A0BO/IEHICTb  MPaLiBHUKIB;
MOTHMBALLA.
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CnyxkebHas aTTecTauus
M KayeCTBO TPYAOBOM KU3HU

[Awasum Ucaamt
Bvoca Ucnam't

tYHusepcumem umeHu Cs. Kupuina u Megodus, Ckonee,
YHusepcumem «Kadri Zeka», FHunaHe,
#YHusepcumem «XacaH lMpuwmuHa», MpuwmuHa

Llenb paboTbl — BLIABUTL B3aMMOCBA3M MeX4y OLEHKOW
NPOM3BOAMUTE/ILHOCTU M KaY4eCTBOM TPY/A0BOW KU3HU. ABHbIM
06pasom nccieA0BaTh BAVAHUE OLEHKU AeATe/IbHOCTU GUpM
Ha Ka4ecTBO TPy40BOM Ku3HM (QWL).

Aunsaiii/MeTog/lAaH uccreaoBaHusa. MccieqoBaHne OCHOBaHO Ha
AAHHBIX Tpex TnpeanpuATHiA, AeicTByowmMx B Pecnybinke
KocoBo, ¢ peBaHOCTO cemblo  (N=97)  OTAE/NbHbIMMU
pecnoHgeHTamu (paboTHUKamm). Ha OCHOBE MOArOTOB/IEHHBIX
OMPOCHMKOB no/y4eHbl OTBETHI 4 paspaboTaHa
SKOHOMETpUYECKaa MOAe/b ANA 3MMMPUHECKOM NPOBEPKU
B3aMMOCBA3M. Pe3y/bTaThl onpoca obpaboTaHbl C MOMOLLbIO
nporpammbl IBM SPSS v.25.0 B Ka4yeCTBe MHCTpyMeHTa A/8
NpeAoCTaB/IeHUA CTaTUCTUYECKUX Pe3y/IbTaToB. Pe3y/bTaThbl U
NpeA/IoKEHUA BbIABUralOTCA C MOMOLLIO  COr/IaCOBaHHOrO
Kputepua CTblogeHTa, He3aBUCMMOro obpasua KpuTepua
CrotogerTta, ANOVA 1 perpeccumn, KOTOpble NPUMEHANUCH A8
NPOBEPKM rMnoTes.

Pesy/ibTaThl Mcc/eA0BaHMA. DKOHOMETpUYECKMe pesy/bTaTbl
CBUAETE/IbCTBYIOT O TOM, YTO TIpOBegeHue CyxebHoi
aTTecraumm COOTBETCTBYIOLWNM obpasom " ana
COOTBETCTBYIOLMX Lie/el MOBbIAET yA0B/I€TBOPEHHOCTb
paboToi, YyA0B/ETBOPEHHOCTb COTPYAHWMKOB, MOTUBALMIO
COTPYAHMKOB U, KaK C/1e4CTBIE, Ka4eCTBO TPYAOBOM KU3HU.

TeopeTuyeckoe 3HauyeHue UCCNea0BaHUA. PaclumpeHo MHeHue u
M3MEHEeHb! CYX/EHUA O B/AUAHUM C1yKebHOM aTTecTauum Ha
KayeCTBO TPYA0BOM XKU3HW.

MpakTHMyeckoe 3HayeHue uccieaoBaHUA. [IpakTudeckasa no/sb3a
McC/e,0BaHNA 3aK/Nt04aeTCA B TOM, YTO, OCHOBbLIBAACh Ha ero
pesy/bTaTax, PYKOBOACTBO MO/y4aeT PpeKOMeHAauuu Mo
Hag/1exalllemy OCyLLLeCTB/IEHUIO OL@HKM MPOU3BOAMTE/IbHOCTU
(cnyskebHOM aTTeCTaLMK) A1 MOBbILIEHUA Ka4eCcTBa TPY40BOif
XU3HU M, Kak C/1eAcTBUe, aANA MOBbllEHNA 3GPEKTUBHOCTU
OpraHusaLmu.

OpuruHanbHocTb/LleHHOCTb/HayyHas HOBM3HA UCC/€40BaHUA.
lp13HaHa BaXkHOCTb Ka4yecTBa TPYAOBOM KM3HU. ITO nepsan
CTaTbsA, B KOTOPOM M3y4yeHa B3aMMOCBA3b MeXAy CyxebHoM
aTTecTaumen U KaiyecTBOM TPYAOBOM U3HWM U BbIACHEHO WX
B3auMO/eNCTBME C MPUMEHEHUEM KO/IMHeCTBEHHbIX METOA0B.

OrpaHunueHue nccnegoBaHusA/llepcneKkTmeb Aa/IbHeNLMX
ncciefoBaHMii. B ganbHeMLMX UCCneA0BaHUAX BO3MOXKHO
npoaHa/M3upoBaTb COOTHOLIEHME napaMeTpoB  OLLeHKU
npousBoguTensHocT U QWL, 406aB/iAA Apyrue nepemeHHble,
KOTOpble OMOCPeAYIOT WM YMEHBLLAIOT COOTHOLUEHME 3TMX
ABYX MepemMeHHbIX.

Tun cTaThy — SMNUPUYECKUIA.
Kntouesvle cn106a: oLeHKa NepcoHasa; Ka4ecTBO TPYA0BOM XKU3HY;

Y/AOB/IeTBOpEHUE oT paboTbl; Y/,0B/1eTBOPEHHOCTb
paboTHUKOB; MOTUBALIMUA.
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1. Introduction

performance appraisal on the quality of working life. In the

terms of up-to-date market competition with tremendous
pressure towards globalization, when innovations become the
dominant factor in the social and economic development context,
and on the clear and crucial orientation for the human capital, have
created new challenges for businesses and their managerial
system. Appropriate dealing with human resources helps an
organization to increase its performance (Mulolli et al., 2015). So,
high QWL is essential for organizations to persist in attracting and
retaining employees (Sandrick, 2003). According to this issue
references, QWL is a comprehensive, department-wide program
designated to improve employee satisfaction, strengthen
workplace learning and help employees better manage the change
and transition. Dissatisfaction with QWL is a problem, which affects
almost all employees regardless of position or status (Sardgji &
Dargahi, 2006). According to them, a lot of managers seek to
reduce dissatisfaction at all organizational levels, including their
own. However, this is a complex problem as it is difficult to isolate
and identify all of the elements affecting the QWL (Walton, 1973).
The first problem in management for QWL is to identify the domain
of working life that can be included as corporate stewardship and
responsibility (Mirvis & Lawler, 1984). For example, human capital
theorists regard employee's services as inputs to the firm's
production function. Thus employees are regarded as 'resources'
because they 'possess expected future service potential'
(Flamholtz, 1972). This implies that organizations are responsible
for providing jobs, performance appraisal, training, and
compensation to employees for these influences over the future
service potential of employees and ultimately, their 'value' to the
organization (Mirvis & Lawler, 1984). It is essential for all, especially
for managers to understand in detail such challenges, in order to
increase the ability for business success using employees as the
organization’s worthiest resource. In the developed and
developing countries, human resources that are selected and
motivated well enough are considered as a competitive advantage
for firms. A saying goes “the people’s desire to perform at a high
level requires setting high standards of performance”. Employees
should know with accuracy the reason of their being in the
payment list, what exactly is expected from them, and what
provides a high performance. Nowadays, the organizations face
hard competition, with unstable and turbulent environment,
therefore managers ought to be focused on creating competing
advantage through organization employees’ development.
Performance appraisal of employees is one of the most efficient
methods for employees’” development, job satisfaction,
motivation, and evaluation, in modern times. These are direct
impact factors on QWL. According to Mirvis & Lawler (1984), these
broad perspective specific criteria of QWL are numbered and
varied. Their diversity is due to the distinct disciplinary conception
of OWL in each of the social science disciplines (Westley, 1979) and
to change views of corporate responsibilities and employees’
rights (Mirvis & Lawler, 1984). Despite differences in conception,
jargon, and emphasis, two sets of criteria are common to
definitions of QWL. The first set encompasses papers’ features and
working environment that influence employees' work lives,
whereas, the second set includes criteria of employees’ welfare
and well-being. A review of these definitions highlights their
disciplinary and historical development and provides the basis for
developing an integrated definition of QWL (Mirvis & Lawler, 1984).
According to Cherns (1975) QWL origins comes from symbiosis of
structural, systems perspective of organizational behavior with the
interpersonal, human relations, supervisory-style perspective,
whereas (Seashore, 1975) stated that, a significant by-product of
the approach to the QWL discussed was identification of the
aspects of jobs and working environments that affect most
strongly on the job satisfaction, job performance, and life-long
wellbeing of those who are so employed. A worthy definition for
quality of life by Felce and Perry (1995) described "quality of life is
an elusive concept approachable at varying levels of generality
from assessment of societal or community wellbeing to specific

:: his paper aims to find out the fundamental role of

&

evaluation of the situations of individuals or groups." Whereas the
quality of working life "...is described as the favorable working
environment that supports and promotes satisfaction by providing
employees with rewards, job security, career growth
opportunities, etc.” (Nanjundeswaraswamy & Swamy, 2013). This is
the core definition that stands behind this study. This study focuses
on the way how performance appraisal can create a favorable
working environment, and as a result to improve the quality of
working life.

According to the findings by different authors, performance
appraisal is a tool that by its measurements refers to the QWL
practices, and has a direct effect on job satisfaction, motivation,
and employee payments. Despite this importance, a few empirical
studies are done to fill this gap in the literature and to enrich the
human resource management literature with worthy evidence, this
paper tries to show the relationship between performance
appraisal and QWL practices, using quantitative methods. The
reasons for this research are the lack of a good performance
appraisal system by firms, to continuously evaluate employees and
to make financial and/or non-financial rewards based on those
performance appraisal results, which prevents them from
improving their QWL.

The rest material of this paper is organized as follows: the first
section overviews the literature on quality of working life, its origin
and definitions, performance appraisal, and integration of these
two concepts. In the second section, the hypotheses of this study
were presented. Whereas, the third section, covers the
methodology used for the literature review and testing
hypotheses. Further on, sections four and five deal with the results
of testing hypotheses, discussing results, and conclusions. At last,
the sixth section is about the implications for users/research of this

paper.

2. Theoretical background

as the most important resource that one company have, for

this reason, it is not enough only to reward them, but it is
necessary to appreciate them (Banfield & Kay, 2008), for great
employee performance appraisal composed with reward system
representing the most important part of performance appraisal
management (Lussier & Henson, 2012). In this part, there are closely
explained the quality of working life and performance appraisal,
that are obtained from the findings of other authors related to
these both concepts.

:: ecently, people, their skills and acquaintances are considered

2.1. Quality of working life

concept meaning and tried to identify the kinds of factors

determining such an experience at work (for instance:
Seashore, 1976; Lawler, 1982; Mirvis & Lawler, 1984; Kalra & Ghosh,
1984; Kerce & Booth-Kewley, 1993). It is worth to mention that,
decades before authors of the social sciences and humanities had
shown real interest in work and, more specifically, in the
relationship between workers' attitudes and behaviors, on one
hand, and the company's productivity, on the other (Martel &
Dupuis, 2006). The studies by sociologist Elton Mayo, at Western
Electric’s Hawthorn plant in 1933 — now recognized as “classic” —
involved verifying the influence of environmental factors on plant
workers’ performance. Mayo’s results softened Taylor’s execution
rules that had been applied until then. From that point on, the
starting point towards a policy of humanizing employees’ work
conditions can be seen (Mayo, 1960). According to Elizur and Shye
(1990) at the beginning, QWL was synonymous with the
employability rate, job security, earnings, and benefits. This listing
of objective criteria soon gave way to job satisfaction as the target
assessment criterion (Martel & Dupuis, 2006). Despite this shift to a
more subjective construct, some researchers, such as (Lawler,
1975), remained convinced of the need for objective criteria to
measure QWL.

:: everal, researchers and theorists were interested in the QWL
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The analysis of publications over the past 20 years highlights a
number of attempts to empirically define QWL (Taylor, 1978; Levine,
et al., 1984; Mirvis & Lawler, 1984). Although there is no formal
definition of quality of working life (QWL), industrial psychologists
and management scholars in general agree that QWL is a construct
that deals with the well being of employees, and that QWL differs
from job satisfaction (Quinn & Staines, 1979; Staines, 1980; Near, et
al., 1980; Champoux, 1981; Kahn, 1981; Lawler, 1982). QWL differs
from job satisfaction in the point that job satisfaction is construed
as one of many outcomes of QWL (Sirgy, et. al., 2001). According to
that author, the QWL does not only affect job satisfaction but also
satisfaction in other life domains such as family, social life, leisure,
financial life, and so on. Therefore, the focus of QWL is beyond job
satisfaction. It involves the effect of the workplace on satisfaction
with the job, non-work life domains, and satisfaction with life
overall, personal happiness, and subjective well-being. For
example, Danna and Griffin (1999) view QWL as a hierarchy of
concepts that includes life satisfaction (hierarchy peak),
job satisfaction (hierarchy middle), and work-specific facet
satisfaction such as satisfaction with wage, co-workers, supervisor,
among others.

Why is the quality of working life (QWL) so important? There is
some evidence showing that a happy employee is a productive
employee; a happy employee is a dedicated and loyal employee
(e.g., Greenhaus et al., 1987). Many researches show that QWL may
have a significant effect on employee behavioral responses, such
as organizational identification, job involvement, job satisfaction,
job effort, intention to quit, job performance, personal alienation,
organizational turnover (e.g., Carter et al., 1989; Efrat, & Sirgy, 1990;
Efraty, et al., 1991; Sirgy, 2001; Rahman, et al., 2010).

In a classic study, Merrihue and Katzell (1955) found that the
development of an 'employee relations index' contributed to
better human resource management in a firm. More recently,
(Nadler, et al., 1976) found that an 'ongoing feedback system’
integrating personnel, performance, and survey measures of
working life, when used effectively by managers, leads to higher
job satisfaction, improved performance, and lower absenteeism
and turnover. Sirgy, et al. (2001) built a hypothesis that emphasizes
that job satisfaction is a positive function of QWL. The more so,
there are numerous authors that have studied the same job
satisfaction using a single indicator-item, commonly used in quality-
of-life studies (e.g., Efraty & Sirgy, 1995; Efraty, et al., 1997).

2.2. Performance appraisal

communication expectations, and determining employees’

potential and helping employee satisfaction (Aggarwal &
Thakur, 2013). Different definitions have been given for
performance appraisal: “Performance appraisal” is a process
within the overall performance management process (Dowling, et
al., 1999), it can be defined as the formal assessment and rating of
individuals by their managers (Armstrong, 2012), and is defined as
“evaluation of an individual’s work performance for achieving at
objective personnel decisions” (Robbins, et dl., 2000). Generally,
performance appraisal aims to recognize the current skills' status
of their workforce (Shaout & Yousif, 2014).

:: erformance appraisal tends to improve work performance,

There are various techniques to evaluate employees’ performance
appraisal (Armentrout, 1986; Stronge, 1991; Sanchez & De La Torre,
1996; Decenzo & Robbins, 1988; Arvey & Murphy, 1998; Jiang, et al.,
2001; Hronik, 2006; Chang & Hahn, 2006; Deb, 2006; Randhawa, 2007;
Jafari & Amiri, 2009; Khurana, Khurana, & Sharma, 2010; Dvordkovd,
2012; Aggarwal & Thakur, 2013; Dagar, 2014; Islami, et al., 2018).

According to Giangreco et. al. (2012), performance appraisal of
employees is a process which allows managers to evaluate,
compare, and give feedback for employee performance and
manage human resource in the organization. Whereas, Armstrong
(2012), stressed that performance management can be defined as
a systematic process that by developing individual and team
performance improve organization performance. Performance

&

management is a process that includes performance planning,
appraisal, rewarding and development (Deb, 2006). On the other
hand, Armstrong (2012) asserts that performance appraisal can be
defined as a formal evaluation and individuals' evaluation from
their manager.

2.3.Integrated view of life

and performance appraisal

working

and psychological relationship between an organization and

its employees. In functional terms, it can be represented as
QWL=f(P,S), wherein P represents characteristics of the
performance appraisal in an organization and S represents their
effect on employees' satisfaction, job satisfaction and well-being
as individuals or members of an organization.

C or this paper purposes, QWL is viewed as an economic, social,

For example, to fulfill economic and social responsibilities to
employees the organizations must provide a safe working
environment, adequate and fair compensation, equal employment
opportunities, and opportunities for job mobility and advancement
(Mirvis & Lawler, 1984). According to the authors, human resource
orientation adds further responsibilities to employers to provide
supervision, jobs, influence, evaluations, and rewards that
motivate and improve personnel. These criteria represent
elements of an emerging 'psychological' contract (Yankelovich,
1978) between employers and employees as represented in
contemporary views of a high QWL environment. Criteria of
employee welfare and well-being, in its turn, include satisfaction
with work and working environment, membership in the
organization as reflected in absenteeism and turnover, and
membership in the larger society as reflected in health and
attitudes towards life, participation in familial and community
institutions, and continued employability in a changing economy
(Mirvis, & Lawler, 1984).

3. Research hypothesis

ased on the above literature review this section presents the
study of the hypotheses. By testing the current study
hypotheses the gap in the existing literature for performance
appraisal and the quality working life will be eliminated. In order to
provide evidence about the relationship between performance

appraisal and the quality working life, the below hypotheses were
tested:

Hypothesis 1 (H:): Firms with high levels of employee performance
appraisal have high levels of employee job satisfaction.

Hypothesis 2 (H.): The higher the lack of communication of
employee performance appraisal results, the higher the
employees' disappointment.

Hypothesis 3 (Hs): Performance appraisal of managers by
employees has a positive relationship with increasing
employees’ satisfaction.

Beyond these hypotheses, this study indicates other important
findings that were collected by research questions presented in the
questionnaires, the answers to research questions are shown and
analyzed below in section four.

4. Data and Methods

o realize this study, the methodology of the combination of
<'I>primary and secondary data was applied. The article has been

prepared by using the analysis of secondary data for literature
review (scientific publications and articles from specialized
databases, such as Science Direct, Emerald, Springer, Emerald,
Academy of Management, and ProQuest) and primary data in the
form of results of the quantitative survey conducted in a sample
firms (three firms) that operate their business activities in the
service sector (information technology), in Republic of Kosovo. For
the empirical analysis of the study, the data were gathered from a
self-administered questionnaire by ninety-seven employees who
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worked in the three firms. The participant firms were chosen based
on their annual turnover, with selecting three with the highest
annual turnover firms. To measure the effect between variables in
this study SPSS v. 25 programs have been used. Also, the interview
was used as a tool to gather data from human resource managers
of these companies.

4.1. Data Collection

his paper results are conducted by 97 valid questionnaires
@with full data analysis. The questionnaires were filled in three

companies, those did every year performance appraisal, but
until now they had not done any research to evaluate the effect of
performance appraisal on improving the quality of working life.
The designed questionnaire is for evaluation of the firm's
employees regarding the effect of performance appraisal on their
job satisfaction, employee's satisfaction, motivation, the
disappointment of employees, rewarding system, the way how
firms do the performance appraisal, result communication, and
some other relevant issue of performance appraisal and QWL.
Responded firms operate in the service sector (information
technology). The scale used in the questionnaire is based on the 5-
point Likert scale. Likert scale (1- not agree at all, to 5- strongly
agree). Also, the questionnaire has several questions, like
questions with "yes" or "no" answers, the question regarding
"demographic data", and the question regarding "employees'
careers".

4.2. Questionnaire and Interviews

sources of information were mainly used questionnaires as

the data collection tools, which were aimed at employees, in
the three companies participating in this research. The
questionnaires  contained twenty vital questions. The
questionnaires were distributed and filled in January 2019.
Whereas, the interviews are used to gather information (from
three HRM managers) by the human resource managers of these
three firms. The results of these interviews are summarized
(generalized) below in the discussion part and conclusions of this
study, in section five.

C n order to obtain the necessary data for this research, primary

4.3. Demographic  data  of
employees

respondent

presented data of respondents concerning demographic data

such as respondent gender, respondent age, respondent
education, and respondent work experience (see Table 1). The
questionnaires are filled by employees of three respondent firms.
The responded were chosen by the firms that operate in the
service sector, among small and medium-sized firms form 1-250
employees.

:: inally, ninety-seven questionnaires were duly completed, with

4.4. The variables used

results of communication (LRC); and Performance appraisal

of managers (PAM). Whereas, Dependent variables: Job
satisfaction (JS); Disappointment of employee (DE); and Employee
satisfaction (ES). With SPSS software tested these variables, with
the results derived from these econometric tests.

C ndependent variables: Performance appraisal (PA); Lack of

'Were used definition of Small and Medium Enterprises with European

Union standards where <10 employees are micro, <50 employees are small,

Table 1

Demographic characteristic
of the sample (respondent employees)*

Demographic variable | Count (percentage) n=97

Respondent gender
Female (49%)
Male (51%)
Respondent age
Up to 25 years (21,5%)
26 - 40 years (64,5%)
41- 50 years (12%)
Over 50 (2%)
Respondent education
Middle school (17,5%)
High school (10,5%)
Bachelor (49,5%)
Master (20,5%)
Other (2%)
Respondent work experience in these companies
Up to 1year (16 %)
2-3 years (39,5%)
4-10 years (45,5 %)
Over 10 years (8%)

*Source: compiled based on Author's calculations.

5. Results

presented the descriptive analyses of some important
questions. Whereas, in the second part there are presented
the regression analysis for the tested hypotheses.

:: he results are shown in two parts, in the first part, there are

On descriptive analysis, there are presented six graphics for six
main questions that have direct or indirect effects and are
important for increasing employees' satisfaction, job satisfaction,
reward system, and motivation, as a consequence, and on quality
of working life.

5.1. Descriptive analysis

question if they think that performance appraisal helps them
provide an atmosphere when all are encouraged to improve
their aspects where they had stalled.

C ig. 1 presents the result of respondents' answers to the

By the results, it is seen that most of the employees (about 68,5%)
consider that performance appraisal is useful to create an
atmosphere when all employees are encouraged to improve their
work performance on the aspects that they had stalled before. The
standard deviation of answers to this question is 0,468
(St.Dev.=0,468).

Fig. 2, shows the importance of performance appraisal on achieving
employees’ personal objectives.

The results below (Fig. 3) indicate that performance appraisal has a
positive impact on achieving employee’s objectives. Even though,
a considerable number of employees are not agreed with that
statement (about 37,5%). The standard deviation of answers to this
question is 0,485 (St.Dev.= 0,485).

Fig. 4 shows some interesting results depicting that current
performance appraisal applied by these three firms is not effective
to support and improve employees' skills.

and <250 employees are medium-size enterprise (European Commission,
2016).
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100 H Do you think that performance appraisal helps you to provide an atmosphere where all of you are encouraged to improve the
aspect where you have stalled?

50

00
Yes No

Axis x: Yes — agree with the statement, No — not agree with the statement; Axis y: 0-100%

Fig. 1. Performance appraisal impact in the aspects where employees have stalled”
*Source: compiled based on Author's calculations.

100 B Do you think that performance appraisal helps you to achieve your personal objectives?

50

Yes No

Axis x: Yes — agree with the statement, No — not agree with the statement; Axis y: 0-100%

Fig. 2. Performance appraisal impact in achieving employee personal objectives*
*Source: compiled based on Author's calculations.

Axis x: 1—not agree at all, to 5 - strongly agree

Fig. 3. Promoting successful employees work by supervisors”
*Source: compiled based on Author's calculations.

Axis x: 1 - not agree at all, to 5 - strongly agree

Fig. 4. Impact of current performance appraisal in employee career development”
*Source: compiled based on Author's calculations.

About half of the respondents’ (Fig. 4) do not agree with the moderate scale; 10% agree, and 4% strongly agree. Other
current performance appraisal used by their firm. The respondents descriptive statistics for the answers are presented below in the
were asked to indicate their opinion for the current method used box-and-whisker diagram, the minimum value is 1, the first quartile
by their firms for performance appraisal with this statement (Q) is 2, the average value is 2, third quartile (Q3) is 3, and the
“Current performance appraisal used by your firm is closely related maximum value is 5. It is worth to note that, the standard deviation
to career development." The answers were as follows: 22,5% do not of the answers is 1.066 (St. Dev. = 1,066).

agree at all with this statement; 44,5% do not agree; 19% agree ona

OO
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Related to Fig. 5, respondents were asked to tell the method by
which they were rewarded for a good performance. Their answers
have shown some remarkable results, 56% said that they were not
rewarded for a good performance. The respondents were asked to
indicate their firms' method used to reward employees “By which
of methods described below your company rewards employees for
good performance." The answers were as follows 24% with wage

growth; 9% with gratefulness; 11% with promotion; and 56% with no
reward. Other descriptive statistics for the answers are presented
below in the box-and-whisker diagram, the minimum value is 1, the
first quartile (Q1) is 2, the average value is 4, third quartile (Q3) is 4,
and the maximum value is 4. It is worth to note that, the standard
deviation of the answers is 1,270 (St.Dev.=1,270).

1,5 2

2,5 3 3,5 4 4,5

Axis x: 1- not agree at all, to 5- strongly agree

Fig. 5. The way of rewarding employees for a good performance”

*Source: compiled based on Author's calculations.

The last figure presents the employees' opinion regarding Fig. 5
when they answered the question (yes or no) to express their
views related to the role of reward on their work motivation (see
Fig. 6). The results show that most of the responses 98% support

the statement that the reward method increases employee
motivation. The standard deviation of answers to this question is
0,142 (St.Dev.=0,142).

H Do you think that these rewarding will increase your motivation to achieve your objective and organization objectives?

Yes

No

Axis x: Yes — agree with the statement, No - not agree with the statement; Axis y: 0-100%

Fig. 6. Impact of the rewards method in employees’ motivation*

*Source: compiled based on Author's calculations.
5.2. Regression analysis

effect of the independent variable "PA" in the dependent
variable "JS" regression analysis was used. The regression
analysis is presented in Table 2. According to regression analysis,
the independent variable that enters in analysis explains 57.0% of

C egression results for the first hypothesis (H:). To measure the

the dependent variable "JS” (R?=0,570). Independent variable
"PA" is positively related to dependent variable "JS" by predicting
it for 71%, and is important statistically with significance level
a=0,05, (b=0,710, p=0,012), which means that for each 1 unit change
in performance appraisal the job satisfaction of the employee
changes by 71%.

Table 2
Regression analysis of dependent variable “job satisfaction (JS)”, n=97"
. Un- Standard
Model Square S;zzg’?criilrffsd standardized error of Fisher test t-statistic Probability value
(R?) ®) Coefficients variables (F) t) (p)
(b) (5.E)
model cons. 0,570 37,971
(constant) -3,379 1,857 1,106 0,042
PA 0,645 0,710 0,117 0,256 0,012

*Source: compiled based on Author's calculations.

According to Table 2, the "Beta" column indicates that increasing
performance appraisal by 1 standard deviation, job satisfaction
increases by 0,645 standard deviations.

Regression results for the second hypothesis (H.). To measure the
effect of the independent variable "LRC" independent variable
"DE" regression analysis was used. The regression analysis is
presented in Table 3. According to regression analysis, the

6

independent variable that enters in analysis explains 51,3% of the
dependent variable "DE” (R2=0,513). Independent variable “LRC” is
positively related to dependent variable “DE” by predicting it for
83,1% and is important statistically with significance level a=0,01,
(b=0,831, p=0,000), which means that for each 1 unit change in the
pursuing of lack of communication of employee performance
appraisal results, the level of employees' disappointment increases
by 83,1%.
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Table 3
Regression analysis of dependent variable “disappointment to employee (DE)”, n=97"
. Un- Standard
Model Square S;zz;jf?czilrftej standardized error of Fisher test t-statistic Probability value
(R?) ®) Coefficients variables (F ®) (p)
(b) (5.E)
model cons. 0,513 92,744
(constant) -0,763 0,324 -2,342 0,021
LRC 0,720 0,831 0,122 9,630 0,000

*Source: compiled based on Author's calculations.

According to Table 3, the "Beta" column indicates that increasing
the lack of results of communication by 1 standard deviation, the
employee’s disappointment increases by 0,720 standard
deviations.

Regression results for the third hypothesis (Hs). To measure the
effect of the independent variable "PAM" independent variable
"ES" regression analysis was used. The regression analysis is

presented in Table 4. According to regression analysis, the
independent variable that enters in analysis explains 70,7% of the
dependent variable "ES” (R*=0,707). Independent variable “PAM”
is positively related to dependent variable “ES” by predicting it for
62,1%, and is important statistically with significance level a=0,01,
(b=0,621, p=0,000), which means that for each 1 unit change in
performance appraisal of managers by the employee, the
satisfaction of the employee changes (increases) by 62,1%.

Table 4
Regression analysis of dependent variable “employees’ satisfaction (ES)”, n=97"
. . Standard
Square Stand?r.dlzed Un—stan.de.irdlzed error of Fisher test t-statistic Probability value
Model coefficients Coefficients .
(R?) ®) (b) variables (F (t) (p)
(S.E)
model cons. 0,707 212,823
(constant) 0,213 0,110 1,865 0,066
PAM 0,523 0,621 0,092 14,588 0,000

*Source: compiled by Authors.

According to Table 4, the "Beta" column indicates that increasing
performance appraisal of managers by employees by 1 standard
deviation, employee satisfaction increases by 0,523 standard deviations.

6. Discussion and conclusions

performance appraisal in increasing the quality of working life

by analyzing different aspects of performance appraisal, in
order to emphasize how the application of each performance
appraisal element effects on job satisfaction, employee
satisfaction, and employee motivation.

:: he purpose of this research is to find out the effect of

This part discusses the impact of each research question presented
above by Figures in the QWL. All answers that were presented in
those Figures represent a direct or indirect effect of performance
appraisal on quality of working life.

The first research question results represented in Figure 1,
suggested firms to apply performance appraisal as it helps the
employees to improve their performance and consequently
become more satisfied with their job. When employees are
satisfied with their job, their motivation to do that job also rises
constantly, and finally, it enables them to increase their
productivity and QWL. Performance appraisal makes employees
aware if they get stalled to achieve their goal after employees take
the results of their performance, they start to analyze all aspects
when they were or were not good enough. Consequently, they
change the manner of doing that job when the result shows that
he/she got stalled. So, employees improve their ability to work and
increase their job safety. Job safety, on the other hand, is one
factor that effects on QWL.

The second research question represented in Fig. 2 performance
appraisal helps employees to achieve their personal goals. When
an employee achieves own personal goal its motivation is
increased to achieve other personal goals constantly and to
motivate or stimulate his/her colleagues. After the employee
performance is increased, it causes the increment of employee
motivation, and both these, enable the growth of employee
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productivity. Productivity is one of the factors which has a positive
relationship with QWL. According to this, the whole process has a
positive effect on QWL increasing.

The third research question represented in Fig. 3, is explained why
managers should be constantly aware of the successful job of
employees and how this activity increases QWL. When managers
are aware of the positive performance of their employees, they
support employees in further work. Whereas employees'
knowledge that a good performance is appreciated and rewarded
by managers, increase their efforts for further work constantly.
Also, effort increases the employee's job safety.

The fourth research question results represented in Figure 4 taken
by respondent employees showed that when a working company
is not doing the performance appraisal for the primary goal that it
should be done. Those firms do not use performance appraisal to
achieve a specific goal. The aim of their performance appraisal is to
find out how to achieve organizational goals, and not to develop
the career of employees. It reflects that firms have short-term
period planning because for the long-term period they have to use
the performance appraisal as a tool to develop their employees.
With the increase in the employees' performance, the firms'
performance goes in the same direction. Why? It is because the
firms' performance equals the value of working employees'
performance.

Fifth research question represented in Figure 5 are closely related to
findings from previous research question to confirm the latter
findings. The three of respondent firms do not apply enough or
appropriate rewards to employees that have shown a good
performance. Based on the literature, authors agree that is not
only one way to reward employees, but different employees also
prefer different rewards, some employees prefer to increase their
wage, other employees like some gratefulness or promotion, some
other want to ensure the job safety or equitable pay. It is required
by managers to learn from each employee their motives in order to
make adequate rewards that increase employees' satisfaction.
Implementation of performance appraisal results by firms in this
way, improve the employees' QWL. A performance appraisal
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system should be a barometer of employees for their performance,
which enables employee rewards based on their performance.
Respondent employees have expressed that, they feel better and
more motivated in work if rewards are based on the result of
performance appraisal. Unfortunately, the three respondents
firm's have shown not implementing performance appraisal for the
appropriate goal. Also, respondents indicated that the wage was
not related to their performance. Even though they have shown a
good performance their wage has not changed at all, or for not
high enough. That results in a job's dissatisfaction for the
employees and makes them unhappy.

The sixth research question represented in Fig. 6, depicts the
motivation and potential to achieve personal and increased
organizational goals for employees that were rewarded by their
firm for a good performance. So, every time when employees have

shown good performance they should be rewarded. The opposite
makes them unhappy and unmotivated.

Based on the above-mentioned findings, in some firms,
performance appraisal is not related to the career development of

employees, because firms do not have a clear policy of using
performance appraisal. In addition, it is clear that the meritocracy
and reward system do not frequently related to the performance
appraisal results.

This means that after performance appraisal results are taken,
some employees exceed expects by managers, again they do not
use methods to simulate that employees, as a result, will be
disappointed with their work environment. All the statements and
the discussed above are closely related to the quality of working
life like job safety, employee satisfaction, employee productivity,
and so forth.

To find the relation between variables of this research three
independent variables "PA", "LRC", and "PAM" were presented,
including three depended variables "JS", "DE", "ES". Three
proposes have been made in the form of hypotheses: H1, H2, and
H3. Regression analysis has been found enough information for the
relation between performance appraisal and QWL. Regression
results have supported three hypotheses raised in this research.

Tables

Summary of hypothesis’ testing”

Hypothesis Accepted/Rejected
H:: Firms with high levels of employee performance appraisal have high levels of employee job satisfaction. Supported
H.: The higher the level of lack of communication of employee performance appraisal, the higher the level of Supported
employees' disappointment.
Hs: Performance appraisal of managers by employees has a positive relationship with increasing employees’ Supported
satisfaction.

*Source: compiled by authors.

The first hypothesis (H) has declared that “firms with high levels of
the employee performance appraisal have high levels of employee
job satisfaction.” When the firm applies regularly performance
appraisal, it enhances its personnel job satisfaction. Empirical
findings results of performance appraisal showed 71% of job
satisfaction, based on this result H, is accepted (H:1). Table 2 results
showed that for each 1 unit of increase of performance appraisal in
the firm, job satisfaction increases by 71% when all other variables
remain unchanged. Based on this, if an organization makes
performance appraisal, its personnel have higher performance and
job satisfaction compared to the personnel of other firms without
any performance appraisal.

The second hypothesis (H,) has declared that “the higher the level
of lack of communication of employee performance appraisal, the
higher the level of employees' disappointment.” When the firm
applies performance appraisal but the results do not distribute and
discussed with employees it enhances its personnel
disappointment. Empirical results show that lack of
communication of performance appraisal explained 83.1% of
employee disappointment, based on this result H, is accepted
(H:1). Table 3 results showed that for each 1 unit of lack of
communication by managers for performance appraisal the
employee’s disappointment rises by 83.1% when all other variables
remain unchanged.

When results of performance appraisal are taken by the managers,
not for anindication to employees, it is de-motivates them because
they do not feel like an important part of the firm. In this way, firms
decrease the QWL of employees and as aresult, decrease the firms'
performance. The results also showed that one of the challenges
which employees are faced after performance appraisal is the lack
of feedback for their performance by managers. On the one hand,
this is an obstacle to creating an effective relationship between
employee and management and stop employees from taking
rewards based on their merits, on the other hand, decrease their
desire for working with high performance in the future. Employees
of three respondent firms express clearly their dissatisfaction with
performance appraisal, as their performance appraisal was done
only in a formal way and it misses the practical implementation,
which means that firms do not have clear standards goals to see if
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employees meet those standards.

The third hypothesis (H;) has declared that "the managers'
performance appraisal by employees has a positive relationship
with increasing employees' satisfaction". The firm managers'
performance appraisal by employees increases employee
satisfaction. Empirical findings show that managers' performance
appraisal by employees explained 62,1% of employee satisfaction,
based on this result Hs is accepted (Hs1). Results of Table 4 showed
that for each 1 unit of increase of managers’ performance appraisal
by employees increases the employees' satisfaction by 62.1% when
all other variables remain unchanged.

From the interview with HR managers of three respondent
companies and from the answers of the questionnaire it is seen
that performance appraisal is done from high-to-down and not
vice-versa, which means that managers are not evaluated by
employees. According to findings with employees respondent,
performance appraisal of managers by employees is needed, most
of the employees said this action makes them more powerful at
work and makes them as integral part of the performance appraisal
process. This form of evaluation is a real mirror for managers in
front of shareholders regarding the harmonization of attitudes
between managers and employees of a firm. On these conditions,
the employee would be more motivated to increase QWL.

Performance appraisal used by respondent firms illustrated where
the evaluation is done only from high-to-down. The three-
dimensional system would be a better system for performance
appraisal, where initially there an evaluation from managers' side
to the employee is done, than vice-versa, and at last, the evaluation
from HR management needs to evaluate the employees' behavior
within the group.

To sum up, the application of adequate performance appraisal
brought an increase in QWL practices. Hs, H,, and H; are accepted.
Firms applying performance appraisal do not have a lack of results
of communication of employees' performance, which results in
higher QWL performance appraisal of managers by employees
compared to firms that do not implement those activities. In this
research, according to the results of the empirical analysis, the
performance appraisal has a higher impact on QWL. Also, it can be
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identified, the extent to how much each element improves or
exacerbates the employee satisfaction and happiness. This paper's
findings show that a performance appraisal is an essential tool for
increasing employees QWL, and for HR development. Obviously,
this performance appraisal research results must be supported by
managers to achieve a good quality of working life and to better
performance for their firms.

7. Implications

been generally undefined and with a high degree of

inconsistency in people's understanding. Although some
firms have realized the importance of increasing employees QWL,
they often do not know exactly what to implement, due to a lack
of understanding of what factor causes an increase in QWL. By
offering, developing, and confirming the employees QWL,
operational value of the performance appraisal and by
demonstrating its efficacy in enhancing employee quality of
working life, the current research provides HR managers with a
useful tool for integrating the comprehensiveness of performance
appraisal and QWL.

:: he current paper validates the employees' QWL that have

As today’s HR competition by firms is moving towards “quality of
working life”, more and more firms are increasingly adopting
strategies to increase their QWL.

The findings of this research support the view that the application
of employee performance appraisal can have a discernible effect
on the quality of working life and on improving the performance of
the firm. The guideline that derives from the findings of this
research can serve as a good way for HR managers to start
improving their employee QWL should follow the following steps:
(a) including the employees in designing the performance
appraisal system; (b) always motivate high-performance
employees; (c) create a clear policy about reward methods; (d) link
the performance appraisal system with employee career
development; and (d) create three dimensional a performance
appraisal system.
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