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The purpose of this paper is to assess the impact of performance appraisal on job performance
focusing on the role of Motivation in the governmental sector in Qatar. While many organizations
consider performance appraisal (PA) an important tool to measure and evaluate employees’ perfor-
mance, PA can be used as an effective tool to maintain the capabilities and effectiveness of the
workforce. In general, PA can be a crucial tool to motivate employees and leverage their job per-
formance and thus can be considered as a competitive advantage over rivals. This paper has iden-

Keywords: tified main factors of PA from the previous pieces of literature and prioritized the most influencing
Performance Appraisal factors affecting PA such as purpose (PAP), criteria (PAC), leadership (PAL), and methods of eval-
Leadership Style uations (PAE) on employee’s motivation as well as their relationships with job performance. Be-
Motivation sides, the study sought to fill the literature gap on the performance management field in the context
Job Performance of Qatar for future research. In the course of this study, descriptive research design was adopted in
gg;’;’"menml sector the form of a survey. The survey was distributed, and 294 responses were collected. The conclusion

of the finding was that the PAP and PAE had impacts on employee’s motivation and job perfor-
mance, while PAC and PAL did not. In addition, the findings illustrate a positive correlation be-
tween employee’s motivation and performance. Human Resource managers of organizations may
use findings to better support employees’ motivation and performance.

© 2020 by the authors; licensee Growing Science, Canada

1. Introduction

Performance appraisals (PA) have been used by organizations in order to evaluate employees’ performance. It has been
argued that PA can be a powerful tool to motivate employees toward achieving organizational goals through its use in
rewarding, promoting, developing and improving workforce capabilities (Davis & Newstrom, 1993). The challenge nowa-
days is not only in hiring the best employee to perform a good job, but also in motivating current employees to enhance
their performance and leverage the productivity of the organization (Nayana et al., 2011). Despite PA is used in governmental
organizations, there are different approaches to adopt based on either sector and/or culture (Najafi et al., 2010). Igbal et al.,
(2014) state that governmental employees may not consider PA as a vital process as in private sector since annual incremental
and period of promotions are fixed as well as no bonuses are awarding especially in some developing countries. This paper
studies the impact of PA on motivation and thus job performance of governmental employees within the State of Qatar. While,
there are many theories and models suggested by scholars, this paper suggests grounded approach investigating significant
factors that affect PA and highlighting its role in motivating employees and thus enhancing job performance in governmental
sector within Qatar. A model has been suggested through a comprehensive review of literature and statistically tested.
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Despite the relevant rich studies considered PA, this paper is considered the first academic paper that investigated the impact
of PA on motivation and job performance in Qatar. In this domain, this study can open the door for future studies investigating
more links and the effects of PA on other Human Resource factors such as learning and development that comply with organ-
ization key performance indicators KPI, and career path of employees. This will enrich the current literature on the perfor-
mance management area. Furthermore, this study is significant since it provides top management with useful insights on
the effect of PA in enhancing job performance within Governmental Sector. The main objective of this paper is to investigate
PA factors that affect employees’ motivation and then job performance by studying the most influencing factors affecting PA
in Governmental Sector in Qatar. In other words, this paper bridges a gap in literatures while searching for more factors
affecting motivation of employees in the Middle East (Al Haj, 2017). Moreover, it aims to enrich and enhance literature in
performance managements field to help future research. All in all, the study is to statistically investigate a correlation model
among PA factors, motivation and job performance and to find out if there are any relations existing in Qatari context. In
order to achieve this, a quantitative approach is adopted with an objective to find an answer to the following questions: Re-
search Question 1: Is there any statistically significant relationship between PA’s factors and employees’ motivation?, Re-
search Question 2: Is there any statistically significant relationship between PA’s factors and job performance? And, Research
Question 3: Is there any statistical relationship between Motivation and Job Performance?

2. Literature Review

Organizations need to leverage and develop skills, competencies and the quality of its human resource through feedback, train-
ing, and experience in order to compete and succeed in its field (James, 2008). Human resource management (HRM) can be
defined as the set of policies, procedures, practices, and systems that affect and influence the employees’ altitude, behavior, and
performance (Therith, 2009). According to James (2008), the most critical practices that support business strategy throughout
HRM include figuring out the number of employees needed for the organization or planning for HR, selecting which includes
attracting and placing qualified personnel and above and beyond monitoring and tracking the employees’ performance and
productivity which is acknowledged as performance management. In some organizations, each of these practices might repre-
sent a section within the HR department or even departments on its own. Creativities, initiatives and abilities of HR staff are
also significant factors and competitive advantages for any organization which will defiantly leverage the employees and the
organization’s performance and productivity (Vanova et al., 2019).

2.1 Performance Management and Performance appraisal

Performance management refers to a process where managers and supervisors ensure that the employees’ performance and
assigned work are conducted probably in align with organizational objectives. This process requires a meaningful insight
on what these activities and outputs are, make sure that been achieved, and feedback needs to be given to help employees
meet expectations (James, 2008). Therefore, both managers and employee need to identify possible performance problem
and to come up with relevant best solution. Hence, many organizations use different methods to evaluate their employees;
some forms are results-oriented planning and control system such as management by objectives MBO. Others evaluate
their employees through different beers and overviews from stakeholders surrounding them, such as 360 degrees
appraisals. The graphic rating scale is another method where managers use a checklist to evaluate their employees
depending on the evaluated aspects. In accordance, performance appraisal (PA) is a regular and systematic process to
evaluate employees’ performance. It can be considered a reliable tool to make sure that the appropriate employees are
filling the right positions within the organization (Igbal et. al., 2014). Furthermore, PA is an efficient way to figure out any
strengths or weakness that face any employee, as it provides management with required information needed to develop
its processes to maintain an adequate workforce (James, 2008). Hence, management confidentiality will take the most
accurate action to reward the employees with higher performance through rewarding them or enhance and develop the
employees with lower performance through training and development to overcome their weakness (Deepa et. al., 2014).

According to Ameen and Baharom (2019), the essential purpose of PA from organizational perspective is to help managers
make right decisions on salaries, promotions, training, and encouraging employees through positive feedback. Daley (1987)
argued that employees perceived the training and development of their carrier based on PA which could be thought of as a
reward and can motivate them to work harder. Khan (2012) included the positive impact of training on motivation and job
performance. Purpose of PA is not only linked to training employees, but goes beyond by making administrative decisions.
Promotion and financial rewards are among administrative decisions directly affected by PA (Saharuddin & Sulaiman, 2016;
Najafi et al., 2010; Idowu, 2017; Condrey & Stephan, 2005; Wael et al., 2017; Jayarathna, 2015).

An effective PA needs to reflect the exact performance of employee from different perspectives as well as employees are
evaluated. Throughout literature regarding factors that affect PA, scholars and researchers discussed number of them since
1970s all the way to recent years. Some factors might directly relate and have significant relationships whereas others might
not. Factors influence PA such as management practices, cultural aspects of the organization, purposes of PA, and the methods
of PA that the management uses for evaluation. However, studies narrowed down factors to only four factors namely PA, PA's
criteria, leadership style, and methods of evaluation.
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Performance Appraisal Criteria

One of the most important roles of management is to carefully identify and select the relevant performance criteria that lead to
achieve the organizational goals and objectives. Hence, PA systems should use key performance criteria (KPI) or indicators
directly related to a specific job (Rusu et al., 2016). Pulakos (2009) also emphasized the importance of setting performance
criteria in order to have a better track and control of the employees’ performance and encompass information on the
overall strategic processes to achieve the strategic alignment with the objectives of the organization. Moreover, Mccoy
and Use (2018) stated that for valid performance criteria, KPI should relate to the organization environment and goals, and be
clear, measurable, and realistic. Based on many pieces of literature reviews, the most common criteria are traits and charac-
teristics, behaviors and manners, competencies and capabilities, goal achievement, and improvement potential.

Leadership style

Adopting the right Leadership style is a key to excellent performance as a way on how a manager or a leader deals with
workforce and controls resources within the organization and motivates the employees to work hard. As a result, leveraging
job performance enhances the overall organization performance and accordingly maximizes the profit (Nawoseing & Rous-
sel, 2017). Vast number of articles and studies have discussed the impact of leadership on employees’ job performance and
motivation. The most comprehensive discussion that shed light on this phenomenon was conducted by Raveendran and
Gamage (2018). They found that the style of leadership affects the performance of the employees. For example, the
transformational “democratic” leadership style might enhance the job performance more than other styles such as transac-
tional leadership. Moreover, according to a study conducted by Putri (2018) to figure out the relationship between leadership
and some factors such as interpersonal communications, job satisfaction, performance and motivation, the researcher found
a significant positive relationship between leadership styles and employees’ motivation and performance which lead to
higher productivity. Also, the researcher elaborated and recommended to adopt more than of style of leadership to satisfy
most of the employees. Finally, according to a study led conducted by Al Haj (2017) who intended to study the relationship
between the leadership styles and motivation and productivity in public sector in Qatar, he came up with many insights
and findings that will add to the works of literature in this field. His study was based on four public sector organizations in
Qatar. He found that there is a significant relationship between the independent variable leadership style and dependent
variables motivation and job performance or productivity. However, the researcher found that there are some leadership styles
have more positive effects than other styles on motivations and job performance. Hence, he recommended the government con-
sultants and decision makers to encourage the managers to adopt the most effective style that have been reveled from the study
to leverage the national employees. This all aligns with the Qatar National Vision 2030. Even though there are many leadership
styles, scholars and researcher studied in relation with the employee motivation and performance, this paper will focus on the
common administration leadership styles democratic, autocratic, and laissez-faire (delegative).

Methods of evaluation

DeCenzo & Robbins (2013) stated that there are three main approaches that management can use to make PA a measurable
tool. These approaches are (1) absolute standards, (2) relative standards, and (3) objectives. First, absolute standards indicate
that an actual employee performance during the year is compared with a standards criterion. There are many methods of
PA using this approach, such as the essay appraisal, the graphic rating scale, the critical incident appraisal, and the checklist
(Jafari et al., 2009). However, this paper will focus on the most common method used, which is the graphic rating scale. The
second approach is the relative standards where an employee is compared with another employee’s performance rather
than a standard criterion. This approach will not be discussed in this paper since it is not related to the study. The third approach
is objectives oriented, where an employee is evaluated based on the accomplishment of the objectives sets earlier. The
most common method is management by objectives MBO. Finally, the 360-degree appraisal method is applied when an
employee is evaluated from different angles.

Motivation, its theories and factors affecting it

According to Ramlall (2004), motivation is defined as the factors and reasons that make employees work hard in a certain
way to achieve the desired goals. The workforce is the critical success element in any organization nowadays, and a com-
petitive advantage in the marketplace. The role of HRM is to make sure that employees are satisfied, have required
skills, knowledge, and have goals that make them enthusiastic about performing the job (Borowski & Daya, 2014).
Based on reviewed pieces of literature in motivation, there are mainly two tools of motivation either monetary or non- mon-
etary. Many theories and models have been introduced by scholars to understand the factors and elements that motivate
employees. Scholars segregate those theories and models into two categories which are content theories and process
theories. First, the content theories basically state that internal needs of employees energize them to work hard to satisfy
these needs, such as the basic need of safety, social, esteem and so on (Borowski & Daya, 2014). According to Davis
and Newstrom (1993), the significant difficulty with content theories is that the needs of employees are not easy to observe
and determine by managers for monitoring purpose. Major content theories of motivation are Maslow’s Hierarchy of Needs,
Alderfer’s ERG Theory, Herzberg’s Motivator Hygiene Theory, and McClelland’s Learned Needs or Three-Needs Theory.
Second, the process theories that concentrate on the decision-making process comprise motivating the employees toward
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specific behavior and goals. The primary process theories of motivation are the Expectancy Theory, Equity Theory, Goal-Set-
ting Theory, and Reinforcement Theory. Based on many motivation theories and studies, scholars indicate that some crucial
factors influence motivation in work. According to Lloyd et al. (2016) and Parijat and Bagga (2014) who investigated in
Vroom Theory of Expectancy, they found that Vroom highlighted several essential factors that affect motivation which leads
to enhance the motivation and work performance. These factors are the supervisors or the managers responsible for
evaluating and providing honest feedback, work environment, and teamwork, job discerption, and content and finally re-
wards and incentives. Furthermore, Lunenburg (2011) indicated significant factors that affect motivation through goal-
setting theory of motivation. The first factor is the deadline which directly affects the effectiveness of the goal as an employee
will have a particular target within a particular time to achieve which motivates employees. Second, the author stated that
learning goal orientation would result in higher performance than a performance goal orientation. This means individuals
prefer to set a goal that will enhance and leverage their competencies and skills. Moreover, the group goal setting is
more significant than individual goal setting which supports the communication and relationship between the team and aligns
with the organization objectives.

Job Performance, Motivation and Performance appraisal

Referencing to Motowidlo and Kell (2012), job performance is a behavior that an individual delivers in order to
leverage the value of an organization over period of time. Any HR department aims to leverage and increase the job
performance of its employees which leads to increase the productivity to the highest possible level. Hence, many books and
articles mentioned various factors that can be used to indicate and measure job performance such as leadership style,
organizational commitment, and self-efficacy (Shigian, 2018). The author believes that leadership style can affect the per-
formance of employees as suitable leadership style will push and guide members toward the organization goals. In
addition, (Shigian, 2018) states that organizational commitment is a feeling that makes employees connected and loyal
to the place he/she works for to the extent to have some individual and organization goal. Finally, he emphasizes the
self-efficacy as a vital factor that affects job performance which refers to the employee self believes or confident of performing
the job or the tasks. Moreover, a study conducted by Aboazoum et al. (2015) in Libya examined the factors affecting job
performance. Authors indicated four factors that might have a relationship with job performance: organizational culture,
job satisfaction, training and development activities, and stress. Throughout the study, they found that there is a positive
relationship between culture, job satisfaction and motivation, and training and development and job performance. On the
other hand, there is no relation or negative relation between stress and job performance; hence, the hypothesis was rejected.
Moreover, one new conference paper presented by Boon and Fern (2012) in Malaysia added other factors such as income,
incentives, rewards and workplace. They concluded that there is no positive relationship between income, incentive and re-
ward, and job performance. The reason is that many organizations emphasize the principle of equal pay for equal work which
indicates employee with the same qualification and work condition should receive equal pay. Also, reward and incentive are
more based on the commitment rather than job performance according to them. By contrast, the workplace is a very crucial
factor. For example, some of the workplace features for instant lighting, chairs, air quality, and noise might affect job perfor-
mance.

3. Conceptual Framework and research hypotheses

Throughout reviewing the literature related to PA, motivation, and work performance, it seems that there is a strong rela-
tionship among them. Hence, this paper is backed by various articles and many studies that examined the relationship
between performance appraisal, motivation, and job performance. Khanna (2016) argues that HR Department should try
their best in order to motivate employees to achieve the highest performance by conducting an active and fairness PA.

PAC

PAP \ =
/

PAE

PAL

Fig. 1. The proposed study

Gautam (2014) indicated that employees get motivated and their work performance get effected depending on the PA
feedback from the management. RAO (2015) also indicated that PA is essential to determine the success and failure of any
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organization implementation of the strategy and the growth through tracking the performance of the employee and the reasons
that might motivate them. It was Igbal et al. (2014) who suggested relation between PA and employee’s performance focusing
on role of motivation. Aydin & Tiryaki (2018) later developed and examined a model on relationships between Motivation,
Performance appraisal, and job performance in Turkey. In essence, a model has been expanded through works of (Igbal et al.,
2014) and (Aydin & Tiryaki 2018) (Fig. 1) where Performance Appraisal factors including: Performance Appraisal purpose
(PAP), Performance Appraisal criteria (PAC), Leadership Style (PAL) and Finally Evaluation Method (PAE) may affect
Employees motivation (MO) and Job Performance (JP).

The conceptual model designed consists of six constructs. Four constructs Performance Appraisal Factors — PA, Perfor-
mance Appraisal Purpose PAP, Performance Appraisal Criteria PAC, Employee Motivation EMV, Employee Job Perfor-
mance EJP were adopted from Impact of Performance Appraisal on Employee Motivation and Productivity in Turkish Forest
Products Industry: A Structural Equation Modeling Analysis (Aydin & Tiryaki, 2018). While one construct (Leadership style
LS) was adopted from two papers: Impact of Leadership Style on Employee Performance (Basit, 2018) and Leadership
Styles and Employee Motivation in Qatar Organizations (Al Haj, 2017). Finally, the last construct (Evaluating Methods
EM) was adopted from the Impact of Performance Appraisal on Employees’ Performance (Mehmood et al., 2017) and an
Effective Methods of Performance Appraisals for Employee Motivation (Karahan & Kurtulmus, 2017). Research hypotheses
are developed as follows:

H;: PA has a significant impact on MO:
H1-1: PAP has a significant impact on MO.
H1-2: PAC has a significant impact on MO.
H1-3: PAL has a significant impact on MO.
H1-4: PAE has a significant impact on MO.
Ha: PA has a significant impact on JP:
H2-1: PAP has a significant impact on JP.
H2-2: PAC has a significant impact on JP.
H2-3: PAL has a significant JP.
H2-4: PAE has a significant impact on JP.
Hj: MO has a significant impact on JP.

The definitions of the used constructs according to the literature reviews are as following: Starting with the first construct
Performance Appraisal PA, it is defined as “a formal system of review and evaluation of individual or team task perfor-
mance” (Shtern et al., 2015). Performance Appraisal Purposes PAP is defined as “the most essential purposes of appraisal
of performance practices are to aid and assist organizations to reach decisions and conclusions on salary, promotions, recog-
nizing training requirements, conveying feedback and recognition of employee for a job well done” (Thomas, 1994). Perfor-
mance Appraisal Criteria PAC is defined as “the role of establishing performance standards adjusted to the organizational
context in order to define different expectations according to the specificities of jobs/positions and of company’s activities
where the appraisal system is implemented” (Pulakos, 2009). Leadership Style LS is defined as: “the capacity to inspire
individuals to give of their best to achieve a desired result and to maintain effective relationships with individuals and the
team as a whole” (Phillips & Gully, 2013). Evaluation Methods is defined as “Matching the requirements and goals of the
organization to the strengths and weaknesses of the appraisal system” (Webb & Kleiner, 1992). Employee Motivation is de-
fined as “Motivating employee is the process of stimulating the personnel and its activities, aimed at achieving the organiza-
tion's goals” (Ramlall, 2004). Finally, Job Performance is defined as: “the value an organization can expect from discrete
behaviors performed by an employee over time” (Motowidlo & Van Scotter, 1994).

4. Research methodology

A quantitative descriptive method is adopted in this research to investigate the impact of independent variables PA on the
dependent variable’s motivation and job performance. Therefore, the study used three data sources, secondary, tertiary and
primary data. Secondary sources included a literature review obtained by investigation of related documents from publications
i.e. books, journals, articles, and abstracts. Tertiary sources included indexes, bibliographies, internet and search engines such
as google scholar, emerald, Academia and research gate. However, the primary source data was obtained from a questionnaire
that was circulated and distributed among different employees in different places. The study questionnaire was designed in
seven parts: Participants’ general information, Performance Appraisal (PA) purpose, PA criteria, Leadership styles, Evalua-
tion methods, Job performance and Motivation. A five-point scale designed was offered to participants, where (1) refers to
strongly disagree, (2) refers to disagree, (3) refers to neutral, (4) refers to agree, and finally (5) refers to strongly agree. Using
Five Point Likert scale approach could help to calculate the mean of research variables which aided to conduct various statis-
tical analysis such as Cronbach’s Alpha Coefficient, correlation coefficient and regressions. The questionnaire was developed
by using other studies throughout the literature review conducted in the exploratory research phase and went through the same
level and served the same purposes. The first two parts of the questionnaire: PA purpose and criteria and the last two parts job
performance and motivation were taken from the papers from which the model was replicated (Aydin & Tiryaki, 2018). The
third part, leadership style; was adopted from (Wanjala, 2014). Finally, the fourth part was adopted from (Zainal, 2013) which
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was about the methods of PA. However, there were some modifications made to make the participants understand the ques-
tionnaire better. The “360-degree review” term was changed with “PA from subordinates, coworkers, and managers” and the
rest remained unchanged. The population of the study target all employees within the State of Qatar including nationals, and
expatriates. There are some inclusion factors were taken into consideration while constructing the questionnaire and conduct-
ing the study. First, the participants must be full-time employees who work in the governmental sector. The reason for ex-
cluding the part job employees or contractors is that PA is not applicable to them which might lead to produce inaccurate
results which might affect the overall study. Second, the participants should be over the age of 18 years old on the time of
conducting this study so be aligned with the Qatar labor law No. 15 of 22 August 2017 which states “Recruitment from abroad
of domestic workers of both genders, under the age of eighteen years old or over the age of sixty, shall be prohibited” (22,
2017). Finally, both Arabic and English versions were developed and disrupted to support participant in both languages to
make sure that participants would fully understand the questions without any confusion. The study sought to cover employees
as much as possible from different governmental sector as mentioned earlier. Snowballing sampling method was used as this
technique might reach to difficult or hidden population that the researcher might not have direct access to them as well as it
is a sophisticated, reliable method of sampling and error estimation (Atkinson et al., 2001). An online questionnaire was
developed and a link was distributed and shared throughout different social media channels such as WhatsApp groups, twitters
and Facebook. The use of online survey was useful as participants could take their time in completing the questions and it
was easier to send reminders. Above and beyond, it is useful dealing with large number of communities.

4.1 Reliability of research tool

Cronbach’s Alpha Coefficient was calculated to test the reliability of the research tool and measure the homogeneous of the
items used in the research instrument. The items tested were Performance Appraisal factors, motivation and job performance
which showed an internal consistency between 0.700 and 0.940 and a total of 0.858. The result in Table 1 demonstrates that
all values are higher than 0.70, which indicates that the measures used are reliable based on many scholars. A reliability value
of 0.65 is unacceptable and value starting from 0.85 is considered excellent (Bonett & Wright, 2015).

Table 1
The results of the reliability
Cronbach o 37 5 6 9 9 3 5
N 0.940 0.700 0.916 0.894 0.904 0.826 0.826
Data Analysis

Once the time period allowed for the survey finished and the number of responds who complete the questionnaire are known.
The data obtained was analyzed using two analyzing methods such as SPSS and Microsoft Excel. There are a number of tests
were conducted which could lead to the effective result. These tests are Cronbach’s Alpha Coefficient to find out the reliability
of the measures. Moreover, some descriptive statistics were used for comparison of the participants information such as mean,
standard deviation, percentage, and frequency. Finally, to find out the relationship between the suggested hypothesis, both
Correlation Coefficient and Linear regression test were conducted. statistical analysis was also done such as mean,
correlation and standard division. Moreover, AMOS 23 was used to see the most appropriate model that fits the study
through path analysis. AMOS is a special add-on program from SPSS to conduct structural equation modelling (SEM) or path
analysis (PA). Hence SPSS 23 was used for descriptive statistics, reliability analysis, correlation analysis and regression
analysis. AMOS 23 was used to conduct path analysis. There has been a measurement of the bivariate correlation relationships
among the different independents constructs which are the influencers and the dependent constructs (Motivation- MO and Job
Performance -JP). As shown in the last row in Table 2, it can be noticed that the factors that influence motivation and job
performance through performance appraisal in the state of Qatar in order of significance are Performance Appraisal Pur-
pose, Performance Appraisal Criteria, Leadership Style, and Evaluation Methods. It is also illustrated that the highest
correlation with motivation among all the items are the Performance Appraisal purpose 0.497), and Evaluation Methods
(0.494), while the lowest correlation with motivation is Performance Appraisal Criteria with value (0.328). In addition, the
highest correlation with Job Performance among all items are the Evaluation Methods (0.666), and Performance Appraisal
Criteria with value (0.492), while the lowest correlation with Job Performance is Performance Appraisal purpose with value
=0.370.

Table 2
The results of Pearson correlation
Constructs PAP PAC PAL PAE JP MO
PAP 1
sk
PAC 491 1
sk Kk
PAL 323 454 !
dk *k dk
PAE 577 .646 579 !
JP %k Hk 3k ko 1
.370 492 483 .666
MO k3 k% dk Hk ko 1
.497 328 .367 494 .538

**_Correlation is significant at the 0.01 level (2-tailed). N=294
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The model was found significant in predicting the effect of PA factors on motivation and job performance; however, only two
variables were found significant at the 0.01 level which are PAP and EM on motivation according to Table 3. In addition,
only one variable was found significant at the 0.01 level which is EM according to Table 4. Moreover, a multiple linear
regression was performed to test the hypotheses as shown in Table 5. The R? = 0.316 and the adjusted R?>= 0.307 for the
dependent variable motivation based on Table 4 indicate that the model explains approximately 31% of the variance of the
data. On the other hand, the R? = 0.453 and the adjusted R?>= 0.445 for the dependent variable Job Performance based on Table
6 indicate that the model explains approximately 44.5% of the variance of the data. The result of regression indicated that
only three variables have a significant correlation with the dependent variables -MO and JP and that means they are determi-
nants of the performance Appraisal. On the other hand, two other variables, PAC and LS, do not have a significant correlation
with the motivation MO as a dependent variable. Also, the three variables which are PAP, PAC, and LS do not have a signif-
icant correlation with the Job Performance JP as a dependent variable.

Table 3
Multiple Regression Coefficient Table
Parameter Unstandardized Coefficient Std. Err Standardized Coefficient t-value Sig. Tolerance VIF
1 (Constant) 1.667 210 7.922 .000
PAP 332 .060 342 5.492 .000 .609 1.642
PAC -.056 .059 -.063 -.961 337 .547 1.829
PAL .061 .055 .064 1.107 269 .706 1.417
PAE 312 .077 .306 4.051 .000 415 2.412
Table 4
The summary model
R R? Adj. R? Std. Err. R? change F dfl df2 Sig. F Durbin-
change Watson
5622 316 .307 .68522 316 33.378 4 289 0.000 1.896
a. Predictors: (Constant), PAE, PAL, PAP, PAC b. Dependent Variable: MO
Table 5
The results of regression
Unstandardized Coefficients Standardized Coefficients Collinearity Statistics
Model B Std. Error Beta t Sig. Tolerance VIF
1 (Constant) 1.356 192 7.054 .000
PAP -.031 .055 -.031 -.561 575 .609 1.642
PAC .096 .053 .105 1.791 .074 .547 1.829
PAL .042 .050 .043 .834 405 706 1.417
PAE .619 .070 .595 8.800 .000 415 2.412
Table 4
The summary of the results of R-Square value and Durbin-Watson
R R? Adj. R? Std. Err. R? change F dfl df2 Sig. F Durbin-
change Watson
6732 453 445 .62582 453 59.739 4 289 0.000 1914

a. Predictors: (Constant), PAE, PAL, PAP, PAC b. Dependent Variable: JP

To summarize the above-mentioned analysis, it can be concluded that only three hypotheses were supported from all suggested
hypotheses.

Table 7

The results of testing the hypotheses
H1-2: PA Criteria has a significant impact on EM -0.063 0.337 Not Supported
H1-3: PA Leadership Styles have a significant impact on EM 0.064 0.269 Not Supported
H1-4: PA Evaluation Methods have a significant impact on EM 0.306 0.000 Supported
H2-1: PA Purposes have a significant impact on JP -0.031 0.575 Not Supported
H2-2: PA Criteria has a significant impact on JP 0.105 0.074 Not Supported
H2-3: PA Leadership Styles have a significant on JP 0.043 0.405 Not Supported
H2-4: PA Evaluation Methods have a significant impact on JP 0.595 0.000 Supported

Table 7 illustrates the different hypotheses testing results. From results, it can be observed that hypotheses H1-1, H1-4 and
H2-4 are only supported and the remaining ones are not. This is inconsistent with many studies reviewed (e.g. Aydin &
Tiryaki, 2018; Khanna, 2016; Al Haj, 2017). The results are different from the reviewed studies in this research since most of
the hypotheses were not supported in this study and there were significant relationships among the variables of three ones
only. As a result, it was sought to amend and enhance the conceptual model to be consistent with the available data using
AMOS 23 and adopting Assumptions of path analysis. According to Stage et al. (2004) and in order to conduct a path analysis,
a researcher needs to make sure of some elements such as a clear statement of purpose, research questions are well addressed.
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In addition, the most important element is a clear description of the variables used in the study including means, standard
deviations, correlations, treatment of missing data, and sample size. Since all mentioned elements met on earlier analysis and
correlation coefficients were calculated, the correlation coefficient showed that there are relationships between independent
and dependent variables. Moreover, the multi collinearity among variables does not exist since the correlation coefficient
between variables is less than 0.8. To meet measurement error assumption, the internal consistency of all scales (Alpha
Cronbach) was calculated as reported in the reliability section. Based on that, a path analysis was conducted by suggesting
more than one model by using AMOS. Therefore, based on the hypotheses conducted from the literature review, the variables
which had a theoretical significance were included in the path analysis. On the other hand, those which did not show any
theoretical significance were excluded. In the suggested model, PAC and PAL were excluded as direct variables to MO. As
well, PAP and PAE on JP were excluded as direct influencers as shown in figure 2. In addition, it can be recognized that there
is a direct and indirect effect simultaneously with multiple independent and dependent variables. Therefore, a direct effect
occurs when an independent variable affects a dependent variable as shown on Research Model below between Performance
Appraisal Purpose (PAP) and Motivation (MO). On the other hand, an indirect effect occurs when an independent variable
affects a dependent variable through a mediating variable as shown on the Model below between Performance Evaluation
Methods (PAE) through Motivation (MO) mediating variable to Job Performance (JP).

#Absolute Fit Index
Chi Square= 8.267
Df=3

P=.041

Chi square/df =2.756
GFI=.991
RMSEA=.077
#Incremental index
CFl=.992

TLI= .962

# Parsimonious
AGFI=.936

Fig. 2. The summary of the results of testing the hypotheses
4.2 Model fit and goodness of model statistics

There are some assumptions for the goodness of fit associated with the measurement model that need to be considered when
choosing the most appropriate model that fit the study and data available. According to Hooper et al. (2008), the most common
reported fit indexes are the Chi-square Fit Index, the Normed Fit Index (NFI), the Comparative Fit Index (CFI) and the Root
Mean Square Error of Approximation (RMSEA), which were used in the study. Thus, suggested hypotheses of the developed
research Model are as shown in the following:

H;: PAE has significant impact on Hy: PAP has significant impact on MO Hs: PAE has significant impact on JP Hs: PAL
has significant impact on JP Hs: PAC has significant impact on JP Hs: MO has significant impact on JP.

4.3 New Path Analysis Hypotheses Testing

In order to test the hypotheses of the second model, a regression analysis was conducted to find out what hypotheses are
accepted and rejected for the new model by using AMOS as shown in Table 8 and Table 9:

Table 8

The results of regression model for research model
Dependent Independent B S.E. Beta C.R. P
MO — PAE 0.317 0.06 0.311 5.247 R
MO — PAP 0.308 0.058 0.317 5.347 HEE
JP — MO 0.281 0.048 0.275 5.82 i
JP — PAE 0.462 0.064 0.443 7.222 HEE
JP — PAL 0.051 0.046 0.053 1.105 0.269
JP — PAC 0.085 0.049 0.094 1.733 0.083
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Table 9

The results of R-Square
R-Square Estimate
MO 0.312
JP 0.509

From Table 10, it can be indicated that there are four significant values at level 0.05 where only two values do not have
significant correlation. There results lead to summarize the acceptance of the hypotheses suggested on the Research Model as
following:

Table 10

Hypotheses Testing Results Summary for Research Model
Hypotheses Beta Sig. Hypotheses Status
H1: PAE has significant impact on MO 0.311 0 Supported
H2: PAP has significant impact on MO 0.317 0 Supported
H3: PAE has significant impact on JP 0.443 0 Supported
H4: PAL has significant impact on JP 0.053 0.269 Not supported
HS5: PAC has significant impact on JP 0.094 0.083 Not Supported
H6: MO has significant impact on JP 0.275 0 Supported

Further analysis has been done to see the direct and indirect effects of independent variables on dependent variables which
will lead to clear understanding of the effectiveness of the new model suggested. Staring with direct effect, there are direct
effects of independent variables PAP and PAE of 0.317 and 0.311 respectively on the depending vibrable MO. On the other
hand, there are four direct effects on JP which are PAC, PAL and PAE with 0.094, 0.053 and 0.443 repetitively. In addition,
there is a direct effect of the mediating MO on JP with 0.275 as shown in Table 11.

Table 11
Standard Direct Effect
PAC PAL PAP PAE MO
MO 0 0 0.317 0.311 0
JP 0.094 0.053 0 0.443 0.275

Moving to the indirect effect of the variables, it can be recognized that there are only indirect effects of independent variables
PAP and PAE with 0.086 and 0.089 on JP as shown in the Table 12.

Table 12
The results of indirect effect
PAC PAL PAP PAE MO
MO 0 0 0 0 0
JP 0 0 0.086 0.089 0

5. Discussion and conclusion

Based on the results obtained, it can be concluded that some factors of PA had important impacts on motivation and job
performance such as PAP and PAE while others factors such as PAC and PAL did not have any impact on motivation and job
performance. Also, motivation has a correlation with job performance, and it has effects on it. It can be stated then that this
study has statistically proved the effect of Performance Appraisal Purpose (PAP) such as training, development, recognition
and rewards which had impacts on employees. Results have indicated that the organizations in different governmental sectors
appreciate their employees in getting good scores in the PA. This appreciation might be expressed by incentives, annual incre-
mental on salary, promotions, and rewards which affect their motivation and job performance. This is consistent with
previous results (e.g. Khan, 2012; Saharuddin & Sulaiman, 2016; Zaraket & Saber, 2017; Jayarathna, 2015). It is also statis-
tically shown that there is an impact of performance appraisal evaluation method (PAE) on motivation and job performance.
Even though organizations from government sector might use different methods to evaluate their employees’ performance,
overall results have indicated that there was an impact of how the employees were evaluated on their performance. This
result is consistent with other results (e.g. Okindo, 2010; Zondo, 2018). From a different perspective, the present study
disapproved the hypothesis which states that “PAC has significant impact on job performance”. This indicates that
employees did not think that behavior, goal achievements and competencies were important factors to be considered in eval-
uating their performance. This finding is inconsistent with many studies that argue that there was a significant impact
of PAC on motivation and job performance (Kimotho, 2016; Aydin & Tiryaki, 2018). In addition, the study also disapproved
the hypothesis which states that “PAL has significant impact on Job Performance”. This indicates that employees did not
perceive the leadership styles as a factor that influence PA. This finding is again inconsistent with other researchers (e.g.
Basit, 2018; Al Haj, 2017). However, this can shed some lights on differences between governmental sector and other
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sectors where PA is considered more routine in governmental sector. Finally, the present paper supports the hypothesis which
states that “there is a significant impact of motivation (MO) on job performance (JP)”. This is consistent with other results
like (Mohamud et al., 2017, Nadeem et al., 2014). However, this research is limited by factors under investigation. Also, main
concentration is on governmental sector which shed a light on more studies to investigate other factors that may affect moti-
vation and job performance.
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