
 

 
 
 
 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

BACKGROUND 

Job Performance appraisal is one of the 

most important activities in human resource 

management practices (Ahmad, Ismail & 

Wan Ismail, 2011). The impact of the per-

formance appraisal system is very signifi-

cant to the employee as it is related to the 

wage rate or wage that the employee will 

receive. In addition, Public Service Depart-

ment (2010) emphasized that the perfor-

mance appraisal system (PAS) is an im-

portant part of Human Resource Manage-

ment (HRM). This statement is also sup-

ported by Shaari, Tang, Lim, Yusof and 

Khan (2008) who stated that PAS is an im-

portant aspect of HRM and is considered to 
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 ABSTRACT 

 

This study aims to explore the first rater officers’ perspectives on the application of 

performance appraisal attributes in performance appraisal system in a higher education 

institution in Sarawak. Six attributes were focused on the study namely clarification of the 

system, justification of the system, control criteria, employee participation, system 

management, and credibility of the assessor. The study uses a qualitative methodology using 

semi-structured interview techniques and data analysis in thematic approach. Three 

common issues are the limitation of the system’s availability, insufficient scoring 

distribution towards lecturers who are involved in administrative work and limited 

capability of the server. Along with that, two critical issues are the subjective judgment of 

personality traits and limited utilization of the system. The implication raised based on the 

issues is work processes are interrupted, employee dissatisfaction and organizational image 

are affected. In conclusion, the issues within the performance appraisal system need to be 

taken seriously to avoid conflicts.   
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be the core of an organization. In this re-

gard, researchers point out that PAS is very 

important in determining the success of an 

organization because employees are the 

most important asset to be managed. At the 

same time, Kuvaas (2006) explained that the 

purpose of PAS is to look at the develop-

ment of workers and organizations to have a 

stronger and more autonomous orientation. 

According to Brooks (2006), the widespread 

use of this technology especially in the hu-

man resource information system is im-

portant for managing and improving organi-

zational performance. There is no denying 

that many media are used within PAS. HRM 

itself uses ICT to manage and store data and 

workers’ data within the organization. Soete 

(2001) indicated that every organization 

should carry out a performance evaluation 

either in the public or private sector as this 

is compulsory for the organization’s sus-

tainability. In addition, the importance of 

technology is very imperative especially in 

PAS and all attributes involved to evaluate 

the employee. 

 

Therefore, in order to manage this very im-

portant resource, it is certain that aspects of 

an employee's PAS need to be taken more 

seriously. Performance appraisal is an im-

portant part of knowledge in performance 

management that has taken a long time in 

the organization and its importance has nev-

er been disputed by all. Ahmad and 

Shamsuddin (2011) stated that shareholders, 

management companies, trade unions and 

employees themselves believe that these 

activities are highly significant and need to 

be systematically and effectively imple-

mented. Hence, this study was conducted to 

explore issues that arised from the perspec-

tive of first rater officer in a higher educa-

tion institution.  

PROBLEM STATEMENT 

 

Performance appraisal is one of HRM’s 

critical activities and it elevates many issues 

towards the organization (Veloo and Zolke-

pli, 2011). Apart from that, Public Service 

Department (2011) recommended the heads 

of departments and rater officers should 

optimally utilize the technology to achieve 

organizational objectives. Furthermore, 

Othman and Halim (2014) emphasized that 

by 2020 the government has targeted every 

university to become a hub of educational 

excellence in the international region. Ac-

cordingly, many things have been empha-

sized and among them is the requirement to 

reinforce information technology as well as 

communication skills within the organiza-

tion. Besides that, Asiimwe and Lim (2010) 

indicated that user-friendly systems assist 

the users to navigate the portal seamlessly 

as well as strengthen the relationship and 

encouraging continuous distribution of in-

formation to users. The limited availability 

of the system had resulted in lack of quality 

in an interaction (Norsidah, 2014).  

 

Public Service Department (2011) showed 

in the PAS guidelines that Rater Officers 

(RO) should create an objective, fair and 

transparent evaluation of the employees’ 

career development. Folger and Kanovsky 

(1989) emphasized that rater officers should 

act more professional to identify facts by 

evaluating employee's achievements pre-

cisely based on valid and credible measure-

ment criteria. Apart from that, Zulbasri and 

Bakar (2017) explained that a subjective 

assessment will lead to tension and conflicts 

until the activities become unpleasant and 

ineffective. In addition, Robert (1992) ex-

plained that the implementation of more 

subjective assessments trigger tension and 
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cause PAS activity to become unpleasant 

and unacceptable to employees (Wiese & 

Buckley, 1998). Yazid, Abdullah, and Ba-

harom (2017) indicated that PAS is a diffi-

cult process, especially by using subjective 

judgment which is difficult to measure.   

 

Markom et al., (2001) indicated that the 

burden of national lecturers’ working hours 

exceed the prescribed standard in the uni-

versity's evaluation system. In addition, 

most of the lecturers feel that workload and 

overburdening task lead to fatigue and stress 

at work (Fejgin et al., 1995: Pastore & Judd, 

1992: Lim & Leong, 1999). Consequently, 

this will not only affect their quality of work 

but also the organization’s productivity 

(Othman & Halim, 2014). Apart from that, 

Turk and Roolaht (2006) mentioned there 

are several universities in Estonia employ-

ing unclear and distinctive PAS. Besides 

that, CEUPACS President Datuk Azih Mu-

da, called the need to review PAS in Malay-

sian context and emphasized that the system 

should be reviewed every five (5) years 

(Berita Harian, 23 Mei 2018).  

 

OBJECTIVES 

 

The general objective of this study is to 

explore the first rater officers (FRO’s) per-

spectives on the issues and implications of 

the application of PAS attributes among 

academicians in public universities.  

Specific objectives are as follow: 

 

1. To identify the common issues related 

with attributes of PAS among academi-

cians at public universities based on the 

FRO’s perspectives.  

2. To identify critical issues related to 

attributes of PAS among academicians 

at public universities based on FRO’s 

perspectives. 

 

METHODOLOGY 

 

This research approach is research onion 

which was proposed by Saunders et al., 

(2016). This study was conducted by quali-

tative research method using semi-

structured interview technique.  Four (4) 

informants involved in the study were 

Deputy Deans. Cresswel (2009) suggested 

that individuals involved in the interviews 

should consist of three (3) to fifteen (15) 

members in which the individual group can 

rejuvenate their life experience. While Bar-

bour (2000), Furgarda and Potts (2015) 

assert that informants can be made up of one 

(1) to two (2) only. Table 1 presents the 

summary of the informants involved in this 

study.  

 

DATA COLLECTION  

 

Table 1: First rater officer background 
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1. 37 L Islam India Married Pulau Pinang PhD 14 Deputy Dean 

2. 43 L Islam Bajau Married Sabah PhD 17 Deputy Dean 

3. 40 L Kristian Lundayeh Married Sabah PhD 6 Deputy Dean 

4. 44 L Islam Melayu Married Kuala Lumpur PhD 14 Deputy Dean 
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The interview sessions took around 40 to 90 

minutes per informant. Conversations were 

recorded by researchers using tape recorders 

(smartphones) so that the information can be 

transcribed more easily (Maykut & More-

house, 2005). 

 

DATA ANALYSIS 

 

Qualitative data analysis was conducted 

using inductive methods known as herme-

neutic phenomenology (Saljo, 1982). In this 

case, the analysis was arranged as display 

data to serve as final data (Miles, Huber-

man, & Saldaña, 2014). In addition, the data 

collection and analysis performed interac-

tively which was important for theme, pat-

tern and relationship to appear from data 

collection and analysis (Saunders, Lewis, & 

Thornhill, 2009). In order to obtain more 

valuable information, data obtained through 

transcripts were divided into several catego-

ries and key themes (Denscome, 2007; 

Cresswell, 2009). Overlapping data reduc-

tion techniques were applied to prevent 

insignificant data. Hence, only important 

data were processed. In this study, the re-

searcher emphasized the trustworthiness of 

informants in providing information through 

several steps such as permission from in-

formants and only informants who volun-

teered were interviewed and no coercion 

was made. The ethics of research proposed 

by (Piaw, 2006) was used as a guideline by 

the researcher. 

 

RESULTS AND DISCUSSION 

 

Research Objective 1  

To identify the common issues related with 

attributes of PAS among academicians at 

public universities based on the FRO’s per-

spectives.  

 

Result 

The first general issue is about the limitation 

of the system. Informant one (1) pointed out 

that the existing system is unable to link 

with a good database for the purpose of 

reporting the PAS evidence. Following is 

the statement of informant one (1): 

 

“…I see the usability of the system is still 

lacking ... in the system if we can link be-

tween one and the other by just one click 

and everyone can access all the data for the 

purpose of reporting and evidence…” 

 

Limited system availability issue is also 

supported by informant three (3) who indi-

cated the system is still weak in terms of 

data integration and link with the database. 

Following is the statement of informant 

three (3). 

 

"... System availability... sometimes our 

system is not user-friendly... and this com-

plicates our work because our systems are 

not fully integrated system…yet auto link 

data in the database ..." 

 

The second general issue is about giving 

lower marks towards lecturers involved with 

administrative work. Informant two (2) 

pointed out that the scoring needs to be im-

proved for lecturers involved with adminis-

trative work. Following is the statement by 

informant two (2): 

 

"What needs to be reformed is the marking 

system ... for example the participation as 

being deputy dean... they only give us a 
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little mark ... so for me this is not a critical 

issue however it should be revised ..." 

 

The third general issue is related to server 

competence. The fourth (4) informant ex-

plained that the system used by employees 

sometimes does not function. Following is 

the statement by informant four (4): 

 

"... Technical ... whether it's in our control 

or not, that's a different thing... I think this 

from CICTS  ... how to keep our system up-

to-date or having strength in terms of the 

server and many more..." 

 

Discussion 

The first general issue of the finding is the 

system limitation in terms of its availability. 

According to Rahman et al. (2017) collabo-

ratively with the current trend, technology 

cannot be dissociated with the organization. 

Rusdi, Ashaari, and Noor (2017) suggested 

usability comes from user-friendly words. 

This, in line with the findings of Kosasi 

(2002), agreed that a well-functioning sys-

tem feature consists of excellent integration, 

is user-friendly, and the ability to auto link 

data in the system. The finding of this study 

was also supported by Tripathi and Pandey 

(2010) who claimed that the development of 

web portals required the interface that have 

high availability. Asiimwe and Lim (2010) 

argued that user-friendly systems assisted 

the users to navigate the portal seamlessly 

as well as strengthen the relationship and 

encouraging continuous distribution of in-

formation to users. In addition, according to 

Norsidah (2014), the limited availability of 

the system resulted in lack of quality in an 

interaction. Furthermore, Othman and 

Halim (2014) in their study emphasized that 

by 2020 the government has targeted all 

universities to become a hub of educational 

excellence in the international region. Ac-

cordingly, many things have been empha-

sized and among them are the requirement 

to reinforce information technology as well 

as communication skills within the organi-

zation. This is compatible with the Public 

Service Department’s (2011) recommenda-

tion that the heads of departments and rater 

officers should optimally utilize the tech-

nology to achieve organizational objectives. 

 

The second general issue of the findings is 

lower marks given towards lecturers in-

volved with administrative work. Markom 

et al., (2001) stressed that previous studies 

indicate the burden of national lecturers’ 

working hours exceed the prescribed stand-

ard in the university's evaluation system. In 

addition, most of the lecturers feel that 

workload and overburdening task lead to 

fatigue and stress at work (Fejgin et al., 

1995: Pastore & Judd, 1992: Lim & Leong, 

1999). Consequently, this will not only af-

fect their quality of work but also the organ-

ization’s productivity (Othman & Halim, 

2014). 

 

The third general issue is due to server 

competence. A sophisticated technology 

should be accompanied by appropriate 

hardware, software, applications, services, 

and networks to facilitate work that involves 

online systems. Surat Pekeliling Am 

Bilangan No. 3 (2015) in the 21st century 

ICT development proposed the server con-

figuration must be strong as mentioned in 

the Pekeliling, "should be able to sustain 

application requirement for certain period of 

time". Public Service Department (2009) in 

the book titled Human Resource Manage-

ment Information System (HRMIS) of the 

21st century Malaysian public sector human 
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resource management transformation that 

HRMIS database engine or server has un-

dergone changes according to current tech-

nology circulation from SQL server 7.0 to 

Microsoft SQL server 2000 and Microsoft 

SQL 2003 in line with the development of 

computer operating system and software. 

Along with these changes, it has brought 

advantages to the organization such as peri-

odic and ad-hoc reports in proportion to 

organizational requirements, equip and de-

velop periodic reports, expedite the release 

of periodic reports and facilitate the process 

of reporting data work within organizations 

that are able to be accessed fast and flexibly 

by using a web browser such as Internet 

Explorer (Public Service Department, 

2005). 

 

Figure 1 reports a summary of the findings 

of a general issue in graphic form. 

 

Research Objective 2  

To identify critical issues related to attrib-

utes of PAS among academicians at public 

universities based on FRO’s perspectives. 

 

Result  

The first critical issue is the subjective as-

sessment of employees’ personality. In-

formant one stressed that a method should 

be designed quickly to overcome problems 

related to assessment of employees’ person-

ality. The following is the statement of in-

formant one (1):  

 

"... Only the personality that is subjective 

and necessary to overcome it immediately 

..."  

 

This issue is also supported by informant 

two (2) who stated that critical issues are 

subjective assessment points. The following 

is the statement of informant two (2): 

 

“…if it is urgent I kind of agree with the 

 
Figure 1: General issue in PAS based on FRO’s perspectives. 
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personality... the weakness of this first sys-

tem is not comprehensive ... I think that 

personality is the most critical ..." 

 

This issue is also supported by informant 

four (4). The informant noted that in some 

cases, first rater officer made subjective 

judgments to lower the rater’s scores. The 

following is the statement of informant four 

(4):  

 

"The issue of personality ... yes, this is a 

serious problem ... there is a case where 

lecturers got high scores in other section but 

got a low score for personality part …"  

 

The second critical issue is the limited sys-

tem. Informant four (4) stated that the sys-

tem used is unable to retrieve the data from 

the HRIS. Additionally, he pointed out that 

the online system applied was still using the 

old manual system. The following is the 

statement of informant (4):  

 

"... The availability of the system ... this 

means our system is unable to retrieve the 

data in the HRIS ... the promotion form also 

not the same as the manual evaluation form 

that was used in this case ... this means the 

system is fully functioned ..."  

 

Discussion 

The first critical issue for the findings is the 

subjective assessment of the personality 

aspect. Folger and Kanovsky (1989) empha-

sized that an appraisal officer should act 

more professionally to identify facts by 

evaluating employee's achievements pre-

cisely based on valid and credible measure-

ment criteria. Zulbasri and Bakar (2017) 

explained that a subjective assessment will 

lead to tension and conflicts until the activi-

ties become unpleasant and ineffective. In 

addition, Robert (1992) acknowledged that 

the implementation of FRO’s that is more 

subjective creates tension and causing PAS 

activities turn out unpleasant and not ac-

cepted by employees (Wiese & Buckley, 

1998). Yazid, Abdullah, and Baharom 

(2017) argued that PAS is a difficult pro-

cess, especially by using subjective judg-

ment which is difficult to measure. Findings 

of this study are also supported by the Pub-

lic Service Department’s (2011) claim in the 

PAS guidelines that RO’s should create an 

objective, fair and transparent evaluation of 

the employee’s career development. 

 

The second critical issue of the findings was 

the limited availability of the system. Ac-

cording to Rusdi, Ashaari and Noor (2017), 

the concept of availability is derived from 

user-friendly words. This, in line with the 

findings of Kosasi (2002), stated that good 

system features can work well in terms of 

integration, user-friendliness and auto-link 

data feature in the system. Tripathi and Pan-

dey (2010) agreed that the web portal de-

velopment required interface equipment that 

have high availability. According to Asiim-

we and Lim (2010), user-friendly interface 

and systems can help users to navigate the 

portal seamlessly. This can enhance rela-

tionships and encourage continuous sharing 

of information to users. In addition, Nor-

sidah (2014) stated that limited system 

availability issues resulted in lack of quality 

for interaction medium. Furthermore, Oth-

man and Halim (2014) in their study 

stressed that by 2020, the government has 

targeted every university to become a hub of 

educational excellence in the international 

region. In line with that goal, many things 

have been highlighted. Public Service De-

partment (2011) stressed on heads of de-



 
 
 
 

Rowena Jakheus Bin Limasan et al.  

Journal of Cognitive Sciences and Human Development. Vol. 5(2), 66-77, Sept 2019 

partments and appraisal officers optimally 

utilizing the technology to achieve organiza-

tional objectives. 

 

Figure 2 reports a summary of the findings 

of a general issue in the graphical form. 

 

IMPLICATIONS OF STUDY 

 

Implications are discussed based on issues 

arising from research and discussion be-

forehand. The implications of the discussion 

are on the team of workers, working groups 

and organizations. 

 

The implications faced by the team of 

workers when the system is not fully func-

tioning is that the work in the organization 

will be disrupted. The same implication will 

occur with the worker group which is work 

disruption due to system not functioning 

optimally. Thus, this negatively affects the 

organization in terms of systematic work 

and quality of work. Additionally, this also 

delays the work processes made within the 

organization. The issue of minimal scoring 

to the team of employees involved with 

administrative work leads workers’ dissatis-

faction because the scoring distribution in 

PAS is not satisfactory. For the working 

group, they have difficulties in managing 

the employees due the dissatisfaction from 

the workers. This leads to negative impact 

on the organization in many aspects such as 

the damaged image of the organization and 

the negative perspective of the organization 

by the employees. 

 

One of the implication for the critical issue 

of the subjective assessment section of the 

personality aspect is dissatisfaction of 

workers with scores given primarily involv-

ing unbiased judgments. For the working 

group, it is difficult to assess because there 

is no clear assessment section for conduct-

ing the assessment. Job seekers are not in-

terested with this type of organization as 

they manage their PAS poorly. This also 

creates frustration to the employees in the 

organization. The last critical issue is about 

the limitations of system functions within 

the organization. This indicates that the 

team workers in terms of work being im-

plemented in the disrupted organization. In 

addition, this also delays the work process 

especially involving computers. For the 

 
Figure 2: Critical issues in PAS based on first rater officer perspective 
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working group, negative implications such 

as work that require monthly and annual 

reports will be disrupted as the system does 

not function optimally. Subsequently, the 

implications for the organization leads to the 

overall process of organizational work being 

interrupted and reduces the quality and 

productivity in the organization. 

 

RECOMMENDATIONS 

 

The recommendation divided into two, 

which are recommendation for human re-

source practitioners and recommendation 

for future research.  

 

Human resource practitioners need to be 

serious about application attributes and they 

need to emphasize that this is the most im-

portant factor in an organization. Although 

PAS is a small part in HRM, it plays an 

important role in an organization. If PAS is 

not well managed, it can cause employee 

dissatisfaction and many other negative 

effects. Apart from that, human resource 

practitioners should also review and clarify 

the issues raised in subsequent research 

strategies addressing the critical issues and 

general issues raised in the research. At the 

same time, looking at FRO competency, the 

issue in PAS is especially critical namely in 

the personality assessment aspect. However, 

the most important aspect of the appraisal is 

the application attributes that need to be 

practiced as a whole in the organization, 

especially the FRO, SRO and RO. By prac-

ticing this in the organization, employees 

will be more motivated, satisfied and thus 

improve productivity in the organization. 

Finally, every usable recommendations for 

increased PAS in the organization, especial-

ly in public universities, should be discussed 

and implementations of such measures must 

be ensured in the faculty level to ensure the 

effectiveness of PAS continues to increase 

and ensure employee satisfaction and em-

ployee motivation in the organization. This 

is important because it not only makes em-

ployees more loyal to the organization, but 

is able to produce contingent productivity as 

a result of high employee commitment to 

the task in the organization. 

 

Further studies need to be conducted in 

terms relationship of attributes with em-

ployee satisfaction in the private sector. 

Studies can also be done in primary and 

secondary schools and in private universi-

ties. Researchers only conducted studies on 

aspects of PAS attribute applications at pub-

lic universities. Hence, qualitative studies 

can also be conducted to obtain employee 

reactions to PAS attributes application with 

the satisfaction of employees in schools, 

other public universities and private univer-

sities. In addition, quantitative and qualita-

tive research can also be made for the per-

spective of non-academic groups in public 

and private sectors. The location of the 

study can also be expanded to take perspec-

tive from the public and private sectors. The 

next researcher is also recommended to 

study the triangulation method which is 

using quantitative and qualitative methodol-

ogies. At the same time, future researchers 

are advised to look and compare those at-

tributes in the West Malaysia context to see 

the suitability of their use. Finally, it is 

hoped that a deeper and more extensive 

study can be conducted on six attributes in 

PAS with more effective techniques. 

 

CONCLUSION 

 

Overall, the study has identified the issues 

that exist in the attributes of PAS in public 
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universities in Sarawak. The common issues 

are the limitation of the system availability, 

insufficient scoring distribution towards 

lecturers who are involved in administra-

tion’s work, the limited authority given to 

FRO’s, and limited capability of the server. 

Along with that, two other critical issues are 

the subjective judgment of personality traits 

and limited utilization of the system. There-

fore, by taking these issues seriously, every 

organization can increase their employees’ 

satisfaction, motivation, as well as their 

productivity within the organization. If these 

issues are left prolonged, it can cause con-

flict within the organization that can lead to 

a lot negative impacts.   
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