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Abstract— The purpose of this study is to describe the management style, performance appraisal and employee
development of selected personnel from an academic institution in Central Luzon, Philippines. The study used a
descriptive-correlation research design with survey as the primary instrument for data gathering. 75 personnel took part in
the survey with the use of convenience sampling technique. The researchers used an adapted and modified instrument to
gather data. The instrument underwent a reliability test and generated an overall coefficient of .925. This study used SPSS
20 to analyze the data. The study found that the personnel agreed on the context of management style in the organization.
They also shared the same response on how their performance appraisal works and how the organization plans for
employee development. There is also a significant difference in performance appraisal and employee development when
grouped according to years in service and employment status. In terms of relationship, there is a low-moderate positive
relationship between management style, performance appraisal and employee development. Based on the results of the
study, the researchers presented some general recommendations for human resource management and for the institutions.
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I.  INTRODUCTION

In an organization, it is important that management must
have a general overview of the employees’ needs. Essential
professional growth and development promote better
organization. The employees are the front lines of an
organization in an academic institution. That is why we
considered them assets. Government funds change together
with external pressures of international and national
competition challenge higher education institutions to
excel in a turbulent environment [1]. Transformational
leadership and its behaviors can serve as a mechanism for
the developmental movement of an employee [2]. A study
also revealed the combined influence of leadership style,
work environment, and organizational silence on
institutional effectiveness [3].

This study analyzes the relationship between management
style, performance appraisal, and employee development
of an academic institution in Central Luzon, Philippines. It
also describes the management style in the organization.
This study analyzes the performance appraisal of
employees. And, we explore employee development in the
organization.

The results of this study will benefit the human resource
office. They will have a general perspective on employees
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in the organization. The results will help a lot in planning
and organizing essential activities and programs. The
organization (or the academic institution) will also benefit
from knowing what type of employees they have. This will
also help in policy-making and memorandum agreements
between the organization and its employees.

Section | of this paper contains a brief introduction of the
study, while section Il accounts for related materials that
provide both theoretical and practical approaches for this
research. Section Il includes the method that described the
(a) research design, (b) respondents of the study, (c)
instrument used, and (d) statistical analysis. The results of
the study provided in section IV include tables for the
demographic profile, management style, performance
appraisal, and employee development. Tables are also
shown for the significant differences in the responses and
correlation matrix. Section V contains the discussion of the
study, while Section VI details the conclusion and future
scope.

Il. RELATEDWORK
An organization in the academic community needs a good
and flexible management style. This is to suit the different

needs and situations of employees. In relation, there is a
positive impact of leadership style on job satisfaction in
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faculty [4]. Thus, those that occupy the managerial
position should have a good grasp of management skills
and characters. Parallel to this is the generalization of
another study where it showed that leadership style has a
significant influence on employee commitment [5]. This is
not a simple task for leaders to influence their constituents
with  commitment.  Position, formal exchanges,
paternalism, relation approaches, and gender reactions
need to be explored so that leadership can adapt to it [6]. In
a literature review, a distinct diversity agenda, paradigms
of change, and leadership style can fuel institutional
diversity efforts [7]. However, the author also established
that leadership style can influence the intention to leave the
staff in an organization also [8]. So based on the presented
premises, there are a lot of interesting ideas to note on how
management style affects employees.

For performance appraisal, unique perspectives provide
interesting facts. In terms of the utilization of tools in
performance appraisal, the use of management by
objectives is one method [9]. A study also suggested that it
is a method of performance appraisal for employees
because it enhances their effectiveness. The appraisal of
something that you worked for sometimes gives you the
motivation to well. A just and proper appraisal for a day’s
effort is enough to keep you going in the organization.
However, a study also showed a contradicting idea of
emphasizing the cognitive aspects of performance
appraisal [10]. A proposed scheme regarding human
resource analytics is negatively related to subjectivity bias
in the performance appraisal system [11]. But on a
different paper, it showed that performance appraisal
satisfaction has a positive relationship with creative
behavior and career development of employees [12]. This
is true to some extent, since performance appraisal
satisfaction boosts one’s self-esteem and serves as
motivation. Another study also revealed that job stress
mediates the relationship between performance appraisal
satisfaction and work-family conflict [13]. And from a
point of view, a relationship exists between performance
appraisal satisfaction with work effort and affective
organizational commitment [14].

To boost the organization’s performance, employee
development is an essential part of planning. This provides
the organization with better thrust and commitment.
Employees grow. A study showed that upward job
transition influences turnover via perceived external
employability [15]. Every employee aims to be promoted
once or twice in their lifetime. This is a fulfillment since
their service is becoming indispensable for the
organization. One study showed that the lack of
congruence may be detrimental in work performance and
turnover intention [16]. However, in reviewing the current
state of employee development literature, there is a
proposal for a newer conceptualization characterized by a
partnership between employers and employees [17]. It is
very important for employers to have some kind of
connection or bond with their employees. In this way, both
serve each other mutually. Another study reported a
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positive impact on employee development initiatives on
job satisfaction [18]. From the standpoint of a group of
researchers, they confirmed that supply chain learning,
returns management orientation and information support
are vital antecedents of returns management employee
development [19].

. METHODOLOGY

Design

This study used a descriptive correlation type of research
design. A descriptive research aims to describe certain
characteristics or phenomena of a particular population or
sample. A correlational study is concerned with the context
of identifying specific variables that relate to one another.
Thus, since this study aims to find the relationship between
management style, performance appraisal and employee
development, the said research design fits.

Respondents

There were 75 respondents who took part in the survey.
The researchers used a convenience sampling technique
since the study had a brief span of survey time. In addition,
the researchers considered that not all the respondents were
present on that day or the time that the survey began. The
criteria for inclusion comprise an individual employed in
the academic institution regardless of status and rank and
are present during the time of the survey.

Instrument of the Study

The instrument used in this study is an adapted and
modified questionnaire based on the literatures reviewed
by the researchers. It has four parts. The first part
contained the demographic profile of the respondents. The
second part is the management style of the organization.
The third part is the performance appraisal of the
employees. The last part is the employee development of
the organization. Before the actual survey administration,
the instrument underwent pretest to students who were not
part of the study. The instrument also underwent the Alpha
Cronbach test for reliability. The reliability test yielded the
following coefficients: .921 for management style, .917 for
performance appraisal, and .919 for employee
development. The overall Cronbach alpha for the
instrument was .925. All the coefficients are higher than
the benchmark score of .70, for the acceptability and
reliability of the instrument.

Statistical Analysis

The researchers used Microsoft Excel for encoding and
tabulating of data. The SPSS 20 calculated the statistical
analysis for the study. For the statistical tools, the study
used frequency, percentage, mean, t-test, ANOVA and
Pearson-r. The researcher patterned the values assigned to
describe the management style, performance appraisal and
employee development after Likert Scaling.

IV. RESULTS AND DISCUSSION

This study describes the relationship between management
style in the organization, performance appraisal and
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employee development in the organization. The
researchers present the following findings:

Table 1. Demographic Profile of the Respondents
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goals and priorities are
clearly communicated.

3) The management promotes | 4.13
a culture that continuously
improves the quality of

Agree

Profile Frequency Percentage )
Age services and  products
20-30 years old 33 44 delivered.
31-40 years old 17 23 4) | understand how the work I | 4.51 Strongly Agree
41-50 years old 14 19 do relates to the overall
51-60 years old 11 14 goals and priorities of the
Sex office/department.
Male 42 56 5) The management holds | 4.17 Agree
Female 33 44 employees accountable for
Civil Status their job performance.
Single 44 59 6) The management in my | 4.39 Agree
Married 29 39 office/department  expects
Others 2 2 staff to use ethical practices
Educational to achieve results.
Attainment Average 4.23 Agree
High School Level 5 7 Legend: 1.00-7.49=Don’t know, 1.50-2.49=Strongly Disagree;
High School 2.50-3.49=Disagree; 3.50-4.49=Agree; 4.50-5.00=Strongly
Graduate 3 4 Agree
Vocational Course
College Level 4 5 Table 2 presents the management style in the organization.
College Graduate 3 4 As observed, statement four got the highest mean score
Post Graduate 24 32 with 4.51. This corresponds to a Likert interpretation of
Level 21 36 “strongly agree”. Statement one got the lowest mean score
Post Graduate 9 1 of 4.04. This relates to “agree” in the Likert scale. Overall,
Employment th_e average mean score is 4.23 which is “agree”_ in the
Status Likert scale. We deduce that the personnel are fine and
Regular 21 28 gets along properly with the management style that the
Casual 2 3 organization employs to them.
Contract of
Service 50 66 Table 3. Performance Appraisal of the Employees
Job Order 2 3 Statement Mean | Interpretation
Years in Service 1) The Performance appraisal | 3.85 Agree
1-5 years 44 59 effectively links pay to my
6-10 years 13 17 performance.
11-15 years 18 24 2) I have a Performance | 3.95 Agree
Total 75 100 appraisal that clearly
describes my performance
In table 1, it shows a summary of the demographic profile expectations. _
of the respondents that took part in the survey. As seen, 3) My Performance appraisal is | 4.00 Agree
most of the respondents are still young and belongs to the a ]fa" reflection of my
age bracket of 20-30 years old. There are more male performance
4) In my office/ department, | 3.97 Agree
respondents than the female counterpart. There are more employees are held
single individuals _than married ones. Also, there are more accountable for poor
respondents were in the postgraduate level of educational performance.
attainment. Most are still in a contract of service personnel. 5) In my office/ department, | 4.11 Agree
And most are novices with 1-5 years in service. The above employees are recognized
table described the typical organization personnel. It shows for good performance.
the general perspective of what a general personnel is all 1) My Performance appraisal | 3.92 Agree
about. contains a clear employee
development plan.
Table 2. Management Style in the Organization Average 3.97 Agree

Statement Mean Interpretation

1) The management ensures | 4.04
that necessary information
is communicated to the
right individuals in a timely
manner.

Agree

2) The management ensures | 4.12
that agency/department

Agree
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Legend: 1.00-7.49=Don’t know, 1.50-2.49=Strongly Disagree;
2.50-3.49=Disagree; 3.50-4.49=Agree; 4.50-5.00=Strongly
Agree

Table 3 shows the performance appraisal of the employees.
As seen, statement five got the highest mean score with
4.11. The result is parallel to “agree” in the Likert scale.
Statement one got the lowest mean score of 3.85. This
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corresponds to “agree” in the Likert scale interpretation.
All in all, the average mean is 3.97 which is the same as
“agree” in the Likert scale. This means that the personnel
are aware and have an idea of their performance appraisal
results in the organization.

Table 4. Employee Development in the Organization
Statement Mean Interpretation

1) In the past year, | have had | 3.76 Agree
adequate training
opportunities that developed
my knowledge and skills to
help me better perform my
work.

2) The office/department makes | 3.91
me aware of available
training and development
activities and opportunities

3) Employees are provided with | 3.68
a variety of useful training
opportunities.

4) There are career growth | 3.91
opportunities for me within
the office/ department.

5)  The  office/department | 3.69
provides me the tools and
resources | need to achieve
my career goals within the
City.

6) The  office/department | 4.07
encourages continual
learning and development.

7)  The  office/department | 3.91
provides effective safety
related training.

Average 3.86 Agree

Legend: 1.00-71.49=Don’t know; 1.50-2.49=Strongly Disagree;

2.50-3.49=Disagree; 3.50-4.49=Agree; 4.50-5.00=Strongly

Agree

Agree

Agree

Agree

Agree

Agree

Agree

Table 4 presents the employee development in the
organization. We deduct that statement six got the highest
mean score of 4.07. We interpret this as “agree” in the
Likert scale. While statement three got the lowest mean
score with 3.68 with an interpretation of “agree” in the
Likert scale. The overall mean score is 3.86 which has an
interpretation of “agree” in the Likert scale. This means
that in terms of employee development, the personnel have
adequate provision of such.

Table 5. Statistical Differences of the Responses of the
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Employees
Demographic | Managerial | Performance Employee
Profiles Style Appraisal Development

Age 2.308 0.745 0.485
(.084) (.529) (.694)
Sex -1.023 1.259 1.127
(.310) (.212) (.263)
Civil Status 0.061 1.644 2.332
(.941) (.200) (.104)
Educational 1.605 2.157 2.094
Attainment (.159) (.058) (.065)
Employment 1.181 0.933 3.202*
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Status (.323) (.429) (.028)
Years in 2.020 4.084* 2.347
Service (.140) (.021) (.103)

*p<.05

Table 5 makes up the statistical differences of the
management style, performance appraisal and employee
development according to demographic profiles. As
observed, in terms of managerial style, there are no
significant differences observed. We got the following
values: 2.308 (age), -1.023(sex), 0.061(civil status),
1.605(educational attainment), 1.181(employment status),
and 2.020(years in service). They have corresponding p-
values higher than the Alpha significance of .05. In terms
of performance appraisal, we observed that only year in
service got a significant difference with an F-value of
4.084, with corresponding p-value of .021. The result is
lower than Alpha significance level of .05. The rest of the
demographic profile got the following values: 0.745 (age),
1.259 (sex), 1.644 (civil status), 2.157 (educational
attainment), and 0.933 (employment status). All of their p-
values are higher than the Alpha significance level of .05.
For the employee development, only employment status
got a significant difference since F-value is 3.202 with a p-
value of .028. The probability value is lower than the
Alpha significance level of .05. However, the rest of the
demographic profile got the following values: 0.485 (age),
1.127 (sex), 2.332 (civil status), and 2.347 (years in
service). All of their probability values are higher than the
Alpha level of significance of .05.

Table 6. Correlation Matrix between Management Style,
Performance Appraisal and Employee Development
1

3
1) Management 1
Style
2) Performance .348* 1
Appraisal (.002)
3) Employee .333* .543* 1
Development (.004) (.000)

*n<.05

Table 6 shows the correlation matrix between the
managerial style, the performance appraisal and employee
development. As seen, there are low to moderate positive
relationships between the three variables. We obtained the
following r-values: .348, .333, and .543, all of which are
significant at Alpha significance level of .05. This means
that the managerial style is related to performance
appraisal and employee development. This is also the same
for employee development which correlates with
managerial style and performance appraisal and so on. This
further means that all of the three variables have
relationship with each other.

V. DISCUSSION

This study describes the relationship between management
style in the organization, performance appraisal and
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employee development in the organization. The result of
this study can benefit the human resource department since
it reflects a substantial perspective of the organization’s
personnel.

This study will benefit the human resource management
since this study is meant for them. The academic
institution will also enjoy the perspectives that this study
provides. As mentioned by a group of authors,
professionalism in the institution is a fundamental in
running an organization [20]. Another study showed that
21st century qualities and skills need to be developed [21]
[22]. They can use the results for a sound policy and
administrative decisions in promoting the welfare of all.

In terms of the management style in the organization, the
respondents agree that they get along well with the current
style. This reflects on the context of having top scores in
the survey. This means that the management is effective in
dealing with its constituents somehow. In a related study
which mentioned that a servant leader style has a high
impact on job satisfaction [4]. Another parallel study also
stated that transformational leadership made up more to
employee commitment [5].

For the performance appraisal of the personnel, we observe
that the scores are mediocre and fall under the category of
agree. However, this does not mean that the personnel have
a bad or an unpleasant performance appraisals for the past
years in the organization. Some items are still not
applicable to them. But the researchers believe that the
organization can find definite solutions to some problems
in terms of performance appraisal. A paper mentioned that
using management by objectives as performance appraisal
tool enhances the employees’ effectiveness [9]. There is
also a study that showed the positive association of
performance appraisal with employee acceptance [10].
From another standpoint, HR analytics affects employees’
perceived accuracy and fairness in the performance
appraisal system [11].

In employee development, the result of the scores is also
average and fell under the category of agree. This means
that personnel can know there is/are professional
development programs for them but reluctant to take part
or join for some varied reasons. It is still part of their
professional growth and development to join such
activities. They will enjoy it if they craft it for them. A
group of researchers stated that retention path of
employees via perceived internal employability was not
supported [15]. Another study also showed that career
development mediated the relationship  between
performance appraisal satisfaction and creative behavior
[12].

Relationships between the three variables provided an
avenue of fresh perspective which confronts the
organization nowadays. However, this matter is only
unique in this specific study. For example, a study showed
that professional development has a substantial
relationship to overall satisfaction of employees [23].
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However, a paper showed an unfavorable relationship
between employee development and organizational
commitment [18]. A team of researchers suggested that
returns management employee development positively
impacts a firm’s return management and market
performance [19]. A related paper then showed the
relationship between perceived organizational support,
employee development and organizational commitment
[24]. Also from another perspective a study showed that
performance appraisal satisfaction was negatively related
to job stress and work-family conflict [13]. On the other
hand, a team found a negative relationship between
employees’ performance appraisal satisfaction and
turnover intentions [14]. Also another researcher indicated
that HRM practices have a positive impact on employees’
performance [25]. Finally a paper also showed that
leadership style, have significant effect on academic staff
performance and organizational culture has positive
relationship with institutional effectiveness [26] [27]. This
paper is substantially important for human resource
managers since it generated a significant amount of
interesting result.

VI. CONCLUSION AND FUTURE SCOPE

Based on the result of the study, the researchers conclude
that the demographic profile of the respondents includes
the following information: most belong to age bracket of
20-30 years old, there are more males than females, are
single, with postgraduate level of education, contract of
service with 1-5 years in service. In addition, the personnel
“agree” on the different contexts of the three variables
namely, management style, performance appraisal and
employee development.  Furthermore, there exist
significant differences in the response of the personnel
when grouped according to employment status (for
employee development) and years in service (for
performance appraisal). Last, there is a low to moderate
positive  relationships  between management style,
performance appraisal and employee development.

The recent study produced some important and significant
findings. These results can help HR managers and the
academic institution fairly. However, this study also has its
limitations. First, the coverage of the study, since it only
tackled an academic institution. It is suggested to consider
other types of institutions (not only academic in nature) for
a broader perspective. Second, the sample size, since we
only considered a small sample, it is recommended to
increase the number to gain a more general consensus of
the study. Third, the period of data gathering, it is
suggested to lengthen the duration of gathering data since
some of the personnel are not available during the
administration of the survey. Fourth, the design of the
study, it is suggested to consider qualitative interview and
do some triangulation to justify further the result of the
survey. Last, statistical analysis, the researchers suggest a
more stringent test like regression analysis for future
studies.
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