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Abstract: The purpose of this study is find out and analyze the 

relationship or correlation between appraisal performance, 

motivation, and employee turnover intention towards improving 

employee performance. It can provide an overview to the 

organization to be able to make increase employee performance 

can still increase. There are many factors that influence employee 

performance, such as appraisal performance, motivation and 

turnover intention or the tendency of employees to resign by their 

own volition. Research method in this study was conducted with a 

quantitative method approach obtained through the distribution 

of questionnaires with a Likert scale and analyzed used linear 

regression. Based on results, only the work motivation variables 

that significantly influence employee performance improvement 

(x2 = 2,177), while the performance appraisal variable (x1 = 1,033) 

and employee turnover intention (x3 = -0,284) did not show a 

significant effect towards improving employee performance. 

 

Keywords: Performance Appraisal, Motivation, Turn Over 

Intention of Employee.  

1. Introduction 

The existence of a workforce is needed to contribute in 

achieving company goals. Every company will strive to 

improve employee performance. Employee performance is 

indicated by the results achieved in his work according to 

certain criteria that apply to a job. Performance shows a 

person’s behavior that is directly related to the production of 

goods or service delivery [1]. Performance management is 

needed as a systematic process in order to improve 

organizational performance. Performance management is an 

approach in the management and development of human 

resources in an effort to improve the achievement of short-term 

and long-term goals of the organization. One form of 

performance management is performance appraisal, which is a 

system used by management to evaluate individual 

performance in a given period, provide feedback and foster 

individuals so that the individuals are expected to improve their 

performance. Last research show that performance appraisal is 

important and has an impact on employee performance [2]-[4]. 

Improving individual performance will certainly improve 

company performance. In addition to performance appraisal, 

increasing employee performance is also related to employees’  

 

work motivation and turnover intention. Motivation can 

encourage someone to work together, work effectively and be 

integrated with all their power and efforts to achieve 

satisfaction [5]. In addition, increasing employee performance 

is also related to the turnover of employee intention. 

The meaning of intention is an intent or desire rising in 

individuals to do something [6]. While turnover is the cessation 

of an employee from where he works voluntarily, it can be 

defined that turnover intention is the tendency or intention of 

the employee to stop working from his job voluntarily at his 

own choice. Turnover is an individual control which can 

provide faster research results and relatively easy to predict 

compared to their intention behavior. Industries that have high 

turnover intention indicate that employees are unsatisfied 

working in the said industry [6]. Based on this problems, 

research of relationship between performance appraisal, work 

motivation, and turnover employee intention are important to 

improve employee performance to achieve company goals was 

conducted. 

2. Literature review 

A. Performance appraisal 

Performance Management Process is a continuous process 

related to the components that are interrelated in giving an 

impact on the overall performance management system [7]. 

One of the components of performance management is a 

Performance Assessment that aims to measure the performance 

of a person or group of employees, usually in this performance 

measurement a form is used in the form of a manual/appraisal 

form or an electronic form. Performance appraisal is a 

systematic study of employee working conditions which carried 

out formally that are associated with performance standards that 

have been determined by the company [8]. Performance 

appraisal is evaluating an employee’s current and past 

performance associated with the performance standards of the 

said employee [8]. The results of performance appraisal can 

indicate whether or not the human resource has fulfilled the 

demands of the company in terms of quality and quantity. 

Performance is the result of work that can be achieved by a 
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person or group of people in an organization according to their 

respective authority and responsibility in order to achieve 

organizational goals. Organizational performance needs to be 

considered given that performance is a function of the results of 

work or activities that exist in the company influenced by 

internal and external factors in an effort to achieve company 

goals that have been set in the company’s vision and mission. 

Job functions or activities related to organizational performance 

includes: corporate strategy, marketing, operations, human 

resources, and finance. Many factors are used as predictors for 

company performance. The compatibility factor and coherence 

of individuals with the work environment can also be a factor 

to see company performance. 

B. Motivation 

Motivation is a process that explains the intensity, direction 

and perseverance of an individual to achieve his goals. Three 

main elements in this definition include intensity, direction and 

perseverance. There are those who interpret motivation as an 

excuse and there are those who interpret motivation as spirit. 

Robbin suggested that motivation is the desire to do as a 

willingness to issue a high level of effort for organizational 

goals, which is conditioned by the ability of that effort to meet 

an individual need [8].  In organizational life, including 

working life in business organizations, the absolute aspect of 

work motivation gets serious attention from managers [8]. 

Because 4 (four) main considerations are: (1) The philosophy 

of human life revolves around the principle of “quit pro quo”, 

which in layman’s language is reflected by the saying that “an 

eye for an eye, a tooth for a tooth”, (2) Dynamics of human 

needs are very complex and not only material but also 

psychological, (3) There is no saturation point in satisfying 

human needs, (4) Differences in the individual characteristics 

in organizations or companies resulting in no single 

motivational technique that is equally effective for everyone in 

the organization, also for someone different times and 

conditions. Giving encouragement as a form of motivation is 

important to increase employee enthusiasm so that it can 

achieve the desired results expected by the management [8]. 

The relationship of motivation, work passion and optimal 

results has a linear form in the sense that the employee’s work 

passion will increase and the work will be optimized in 

accordance with the established performance standards by 

giving a good work motivation. Work passion as a form of 

motivation can be seen, among others, from the level of 

attendance of employees and responsibility for the specified 

work time.  There are 2 (two) techniques to motivate 

employee’s work, namely: (1) Techniques for meeting 

employee needs, meaning that fulfilling the employee needs is 

a fundamental that underlies work behavior. (2) Persuasive 

communication techniques, is one of the techniques to motivate 

employees to work by influencing employees extra logically. 

This technique is formulated with the term “AIDDAS”, namely 

Attention, Interest, Desire, Decision, Action, and Satisfaction 

[8]. In its use, a leader must first give attention to employees 

about the importance of the purpose of a job so that employees 

develop interest in work implementation, if interest has 

developed, then the desire to make decisions and take action in 

achieving the goals expected by the leader will be strong. Thus, 

employees will work with high motivation and feel satisfied 

with the results of their work. 

C. Turnover intention of employee 

Turnover intention refers to someone’s intention to look for 

other work alternatives and has not materialized in form of real 

behavior [9]. Several things that need to be understood to find 

the general definition of turnover, including:  

 Turnover focuses on employees, in the sense that they 

receive wages from the organization that indicates 

membership of the organization as a condition that 

shows employee membership in the organization.  

 Turnover focuses on termination or secession of 

employee from the organization.  

 A general definition of turnover can be used for 

various types of organizations and on various types of 

employee-organization relations.  

Turnover intentions are indicated as individual attitudes that 

refer to the results of evaluations regarding the continuity of 

their relationship with the organization where they work and 

have not materialized in the form of definite actions [9]. 

Turnover leads more to the final reality faced by organizations 

in form of the number of the employees who leave the 

organization. The intent to secession is a dominant predictor 

that indicate a positive turnover occurrence. The intent to 

secession refers to the results of evaluating individuals 

regarding the continuation of their relationship with the 

organization and the action that has not been shown to leave the 

organization.[9]. Employee turnover in an organization has an 

effect on the amount of recruitment/employee selection costs in 

which there are advertising costs, such as posting job vacancies 

and the costs and time of training new employees. Although 

looking from the other side of this occurrence is there will be a 

new opportunity to have a career in the position left by the 

previous incumbent, but in the process, if the rate of the 

turnover occurrence is unusually high, this could be an 

indication that there is a problem in the organization. Many 

factors contributes to employees’ secession but the strong 

determinant factor of secession includes: [9] 

 Job Satisfaction: At the individual level, satisfaction 

is the psychological variable most often examined in a 

turnover intention model. Satisfaction aspects found 

related to secession includes satisfaction with wages 

and promotion, satisfaction with the received 

supervision, satisfaction with colleagues, and 

satisfaction with work and task at hand. 

 Employees’ Organizational Commitment: Because the 

relationship between job satisfaction and the desire to 

quit the job only explains a small number of variants, 

it is clear that the employee turnover intention process 
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model must use other variables other than job 

satisfaction as the sole explanatory variable. 

Subsequent developments in turnover intention 

include the construction of organizational 

commitment as a concept that helps explain the 

process as a form of behavior, organizational 

commitment can be distinguished from job 

satisfaction. Commitment refers to an individual’s 

affective response to the whole organization, while 

satisfaction leads to the specific aspects of the 

employees. 

3. Analytical approach 

This study uses a quantitative method approach obtained 

through questionnaires with a Likert scale (with choices of 

answers from strongly agree to strongly disagree). The 

sampling technique used in this study is a random sampling 

with the calculation of the total samples as follows: 

𝑛 =  
𝑁

1 + 𝑁. 𝑒
=  

254

1 + 254 .  10%
= 72 

Where: 

N = Total populations 

e  = Errors expected in this study, with predetermined e value 

of 10% 

n = Total of samples taken 

Ordinal data obtained from the questioner then transformed 

into interval using the MSI method. Furthermore, the usage of 

linear regression method for data analysis is used to analyze 

relationship between performance appraisal, work motivation, 

and employee turnover intention against improvement in 

employee’s performance. The linear regression equation is as 

follows: 

𝑌 = 𝑎 + 𝑏1𝑥1 + 𝑏2𝑥2 + 𝑏3𝑥3 + 𝑒 

Where: 

Y  = Employees’ performance 

X1 = Performance Appraisal 

X2 = Work Motivation 

X3 = Turnover Intention 

a   = Constant 

b1,b2,b3 = Regression coefficients of each independent variable 

e   = Confounding variable that affect x value 

4. Results and discussion 

Research data processing is carried out using SPSS software 

with the following results: 
Table 1 

SPSS Results 

 
 

Based on Table 1, regression equation of this research: 

= 2.219 −  0.051𝑥1 + 0.334𝑥2 + 0.089𝑥3 

 

The equation above shows that: 

 Performance appraisal regression coefficient (X1) 

shows a negative value. Which means that the 

performance appraisal (X1) is not aligned with the 

employees’ performance. If the performance appraisal 

(X1) increases, the employees’ performance will 

decrease and vice versa. 

 Work motivation regression coefficient (X2) shows a 

positive value. Which means if the work motivation 

(X2) is aligned with the employees’ performance. If 

work motivation (X2) increases, the employees’ 

performance will increase and vice versa. 

 Employee turnover regression coefficient (X3) shows 

a positive value. Which means that employee turnover 

(X3) is aligned with employees’ performance. If 

employee turnover (X3) increases, the employees’ 

performance will increase and vice versa. 

In addition to the linear regression equation, F tests were also 

conducted to test hypotheses regarding the relationship between 

performance appraisal, work motivation, and employee 

turnover intention towards improving employee performance to 

achieve company goals. In this study, hypothesis used is H0: b1 

= b2 = 0, meaning that there are no influence of performance 

appraisal, work motivation, and employee turnover intention 

towards employee performance and Ha : b1 = b2 = 0, meaning 

that there are influence of performance appraisal, work 

motivation, and employee turnover intention towards employee 

performance. The F test is carried out to test the correctness of 

this hypothesis. The basis of acceptance and rejection of the 

hypothesis based on the F test can be known by comparing the 

significance of F count with 0,05. 

Criteria of acceptance and rejection of the hypothesis are: 

 If the significance of F count <0,05, then there is an 

influence of employees’ performance appraisal, work 

motivation, and turnover intention variables on 

employee performance. Which means that H0 is 

rejected and H1 is accepted. 

 If the significance of F count >0,05, then there is no 

influence of employees’ performance appraisal, work 

motivation, and turnover intention variables on 

employee performance. Which means that H0 is 

accepted and H1 is rejected. 

  
Table 2 

Sum of Squares Calculation 
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Based on Table 2, the results of F count is 7.546 with a 

significance level 0.016. The value of significance F test is less 

than 0.05 so that there is an influence of employee appraisal, 

work motivation and turnover intention variables on employee 

performance. From these results, H0 is rejected and means Ha 

is accepted. In addition, the results of processing using SPSS 

obtained the value of R squared = 0.14 which means that 14% 

of employee performance can be explained by the variance of 

three independent variables, namely appraisal performance, 

work motivation, and employee turnover intention. And 86% is 

caused by other factors 
 

Table 3 

F-Test Calculation 

 
 

After known that all of independent variables influence the 

performance of employees, then a partial test is carried out with 

the T test, because it is possible even though there are influences 

together, there may be variables that do not partially influence. 

Criteria of acceptance and rejection of the partial hypothesis 

with the T test are: 

 If the significance level < 0.05 then there is a partial 

effect or H0 is rejected and Ha is accepted. 

 If the level of significance > 0.05 then there is no 

partial effect or H0 is accepted and Ha is rejected. 

 
Table 4 

T-Test Calculation 

 
 

Based on the Table 4, T-Test results are: 

 The value of T count of variable Performance 

Appraisal (X1) is 1.033 with Non-significance level of 

0.305 (P > 0.05). Because this Non-significance level 

is greater than 0.05, it does not have a Non-significant 

effect between the Performance Appraisal variable on 

performance improvement. 

 The value of T count of the work motivation variable 

(X2) is 2.177 with a significance level of 0.033 (P < 

0.05). Because this significance level is less than 0.05, 

there is a significant effect of work motivation 

variables on improving employee performance. 

 The value of T count variable turn over employee 

intention (X3) of -0.284 with a significance level of 

0.777 (P > 0.05). Because this significance level is 

more than 0.05, there is no significant influence on the 

turnover variable of employee intention with 

increasing employee performance. 

5. Conclusion 

Based on the results and discussion, it can be concluded that 

only work motivation variables that significantly influence 

employee performance improvement, while employee 

performance appraisal variables and employee turnover 

intentions do not show a significant effect on employee 

performance improvement. 
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