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ARTICLE DETAILS ABSTRACT

Article History: It is widely accepted that HRM techniques might have a comparative advantage when organizational
commitment is taken into consideration. On the other hand, turnover intention has become a trend and is
increasing in today's work engagement. The primary objective of this study is to establish a relationship
between human resource management techniques and organizational loyalty and their effect on turnover
intention Data of 330 employees from selected different industries were collected from Rahim yar khan
Pakistan. The findings indicate a correlation between Performance Appraisal and Training and Development
(HRM practices) and organizational loyalty, which contributes to an inverse relationship between employee
turnover intention and performance appraisal. Increased employee loyalty will boost organizational
effectiveness through the retention of competent and experienced personnel, hence minimizing turnover
intentions. As such, this study contributes to the body of information regarding the impact of human resource
management methods on organizational loyalty and intention to leave. The data results might be used as a
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reference or guideline for future related studies.
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1. INTRODUCTION

According to Performance evaluation is a procedure in which supervisors
analyze employees' contributions to organization, for the purpose of
identifying employees' strengths and weaknesses,which in turn increase
their productivity (Kodi and Kumar, 2021). A study discovered that
removing a good person might have a negative influence on an
organization's overall productivity (Tan et al., 2021). Additionally, one of
the key elements affecting an organization's loyalty and employee
turnover is its human resource policies. According to employee
competency, meaning, and self-determination are all positively associated
with employee commitment (Ibrahim, 2020). Employee retention must be
boosted by comprehending employee behavior. Additionally, a studies
showed that the psychological empowerment of employees resulted in
enhanced organizational loyalty and a low turnover rate (Vazquez et al,,
2021). Employee empowerment psychology and human resource
strategies are inextricably intertwined. Psychological empowerment is
comprised of four components: a sense of purpose, competence, self-
determination, and influence. To reduce employee turnover and improve
organizational loyalty, human resource procedures must incorporate
these components.

A group researchers discovered that human resource strategies enable
organizations to achieve both short and long-term goals and play a critical
part in their success (Amir et al,, 2019). Because organizational loyalty
refers to an employee's devotion to the organization, human resource
procedures must be aligned with the employee's needs. This will have a
favorable effect on employee retention and turnover. Performance
appraisal is an inescapable part of working life (Brown, 1988;

Longenecker and Fink, 1999). Different choices in modern organizations
are based on performance appraisals, and they are extensively employed
in the majority of companies (Burkhalter and Buford, 1989; Davis, 2001;
DeNisi, 1996; Wanguri, 1995).

Training and HR procedures are critical for every business. It assists
businesses in improving staff performance and tracking productivity.
Training interventions are supposed to have beneficial outcomes for the
organization's aims. It includes engagements such as employee knowledge
development, skill building, human resource utilization, and teaching of
new concepts and ideas. The intention of an employee to freely change
occupations or organizations is referred to as "turnover intention." The
former refers to changing occupations or firms, whereas the latter refers
to employees' readiness to leave their existing employer. Individual and
organizational loyalty is the strength for the individuals and their
organizations. Employee loyalty is a psychological link between
organizational management and employees that represents the
individual's relationship with the organization.

Organizations interested in enhancing the health and safety of their
employees, for the purpose of creating healthy environment within the
organization (Warr, 2007; Di Fabio, 2017). Job satisfaction is usually seen
as a significant component or indication of personal well-being (Warr,
2007; Judge et al, 2017). Employees are the key assets within any
organization and may be a source of competitive advantage. Employee’s
well-being gets influenced by behavioral related factors of their leader,
which ultimately affects the overall performance of organization (Rantika
and Yustina, 2017; Teimouri et al.,, 2018).
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2. LITERATURE REVIEW
2.1 Appraisal Performance

Landy and Farr offer a way for dividing overall performance score
statistics into groups: judgmental or subjective critiques and
nonjudgmental or goal measurements (Landy and Farr, 1983). Despite the
superiority of judgmental measures, goal overall performance metrics
(including manufacturing rates, time to finish a task, and scrap rates) were
useful overall performance signs for repetitive, guide sports because the
1940s (Rothe, 1946). Other non-judgmental measures, such as as
absenteeism, turnover, and accidents, that don't without delay verify
overall performance however offer data at the company's fashionable
health, have additionally been explored (Campbell et al, 1990).
Considering the situation, corporations are that specialize in and enforcing
one precise developmental HRM approach - Performance Appraisal - that
has the capacity to enhance the company's performance and overall
performance (Ikramullah et al., 2011).

2.2 Training of HR practices

Access to HR practice training and social support may also have a
significant influence on the degree of commitment created. Employees are
more likely to value training programs that have a positive reputation
among their coworkers, supervisors, and managers. Organizations that
can create an environment in which employees support and value training
will be able to achieve higher levels of commitment (Bartlett, 2001).
Training is the ability to work in any sort of employee, including
nonprofessionals, and it develops the abilities required to advance to the
professional level. Training and feedback, whether combined or used
separately, are both crucial to accomplishing business goals and
objectives. In one of these studies (Mohsinand Nadeem, 2007), pointed out
that the perceived efficacy of training programs is just as significant as the
actual quality and "frequency" of training programs delivered to
employees. Employees' perceptions of excellent training will almost
certainly have a favorable influence on work satisfaction, dedication, and
motivation.

2.3 Employee Turnover Intention

As claimed by pointed out that the perceived efficacy of training programs
is just as significant as the actual quality and "frequency” of training
programs delivered to employees (Mohsin and Nadeem, 2007).
Employees' perceptions of excellent training will almost certainly have a
favorable influence on work satisfaction, dedication, and motivation.

2.6 Proposed Research model

H:

Apospori, accomplishes that training has a significant impact on
organizational performance (Apospori, 2008). Training and development
improve employee performance, as researchers have discovered that
training and development are essential activities for improving the
performance of healthcare organizations (Iftikhar and Sirajuddin, 2009).

As per points out, turnover is the ratio of the number of employees who
left an organization during a particular period to the average number of
employees who remained in that organization during the same period
(Abdali, 2011). This is a feature that characterizes the process of
retirement or replacement of company staff. Termination intent is related
to worker aspects such as the idea and perception of quitting work, the
intent to seek alternative employment, and the intent to quit work
(Carmeli and Weisberg, 2006).

2.4 Organizational Loyalty

Sharma and Singh explained that organizations spend an inordinate
amount of time and money attempting to increase employee engagement
(Sharma and Singh, 2018). Employee psychological empowerment results
in increased job satisfaction, which results in increased employee loyalty
to the organization. Psychological empowerment is inextricably linked to
an employee's Level of job engagement and commitment to the
organization. Anitha discussed how employees are an organization's
competitive advantage and that talented employee cannot be duplicated
or shared between two organizations (Anitha, 2019). As a result,
organizations invest a great deal of time and money in retaining
competent employees and attracting talented and innovative candidates.
Psychological empowerment of employees will have a positive effect on
their loyalty to the organization.

2.5 Psychological Empowerment

Performance assessments have been conducted and applied in Malaysia
for decades, as evidenced by publications such as (Ahmad and Ali 2004;
Kumar, 2005; Poon, 2004). They found a significant correlation between
performing performance assessments in Malaysia and organizational
involvement. Given the current situation, companies are implementing a
specific HRM development method, performance evaluation. It has the
ability to transform the efficiency and performance of a company
(Ikramullah et al,, 2011). In reality, it's been applied as a device withinside
the overall performance evaluation manner to enhance worker overall
performance, distribute prizes, and boom capabilities. Furthermore, the
organization is capable of discover the employees strengths and boom
requirements (Moulik and Mazumdar, 2012).

Appraisal

Performance

=3 Employee Turnover

3 Psychological
Empowerment

Training of HR =
Practices

H, Organizational

_h Loyalty

Figure 1: Proposed Research model

The proposed model suggested that there is relationship between
performance appraisal and employee turnover intention. Psychological
empowerment plays arole of mediator (Lumamuly et al., 2021). According
to different researches the positive results of the performance appraisal
will have an impact on training of HR activities, this relationship will
influence the lower employee turnover rate and employees will become
loyal to the organization (Roberts, 2003; Ikramullah et al., 2011).

2.7 Hypothesis Development

A Hypothesis is aassertion that explains the connection among variables
in a Conceptual, framework (Kerlinger, 1956).

H1llmpact of performance appraisal has positive relationship with
psychological empowerment.

H2 impact of training of HR practices has positive impact with
psychological empowerment.

H3 impact of psychological empowerment has positive impact with
employee turnover intention.

H4 impact of psychological empowerment has positive impact with
organizational loyalty.

H5 impact of appraisal performance has positive impact with employee
turnover intention.

H6 impact of training of HR practices has positive impact with
organizational loyalty.

3. METHODOLOGY
3.1 Research Design

The present day observe tested the effect of appraisal overall performance
and Training of HR practices on worker turnover intentions. The effect of
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pyschological empowerment has additionally been tested. Additionally,
the mediating position of mental empowerment among the connection of
appraisal empowerment and organizational loyalty additionally
investigated. All the variables are measured through a tailored
questionnaire.

3.2 Type of Study

The study is quantitative in nature because it involved statistical analysis.
It is a cross sectional study which is done for the point in time. The data
was collected with the help of self-administered questionnaire. It is a
descriptive study based on quantitative Research design. It uses the
deductive approach of reasoning for presenting the research results

3.3 Reliability of the data collection tool

The data collection tool's reliability had been evaluated by conducting a
pilot study with 330 respondents prior to collecting significant data from
the target sample size. The reliability of the results would be determined
using the SPSS program described previously. If consistency was
discovered, it had been demonstrated that the tool is reliable.

3.4 Data collection

A closed-ended questionnaire had used to collect data. The researcher has
adopted a data collection tool from the relevant literature and
administered it. Individual employees from firms in the Rahim yar khan
region had been surveyed. Researchers used purposive sampling in
combination with non-probability sampling to select a sample of 330
workers from companies conducting formal performance assessment and
training and development systems related to usage and applicability.

3.5 Measuring Instrument

In this study, data was acquired using a structured, questionnaire. The
Instrument used a self-administered questionnaire with closed-ended
Questions. The Hypothesis testing in this research has been used to
investigate the influence of organizational loyalty on psychological
empowerment and appraisal performance.HR training practices
Questionnaires for data gathering was adapted from past studies.
Responses were graded on a 5-point Likert scale, with 1 representing
Strongly Disagree to Strongly Agree.

3.6 Population

The study's target population are HR managers of multinational
corporations.They sell their products in Pakistan and give employment
opportunities to large number of people.

3.7 Sampling technique

Purposive Sampling, which is a type of Non -probability Sampling used to
select the sample for the research study. The researcher obtained the
respondents from whom they wish to obtain responses using this
sampling method. Purposive sampling was a term that refers to a sampling
method that used to accomplish a specific goal. Purposive sampling used
to select respondents who meet the researcher’s criteria for accessibility
and proximity (Nowell et al., 2017).

3.8 Sample size

The sample size was 330 respondents, but 30 respondents had chosen for
piloting to ensure the data collection tool's reliability. The sample size
chosen had truly representative of the study's population. Convenience
sampling, a technique of non- probability sampling been applied because
the pattern turned into selected relying at the traits of the populace and

the take a look at objectives. In addition, because of time constraints,
employee’s enterprise has been addressed, and 330 questionnaires have
been dispensed to offer a consultant pattern size.

3.9 Pilot Testing

SPSS used to test the pilot data collected, as it was a tool for calculating
quantitative data collected from respondents. The results of the pilot study
ware safeguarded in order to collect data from the major respondents in
order to ascertain the responses’ reliability.

3.10 Selection of Questionnaire

This study was use primary data and was collected information via a self-
administered questionnaire. All tools derived from previously conducted
research, specifically from studies in which each construct had
demonstrated a reliability of 0.80 or greater. Meyer and Smith, developed
the items for the Performance Appraisal, while the tool for Organizational
Loyalty were used (Meyer and Smith, 2000; Memon et al.,, 2020). Similarly,
the questionnaire used to assess employees' intention to leave would be
based on Meyarand Smith, which was also used by (Meyarand Smith,
2000; Kuvaas, 2007). Finally, would be used to develop questionnaire
items for psychological empowerment of employees, was used to develop
construct items for training and development of employees (Wilutantri
and Etikariena, 2018; Srirangam et al., 2018).

3.11 Data Analysis

The statistical tool used to analyze the collected data, for example,
correlations between constructs and variables would be determined, and
variables was regressed using multiple regression. We performed
moderated analysis using SPSS (Statistical Package for the Social Sciences)
to determine the moderating effect of psychological empowerment on the
relationships between the other components of the study.

4. RESULTS AND DISCUSSION
Factor analysis, descriptive statistics, mean, median, mode, standard
deviation, frequencies, and percentages with 95% confidence intervals
were used in this study. The significance test and the test of association
were used for inferential analysis.

4.1 Participants’ Socio-Demographic Details

This section describes the participants’ socio-demographic background
such as age, gender, education, marital status, years of experience, etc.

Table 1: Age Distribution
Age No. of Participants Percentage (%)
18-25 81 245
26-40 120 36.4
41-50 86 26
51-60 43 13

Table 1 suggests the age distribution of the participants that is primarily
based totally on their gender. Approximately 24.5 percentage of these
surveyed had been among the whole of 18 and 25, 36.4 percentage have
been among the long time of 26 and 40, 26 percentage had been among
the whole of 41 and 50, and 1.three percentage have been among the
whole of 51 and 55, consistent with the table. (51-60 years of age).

Table 2: Participant’'s Demographics

Variables No. of Participants %

Female 171 51.8
Gender
Male 159 48.2
. Single 100 30.3
Marital Status

Married 230 69.7

Certificate 23 6.9
. Degree 102 30.9

Education

Associate degree 95 28.8
Post-Graduation 110 33.3
Senior Manager 119 36.1
Designation in the Current Organization Middle-level Manager 98 29.7
Non-management Staff 113 34.2
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In total, 330 members of the human resource management team
participated in this study. In the field of human resource management, the
mean and standard deviation of work experience were 8.76 and 5.92
years, respectively. The study also included 119 senior managers, 98
middle-level managers, and 113 non-management staff members, with a
mean and standard deviation of 18.8 5.5 years of work experience, and an
average of 9.5 7.3 years of management experience. Table 2 presents a
summary of the demographic characteristics of those who participated in
the study.

4.2 Graph: Years of work experience for HRM staff

Percentage
P N W b g
o © & © o

—
16-25 years

o

<5 years >25 years 5-15 years

Length of Service

Figure 1: Work Experience

On the basis of the graph above, 71 (21.5 percent) of human resource

management employees have more than 25 years of experience, 90 (27.3
percent) have between 5 and 15 years of experience, 55 (16.7 percent)
have between 16 and 25 years of experience, and 114 (34.5 percent) have
less than 5 years of experience. As revealed by the findings, the vast
majority of human resource management employees had a positive
attitude about the characteristics under consideration. Overall, more than
half of the human resource management professionals had a positive
attitude about outcome dimensions and the importance of performance
appraisals. The performance appraisal approach, on the other hand, was
seen favorably by less than half of the human resources employees. Table
4.3 offers detailed responses to the respondents' perceptions of their
current performance appraisal, which are included in the questionnaire.

4.3 Descriptive Statistics

The sample of a population represents the information who efficient that
summarizes the data sets is called descriptive statistics. The measure of
variability and central tendency of measures are broken down by
descriptive statistics. The estimate of central tendency includes the values
of skewness and kurtosis, maximum and minimum variable means and
standard deviation. The characteristics of data set that is categorized into
different measures is called a descriptive statistic.

The descriptive analysis was done on SPSS version 21 with 330
observations and minimum and maximum value was 1 for strongly
disagree and 5 for strongly agree. The responses collected from the
respondents having the mean values in between greater than or equal to
three and therefore it is inferred that most of the respondents were having
the favorable views two words the questions presented to them in the
form of questionnaire. However, there was a very little standard deviation
which depicts that most of the constructs are being measured by the same
items.

Table 3: Descriptive Statistics of the Variables
N Minimum Maximum Mean Std. Deviation
PE1 330 1.00 5.00 3.4904 .94409
PE2 330 1.00 5.00 3.4511 .82575
PE3 330 1.00 5.00 3.4544 .89594
PE4 330 1.00 5.00 3.4958 .83476
OL1 330 1.00 5.00 3.4299 .90906
OL2 330 1.00 5.00 3.7910 73021
OL3 330 1.00 5.00 3.5783 .92459
OL4 330 1.00 5.00 3.6260 .90562
OL5 330 1.00 5.00 3.5686 93569
OL6 330 1.00 5.00 3.6806 91515
TI1 330 1.00 5.00 3.4978 .96089
TI2 330 1.00 5.00 3.4871 .94848
TI3 330 1.00 5.00 3.7047 .89634
TI4 330 1.00 5.00 3.5796 .83904
TI5 330 1.00 5.00 3.7462 .86455
TI6 330 1.00 5.00 3.7419 .84266
HRP1 330 1.00 5.00 3.7307 .88825
HRP2 330 1.00 5.00 3.7603 .86228
HRP3 330 1.00 5.00 3.6910 91792
HRP4 330 1.00 5.00 3.7717 .74889
HRP5 330 1.00 5.00 3.7598 .81644
HRP6 330 1.00 5.00 3.6728 90149
PA1 330 1.00 5.00 3.3889 .98697
PA2 330 1.00 5.00 3.6020 96071
PA3 330 1.00 5.00 3.5651 .87115
PA4 330 1.00 5.00 3.6693 .92302
PA5 330 1.00 5.00 3.7422 .81075
PA6 330 1.00 5.00 3.6514 .91082
Valid N (listwise) 330

Note: PA = Performance Appraisal, HRP = Training of HRP, PE = Psychological Empowerment, TI = Employee Turnover Intention. OL = Organizational

Loyalty
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4.4 Correlations Analysis

The association to compute variables in a linear relationship to find out
the strength with statistical method is called strong relationship between
both variables. This video must not exceed 0.7 otherwise there can be an
issue of multicollinearity. The way of research methods and quantitative

data are analyzed by correlation analysis in the market research. When
one variable is useful to increase another variable this shows the positive
relationship between both variables. Correlation analysis. The change in
one variable due to another variable is calculated in the coronation
analysis. The weekly related variables are having no correlations but high
correlation show the

Table 4: Correlations Analysis
Performance Appraisal Training of HR Practices | Psychological Empowerment
Pearson Correlation 1 495~ 271"
Performance Appraisal Sig. (2-tailed) .000 .000
N 330 330 330
Pearson Correlation .495™ 1 357"
Training of HR Practices Sig. (2-tailed) .000 .000
N 330 330 330
Pearson Correlation 2717 357 1
Psychological Empowerment Sig. (2-tailed) .000 .000
N 330 330 330
**. Correlation is significant at the 0.01 level (2-tailed).

In Table 4 the correlation analysis was done on SPSS v.21. The results of
the correlation analysis states that there is no multicollinearity between
independent variables. The performance Appraisal and training of HR
practices are Independent variable while psychological empowerment is
mediating variable (Dasanyaka et al,, 2019; Li et al, 2018; Bakker et al,
2011; Hawari et al, 2019; Torabi and Setodeh, 2010; GhamariZare et al,,
2013; Hamid et al, 2009; AKBARI et al.,, 2011). The p values are 0.000
which is less than 0.05 that means that relations are significant however
they are not much strong to create the multicollinearity effect in the
analysis and therefore it is stated that the data collected is fit for the
further analysis.

5. CONCLUSION

The psychological empowerment of employees resulted in enhanced
organizational loyalty and a low turnover rate. Human resource
management is inextricably linked to performance appraisal. Performance
appraisal enables employers to discover employees' strengths and
weaknesses. According to performance is the bedrock of employee
motivation. Additionally, performance appraisal is merely a technique for
providing training and rewarding staff. Performance assessment has a
significant beneficial effect on an employee's performance. This will have
a favorable effect on employee retention and turnover. Psychological
empowerment and employee performance are inextricably intertwined.
Employee satisfaction reduces the likelihood of emotional weariness and
quitting intentions. Performance appraisal and human resource policies
are critical components of reducing employee turnover.

Psychological empowerment can boost employees' cognitive abilities and
improve their decision-making. Effective management is critical for the
psychological empowerment of employees. Performance appraisal and
employee turnover rates are inextricably linked. When performance
appraisal is aligned with employee performance, employees are satisfied
and turnover is reduced. Older supervisors are more rigid in their
appraisal and have a boosted attitude, while younger employers have an
empowerment mindset.

Psychological empowerment of employees will increase their motivation
and enable them to accurately evaluate their own and others’
performance. Leader mindset is inextricably linked to employee
psychological empowerment and performance appraisal. Innovative
leaders will evaluate their employees objectively and will prefer to work
with them to evaluate their performance on the job. The organization's
overall goals will be achieved through the achievement of the desired
outcomes. Every organization must provide psychological empowerment
to its employees.

The majority of employee turnover is determined by the leadership style
prevalent in the organization. Psychological empowerment of employees
reduces employee dissatisfaction and promotes employee happiness and
health. Employee psychological empowerment is contingent upon
employee empowerment, compliments, opportunities, and recognition.
According to structural and psychological empowerment will enable
employees to perform their jobs effectively. When performance appraisal
is based on specific criteria and employees feel psychologically

empowered, employee turnover rates are reduced.

Employee satisfaction is critical to the success of any organization.
Compensation and benefits, work-life policies, performance appraisal, and
training and development are all aspects of human resource management.
Performance appraisal must be a highly structured and formal process. On
the other hand, employees who receive accurate performance appraisals
and are psychologically empowered will have a lower turnover rate due to
their superior performance. Human resource practices that are well-
trained will have a positive effect on an employee's organizational loyalty.

Human resource management is critical in containing an organization's
turnover rate. Training in human resource practices will help employees
develop their skills and competencies and make them more efficient in
their field. Retaining talented employees is a critical function of human
resource management. Human resource management and its reduction
will have an effect on employee satisfaction. Human resource decisions
will benefit employees, and employee training and development will
increase their motivation level.

Employee psychological empowerment of employees will have a positive
effect on their loyalty to the organization. Employee turnover will
decrease, and the organization's cost of recruiting and training new
employees will decrease. An ethical leader will instil confidence in his or
her subordinates, whether intrinsic or extrinsic. Job satisfaction is related
to organizational commitment in a positive way. Human resource
development and training will have a significant impact on employee
satisfaction.

If these activities are conducted fairly, employee turnover will decrease.
Lack of charismatic leadership and organizational culture will have
impacted employee commitment to the organization. Performance
appraisal is widely regarded as an effective tool for human resource
management. Top-ranking corporate staff and evaluators have a more
favorable perception of the performance appraisal system. Human
resource management ensures the organization's internal quality and
maintains employees' commitment.

The current study examines and confirms work engagement as a
mediating mechanism by which psychological empowerment affects
innovation. Findings support the relationship between psychological
empowerment and work engagement. The findings are consistent with
previous research, which argues for a greater emphasis on the broader
contextual organizational factors that influence engagement. The majority
of managers believe that performance appraisal is a waste of time, some
researchers found that 83.5 percent of non-management staff believed
performance appraisal was critical.

According to Jahangiri's survey, more than 67% of staff at Iran's Ardebil
University of Medical Sciences were dissatisfied with their technique of
performance rating. Nearly half of human resource managers and non-
management employees felt that their performance evaluations did not
adequately reflect their real performance. Less than half of respondents
agreed on the need for a final interview session to solicit input on the
evaluation. Some researchers discovered that performance appraisal
findings had minimal effect on motivation. This indicates that, while
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providing regular and consistent feedback on employee performance is
crucial for strengthening individuals, maximizing their authority, and
maximizing their participation in the business, less than half of
respondents favored feedback sessions.

5.1 Implications (practical and theoretical)

There are a few realistic and theoretical implications of contemporary
study. They are mentioned one at a time in coming paragraphs.

5.1.1 Practical implication

The modern have a look at has a few realistic implications for
organizations with the aid of using which companies can beautify their
performance, productivity, suitable will and additionally carry out
utilitarian features as nicely those findings factor to the significance of
reinforcing an moral context in addition to to the importance of chief
choice with inside the IT sector.

First of all, whilst corporations claim genuinely the significance of ethics
for leadership. Because while personnel see that their company is doing
truthful sufficient at every level, personnel emerge as moral to their
corporation.

Second, it is critical tomaintain an ethical atmosphere in order to
guarantee That appraisal performance expand in the IT industry. When
working in an immoral or interpersonally unproductive environment,
activities are more likely to be pleasant and well-received by coworkers
(Erkutlu and Chafra, 2018).

As a result, organizational loyalty is likely to succeed in progressing in a
highly ethical environment (Ruiz-Palomino et al, 2013). Psychological
empowerment appears to be a relationship between evaluation
performance and organizational loyalty, according to the findings of this
study.

Managers that are manipulative, rude, or abusive are often seen as a
burden by staff. at the workplace Employees, on the other hand, are always
interested in their job if the working environment is fair. If leaders are
good with their subordinates, employees will feel involved with their
work.
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