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Executive Summary
This thesis discusses research on the influence of participation on task performance. I examined the effects of participation in target setting on task performance, and the mediating factors influencing this relationships. A research model was set up in which the variables goal acceptance, procedural justice, goal commitment and trust were used as mediating factors. Distributive justice was used as a control variable, because favorable outcomes can weaken or completely undo the effect from procedural justice. The research was conducted at the personal banking department of four local Rabobanks. 45 personal banking advisers filled out a questionnaire about their goal setting process. The data from the questionnaire were supplemented with target achievement numbers of each advisor. Analysis of the data is done by conducting a path analysis. The results indicated that there is no direct effect from participation on task performance. Also, there is no indirect effect of participation on task performance through goal acceptance, procedural justice or goal commitment. There is in fact, a direct and positive effect of participation on procedural justice and goal acceptance, but not on goal commitment. Finally, participation has an indirect effect on goal acceptance through procedural justice.

Keywords: participation, goal setting theory, participative goal setting, goal acceptance, trust, procedural justice, task performance, Rabobank

Chapter 1: Introduction
1.1 Introduction
In management accounting literature participation is frequently discussed. Often participation is discussed in articles regarding total quality management where participation is used to gain more commitment and co-operation from employees (Wilkinson, Godfrey, & Marchington, 1997). Participants are empowered by delegating responsibility to the person who performs the task. In the article from Kenis (1979), the effects of the budgetary goal characteristics participation, clarity, feedback evaluation and difficulty on job-related attitudes, budget-related attitudes and self-rated performance are being tested. In this paper I will only focus on the effects of budgetary goal characteristics on performance, and especially on the effects of budgetary participation on performance. The literature is extensive in describing the effects of participation; the most common effects are better motivation to achieve the goals, more acceptance of the goals and identification with the goals set.
1.2 Motivation 
This master thesis proposals is based on a final paper for the seminar Advanced Management Accounting and Control. The seminar focused on the topic performance evaluation. As I am interested in the behavior of people I wanted to use this element in my master thesis. I want to know what effects participation in a business process could have. Because of the availability of data I choose to do research on the effects of participation in target setting on task performance. I want to do this research on the level of individual employees. A lot of literature is written on the effects of participation on managers, but not on employees. This causes that this research has added value above previous research because lower level employees within the company are being studied.
1.3 Research question 

The research question that I will use in this thesis proposal is the following:

“What are the effects on participation in target setting on performance, and through which mediating factors are these effects reached?”
As mentioned earlier, with this research question, my research distinguishes itself from other research by focusing on the employee perspective. I want to examine the different effects of participation in target setting on the achievement of these targets. I expect to find a positive relationship, but it is difficult to make a value judgment about this relationship, because other factors are influencing the achievement of the targets as well. 
1.4 Content of the thesis

In chapter two I will give an overview of some general literature on target setting and participation. I will describe what target setting is, which targets can be distinguished and how the target-setting process works. Also, I will describe what participation is and how it can be used. At the end of chapter two I will give a short literature overview of the relationship between participation and performance. The third chapter covers the effects of participation in target setting. In this chapter the hypotheses of my research are formulated by describing the specific relationships between the different variables of my research design. Chapter four is used to explain my research design, research site and explains how the research is conducted. In chapter five the results of my questionnaire are presented and my hypotheses are tested. Chapter six is used to discuss the outcomes of my questionnaire. Furthermore, in this chapter a conclusion is given, I will state some limitations of my research, and conclude with recommendations for further research and recommendations for practice. 
Chapter 2: Theoretical Framework
This chapter discusses the theoretical background of my research. First, target setting is discussed in section 2.1. This section describes what targets are, why they are used and discusses goal setting theory. Second, participation is discussed in section 2.2. I describe what participation is and which different forms of participation can be distinguished. Also, a short introduction of participation in target setting is given. Third, the effect of participation on performance is explained in section 2.3. The positive and negative effects of participative target setting on performance are discussed. Finally, in section 2.4 a short conclusion of this chapter is given.
2.1 Target setting
In this first section of chapter two I will discuss target setting in general. First I will describe what targets are and distinguish the different types of performance targets. The reasons for using targets are mentioned and some problems in target setting are discussed.
2.1.1 Financial performance targets

Merchant and Van der Stede (2007) describe performance targets as follows; most performance targets are financial in nature, they are expressed on a fiscal-year or annual basis, they match the companies responsibility center structure, and they are used in annual performance evaluation and incentive contracts of managers. In their book the authors mention three ways in which we can distinguish between different financial targets: (1) model-based, historical or negotiated; (2) fixed or flexible; or (3) internal or external. 
(1) Model-based, historical and negotiated targets

Model-based targets predict the performance that should be reached in the future. If the targets are programmable, in other words if there are standard quantities and standard prices, financial standards are easy to develop. In all other cases it requires forecasts or assumptions about unknown variables to determine targets.  
Historical targets are derived from performance in previous periods; this prior target can be increased with the same percentage every year.

Negotiated targets are targets that result from negotiation between the superior and the subordinate. Merchant and Van der Stede state that negotiation is common in situations in which information asymmetry occurs. Superiors generally have more information about the overall organization, its preferences and resource constraints. Subordinates have more knowledge about the relationship between inputs and outputs, opportunities and constraints at the operational level. I will discuss information asymmetry in more detail later in this chapter.
(2) Fixed and flexible targets

Another way to distinguish between different types of targets is to determine if the targets are flexible or fixed. Fixed targets do not vary at all in a given time period, but flexible targets can change during a period. For example, flexible targets can diverge if the volume of activity changes or if the price of an input changes. Targets can also be made flexible by stating them in terms of relative performance; the performance is then compared with the performance of others, facing the same business conditions. The performance of managers or employees is then measured relative to others; this method is called benchmarking.
(3)  Internal and external targets

Planning and budgeting processes can be internally or externally focused. An internally focused target setting process considers what is possible within the organization and focuses on continuous improvement. On the other hand, externally focused targets benchmark their performance with those of other organizations. These other organizations do operate in the same branch of industry, to make comparison possible. When the target setting process is externally focused, also benchmarking can be used in performance measurement. 
2.1.2 Goal-setting theory

The underlying premise of the goal-setting theory is that one’s conscious goals affect what one achieves (Latham, 2004). A goal is the object of an action, which improves performance when it is made specific. Another premise of the goal-setting theory is that people with specific, hard goals perform better than people with more vague goals, such as ‘do the best you can’. The last assumption the goal-setting theory makes is that a goal influences a person’s satisfaction, when a goal is set; one is not satisfied until this goal is reached. 
Latham (2004) also answers the question why goal-setting is effective. The answer on this question is fourfold. First of all, when a person commits himself to a goal, this person chooses to perform more goal-relevant activities and less goal-irrelevant activities, this behavior is also recognized by Merchant & Van der Stede (2007). Second, goals give people energy. In order to reach challenging goals effort is increased, while this isn’t the case when goals are easy. Third, goals affect persistence; this means that people increase their working pace in order to reach tight deadlines. Fourth, goals motivate people to use the knowledge they need in achieving goals. 
There are some important factors that influence the effectiveness of goal-setting which are also mentioned by Latham (2004). To start with, persons must have the ability and knowledge needed to achieve goals. Besides that, people must be committed to the goal, especially when it is a difficult goal, because achieving this goal requires a lot of effort. Also, people need to get feedback on their progress towards achieving goals, so they can adjust their level and direction of their effort and strategy in reaching their goals. Next, training is needed when the tasks that need to be performed to reach the goal are complex and the goal is set high. Finally, the manager must make sure that the situational factors are right: it has to be ensured that people have the right resources and steps have to be taken to remove obstacles that stand in the way of achieving the goals. 
There are also some downsides of goal setting. Latham (2004) mentions that goal setting can lead to focusing too much on quantity at the expense of quality (or vice versa). Also, employees who are highly committed to achieving their goals tend to help their co-workers less in achieving their goals. Goal conflicts can also emerge: when there are two or more goals, performance on both goals can decline. Next to that, it can be exhausting to have challenging goals over a longer period, especially when there is no sufficient time period in between them. Finally, when goals are very hard to reach, some employees are tempted to manipulate figures. 
2.1.3 Reasons for using targets

Budgets are used for several reasons, they are used for managerial planning and control and problem detection, co-ordination of various parts of the company, delegating the right to spend, controlling and measuring performance, motivation, communication, and providing a basis for responsibility accounting (Reid, 2002). Performance targets are used for performance evaluation. It makes comparison between actual performance and plans and budgets possible, and discussions about the variances between actual performance and targets can lead to better understanding of what is working and what is not (Merchant & Van der Stede, 2007). 

Merchant and Van der Stede (2007) think that people are motivated to achieve their target, for no other reason than to avoid having to explain why they missed their target. Hanson (1966) says that individuals will take appropriate actions to meet targets if these targets are communicated to the persons on which it has influence. 

Reid (2002) states that tensions can emerge between the different uses of budgets, which is not desirable, because this is probably not congruent with the overall goals of the organization.  Several authors have proposed the use of several budgets, each for a different purpose, but Reid thinks this will have a negative impact on motivation and that it will not be effective in trying to have an open and honest participative management. 
2.1.4 Problems in the process of target setting

Hanson (1966) mentions three aspects of control which influence the target achievement:

(1) The nature of authority and the budget,

(2) The degree of employee identification with budget goals,

And (3) the degree of attainability of budget goals.

Merchant and Van der Stede (2007) recall that the effects of target setting can be undermined if the wrong targets are set or if targets are not set in a proper way. They also describe various targets for a number of purposes. For planning purposes they think the target should be a best guess. The target should be set at the level that is equal to the expected performance, in this way you predict the performance the best you can and base your decisions on it. But for motivational purposes, Merchant and Van der Stede say that the optimal target differs from the optimal target for planning purposes. The relationship between performance targets and motivation is complex.  Welch (2001) thinks that the best results are accomplished if high performance standards are set, in other words, the performance targets should be highly-challenging. But, on the other side, performance targets can also be set too high. According to the expectancy theory little motivation can be expected if targets are set too high and they are perceived to be unachievable (Reid, 2002). Merchant and Van der Stede (2007) show a nonlinear relationship between target difficulty and motivation. Motivation is low when targets are easy to reach and require minimal effort, but at a certain level motivation increases. Above a threshold level of difficulty, motivation seems to increase with target difficulty up to the point where people approach the limits of their ability. At this point motivation decreases because people get discouraged at too high levels of difficulty.
Also the amount of influence of subordinates on setting targets is considered of importance, according to Merchant and Van der Stede (2007). The targets can be set in a bottom-up or in a top-down manner, but in most firms targets are set bottom-up. Argyris (1952) mentions several ‘wrong’ uses of budgets. He identifies the use of targets as an oppressive tool by a superior, autocratic manager with a focus on errors and departmental budgets only, rather than on the whole organization, the existence of budgetary slack and the main focus on output. The recommendation Argyris makes is to let subordinates participate in setting budget targets. Merchant and Van der Stede (2007) mention several benefits of participation in target setting; commitment to achieve the targets, information sharing and a cognitive benefit. The benefits of participation in target setting are mentioned in chapter four of this paper.
2.2 Participation
In this section definitions of participation are given and the different kinds of participation are explained. Also, the proper degree of participation is described.
2.2.1 What is participation?

French et al. (1960, p. 3) give a definition of participation: “Participation is defined as a process of joint decision-making by two or more parties in which the decisions have future effects on those making them.” In this study one form of short-term participation is investigated, namely the perceived amount of influence a subordinate has over deciding the difficulty level of an annual work-related performance goal (Renn, 1998).
In his book ‘The human side of enterprise’ McGregor (1960) devotes one chapter on the subject of participation. He mentions the arguments of the proponents for using participation, but also the arguments of the critics of participation. Proponents of participation, according to McGregor, give the impression that participation is the perfect solution to eliminate conflict and disagreement and solve all managerial problems. Also, they think that participation can be used by all managers regardless of his/her skills, applying it is simple and easy and it can change industrial relationships immediately. Some managers use participation as a managerial trick, only to let the ‘participators’ think that their opinion does count in decision making. The manager influences his subordinate in a way that the subordinate comes up with the answer the manager already had in mind, in this way the manager is making the employee feel important, instead of making him/her important. McGregor (1960) calls this approach the manipulative approach to participation. Another group of managers also uses participation, but they do not think of it as a solution for all problems. Opponents of participation see it as a tool that undermines management privileges and a tool that threats management control. 
As one of the most important purposes to use participation McGregor mentions the encouragement of the personal development of subordinates and their ability to accept responsibilities. Besides these positive effects of participation, the author lists some risks associated with the use of participation. For example, management can be afraid that the participants want to have a voice in decisions which are not of their concern. 
To use participation in an effective manner managers should have confidence in the potentialities of their subordinates, should be aware of the fact that they are dependent on lower-level employees and make effort to delete some of the negative effects of participation. According to McGregor participation creates opportunities under the right conditions for people to influence decisions. 
2.2.2 The proper degree of participation

We can range the degree of participation from very high to very low, and with this the influence can vary from a little to a lot. At one end of the range authority in decision-making is very high and therefore participation is very low, at the other end of the range it is the other way around; authority is low and participation is high (McGregor, 1960). McGregor  mentions that no value-judgment can be given, more participation is not better than less. The degree of participation that is desired depends on different aspects; the issue on which the decision should be made, the attitude and the experience of the subordinates, the skills of the manager and the point of view alluded to above. 

One of the factors influencing the proper degree of participation is the issue on which the decision should be made. This is, I think, strongly related to the complexity of the job performed. I also think that this is the most important factor influencing the effective use and the added value of participation. 

Information asymmetry is another factor influencing the (degree of) participation. If one party possesses more information than the other party, information asymmetry comes into being. The definition of information asymmetry is as follows: ‘Information asymmetry is the generally accepted term used in the current theory of industrial organization to describe a situation in which all parties to a contract (or in an organization) do not have identical information.’ (Amershi & Cheng, 1990, p. 62). So, information asymmetry is the situation in which different parties within the same organization don’t possess the same amount of information. Amershi & Cheng (1990) say that information asymmetry within an organization is caused because lower-level employees have superior information about their own tasks. This information is not available to the management and because of this, it is not controllable for the management.

McGregor comments that participation can take place at every level of the organization, participation can occur between a manager and his subordinates, but also between a CEO and top-management. Also, because managerial decisions have an effect on both individuals and groups, participation can be examined on an individual basis as well. 
2.2.3 Participation in target setting

When managers participate in preparing the budget and targets that are being set, this is called budgetary participation (Kenis, 1979). According to Reid (2002) participation in a budget target setting process is usually seen as the active involvement of the budget holders in a manner that goes beyond simple consultation. Becker and Green (1962) examined the effects of budgeting on employee behavior. According to the authors, by 1930 the thought raised that budgets should be prepared in the departments first, after they were being revised or completed at the central office.

2.3 The effects of participation on performance
Here I will take a closer look at participation in target setting. First I will define what is meant by participation in target setting. Previous research on the topic implies that budgetary participation leads to managers identifying with the goals, accepting the goals and putting effort in achieving these goals. In this section I will define the effects of participation on target setting further. 
2.3.1 Benefits of participation in target setting
In their book, Merchant and Van der Stede (2007) mention several benefits of participation in target setting; commitment to achieve the targets, information sharing and a cognitive benefit. I will also use this classification in this paper, the benefits are mentioned below. Also, Erez & Arad (1986) set up a model that organizes the variables that are believed to mediate between participation and performance. These variables can be divided into: (1) social factors, (2) motivational factors and (3) cognitive factors. In the study of Erez & Arad the social factor is group discussion, the motivational factor is involvement in goal-setting and the cognitive factor is information sharing.

(1) Commitment to achieve targets

Reid (2002) examines the effects of participation in target setting on motivation. To fully understand this relationship she thinks it is important to know something about the theories of motivation, in which there are two main streams: content theories and process theories. According to Reid one of the most popular motivation theories is the expectancy theory. This theory assumes that the motivation of an individual is affected by various independent and interdependent variables like satisfaction with the work, satisfaction with the achievement of objectives, satisfaction with the rewards linked with the achievement of objectives and the individuals perceived expectancy of the reward. Another important theory Reid mentions is the equity theory, which perceives rewards relative to performance. According to this theory do employees, who do not feel they receive a suitable reward for their performance, develop a feeling of inequity which will result in a motivation to redress inequality. In other words: in a future period the employee will reduce his/her effort to make sure performance is suitable with the rewards. An important thing organizations should understand is that ‘different variables, in different people, in different jobs, in different departments, at different levels in the hierarchy affect motivation’ (Reid, 2002, p. 123).
In his article Kenis (1979) is testing three hypotheses, from which I will only mention the parts of the hypotheses that are relevant for this paper. Kenis’ second hypothesis states that budgetary participation will lead to a better attitude towards budgets and a higher budgetary motivation. The third hypothesis of Kenis implies that budgetary participation has a positive effect on budgetary performance, cost efficiency and job performance. The research conducted by Kenis showed results that are in line with the hypotheses as stated above; budgetary participation is positively and significantly related to respondents’ attitudes towards budgets, and budgetary participation shows to have a positive effect on budgetary performance.
Besides better planning, the most important effect of participation in budgeting are the psychological values (Becker & Green, 1962). The authors examine the reduction of psychological problems of employee satisfaction, morale and motivation to produce, that can be resolved by participation.
According to Steers ‘participation is positively and significantly related to job satisfaction and job involvement’ (Steers, 1976, p. 10).

(2) Information sharing 
A second benefit of participation in target setting is information sharing. In most organizations target setting is difficult because top-level management does not have the information the lower-level employees have. By participating in target setting, information about business possibilities and corporate preferences and recourses can be shared. Lower-level employees can provide information about operational potentials and risks, while top-management can provide information about corporate priorities and constraints (Merchant & Van der Stede, 2007). Becker and Green (1962) say that participation is important in improving budgets by drawing together information that is scattered among the participants.

(3) Cognitive benefit
The third benefit Merchant and Van der Stede (2007) describe is a cognitive benefit. They think that involving employees in target setting will have a clarifying and encouraging effect on the employees. Sord and Welsch (1958) also mention the better morale and greater initiative caused by participation. Also French et al. (1960) found that participation in target setting has a positive effect on supervisory relations, although the relationship shown was very weak.
2.3.2 The disadvantages of participation in target setting
Drago & Wooden (1991) mention the disadvantages of participation for management. They say that management thinks employee participation is disadvantageous because traditionally high-level decisions have been a management privilege. McGregor (1960, p. 124) describes that critics of participation see participation ‘as a form of managerial abdication’. They believe that participation will undermine management prerogatives and that it is likely to get out of control. According to the critics participation ‘wastes time, lowers efficiency, and weakens management’s effectiveness’ (McGregor, 1960, p. 125). Another side effect of participation is the so-called pseudo participation, because some managers see participation as a useful managerial trick. They use participation as a manipulative device for getting their employees to do what they want, while the participators think they have a voice in decision making. The basic idea is that the manager handles the employee in such a way that they come up with the answer which the manager originally had in mind, but the employee thinks it is his own. Instead of making people important, they are making them feel important.
2.4 Conclusion

In this chapter I described previous literature written on participation in target setting. First I defined what performance targets are and I distinguished between model-based, historical and negotiated targets, between fixed and flexible targets, and internal and external targets. The reasons for which targets are used are numerous. Targets can be used for managerial planning and control and problem detection, but also for performance evaluation. Problems arise when targets are used for different goals, a budget used for planning should be set at a different level then a budget for motivational use. Also, determining the right amount of influence of the subordinate can cause difficulties. In chapter three I discussed participation in general. Participation is a process in which decisions are made by two or more parties, and in which both parties are affected by these decisions. Different reasons for the use of participation are given by McGregor (1960), some managers think participation is the solution to everything, other managers only use participation to manipulate their employees and other managers use participation but do not think of it as the solution to everything. The degree of participation can vary from high to low, but no value judgment can be given to this degree.
Chapter 3: Hypotheses Development
In this chapter I will describe literature that indicates that there is no direct relationship between participation and performance. By describing this literature I will form my hypotheses that will be tested in my own research. The starting point of my hypotheses development will be the article ‘Participation’s Effect on Task Performance: Mediating Roles of Goal Acceptance and Procedural Justice’ written by Renn (1998). After describing the model as built by Renn I will mention other variables that are intermediates in the relationship between participation and performance. I will finish this chapter  with a conclusion.
3.1 The relationship between participation and task performance
The starting point of my research will be a situation in which participation is already used.  Participation is said to enhance feelings of involvement in the goal-setting process. By participating, there will be less resistance to accepting an externally imposed goal. By lowering this resistance, participation results in higher task performance. Wagner (1994) reviewed research on the relationship between participation and performance or satisfaction. His analysis of previous research leads him towards the conclusion that: ‘participation can have statistically significant effects on performance and satisfaction’ (Wagner, 1994, p. 312).
Hypothesis 1: There is a positive relationship between participation in target setting and task performance.

3.2 The indirect relationship between participation and performance

Several studies indicate that there is no direct effect of participation on task performance. Wagner (1994, p. 326) also suggested that: “Perhaps larger effects would be found if research were redirected toward issues other than participation’s direct effects on performance and satisfaction”. Hereby, he wanted to suggest that participation may have larger effects through other variables, which were excluded from other research. 
The article written by Renn (1998), which I use as a starting point of my research, examines an indirect relationship between participation and performance, mediated by the variables goal acceptance and procedural justice perceptions. 
Latham and Marshall (1982) examined the direct effect of different types of goal setting (self-set, participative and assigned) on the performance of government employees. With no significant differences in goal difficulty and goal acceptance, they found that goal attainment did not differ significantly among the three goal setting conditions. Some research suggest that there is an indirect and positive relationship between participation and performance. 
3.2.1 The mediating role of goal acceptance

Some studies (Erez, Earley, & Hulin, 1985; Renn, 1998) provide support for the mediating role of goal acceptance, while other studies only provide mixed support for goal acceptance mediating role. The goal-setting theory, which is discussed in the second chapter of this thesis, assumes that goals are immediate regulators of human behavior. It is found that specific and difficult goals lead to high levels of performance if these goals are accepted (Erez, Earley, & Hulin, 1985).

In his research, Renn (1998) found support for his hypothesis that goal acceptance will mediate between participation and task performance. Participation is positively related to goal acceptance and goal acceptance is also positively related to task performance. In the study by Renn participation was operationalized as the amount of influence that the employee has in establishing their annual performance goals. This short-term form of participation does not lead directly to improved task performance, but it can enhance task performance through its positive impact on other mediating processes. His study indicates that one of these mediating processes is goal acceptance. Employees who participate more in the determination of their annual performance goals report greater acceptance of their goals than employees that had minimal participation in the determination of their performance goals. Also, employees that reported greater acceptance of their goals performed better than the employees that reported lower goal acceptance. Explanations of the mediating role of goal acceptance are given by Erez & Kafner (1983). They suggest that employees who participate in goal setting experience enhanced feelings of involvement and less resistance towards the goal setting process than employees who did not participate. 

Erez, Early and Hulin (1985) also examined the relationship between participation, acceptance and performance. In their research they use a two-step model in which participation affects acceptance, which in turn affects performance. They want to examine if participative goal setting leads to higher goal acceptance than does assigned goal setting when the subordinate perceives its goal as extremely difficult or undesirable. Also, they want to examine if participation influences performance through its influence on acceptance. In their research three goal-setting procedures were used: participative goal setting, in which goals were determined jointly; representative goal setting, where a representative elected by the group negotiated with the experimenter in setting a goal; and assigned goal setting, where subjects were assigned to a goal equal to an average set in the other two conditions. Not all the hypothesis were supported, but the research showed that participative and representative goal setting increased individual goal acceptance and individual goal acceptance contributed significantly to performance. However, the participative and representative goal setting groups did not significantly perform better than the assigned goal setting group when the variance in acceptance was removed. This can explain that some studies do not show significant differences in performance between participation and nonparticipation when there is no variance in acceptance.

Hypothesis 2: Goal acceptance is a mediating factor between participation in target setting and task performance. Participation will be positively related to goal acceptance and goal acceptance will be positively related to task performance. 

3.2.2 The mediating role of procedural justice

Renn (1998) also describes the mediating role of procedural justice perceptions. He makes a distinction between procedural justice and distributive justice, in which the former refers to the perceived fairness of the process leading to a decision, while the latter refers to the perceived fairness of the decision outcome. Korsgaard and Roberson (1995) describe procedural justice as the perceived fairness of the procedures to make decisions. Theories on procedural justice provide strong support for the positive relationship between voice and procedural justice judgments. Also, the opportunity for subordinates to express their preferences before and after setting a performance goal enhanced procedural justice judgments (Renn, 1998). Renn refers to an unpublished doctoral dissertation of Early (Informational Mechanisms of Participation Influencing Goal Acceptance, Satisfaction and Performance, 1984) in which he found that subordinates who have the opportunity to voice their opinion about a goal-setting procedure had significantly higher performance than subordinates who had no opportunity to voice. The research Renn (1998) conducted showed that participation was positively related to procedural justice perceptions, which supported the hypothesis that process control enhances procedural justice perceptions. Korsgaard and Roberson (1995) hypothesize that procedural justice can enhance positive attitudes toward decisions that otherwise might be viewed negatively. In their research they distinguish between the instrumental and non-instrumental effects of voice. Instrumental voice provides the perception of indirect control over decisions where direct control is not possible. The attitude towards the decision is affected because people feel they had a chance to indirectly influence the decision. 

Hypothesis 3: Procedural justice perceptions of goal-setting procedures will mediate the participation-task performance relationship. Specifically, participation will be associated positively with perceptions of procedural justice. Procedural justice perceptions, in turn, will be positively related to task performance.

Procedural justice may also mediate the relationship between participation and goal acceptance (Renn, 1998). When the decision-making process is perceived as fair due to participation, this participation, thus enhances the perceived fairness of the decision outcome, and hence, enhances the acceptance of the decision outcome. Empirical support for this relationship is found in research examining reactions to dispute-resolution procedures. Satisfaction was highest when a high level of participation was established instead of a low level of participation.
Hypothesis 4: Procedural justice perceptions will mediate the relationship between participation and goal acceptance. Specifically, participation will be associated positively with procedural justice perceptions. Procedural justice perceptions, in turn, will be associated positively with goal acceptance. 

Nevertheless, in the research conducted by Renn (1998), procedural justice perceptions showed not to be related to goal acceptance or task performance. An explanation for the lack of support for the mediating role of procedural justice between participation and goal acceptance can be that favorable outcomes (i.e. high distributive justice) can weaken or completely undo the effects of procedural justice. Several other researchers (Alexander & Ruderman, 1987; Folger & Konovsky, 1989; McFarland & Sweeney; Korsgaard & Roberson, 1995) underlined the importance of controlling for distributive justice in measuring the relative influence of procedural justice. So, to find support for hypothesis 3 and 4, it is important to measure distributive justice and to control for this variable. This is why I will measure distributive justice and control for this variable in my research.
3.2.3 The mediating role of goal commitment

Klein et al. (1999) refer to goal commitment as one’s determination to reach a goal. Locke, Latham and Erez (1988) describe the determinants of goal commitment, which are divided into external factors, interactive factors and internal factors. In 2.1.2 I described the goal-setting theory, which assumes that performance is better when goals are made specific. But this goal setting does not work when there is no goal commitment. It is important to distinguish between goal acceptance and goal commitment; goal commitment refers to one’s attachment or determination to reach a goal and it can be applied to all kinds of goals, whether self-set, participatively set or assigned, while goal acceptance can be seen as a type of commitment, but specifically for commitment to a goal that is assigned. According to Klein et al. (1999) high performance is achieved only when both goal difficulty and goal commitment are high. When commitment is low, a higher performance on difficult goals is not achieved, as well as high commitment on easy goals. In other words, there should be a strong linear relationship between goal difficulty and performance when commitment to goals is high, and goal difficulty should be unrelated to performance when goal commitment is low. The authors conducted a meta-analysis based on 83 independent samples and found support for their hypothesis that there is a positive relationship between goal commitment and performance and that the significant amount of variability in this relationship is not explained by sampling error or artifacts. Also, they found that the relationship between commitment and performance was stronger for difficult goals compared to easy goals.

According to Locke, Latham & Erez (1988) there is a significant relationship between goal commitment and task performance. In their article it is shown that there are several factors affecting goal commitment, one of these factors is participation. However the findings of the effects of participation on goal commitment are contradictory (eight out of nine experiments studied by Locke, Latham & Erez found no differences in goal commitment assigned or participatively set goals), there are some studies favoring participative goal setting over assigned goal setting. Also, these studies found significant relationships between goal commitment and performance. Erez & Kanfer (1983) also conclude that participation in goal setting provides individuals feelings of control over their own actions. These feelings are positively related to goal commitment. 
Hypothesis 5: Goal commitment will mediate the participation-task performance relationship. Specifically, participation will be associated positively with goal commitment. Goal commitment, in turn, will be positively related to task performance.

3.2.4 The mediating role of trust in superior 
Dirks & Ferrin (2001) give an overview of the role that trust plays within organizations. Numerous researchers agree that trust generates great benefits for organizations, but they do not all agree on how these benefits occur. The authors refer to some studies that show the direct effect of trust on different outcomes. The studies that are relevant for this research in the field of individual performance are Oldham (1975) and Rich (1997).
According to Latham & Locke (1979) there are some preconditions for a goal setting procedure to work. The manager must ensure that the subordinates will accept and remain committed to the goals. For this process it is important that subordinates trust their superior, because if they perceive the goals as a means of exploitation, they will be likely to reject the goals. 

Hypothesis 6: Trust will mediate the trust-task performance relationship. Specifically, trust in the superior enhances goal commitment. Goal commitment, in turn, will be positively related to task performance.

Rich (1997) examines the relationship between trust in sales manager and the overall performance. In his research, trust is defined as the extent to which a salesperson has confidence in the manager’s reliability and integrity. The relationship between a salesperson and his/her manager is characterized by an exchange process. This means that the manager provides direction, advice and praise or punishment in exchange for the work effort and performance of the salesperson. To the salesperson, the manager is an exchange partner, who can or cannot be trusted. If the exchange partner, in this case the sales manager, is trusted, that person strongly intends to rely on and is therefore very loyal to the exchange partner. Rich expects that this trust in the sales manager leads to better overall job performance of the salesperson. The hypothesis of Rich, that the more salespeople have trust in their sales manager, the greater is salespeople’s overall performance, was found to be statistically significant.
Hypothesis 7: Trust in the superior has a positive effect on task performance.

Oldham (1975) tested the hypothesis that the more positively a subordinate perceives his supervisor (including the extent to which the subordinate perceives the supervisor as being a trustworthy, dependable and reliable individual), the greater the likelihood that he/she will accept the supervisor-assigned performance goals. Even though Oldham examines assigned goal-setting, his research can still be used. Oldham uses three items to test goal acceptance. Supervisory type was significantly related to one of the items measuring goal acceptance, namely the intention to complete the assigned goal. Specifically, in the positive supervisory condition, 80% of the subjects stated an intention to complete their goal.
Hypothesis 8: Trust in the superior enhances goal acceptance. Goal acceptance, in turn, will be positively related to task performance.
3.3 Conclusion

This chapter is used to formulate the hypotheses used in my research. The starting point of this process was the article ‘Participation's Effect on Task Performance: Mediating Roles of Goal Acceptance and Procedural Justice’ written by Renn (1998). Hypotheses about the direct relationships between task performance and respectively participation were formulated, just as hypotheses about the mediating roles of goal acceptance, goal commitment and procedural justice in the relationship between participation and task performance. Besides that, an hypothesis was formed about the mediating role of procedural justice in the relationship between participation and goal acceptance. The last two hypotheses formulate the mediating role of goal acceptance and goal commitment in the relationship between trust and task performance.
Chapter 4: Research Design
In this chapter I will move from describing the theoretical background from previous literature towards the design of my own research. To begin with, I will give a description of the research I want to conduct. I will define my research method and my sample. In the section that follows I will give an overview of the research model and the measurement of the different variables. 

4.1 Sample and research site
The starting point of my research will be a situation in which participation is already used.  I will test my hypotheses by conducting a survey at the Personal Banking departments of some local Rabobanks which use participation in target setting. According to Brownell and Dunk (1991, p. 695) it is not uncommon for empirical studies in this field to use a sample from a single organization. I will also use a sample from one single firm, because I think this will eliminate the difference in control variables. I will perform my research at a number of local Rabobanks, which are part of the Rabobank Group. Because each local Rabobank is operating independently, it is possible for me to make a comparison between different local banks.

The Rabobank Group is an international financial service provider, which operates at the basis of cooperative principles. Rabobank Group is comprised of independent local Rabobanks and Rabobank Nederland, their central organization, and its subsidiaries (Rabobank Group). There are 161 independent local Rabobanks, which have a staff of nearly 29.000 people, and forms one of the densest banking networks in the Netherlands. Clients can become members of their local Rabobank, and the local Rabobanks are members and shareholders of Rabobank Nederland. Rabobank Nederland is the supralocal cooperative organization that advises the local banks and supports their local services. Is also supervises the solvency, liquidity and internal control structure of the local Rabobanks. Rabobank Nederland acts as the holding company of a number of specialist subsidiaries, both in the Netherlands and abroad. 

The Rabobank organization has a general reward system for all their employees at local Rabobanks. The financial reward for employees consists of a fixed salary and a yearly bonus. This bonus depends on the performance on both individual targets and overall targets of the bank, in which the results on the individual targets receives two times the weight that the overall targets receive.

I contacted 24 local Rabobanks and asked them to cooperate in my research. 19 of them responded, at first hand 6 of them were positive about the research and wanted to cooperate. I interviewed the managers of the Personal Banking department of the six local Rabobanks to get an idea of how the target setting process at each bank takes place. During this interviews one of the managers decided to withdraw from the research, and another local Rabobank decided to withdraw from the research at the last moment, which left me with a sample of 4 local Rabobanks. Below, I will give a description of the local Rabobank, its Personal Banking department and their target setting process. 

4.1.1 Rabobank A
Description

Rabobank A is a local bank in the province Flevoland. The bank has 3 offices where private persons can arrange their banking activities. Rabobank A has around 200 employees, of which 40 work at the department for personal banking. The department for personal banking has a manager, she has the responsibility over three supervisors, who all have a group of employees under their control.

Target setting process

The target setting process at Rabobank A for the next year begins at the end of December. The manager looks at the results of the past year to see what is a reasonable target for the whole personal banking department and discusses this with the control department. The control department compares this target with the balance sheet for next year to see what the results should be. The manager and the control department try to find a balance between the overall target of the bank and reachable targets for the employees. Together with the supervisors the manager discusses the personal banking target and divides it into three targets for the three different subgroups. Employees make a proposal for their individual targets for each product group for next year which they discuss with their supervisor. Together with the supervisor they determine the final targets; every employee can have a different target. 

4.1.2 Rabobank B
Description

Rabobank B is a local bank in the province Zuid-Holland. The bank has six offices in five different villages. Two years ago the bank merged. The total number of employees is around 250, the number of employees at the personal banking department is 47. The Personal Banking department of Rabobank B consists of three teams of Sales & Service employees and one call centre, each of these four teams has its own supervisor. 
Target setting process

The target setting process at Rabobank B starts at the end of each year. Each department gets its team goal from the board of directors. In the establishment of this team goal only the team supervisors are involved. At the Sales & Service department not everyone has the same goals; this depends on the experience of the employee. The definite height of the goals is being set in consultation with the employee and its team supervisor. 
4.1.3 Rabobank C
Description

Rabobank C is a local Rabobank in the province Zuid-Holland. The bank has around 120 employees of which around 25 work as Personal Banking advisor. Rabobank C has three offices in two towns, which have a total of 150.000 residents. 
Target setting process 

At Rabobank C the strategic plan is made by the board of directors and the management team. They also draw up the overall annual goal for the bank and decide on the goals for each department. For the Personal Banking department, the manager sets the goals for each team. Within each team every employee has the same goals.
4.1.4 Rabobank D
Description

Rabobank D is a local bank in the province Overijssel. The bank has eight offices where private persons can arrange their banking activities. Rabobank D has around 250 employees, of which 11 work at virtual office of the department for personal banking.

Target setting process

At the end of each year the board of directors and the management team draws up the annual strategic plan of the bank. At these sessions one employee of each department is present to participate in the strategic plan. After the strategic plan is made the board of directors and the management team sets the overall annual goals of the bank for each department. The supervisors consult their employees about their goals, but the final decision about the goals is made by the supervisor. Every Personal Banking advisor has the same goals.
4.2 Respondents

The ‘level of analysis’ will be at the individual level. The subordinates will be asked to fill out a questionnaire in which I ask them how much influence they feel they have on the target set. I will focus on the employee-perception of participation (and not on the level of participation as indicated by the manager), because I think the perception of the employee has influence on his/her target achievement (see Appendix B for the questionnaire).
	Rabobank
	Number of employees

	A
	40

	B
	11

	C
	21

	D
	23

	Total sample
	95


Table 1 Total sample
4.3 Research model

Figure 1 gives the design of the research model. The independent and dependent variables are stated in the figure. How they are measured will be described below. 
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Figure 1 Research Model
4.3.1 Measurement of participation

I will measure participation on the individual, employee level, as I am interested in the employee perception of participation. This means I want to know how involved the employees feel in target setting, how much they feel they can influence the budget and if they feel like they are taken seriously. I will test this by giving employees questionnaires in which I ask them how much they feel they can participate in setting targets. Just as Milani (1975) I choose to use a participation continuum to determine the extend of participation from each employee. This continuum ranges from no participation to complete participation. At one end of the continuum there are employees that feel like they participate a lot, while employees at the other end of the continuum feel they don’t participate at all. 
The questions asked were: ‘I was involved in the setting of my performance goals’, ‘My superior provided me with explanations when the performance goals were revised’, ‘There were discussions about the performance goals initiated by myself’, ‘I had influence on the final performance goals’, ‘I had a relevant contribution in the determination of the performance goals’, ‘There were budget-related discussions initiated by my superior during the period the performance goals were set’ (Milani, 1975), and ‘Compared to my superior, I had a lot of influence on the determination of my performance goals’, ‘I felt I had influence on and/or control over the determination of the performance goals’ ‘My performance goals are really quotas set by administration’ (reverse-scored) (Renn, 1998). All nine items were measured with a five-point Likert-type scale, with 1 = strongly disagree and 5 = strongly agree. 
4.3.2 Measurement of performance variables

In my research I will measure the performance of the employees by asking the manager the target achievement of the employee; this is done by comparing the target with the actual performance. Performance was calculated by the following equation:
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For each performance goal of the subordinate, the equation was used to calculate the performance in terms of percentage. All of the performance goals (in terms of percentage) of the subordinate were added and divided by the number of performance goals to calculate the average performance of each subordinate.
Besides the numeric results on the goals calculated by the employees’ supervisors I also asked the employees to rate their performance in terms of  ‘bad’, ‘reasonable’,  ‘good/at target’, ‘excellent’ and ‘superb’. So, a self-reported measure of performance and a objective measure of performance was used.
4.3.3 Measurement of goal acceptance
To measure goal acceptance, I used the three questions set up by Renn (1998): ‘Acceptance of a goal means assuming the goal as your own personal goal for the task. To what extent did you accept the performance goal?’, ‘In your opinion, how reasonable was your performance goal?’ and ‘To what extent did you honestly accept your performance goal?’. All three items were measured with a five-point Likert-type scale, with 1 = strongly disagree and 5 = strongly agree.
4.3.4 Measurement of goal commitment

There are different ways to measure goal commitment: directly, indirectly and by inference. By asking employees about their commitment directly, it is assumed that employees can introspect well enough to detect varying degrees of commitment and that they can indicate those degrees correctly. Leifer & McGannon (1986) found that commitment to a goal can be measured by asking respondents how enthusiastic they were in trying to achieve their goal. This emotion-focused factor was positively related to performance (Locke, Latham, & Erez, 1988). Indirect measurement of goal commitment measures the discrepancy between an assigned goal and the actual goal the employee is trying to reach. The last way to measure goal commitment is by inference from performance. 
The questions used to measure goal commitment were derived from Latham & Steele (1983). Although Latham & Steele use the questions to measure goal acceptance, I use them to measure goal commitment. ‘Commitment to a goal means acceptance of it as your own personal goal and your determination to attain it. How committed were you to attaining the goal that was set?’, ‘How important was it to you to at least attain the goal that was set?’, ‘To what extent did you strive to attain the goal that was set?’ and ‘How reasonable was the goal that was set to you?’. All three items were measured with a five-point Likert-type scale, with 1 = strongly disagree and 5 = strongly agree.
4.3.5 Measurement of procedural justice

Measurement of procedural justice will be done according to the measures used by Renn (1998). He used three items, and asked employees to, ‘Indicate how fair the procedures of the goal setting program were’, ‘Indicate how fair the goal appeal procedures were’ and asked ‘How fair was your performance goal’. All four items were measured with a five-point Likert-type scale, with 1 = strongly disagree and 5 = strongly agree.
4.3.6 Measurement of distributive justice
Following the suggestions of Renn (1998), distributive justice is measured in my questionnaire by adding three questions set up by Korsgaard & Roberson (1995) ‘My performance appraisal was fair’, ‘I agree with my final rating’, ‘I agree with the way my manager rated my performance’ and ‘My performance appraisal fairly represented my past year’s performance’. All four items were measured with a five-point Likert-type scale, with 1 = strongly disagree and 5 = strongly agree.
4.3.7 Measurement of trust in superior

Korsgaard and Roberson (1995) use the following items to measure the trust in the superior: ‘Taking all things into consideration, I am satisfied with my manager’, ‘My manager is honest in his/her dealing with me’, ‘I trust my manager’ and ‘My manager is sincere in his/her attempt to meet my point of view’. These questions are supplemented with the following questions: ‘My manager and I both express, very openly, feelings of encouragement or disappointment or a difference in opinion’, ‘My manager and I share all relevant information and frankly explore all ideas or feelings’, and ‘My experience of the last 2 years has learned me that I can trust my manager’ (Lau & Buckland, 2001). All seven items were measured with a five-point Likert-type scale, with 1 = strongly disagree and 5 = strongly agree.
4.3.8 Measurement of moderator variables

As said before (see section 2.4.7) individual differences in personality and demographic information are important moderator variables and questions concerning personality and demographic information will be included in the questionnaire. 
In the questionnaire, demographic information about respondents is asked for. These questions include age, gender, education level, current position, number of years working at Rabobank, and number of years working at current local Rabobank.

4.4 Procedure

Questionnaires were sent to a population of 95 personal banking advisers of the four cooperating local Rabobanks. Participation in the study was voluntary and subjects were assured of confidentiality of results. The subjects received the questionnaire from their manager and were asked to fill out the questionnaire, so the subjects were encouraged to participate by their manager. The completed questionnaire was sent directly to the researcher without intervention of the manager. Subjects that did not return the questionnaire received several reminders by email. Six personal banking advisers indicated that they could not fill out the questionnaire because they were not working at the Rabobank in 2009, were deleted from the sample. Ultimately, 45 subjects completed and returned the questionnaire. This corresponds to a response rate of 45/89 = 50,6 percent. 
4.5 Conclusion
This chapter is used to describe the research design. I tested my hypotheses by conducting a survey at the Personal Banking departments of four local Rabobanks which use participation in target setting. 24 local Rabobanks were contacted and finally 4 banks cooperated in my research. In this chapter I gave a short description of every cooperating Rabobank and described their target setting process. The ‘level of analysis’ of my research is at the individual level, employee-perception of participation is measured in the questionnaire. Furthermore, the measurement of the different variables in the research model is explained. The procedure of my research was as follows: questionnaires were sent to the personal banking managers of each Rabobank, they handed the questionnaire to the subjects, who were asked to fill out the questionnaire. The completed questionnaire was sent directly to the researcher without intervention of the manager. Ultimately, the response rate was around 50%.
Chapter 5: Results
In this chapter the results of my questionnaire are presented. To begin with, some general outcomes like the demographic information about the respondents are given. This is followed by the description of a reliability test and testing on outliers. Next, I will explain the path analysis I conducted and the procedure I followed to calculate the path coefficients. This chapter ends with testing of the hypotheses, as stated in chapter three.
5.1 Some general results

78 % of the respondents were females. All respondents had at least a secondary school diploma and 91% had followed at least an intermediate vocational training. The average age of the respondents was about 37 years old, and average company tenure was 11,5 years. Respondents worked on average 9 years at their current local Rabobank. The overall performance of most respondents (91%) was qualified as at least ‘good/at target’, 73% of the respondents reported that they wanted to participate more in their goal setting procedure (for SPSS Output, see Appendix C I).
5.2 Reliability Test and Outliers

5.2.1 Reliability Test 

To test the reliability of the items that measure each variable included in the research design, I did a reliability test in SPSS by calculating Cronbach’s Alpha for each variable. To increase Cronbach’s Alpha, items with a Correction Item-Total Correlation lower than 0.30 were deleted to attain a Cronbach’s Alpha that was satisfactory (i.e. >0.70).
For participation (including all nine items) Cronbach’s Alpha was 0.810. Item 1.5 had a Correction Item-Total Correlation of 0.145, after the deletion of item 1.5; Cronbach’s Alpha increased to 0.840. Cronbach’s Alpha increased to 0.875 when item 1.8 was deleted (with a Correction Item-Total Correlation of 0.124). The reliability test for participation lead to the deletion of the items 1.5 and 1.8. No further items were deleted because this would not significantly enlarge Cronbach’s Alpha. For SPSS Output, see Appendix C.II. 
Cronbach’s Alpha of respectively procedural justice (including all three items),  distributive justice (including all four items), goal acceptance (including all three items), goal commitment (including all three items), and trust (including all seven items) were 0.768, (for SPSS Output, see Appendix C.III), 0.937 (for SPSS Output, see Appendix C.IV), 0.849 (for SPSS Output, see Appendix C.V), 0.865 (for SPSS Output, see Appendix C.VII), 0.919 (for SPSS Output, see Appendix C.VIII).
5.2.2 Outliers

Z-scores are used to trace outliers. Outliers are important in a negative sense because they can lead to misleading information if they are not recognized; in a positive sense outliers can point attention to exceptional cases, which can give information about the functioning of normal patterns (Dalen & Leede, 2009). The Z-scores of all variables in the model are calculated in SPSS and dot not show extreme outliers, this means no Z-scores above 3 or beneath -3 (for SPSS Output, see Appendix C.IX).
5.3 Path analysis 
To test the stated hypotheses of the research model I conduct a path analysis. Path analysis is a straightforward extension of multiple regression. Its aim is to provide estimates of the magnitude and significance of hypothesized causal connections between sets of variables (Webley & Lea, 1997). According to Miller & Salkind (2002) six steps have to be taken in the application of path analysis:

1. Develop a causal scheme or model;
2. Establish a pattern of associations among the variables in the sequence;
3. Depict a path diagram;
4. Calculate path coefficients for the basic model;
5. Test for the “goodness of fit” with the basic model;
6. Interpret the result.
5.3.1 Develop a causal scheme or model

The input path diagram is the research model I’ve described in the last chapter. This model will be used to test the relationships between the variables. The research model leads to the following equations:
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5.3.2 Establish a pattern of associations among the variables in the sequence
According to the second step of Miller & Salkind (2002) a pattern of association of the variables has to be established. To do this a correlation matrix (table 2) is developed (for SPSS Output, see Appendix C.X).
	
	
	Participation
	Procedural Justice
	Distributive Justice
	Goal Acceptance
	Goal Commitment
	Trust
	Performance

	Participation
	Pearson Correlation

N
	1

45
	.616*
45
	.351*
45
	.661*
45
	.272
45
	.512*
45
	.128
37

	Procedural 

Justice
	Pearson Correlation

N
	—
	1

45
	.457*
45
	.663*
45
	.241
45
	.468*
45
	.163
37

	Distributive 

Justice
	Pearson Correlation

N
	—
	—
	1

45
	.336*
45
	.318*
45
	.560*
45
	.044
37

	Goal 

Acceptance
	Pearson Correlation

N
	—
	—
	—
	1

45
	.413*
45
	.469*
45
	.225*
37

	Goal 

Commitment
	Pearson Correlation

N
	—
	—
	—
	—
	1

45
	.317*
45
	.215
37

	Trust
	Pearson Correlation

N
	—
	—
	—
	—
	—
	1

45
	.170
37

	Performance
	Pearson Correlation

N
	—
	—
	—
	—
	—
	—
	1

45


Table 2 Correlation Matrix; *, Correlation is significant at the 0.005 level (2-tailed)
The first row of this correlation matrix shows that participation has positive and significant correlations with procedural justice, goal acceptance, trust, goal clarity and distributive justice. The highest correlation is shown by goal acceptance (r = 0.661), followed by procedural justice (r = 0.616), trust (r = 0.512), goal clarity (r = 0.460) and distributive justice (r = 0.351). Procedural justice, in turn, shows significant and positive correlations with goal acceptance (r = 0.663), trust (r = 0.486) and distributive justice (r = 0.457). As can be seen on the third row, there is a positive and significant relationship between distributive justice and goal acceptance (r = 0.336), goal commitment (r = 0.318) and trust (r = 0.560). Goal acceptance shows positive and significant relationships with goal commitment (r = 0.413) and trust (r = 0.469). The last significant and positive relationship is between trust and goal commitment, with a correlation of 0.317. It attracts attention that performance shows no significant correlations with any of the variables in the model. I will try to explain this outcome in chapter 6.

In chapter 3 I formulated hypothesis 3, which stated that procedural justice perceptions of goal-setting procedures will mediate the participation-task performance relationship, and hypothesis 4, which stated that procedural justice perceptions mediate the relationship between participation and goal acceptance. Because Renn (1998) found no relationship between procedural justice perceptions and goal acceptance or task performance, he suggested that distributive justice should be added ad control variable. In the correlation matrix above, distributive justice shows to have a positive and significant correlation with almost all variables in the research design, which gives us reason to add distributive justice as a control variable in the calculation of the path coefficients.
5.3.3 Depict a path diagram
The path diagram is visualized in figure 2.
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Figure 2 Path Diagram
5.3.4 Calculate path coefficients for the basic model
The path coefficients reflect the amount of direct contribution of a given variable on another variable when effects of other related variables are taken into account (Miller & Salkind, 2002). To compute the path coefficients we use the equations described in section 5.2.1. These equations are treated as multiple-regression equations; the resulting standardized regression coefficients provide the path coefficients (Bryman & Cramer, 1997). The regression coefficients are calculated in SPSS by doing a linear regression, with ‘distributive justice’ as control variable (see section 3.2.2, hypothesis 4 and section 5.2.2 for the explanation of the control variable; for SPSS Output, see Appendix C.XI). 
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Figure 3 Path diagram with Regression Coefficients
To compute the overall impact of a variable on performance (the effect coefficients), the direct effect and the indirect effects of this variable on performance are added (Bryman & Cramer, 1997). This leads to the following overall effects on task performance:
[image: image9.png]Total effect of trust on task per formance =

0177 + (0.142  0.160) + (0.117x 0.170) = 0.220




[image: image10.png]Total ef fect of goal acceptance on task performance = 0.170




[image: image11.png]Total ef fect of goal commitment on task per formance = 0.160




[image: image12.png]Total ef fect of procedural justice on task per formance =
0057+ (0.401 % 0.170) = 0.125




[image: image13.png]Total ef fect of participation on task performance =
—0.132+ (0.520 * 0.057)+ (0.369+ 0.170) + (0.132% 0.160) +
(0.520+ 0.401+0.170) = 0.017




The effect coefficients show that trust has the largest total effect on performance, with an effect coefficient of 0.220. The total effect on performance of the variables goal acceptance, procedural justice and goal commitment is also positive. The total effect of participation on performance is still positive, but not very large, this is mainly caused by the negative direct effect of participation on performance. 
5.3.5 Test for the “goodness of fit” with the basic model

According to Miller & Salkind (2002) there are three general approaches to test for the goodness of fit between the observed data and the basic model. The partial regression coefficients and the coefficients of determination (R2) can be used to examine the amount of variation in dependent variables that is explained by variables linked as specified in the model. 
	Dependent Variable
	Goal Acceptance
	Goal Commitment
	Procedural Justice
	Performance

	Participation
	0.369*
	0.132
	.0520*
	-0.132

	Goal Acceptance
	—
	—
	—
	0.170

	Goal Commitment
	—
	—
	—
	0.160

	Procedural Justice
	0.401*
	—
	—
	0.057

	Trust
	0.117
	0.142
	—
	0.177

	Coefficient of Determination (R2)
	0.550
	0.142
	0.446
	0.089


Table 3 Partial Regression Coefficients (Standardized Beta Coefficients) and Coefficients of Determination
Table 4 shows that the coefficient of determination of goal acceptance is 0.550, which means that 55% of the variation in goal acceptance can be accounted for by the variables procedural justice and trust. Similarly, 14,2% of the variation in goal commitment is explained by trust and participation, and 44,6% of the variation in procedural justice is explained by participation. Finally, 8,9% of the variation in performance is due to goal acceptance, goal commitment, procedural justice, trust and participation. It is noteworthy to say that procedural justice and participation are not very helpful in explaining the variance. The unexplained variation, i.e. the variation that is not explained by the model, of performance is 91,1% (1 - R2; 1 - 0.089), this is not really a satisfactory outcome. 
5.4 Testing of hypotheses

In the following section the hypotheses, which were stated in chapter 3 of this thesis, are being tested.

Hypothesis 1
Hypothesis 1 presumed that there was a direct and positive relationship between participation an task performance. Although the literature was ambiguous about this relationship and a lot of research pointed towards an indirect relationship between participation and task performance, I decided to test this hypothesis and added it to the research design. The regression analysis of the questionnaire showed that there is no significant relationship between participation and task performance, so hypothesis 1 is rejected.

Hypothesis 2

Hypothesis 2 assumes that goal acceptance has a mediating role in the relationship between participation and task performance. Goal setting literature provided a strong basis to believe that there are strong relationships between participation and goal acceptance, and between goal acceptance and task performance. Regression analysis did not completely support this hypothesis. Although there is a significant and positive relationship between participation and goal acceptance, analysis did not show a significant relationship between goal acceptance and task performance, so hypothesis 2 is partly rejected. The small number of observations of performance can be a reason for not finding a significant relationship between goal acceptance and task performance. Because the goal setting literature is tested extensively, I still presume that this hypothesis is true and it is due to the small sample size that this hypothesis is not completely supported.

Hypothesis 3

Hypothesis 3 presumes that procedural justice perceptions mediate the relationship between participation and task performance. It stems from the questionnaire that participation is in fact positively and significantly related to procedural justice, but no significant relationship is found between procedural justice and task performance. Hypothesis 3 is therefore only partly supported.
Hypothesis 4

The fourth hypothesis of this thesis makes the presumption that procedural justice fulfills a role as mediator in the relationship between participation and goal acceptance. As suggested by Renn (1998) distributive justice is used as a control variable to prevent that favorable outcomes weaken or undo the effects of procedural justice. Regression analysis shows that both the relationship between participation and procedural justice, and the relationship between procedural justice and goal acceptance are positive and significant. Hypothesis 4 is therefore accepted.
Hypothesis 5

Hypothesis 5 presumes that goal commitment will mediate the  participation-task performance relationship. Goal-setting theory assumes that performance is better when goals are made specific and if subordinates are committed to their goals. Unfortunately, both relationships are not significant, so goal commitment is no mediating factor in the relationship between participation and task performance. That the relationship between goal commitment and task performance is not significant can be caused by the limited number of observations on performance. 

Hypothesis 6

Hypothesis number 6 makes the presumption that goal commitment mediates the relationship between trust in the superior and task performance. Goal-setting theory describes the important role of trust in the goal setting process, without trust in the superior employees will not stay committed to the goals that are set. The regression analysis shows that the relationship between trust and goal commitment is not significant, even as the relationship between goal commitment and task performance. 

Hypothesis 7

The seventh hypothesis presumes that trust has a positive and direct effect on task performance. In this particular research there was not found a significant relationship between trust and task performance.
Hypothesis 8

The last hypothesis, hypothesis 8, assumes that goal acceptance is influenced by trust. Goal acceptance, in turn, will be positively related to task performance. In this particular research there was not found a significant relationship between trust and goal acceptance. The same is true for the relationship between goal acceptance and task performance.

5.5 Conclusion
Chapter five is used to describe the results of the conducted questionnaire. Some general results were given: 78% of the respondents were female and 91% had at least an intermediate vocational training diploma. Average age of the respondents was around 37 years old and they worked on average 9 years at their current local Rabobank. No less than 73% of the respondents would like to participate more in the determination if their own goals. After conducting a reliability test and localizing outliers, a regression analysis is done to calculate the path coefficients of the research model. Also, the total effect (direct and indirect effect) of all variables are calculated, which shows that the total effect of trust is the largest. The goodness of fit of the research model is tested by looking at the coefficient of determination (R2). With an R2 of 0,089, 8,9% of the variation in performance is due to goal acceptance, goal commitment, procedural justice, trust and participation. The unexplained variation of performance is 91,1% (1 - R2; 1 - 0.089), which is not really a satisfactory outcome. At the end of this chapter the eight hypotheses which were stated in chapter three were tested. Only hypothesis 4 (procedural justice perceptions will mediate the relationship between participation and goal acceptance) was completely accepted. Hypotheses 2 (goal acceptance is a mediating factor between participation in target setting and task performance) and 3 (procedural justice perceptions of goal-setting procedures will mediate the participation-task performance relationship) are partly supported. All other hypotheses were not supported and therefore rejected.
Chapter 6: Discussion and Conclusion
This chapter is used to evaluate the results from the questionnaire, as described in chapter five. The first section gives a short summary and describes the general conclusion of my research. Next, a interpretation of the results is given. This is followed by stating the most important limitations of my own research. I will conclude this chapter by giving some recommendations for further research and for practice.

6.1 Conclusion
At the beginning of this thesis stated the following research question:
“What are the effects on participation in target setting on performance, and through which mediating factors are these effects reached?”

The relationship between participation and task performance is a well known subject in the economic and organizational literature. Especially goal setting theory is discussed and tested extensively. This thesis was based on the research conducted by Renn (1998) who concluded that goal acceptance has a mediating role in the relationship between participation and task performance. Renn did not find support for the mediating role of procedural justice. The model suggested by Renn was elaborated with the variables goal commitment and trust, and distributive justice was added as control variable.
The direct relationship between participation and performance could not be found in this research. In the regression analysis of this research, not a lot of relationships of the initial research model showed to be significant. The reason for this is the limited number of observations. Because of this only one hypothesis is proven to be true, this is hypothesis 4. Procedural justice is  in fact a mediating factor in the relationship between participation and goal acceptance. Hypothesis 2 is partly supported; there is only a significant relationship between participation and goal acceptance, but the relationship between goal acceptance and task performance is not proven to be significant. So if we look at the mediating variables in the relationship between participation and task performance there is strong evidence for the mediating roles of goal acceptance, procedural justice and trust. Although their relationships with task performance are not significant, literature provides enough evidence and our sample is just too small to find significant relationships with performance.
To summarize: the most important results are that there is no direct effect from participation on task performance. Also, there is no indirect effect of participation on task performance through goal acceptance, procedural justice or goal commitment. There is in fact, a direct and positive effect of participation on procedural justice and goal acceptance, but not on goal commitment. Finally, participation has an indirect effect on goal acceptance through procedural justice.

6.2 Interpretation of the results

If we look at the direct effect of the different variables on task performance, we see that participation has no direct and positive effect on performance. Procedural justice, goal acceptance, goal commitment and trust also do not have a direct and positive effect on performance. The biggest direct effect on performance is caused by trust, with a regression coefficient of 0.177, but this effect is also not significant.
Although in my research model trust is independent from participation, the mediating role of trust is also tested. This is done because it follows from the correlation matrix that participation and trust are positively and significantly correlated (r = 0.481). So, it can be assumed that participation also influences trust. A regression is conducted to test this assumption and in fact, participation has a positive and significant effect on trust (with a regression coefficient of 0.512). So, participation is positively and significantly related to goal acceptance, procedural justice and trust. Besides, we find no effects of trust on goal acceptance, which was assumed in my research model.

The most important results are that there is no direct effect from participation on task performance. Also, there is no indirect effect of participation on task performance through goal acceptance, procedural justice or goal commitment. There is in fact, a direct and positive effect of participation on procedural justice and goal acceptance, but not on goal commitment. Finally, participation has an indirect effect on goal acceptance through procedural justice.

An explanation of the lack of relationship between participation and task performance can be a low variance in participation while there is a large variance in task performance. Table 4 shows the mean participation and task performance per local Rabobank with their standard deviations. From this table we can see that the variance on participation for each local Rabobank is quite small, while the variance on task performance for each local Rabobank is very large. This can be an important explanation for the nonexistence of an relationship between participation and task performance.
	Variable
	Rabobank
	Minimum
	Maximum
	Mean
	Std. Deviation

	Participation
	overall
	1.29
	4.29
	3.02
	0.73

	
	A
	1.43
	3.29
	2.52
	0.47

	
	B
	1.29
	3.71
	2.5
	1.72

	
	C
	2.00
	4.29
	3.35
	0.71

	
	D
	2.14
	3.86
	3.20
	0.57

	Task Performance
	overall
	-73.00
	172.33
	9.57
	43.81

	
	A
	-31.64
	94.81
	16.83
	39.04

	
	B
	n.a.
	n.a.
	n.a.
	n.a.

	
	C
	-73.00
	172.33
	-2.65
	57.58

	
	D
	-16.42
	43.31
	17.24
	21.96


Table 4 Variance of Participation and Task Performance
Furthermore, we can see from table 4 that average overall participation is 3.02, which is, on a scale from 1 to 5, not very high. The average participation varies between the different local Rabobanks from 2.5 at Rabobank B to 3.35 at Rabobank C. The average participation of Rabobank A and B is below the average overall participation of 3.02, while the average participation of Rabobank C and D is above the average overall participation. From this it can be concluded that the degree of participation at Rabobank C and D is higher than at Rabobank A and B, which is what I expected at forehand (see chapter 4.1). 
In the questionnaire, the respondents were also asked to rate their performance in terms of  ‘bad’, ‘reasonable’,  ‘good/at target’, ‘excellent’ and ‘superb’. So, a self-reported measure of performance and a objective measure of performance was used. Because no relationship was found between task performance and any of the variables in the research model, I also conducted a regression with the self-reported measure of performance instead of the objective measure of performance. Here, there were also no significant relationships between performance and any of the variables in the research model.
6.3 Limitations 
A serious limitation of this research is the fact that we only have 45 respondents. For performance we only have 37 observations, while performance is the most important variable in the research model because performance as dependent variable has the most predictors. Because of this small sample, it is almost impossible to find significant effects of any variable on performance. This can explain the fact that I did not find a significant effect from any of the variables on performance, not even through goal acceptance, while there is a lot of scientific evidence, among others the goal setting literature, that goal acceptance leads to better task performance. 
As mentioned in chapter two, when participation is used, the target set is also influenced by the participant. Because of this, it is more difficult to evaluate the performance of the subordinates by comparing his/her target with his/her actual performance. In literature on budgeting, the terminology budgetary slack is used. Dunk (1993) mentions that participation may result in budgetary slack.
The questionnaire measures some things that are not used for further research. The questionnaire included some questions concerning goal clarity, but this variable is not included in the research model. Following research of  Latham and Marshall (1982)  individual differences in personality and demographic information were measured in the questionnaire. Internal-external control was measured in the questionnaire by a shortened version of the I-E Scale designed by Rotter (1966). Following the advice of Cherlin and Brookover Bourque (1974), the four items referring to education and the five items referring to political and world affairs are deleted from the questionnaire. Rotter (1966) hypothesized that people develop a generalized expectancy concerning their ability to control life's events (Cherlin & Brookover Bourque, 1974, p. 565). People who believe they can influence the course of their own life themselves have an expectancy of internal control, while people that believe that the course of their lives is determined by luck, chance or fate have an expectancy of external control. The shortened version of the I-E Scale consisted of twenty questions and was measured with a seven-point Likert-type scale, with 1 = always and 7 = never. Although measured in the questionnaire, the results of the I-E Scale were not used.
In this research the goal setting procedure at the Rabobank is examined. Therefore, external validity is put at risk because of the use of data from one single organization. Using a sample from a single organization makes it difficult to replicate the research by other researchers because of the systematic differences between the organizations (Brownell & Dunk, 1991).

6.4 Recommendation for future research
Future research has to be done to find evidence for the hypotheses stated in this thesis. Because the sample of the research was too small to find significant relationships between the variables, there has to be conducted further research on a larger scale to find proper evidence to accept or reject the stated hypotheses. Besides conducting the research at a larger scale, it should also be conducted at more than one organization to guarantee external validity.

In my opinion, the mediating roles of procedural justice, trust and goal acceptance in the relationships between participation and performance are most likely to show significant results in other researches. Also the mediating role of procedural justice in the relationship between participation and goal acceptance showed to be significant. In figure 4 I present an alternative research model which can be used for further research.
[image: image14.png]



Figure 4 Suggested Research Model
6.5 Recommendations for practice

Because 75% of the respondents indicate that they would like to participate more in the determination of their own goals, I would recommend local Rabobanks to investigate the possibility of giving subordinates more influence in the determination of their own goals. In the comments I received from the respondents they declared that they would like the goals to be more personal. Currently, most goals are determined by management for the whole segment and these goals are equally divided among all the employees working in the segment. Because of this, some respondents feel like there is no room for their own ideas and that the personal or educational development they still have to make is not taken into account. Other respondents suggest that goals should be determined within the team where their personal skills and competences are taken into account. Finally, the respondents feel that if they participate more in the determination of their goals, their performance evaluation will represent their work better.
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Appendix A: Request of cooperation

Beste collega,

Mijn naam is Jantine van Staveren en ik ben sinds twee jaar werkzaam als Verkoop & Service Adviseur bij Rabobank Schiedam-Vlaardingen. Daarnaast volg ik de master Accounting, Auditing & Control aan de Erasmus Universiteit te Rotterdam, op dit moment ben ik bezig met het schrijven van mijn afstudeerscriptie. 

Voor mijn scriptie doe ik onderzoek naar de effecten van participatie op een bedrijfsproces. Ik wil onderzoeken wat het effect van de karakteristieken van budgetdoelen op prestaties, en in het bijzonder op de effecten van participatie in het vaststellen van doelen (budgetary participation) op prestaties is. De onderzoeksvraag die ik in mijn scriptie hanteer is:

“Heeft participatie in het stellen van doelen een positief effect op prestaties?”

Ik richt me hierbij op het gevoel van participatie van de medewerker, omdat ik denk dat de mate van invloed die de medewerker denkt te hebben, invloed heeft op het behalen van zijn/haar doelstellingen. 

Deze onderzoeksvraag wil ik testen door het houden van een enquête onder Verkoop & Service Adviseurs bij een aantal lokale Rabobanken. In deze enquête wordt aan de medewerkers een aantal vragen gesteld over het gevoel van participatie in het vaststellen van de doelstellingen en over het gevoel van inspraak in het algemeen, daarnaast stel ik een aantal algemene vragen. Vervolgens wil ik onderzoeken of een verschillende mate van participatie ook een verschil in het behalen van doelstellingen veroorzaakt. Hiervoor wil ik kijken naar de doelstellingen voor het jaar 2009 en in welke mate deze door de individuele medewerker behaald is.

Ik zou het erg op prijs stellen als u mee wilt werken met mijn onderzoek en als ik mijn enquête onder uw medewerkers uit mag zetten en inzicht kan krijgen in de doelstellingen en werkelijke prestaties van het jaar 2009. (Als u het bezwaarlijk vindt om gegevens omtrent de doelstellingen en werkelijke prestaties van 2009 prijs te geven, is het eventueel mogelijk om alleen de enquête uit te zetten)

Op dit moment zit ik nog in een voorbereidende fase, de daadwerkelijke enquête is nog niet ontwikkeld. Voorlopig ben ik mij alleen aan het oriënteren op welke Rabobanken hun medewerking willen verlenen. Als u aangeeft mee te willen werken neem ik contact met u op zodra ik met mijn onderzoek wil gaan starten. Uiteraard krijgt u als manager eerst inzicht in de vragenlijst voordat deze wordt uitgezet.

Uiteraard ben ik bereid uw eventuele vragen te beantwoorden, neemt u dan gerust contact met mij op.

Met vriendelijke groet,

Jantine van Staveren

Appendix B: Questionnaire

VERTROUWELIJK

De antwoorden op deze enquête worden zorgvuldig en strikt vertrouwelijk behandeld door ondergetekende.

TOELICHTING

In het kader van mijn studie aan de Erasmus Universiteit Rotterdam doe ik een wetenschappelijk onafhankelijk onderzoek naar de manier waarop doelstellingen worden vastgesteld bij Rabobank en de mate van inspraak die Verkoop & Service Adviseurs hebben tijdens het vaststellen van hun PM doelstellingen. Het onderzoek vindt niet in opdracht van Rabobank plaats, wel zal een samenvatting van de resultaten verstrekt worden. De onderzoeksvraag waardoor ik mij laat leiden luidt als volgt: Wat zijn de effecten van participatie tijdens het vaststellen van PM doelstellingen bij de Rabobank?
Het onderzoek wordt begeleid door dr. J. Noeverman (noeverman@ese.eur.nl). De heer Noeverman is universitair docent Management Accounting aan de Erasmus Universiteit. Hij staat in voor de vertrouwelijke behandeling van de gegevens die in het kader van het onderzoek zijn verzameld.

Beantwoord alstublieft alle vragen. Ontbrekende antwoorden zorgen voor problemen in de verwerking van de enquête of maken die verwerking zelfs onmogelijk. Bij de meeste vragen ben ik geïnteresseerd in uw eigen mening en bestaan er geen “goede” of “slechte” antwoorden. De vragenlijst sluit af met een aantal feitelijke vragen. Deze vragen zijn noodzakelijk om tot bruikbare resultaten te komen. Ik verzoek u de verschillende vragen eerlijk in te vullen om zo te voorkomen dat de resultaten een vertekend beeld geven.

De vragenlijst bestaat uit 6 delen en is dubbelzijdig afgedrukt. Het invullen van de vragenlijst vergt naar schatting niet meer dan vijftien minuten. Ik zou het op prijs stellen als u de vragenlijst zo snel mogelijk invult.

Mocht u ergens opmerkingen bij een vraag willen plaatsen, of uw antwoord nader willen toelichten, gebruik dan gerust de ruimte in de kantlijn of aan het eind van de vragenlijst. U kunt ook een apart papiertje toevoegen. Uw opmerkingen zullen gelezen en verwerkt worden. De ingevulde vragenlijst kunt u retourneren door middel van de bijgevoegde retourenveloppe. 

Hartelijk dank voor het invullen van de vragenlijst.

Met uw vragen kunt u zich wenden tot:

Jantine van Staveren

Student Erasmus Universiteit 

Master accounting, auditing & control

Tel. 06-11354674

jantinevanstaveren@hotmail.com

Deel 1. 












In dit deel van de vragenlijst wordt uw mening gevraagd over de mate van invloed die u heeft gehad op de vaststelling van uw doelstellingen
I.
Hieronder staan stellingen over uw PM doelstellingen. Bij alle vragen is het van belang dat u de vaststellingen van het PM van 2009 in gedachten neemt. Geef aan in hoeverre u het met deze stellingen eens of oneens bent. Omcirkel steeds één antwoord per keer en maak daarbij gebruik van de volgende schaal:
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volledig mee oneens
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niet mee eens
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niet mee oneens of eens
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mee eens
































5

volledig mee eens

	
	
	volledig

mee

oneens
	niet

mee

eens
	niet mee

oneens

of eens
	mee

eens
	volledig

mee

eens

	1.
	In vergelijking met mijn leidinggevende heb ik veel invloed gehad op het vaststellen van mijn PM doelstellingen.
	1
	2
	3
	4
	5

	2.
	Ik werd betrokken in de vaststelling van mijn PM doelstellingen.
	1
	2
	3
	4
	5

	3.
	Ik heb invloed op en/of controle over het vaststellen van mijn PM doelstellingen ervaren.


	1
	2
	3
	4
	5

	4.
	Mijn leidinggevende verstrekte mij uitleg als mijn PM doelstellingen aangepast werden.
	1
	2
	3
	4
	5

	5.
	Er zijn discussies geweest over de PM doelstellingen waarbij het initiatief van mij uitging.
	1
	2
	3
	4
	5

	6.
	Ik heb invloed gehad op de definitief vastgestelde PM doelstellingen.
	1
	2
	3
	4
	5

	7.
	Ik heb een relevante bijdrage geleverd aan het vaststellen van de PM doelstellingen.
	1
	2
	3
	4
	5

	8.
	Er zijn op initiatief van mijn leidinggevende discussies geweest over de PM doelstellingen tijdens de periode dat de PM doelstellingen vastgesteld moesten worden.
	1
	2
	3
	4
	5

	9.
	Mijn PM doelstellingen zijn eigenlijk gewoon door het management vastgestelde doelen.
	1
	2
	3
	4
	5


Deel 2. 











In het vorige deel (deel 1) werd uw mening gevraagd over de mate van invloed die u heeft op uw doelstellingen. In dit deel van de vragenlijst wordt uw mening gevraagd over de manier waarop de doelstellingen zijn vastgesteld. 
I.
Hieronder staan stellingen over uw jaarlijkse PM doelstellingen. Bij alle vragen is het van belang dat u de vaststellingen van het PM van 2009 in gedachten neemt. Geef aan in hoeverre u het met deze stellingen eens of oneens bent. Omcirkel steeds één antwoord per keer en maak daarbij gebruik van de volgende schaal:






1

volledig mee oneens




























2

niet mee eens






























3

niet mee oneens of eens


























4

mee eens
































5

volledig mee eens

	
	
	volledig

mee

oneens
	niet

mee

eens
	niet mee

oneens

of eens
	mee

eens
	volledig

mee

eens

	1.
	De procedures voor het vaststellen van de PM doelstellingen waren eerlijk.
	1
	2
	3
	4
	5

	2.
	De procedures om bezwaar te maken tegen de vastgestelde PM doelstellingen waren eerlijk.
	1
	2
	3
	4
	5

	3.
	Mijn PM doelstellingen waren eerlijk. 
	1
	2
	3
	4
	5


II.
Hieronder staan stellingen over uw jaarlijkse beoordeling. Bij alle vragen is het van belang dat u de beoordeling van het PM van 2009 in gedachten neemt. Geef aan in hoeverre u het met deze stellingen eens of oneens bent. Omcirkel steeds één antwoord per keer en maak daarbij gebruik van de volgende schaal:






1

volledig mee oneens




























2

niet mee eens






























3

niet mee oneens of eens


























4

mee eens
































5

volledig mee eens

	
	
	volledig

mee

oneens
	niet

mee

eens
	niet mee

oneens

of eens
	mee

eens
	volledig

mee

eens

	1.
	De prestatiebeoordeling was eerlijk.
	1
	2
	3
	4
	5

	2.
	Ik stem in met de uitkomst van mijn prestatiebeoordeling.
	1
	2
	3
	4
	5

	3.
	Ik stem in met de manier waarop mijn leidinggevende mijn prestaties heeft beoordeeld.
	1
	2
	3
	4
	5

	4.
	De prestatiebeoordeling geeft een eerlijk beeld van mijn prestaties gedurende het afgelopen jaar.
	1
	2
	3
	4
	5


Deel 3. 

In dit gedeelte van de vragenlijst ben ik geïnteresseerd in uw mening over uw doelstellingen.

I.
Hieronder staan stellingen over de mate waarin u uw doelstellingen accepteert. Bij alle vragen is het van belang dat u doelstellingen van het PM van 2009 in gedachten neemt. Geef aan in hoeverre u het met deze stellingen eens of oneens bent. Omcirkel steeds één antwoord per keer en maak daarbij gebruik van de volgende schaal:






1

volledig mee oneens




























2

niet mee eens






























3

niet mee oneens of eens


























4

mee eens
































5

volledig mee eens

	
	
	volledig

mee

oneens
	niet

mee

eens
	niet mee

oneens

of eens
	mee

eens
	volledig

mee

eens

	1.
	Ik accepteer mijn PM doelstellingen (Met acceptatie van de doelen wordt bedoeld dat je de doelen als je eigen persoonlijke doelen voor de taak beschouwt).
	1
	2
	3
	4
	5

	2.
	In mijn optiek zijn mijn PM doelstellingen redelijk.
	1
	2
	3
	4
	5

	3.
	Ik heb specifieke, duidelijke doelen om naar te streven in mijn werk.
	1
	2
	3
	4
	5

	4.
	Ik ben vastbesloten om mijn vastgestelde PM doelstellingen te behalen.
	1
	2
	3
	4
	5

	5.
	Ik begrijp precies wat er van mij verwacht wordt op mijn werk.
	1
	2
	3
	4
	5

	6.
	Ik streef ernaar om de vastgestelde PM doelstellingen te behalen.
	1
	2
	3
	4
	5

	7.
	Als ik meer dan één doelstelling heb, dan weet ik welke het belangrijkst zijn en welke het minst belangrijk zijn.
	1
	2
	3
	4
	5

	8.
	Het is belangrijk voor mij om op z’n minst de vastgestelde PM doelstellingen te behalen.
	1
	2
	3
	4
	5

	9.
	De mensen waarmee ik samenwerk moedigen mij aan om mijn doelen te behalen.
	1
	2
	3
	4
	5

	10.
	Ik heb mijn doelstellingen daadwerkelijk geaccepteerd.
	1
	2
	3
	4
	5


Deel 4.

De volgende vragen gaan over de relatie met uw leidinggevende.
	
	
	volledig

mee

oneens
	niet

mee

eens
	niet mee

oneens

of eens
	mee

eens
	volledig

mee

eens

	1.
	Mijn leidinggevende en ik uiten beiden, heel open, gevoelens van aanmoediging of teleurstelling, dan wel een verschil van mening.
	1
	2
	3
	4
	5

	2.
	Mijn leidinggevende en ik delen alle relevante informatie en verkennen in alle openheid ideeën of gevoelens.
	1
	2
	3
	4
	5

	3.
	Mijn ervaring (in de afgelopen 2 jaar) heeft mij geleerd dat ik mijn leidinggevende kan vertrouwen. 
	1
	2
	3
	4
	5

	4.
	Alles afwegend ben ik zeer tevreden met mijn leidinggevende.
	1
	2
	3
	4
	5

	5.
	Mijn leidinggevende is eerlijk in zijn/haar omgang met mij.
	1
	2
	3
	4
	5

	6.
	Ik vertrouw mijn leidinggevende.
	1
	2
	3
	4
	5

	7.
	Mijn leidinggevende is oprecht in zijn/haar poging tegemoet te komen aan mijn gezichtspunt.
	1
	2
	3
	4
	5


Deel 5.

De volgende vragen gaan over uw gedrag op uw werk.
Hieronder staan 20 stellingen over verschillende dingen die mensen doen of proberen te doen op hun werk. Ik wil van u weten welke van deze stellingen uw gedrag op het werk het best beschrijven. Omcirkel steeds één antwoord per keer en maak daarbij gebruik van de volgende schaal:






1

altijd



























2

bijna altijd






























3

meestal

























4

soms































5

zelden






6 

bijna nooit






7

nooit




	
	
	altijd
	bijna altijd
	meestal
	soms
	zelden
	bijna nooit
	nooit

	1.
	Ik werk het beste wanneer mijn werkzaamheden redelijk moeilijk zijn.
	1
	2
	3
	4
	5
	6
	7

	2.
	Als ik kan kiezen, werk ik liever in een groep dan zelfstandig.
	1
	2
	3
	4
	5
	6
	7

	3.
	Tijdens mijn werkzaamheden probeer ik eigen baas te zijn.
	1
	2
	3
	4
	5
	6
	7

	4.
	Ik probeer een actieve rol in het leiderschap binnen de groep te vervullen.
	1
	2
	3
	4
	5
	6
	7

	5.
	Ik doe erg mijn best om mijn eerdere werkprestaties te verbeteren.
	1
	2
	3
	4
	5
	6
	7

	6.
	Ik besteed veel aandacht aan de gevoelens van anderen op mijn werk.
	1
	2
	3
	4
	5
	6
	7

	7.
	Ik ga mijn eigen gang op mijn werk, ongeacht wat anderen daarvan vinden.
	1
	2
	3
	4
	5
	6
	7

	8.
	Ik vermijd het om invloed op directe collega’s uit te oefenen om dingen op mijn manier te zien.
	1
	2
	3
	4
	5
	6
	7

	9.
	Ik neem gematigde risico’s en steek mijn nek uit om hogerop te komen op mijn werk.
	1
	2
	3
	4
	5
	6
	7

	10.
	Ik geef er de voorkeur aan mijn eigen werk te doen en anderen hun eigen werk te laten doen.
	1
	2
	3
	4
	5
	6
	7

	11.
	Ik negeer regels en voorschriften die mij belemmeren in mijn persoonlijke vrijheid.
	1
	2
	3
	4
	5
	6
	7

	12.
	Ik merk dat ik de werkzaamheden van anderen organiseer en leid.
	1
	2
	3
	4
	5
	6
	7

	13.
	Ik probeer extra verantwoordelijkheden op mijn werk te vermijden.
	1
	2
	3
	4
	5
	6
	7

	14.
	Ik uit mijn verschil van mening met anderen openlijk.
	1
	2
	3
	4
	5
	6
	7

	
	
	altijd
	bijna altijd
	meestal
	soms
	zelden
	bijna nooit
	nooit

	15.
	Ik beschouw mijzelf op mijn werk als een “team player”. 
	1
	2
	3
	4
	5
	6
	7

	16.
	Ik streef ernaar om meer controle uit te oefenen op de dingen die om mij heen op het werk gebeuren. 
	1
	2
	3
	4
	5
	6
	7

	17.
	Ik probeer beter te presteren dan mijn directe collega’s.
	1
	2
	3
	4
	5
	6
	7

	18.
	Ik praat met mijn directe collega’s over niet aan het werk gerelateerde dingen.
	1
	2
	3
	4
	5
	6
	7

	19.
	Ik probeer mijn werk alleen uit te voeren.
	1
	2
	3
	4
	5
	6
	7

	20.
	Ik streef ernaar om de leiding te hebben als ik in een groep werk.
	1
	2
	3
	4
	5
	6
	7


Deel 6.











De vragen in dit deel van de vragenlijst zijn feitelijke vragen. Deze vragen zijn noodzakelijk voor een goede verwerking van de antwoorden op de vragen in de voorgaande delen van de vragenlijst.

1. Wat was de uitkomst van uw laatste 

prestatiebeoordeling? (omcirkel één antwoord)


slecht / redelijk / goed / 



zeer goed / uitmuntend
2. Zou u meer invloed willen hebben op de vaststelling van

uw eigen doelstellingen? (omcirkel één antwoord)
ja* / nee
3. Wat is uw leeftijd?
















……… jaar

4. Wat is uw geslacht? (omcirkel één antwoord)







M  / V



5. Wat is uw hoogst genoten opleiding? (omcirkel één antwoord)
lager onderwijs / middelbaar 


























onderwijs / mbo / hbo / wo



















6. Hoe lang werkt u al bij Rabobank?                      


…… jaar en …… maanden




7. Hoe lang werkt u al bij uw huidige Rabobank?                    

…… jaar en …… maanden







8. Welke functie heeft u?


………………………………………………































*U kunt onderaan dit blad aangeven op welke manier u meer invloed zou willen hebben op de vaststelling van uw doelstellingen.

Als u nog aanvullingen of opmerkingen heeft kunt u die hieronder kenbaar maken, of op een apart papiertje toevoegen.
EINDE VAN DE VRAGENLIJST

U kunt de ingevulde vragenlijst retourneren door middel van de bijgevoegde retourenveloppe.

Hartelijk dank voor uw medewerking.
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C.II Reliability Test of Participation
Reliability Test of Participation (9 items)
[image: image20.emf]
[image: image21.emf]
[image: image22.emf]
Reliability Test of Participation (8 items)
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Reliability Test of participation (7 items)
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C.III Reliability Test of Procedural Justice
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C.V Reliability Test of Goal Acceptance
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 C.VI Reliability Test of Goal Clarity

Reliability Test of Goal Clarity (4 items)
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Reliability Test of Goal Clarity (3 items)
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C.VII Reliability Test of Goal Commitment
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C.VIII Reliability Test of Trust
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C.XI Regression
Regression Equation 1
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Regression Equation 2
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Regression Equation 3
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Regression Equation 4
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C.XII Extra Regression on Trust
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