
FOUNDATION UNIVERSITY JOURNAL OF BUSINESS AND ECONOMICS

fujbe@fui.edu.pk ISSN: 2414-4770 | Vol. 2, No. 1 | Feb 2017

Goal Setting and Job Related Outcomes- Mediations of Employee Engagement and 
Workplace Optimism in IT Supplier Industry

Ali Raza Nasir
MS (MS), Shaheed Zulfikar Ali Bhutto Institute of Science and Technology, 

Islamabad 
alirazanasir22@gmail.com

Muhammad Awais
PhD (Finance) Scholar, Management Science Department, Iqra University Islamabad 

awaisafzal77@hotmail.com

Hussaun A. Syed
Masters of Business Economics, Wilfrid Laurier University, Toronto, Canada 

hussaun@gmail.com

Abstract

The purpose of this study was to examine the role of goal setting on job related outcomes, employee 

engagement and workplace optimism mediates the relationship between goal setting and work place 

optimism in the supplier industry of IT sector. Employee engagement and work place optimism 

mediations are examined on the relationship between goal setting and job related outcomes. Job 

satisfaction, organizational commitment and turnover intentions are examined as the job related 

outcomes. Questionnaire method was used to collect data from targeted respondent. A total of 180 

questionnaires were distributed from which 152 were received in useable form. Simple linear 

regression is used to test the first hypothesis and Baron and Kenny (1986) regression analysis is used 

to test remaining three hypotheses. It is determined that, to improve the job related outcomes effective 

goal setting by the management is important. Employee engagement and workplace optimism are 

also important factors to improve the outcomes

Keywords: Goal Setting, Workplace Optimism, Employee Engagement, Job Satisfaction, 

Organizational Commitment, Turnover Intention
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Introduction

Employee engagement has received tremendous empirical attention in this decade. Most of  the 

researches and documents regarding employee engagement offer either subjective and empirical 

proof that employee participation is a predictor of improved outcomes (Luthans & Lewis, 2002; 

Walters, 2008) or the  methods by which companies or  supervisors can  improve a worker's stage of 

participation (Cartwright & Holmes, 2006; Fenci & Masarech, 2008). Optimism with connection to 

job related outcomes has been discussed however optimism remains an understudied phenomenon in 

the literature (Jensen et al., 2007). The focus of this research is to examine goal setting, employee 

engagement and workplace optimism as variables of interest for improved job related outcomes.

The previous studies were based on the impact of goal setting and employee engagement on 

individual/organizational performance. Present study focuses to evaluate the impact of goal setting 

and employee engagement on turnover. Study will help practitioners to reduce the turnover rate via 

organizational goals and enhanced employee engagement in the organization. Information from a 

convenience sample of 152 workers is examined following   a regression technique. The research 

empirically looks into the potency of the development of applications that promote achievements 

stories, employee participation, and beneficial outlook as control practitioners always want to 

improve the job outcomes of their employees.

The next section contains the review of the literature, followed by discussion on hypothesis, then 

methodology used in this study is discussed followed by the scale valuation results and regression 

outcomes. Results including the contribution of the research, limitations of the research and 

recommendation for the future research follow at last.

Problem Statement

As suggested by Medlin and Natural (2009), the upcoming analysis aims to assess the effects of goal 

setting, employee engagement, and workplace optimism on traditional outcomes such as turnover 

intention, job satisfaction and organizational commitment. The IT supplier industry remains target 

oriented and goal focused. Employees are assigned goals and they are expected to achieve these 

goals in the given time period. The author contends that effective goal setting may positively impact 

the job related outcomes. The support to above arguments can be obtained through participation and 

engagement of the relevant employees while management sets goals for them. Management of the 

supplier industry also needs to develop optimism in the employees. Thus, the employee engagement 

and workplace optimism acts as the potential mediators in the proposed model.
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Research Objectives

o To assess the impact of goal setting on job related outcomes.

o To determine the mediating role of employee engagement in relationship between goal 

setting and job related outcomes.

o To determine the mediating role of workplace optimism in relationship between 

employee engagement and job related outcomes.

o To study the mediating role of workplace optimism in relationship between goal setting 

and job related outcomes.

Research Questions

o What is the impact of goal setting on the job related outcomes?

o How employee engagement mediates the relationship of goal setting and job related 

outcomes?

o Does workplace optimism mediates the relationship between employee engagement and 

job related outcomes?

o How does the workplace optimism mediate the relationship between goal setting and job 

related outcomes?

Significance of the Study

This study addresses the issue related to the role of goal setting with mediating effects of employee 

engagement and workplace optimism to get the positive impact on job related outcomes. The study 

defines the role of these predictors on job related outcomes. Broadly, contribution of the study is to 

relate and develop a model of goal setting and job related outcomes with mediating effects of 

employee engagement and workplace optimism. This study assessed empirical evidence, in the 

context of Pakistan specifically in the supplier industry of IT sector to determine the contextual role 

of employee engagement and workplace optimism with goal setting and job related outcomes.

Findings of the study provide a guideline to improve the job  related  outcomes keeping in view the 

role of goal setting. Results of this study also provide a guideline that the role of employee 

engagement and workplace optimism while setting the effective goals is important to improve the job 

related outcomes. Goal setting is an important factor in the selected industry, so if the organizations 

set effective goals, the job satisfaction and organizational commitment will increase and employee 

intention's to leave the organization will be decreased.
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Rationale of Study

This study was conducted in supplier industry of IT in Pakistan. Respondents of this study are limited 

to employees working in private companies of IT suppliers located in Islamabad, Karachi and Lahore 

region of Pakistan. Specifically, managerial level employees working in the private companies of the 

IT supplier are population of this study. This is because of the good organizational connections of the 

researcher with employees working over there. To scrutinize the job related outcomes, three 

predictors were taken into account in this study. Broadly, the focus of this study is to assess the role of 

goal setting on job related outcomes as mediating effects of employee engagement and workplace 

optimism.

Literature Review

A mounting body of research has attempted to examine goal setting, optimism, and employee 

engagement as instruments aimed to improve the job out comes. In the following, the independent 

variables, mediating variables and the dependent variables are discussed.

Goal Setting

Present study examines goal setting as the independent variable. Goal setting is known to inculcate 

motivational effect leading to enhanced performance (Knight et al., 2001), as well as the control 

techniques or procedures needs to be developed as an essential part to improve individual 

performance (Zabaracki, 1998). Goal-setting concept declares that the anticipation, instrumentality, 

and valence of outcomes will be excellent if goals are complicated (thought- provoking), as well as 

particular and obtainable (Austin & Klein, 1996). Specifically, there is the postulation that behavior 

reflects the intended goals. Consequently, the expectation is that employee initiatives as well as in 

companies will be influenced by the goals allocated to, or chosen by, these workers.

Theorists argue that, to increase worker's initiatives and following performance and fulfillment, 

goals which are set for performance should be complicated relative to easy goals, but these should 

also be attainable. It is in the minds of organizational employees the encounter of achievements in the 

desire of complicated but obtainable goals are related with beneficial and valued outcomes. These 

outcomes are both internal as well as an external Example of internal outcomes are feeling of 

triumph, escape from feeling bored or useless, and proving himself. Examples of external outcomes 

are higher pay, job safety, and opportunities for upgrades (Locke, 2002). The concept also declares 

that goals should be particular (e.g., improve output by 5 percent in the next year), rather than 

common i.e. "do your preeminent" The concept further claims that individual's dedication is 

essential to increase the connection between goal and fulfillment (Fried & Slowik, 2004). Moreover, 
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dedication can be enhanced by two categories of aspects that (1) create the objective achievement 

essential and (2) improve individuals' perception that they can obtain the objective (high self-

efficacy). Lastly, the concept claims that reliable and timely reviews are needed for effective goals.

As to what circumstances may improve or decrease the advantages of goal-setting, the answer is five-

fold. First, as intended above, the person must have the ability and information to obtain the 

objective. If the objective is a performance result (e.g., improve business by 20 per cent within the 

next twelve months), and workers lack the information to obtain it, encouraging them to do their best 

can sometimes be even more effective than establishing a particular performance-out-come goal. A 

goal can cause stress and make an individual anxious to succeed as a result an individual faces a chaos 

that effects his planning, that ultimately deteriorates his performance. This in convert results in 

evaluation worry and anxiety. The anti-dote for this issue is to set a particular high-learning goal 

rather than a result goal (e.g., find out five methods to master this task). A studying goal needs 

individuals to focus on understanding the procedure that is needed of them and to create a plan for 

performing it correctly. In short, when actions workouts have yet to be developed, a particular high-

learning goal concentrates attention on systematic troubleshooting and ultimately on top rated.

Second, the person must be dedicated to the objective, especially if the objective is complicated. 

Accomplishing a complicated goal needs significant amounts of attempt, with low probability of 

achievements. Objective dedication is likely if the result of the objective is essential to the person, 

and the person believes that the objective is indeed obtainable. With regard to importance,

o Making a person's goal public increases dedication because striving to obtain it 

increases a person's reliability in a person's own sight as well as in the sight of others.

o To the stage that an innovator is helpful, goals that are allocated create "demand 

characteristics" in that they are an intended appearance of the leader's assurance in the 

person that the objective can and will be accomplished.

o A perspective offered by an innovator that galvanizes and inspires individuals is likely to 

improve goal dedication to the stage that the objective results in con-create actions 

toward the achievement of the perspective.

o Monetary incentives can be connected with goals, but to do so is tricky as mentioned in 

the next article by Edwin Locke.

Third, individuals need reviews on their enhancement toward the objective. Feedback enables them 

to adjust the stage or direction of their attempt and the technique necessary for goal achievement. 

When individuals dis-cover that they are below their goal, they generally improve their attempt 
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and/or modify their technique. As individuals obtain their goal, they usually set an even higher goal 

because the objective accomplished decreases in its efficiency for inducing pride in a person's 

performance. Fourth, projects that are complex for an individual, where technique and actions 

workouts have yet to become automatized, minimize the normally beneficial outcomes of 

establishing a particular excellent goal. Training is obviously one remedy here. A second remedy, as 

previously mentioned, is to set studying rather than a result goal. A third remedy is to set sub-goals. In 

a manufacturing simulator, when individuals were paid on a piece-rate basis to create toys but 

industry circumstances changed unexpectedly, the people who were advised to do their best had 

higher paychecks than those with a particular high-outcome goal. However, those who had sub goals 

moreover to a long-term result goal had the highest pay-checks of all. This is because in dynamic 

circumstances, it is essential look for actively for reviews and reacts quickly to it. Sub goals generate 

information for individuals as to whether their enhancement is reliable with what is needed for them 

to obtain their goal.

Fifth, situational constraints can create goal achievement complicated. A primary part of an 

innovator is (1) to ensure that individuals have the resources to obtain their goals and (2) to take the 

actions necessary to remove challenges in the way of accomplishing those goals (Latham, 2004).

Employee Engagement

Present study addresses employee engagement as one of the mediating variables. Although countless 

definitions are available for employee engagement (Finn & Rock, 2001), most contain either 

intended or precise effects that employee engagement includes "the appearance of the self through 

perform and other employee part activities" (Jones &Harter, 2005). Macey et al. (2009) gives the 

operational definition of engagement, the employee feels that he/she has the purpose, their focus on 

the work and initiatives are evident to others and this determination and adaptability engaged toward 

the company's goals. In addition, these employees have the excellent trust in the culture of the 

organization that they will retain them as an engaged workforce, and this kind of treatments drive 

participation building assistance networks assurance, resiliency, and restarting or restoring 

employee energy; and enhancing the motivation and engage workforce.

In analysis in an international organization, Mone and London (2009) described an engaged 

employee as someone who seems dedicated, passionate, and motivated and these  action should be 

demonstrates while achieving the organizational goals. One similarity between business dedication 

and employee participation is that both capture some part of "employee's views of themselves, their 

performance and their organization" (Harter et al., 2002).  Employee participation, on the other hand, 

being expressed "through perform and other employee- part actions," is a build more directly 
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connected with the interactive part of an employee's encounter, particularly with supervisors and co-

workers. In fact more immediately decides whether those perform actions will take place (Jones & 

Harter, 2005). Engagement, like dedication, has an efficient element encompassing "people's 

psychological reactions to aware and unconscious phenomena," but it also is centered in "the 

objective proper- ties of projects, positions, and perform perspective, all within the same moments of 

procedure performance" (Jones & Harter, 2005).

Workplace Optimism

Though fewer research are available concerning optimism in the workplace, proof surely prevails 

linking the idea to enhancement in job outcomes (Dixon & Schertzer, 2005; Jensen et al., 2007). The 

capacity to sustain a positive alignment toward the long run has been suggested to be one of the 

interpreting features of the individual species (Gallagher et al., 2013). In common, individuals are 

positive about the long run, and for valid reason. A positive outlook appears to offer numerous 

advantages (Jones & Harter, 2005). It is connected to higher determination toward goals and to better 

coping and adjustment. Optimism can be described as an attribution about succeeding now and later 

on to achieve goals (Luthans et al., 2007).

Optimist employees usually encounter themselves responsible for the excellent outcomes in future, 

while they can convert aside responsibility for opposing activities through a positive informative 

style (Peterson, 2000). As specified by Reuter and Schwarzer (2009) all kind of job stress can be 

managed through optimism. Workers who are positive can easily explain achievement and failure 

not only by looking themselves but the external factors as well. Optimism and beneficial objectives 

have helped to elaborate chosen procedures by which the person may look to the long run, and a 

hopeful and/or beneficial upcoming, and drive the popularity of beneficial mindset (Green, et al., 

2004).Optimism is what an employee believes the best outcomes in the encounter of uncertainty. 

Optimistic individual is prejudice towards holding beneficial objectives across time and scenario. 

Optimistic workers believe that the goals assigned to them will be met. Optimism is carefully 

relevant to self-efficacy, which is worker's perception about how successfully he or she can 

accomplish the business projects (Green, et al., 2004).

Job Satisfaction

Job satisfaction has been extensively studied over the last four decades of business analysis 

(Currivan, 1999). Scholars have described job satisfaction as the stage to which an employee 

conveys a beneficial efficient alignment towards a job (Smith, Kendall, & Hulin, 1969). The job 

satisfaction is the pleasurable psychological condition as a result of the evaluation of someone's job 

as achieving or assisting someone's job principles (Schwepker, 2001)”. Job dissatisfaction is “the 
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unpleasant psychological condition as a result of the evaluation of someone's job as annoying or 

blocking the achievement of someone's values”.

Job satisfaction is basically determined by how individuals encounter their job and different 

characteristics of their projects (Spector, 1997). Job satisfaction is what employees expect from their 

job and what the job actually offers to them. When the inputs are equal to the outputs, an employee 

may be a satisfied worker (Locke, 2002).

According to Fogarty (1994), job satisfaction represents when workers gain enjoyment from their 

initiatives in the office. Satisfaction can be good or bad either to evaluate the decision made by 

individuals regarding their job or to perform scenario (Weiss, 2002). In inclusion,  job satisfaction 

has been handled as both an international idea creating reference to overall satisfaction and as a facet-

specific idea creating reference to various aspects of perform, such  as pay, guidance, or workload 

etc. (Cook, Hepworth, Wall, & Warr, 1981).

Job satisfaction is very important dimension in the perspective of employee well-being and it is also a 

desired indicator of organizational outcomes (Culbertson, 2009). To be successful in motivating and 

retaining organizational employee's resources can be associated with high-performance 

establishments (Huselid, 1995; Capelli, 2000). So the management's validity assumes to be good if 

the employees of that organization are positive (Brown & Lam, 2008). In this perception, to be a top 

valued job satisfaction seems a potential way (Becker & Huselid, 1998; Boxall & Purcell, 2003; 

Wright et al., 2003) and a very strong mediator to increase the practices of performance (Michi e & 

West, 2004; Purcell & Kinnie, 2007). Job satisfaction has a variety of aspects such as satisfaction 

with: performance, pay, work itself, high quality of lifestyle, participation, business dedication, and 

business climate (Lum et al., 1998). While these aspects are associated, each is an independent build. 

Satisfaction with one aspect does not guarantee fulfillment with all other satisfaction aspects.

Organizational Commitment

Organizational commitment has been discussed widely as the variable of interest and multiple 

dimension and measures for organizational commitment also being suggested by many authors 

(Mowday et al., 1982; Meyer et al., 1998; Coyle-Shapiro et al., 2006). For the sake of employee 

retention, researcher's associate organizational commitment as a strong predictor and employee 

retention has been a major issue for organizations (Jain et al., 2008). According to Mowday et al. 

(1982), organizational commitment is an attitude and behavior of an employee, which prevails 

between the person and the company. That is why; it is regarded as a comparative durability of the 

person's psychological recognition and participation with the company (Jaramillo et al., 2005). The 

organizational commitment is merger of three main components i-e effective, normative and 
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continuation features of commitment (Meyer & Allen, 1991; Meyer et al., 1993, 1998; Coyle-

Shapiro et al., 2006) determine efficient dedication as a worker's psychological connection to 

company, appreciation with and participation in the company. Continuance commitment is totally 

according to the cost that an employee associates with the company. Normative commitment viewed 

as an worker's emotional responsibility to remain with the company, and it is different from effective 

and continuation dedication, normative commitment concentrates on the “right or ethical thing to 

do” responsibility is being concentrated and moral connection of workers that are produced through 

the socializing procedure while achieving the organizational goals (Allen & Meyer, 1990; Thomas & 

Anderson, 1998). To conduct this investigation, Meyer and Allen's multidimensional three element 

design is regarded as a place to start.

Organizational commitment is determined as the comparative durability of your recognition with 

and participation in a particular company. Conceptually, authors characterized organizational 

commitment by at least three factors: (a) perception of an employee to approve organizational 

objectives and values; (b) on behalf of the organization an employee creates a desire to apply 

considerable attempt to achieve organizational goals; and (c) sustain membership in the company as 

a powerful desire of an employee (Mowday et al., 1982).

Turnover Intention

In management literature, turnover intention has been discussed widely as a determinant of turnover 

(Flint et al., 2012). There is no standard context for understanding the turnover process as a whole. A 

wide range of factors have been found useful when it comes to interpreting employee turnover 

(Morrel et al., 2004). Intentions to leave an organization are the thoughts of the employee regarding 

voluntarily leaving the organization (Whitman, 1999). There is empirical evidence that the intent to 

stay or leave the organization is strongly related to voluntary turnover. Turnover intentions is seen as 

a mental decision intervening between an individual's attitude regarding  a job and the stay or leave 

decision and that can be regarded as an immediate antecedent to stay, or leave (Fox & Fallon, 2003). 

Industries across the globe have emphasized the importance of retaining key employees for 

organizational success (Holtom et al., 2008).

Turnover among domestic functions generally represents the separation of the employee from the 

firm. This meaning is too narrow for the worldwide environment and must be enhanced to include 

several other dimensions of revenues since expatriate revenues often include inner transfers to the 

company (Morrel et al., 2004). There is considerable support for the notion that intention to quit is 

probably the most important and immediate antecedent of turnover decisions (Fox & Fallon, 

2003).Research has indicated that many supervisors find the repatriation procedure much more 
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stressful and annoying than the initial expatriation and repatriation experiences, and this may cause 

following turnovers (Harvey, 1989).

The determinants of turnover intention can be controllable and uncontrollable factors. The 

controllable factors included achievable goals, pay, nature of work, organizational commitment. The 

uncontrollable is perceived alternative employment opportunity. The formulation of goals to keep or 

remain is naturally a result of efficient attitudes toward the worldwide assignment as well as views of 

employment alternatives (Lee et al., 2010).

Goal Setting and Job Related Outcomes

The first aim of this study is to examine how the goal setting influence the job related outcomes such 

as job satisfaction  goal commitment and turnover intention of employees. There is sufficient 

evidence that goal setting is positively related to the outcomes of job (Klein, et al., 2010). Although 

not every single goal setting component may affect job outcomes (Tanja & Kleingeld, 2010). Klein et 

al. (2000) provides evidence that goal setting is positively related to job outcomes, they reported a 

significant correlation for goal setting with job outcome. A negative effect on job outcomes has been 

investigated if the goal setting put an excessive burden on employees (Tanja, & Kleingeld, 2010).

Goal setting and employee engagement

Several researchers (Dweck et al., 1993; Sujan et al., 1994; Knight et al., 2001) supported a positive 

relationship between organizational outcomes and effective goal setting. In Gallup's Q12 survey tool 

being used to measure the level of employee engagement, four of the measures are related to the idea 

of  goal  setting  in  organizations  (Jones & Harter, 2005).

Employee Engagement and Workplace Optimism

Gallup offered the definition which has been widely used for engaged worker. As per the definition of 

Gallup, an employee who is fully passionate and involved with his work is an engaged worker 

(Tritch, 2003).Employee's personal attachment with the organization is engagement (Gubman, 

2004). Harley et al. (2005), identifies a profile of an “engaged worker” and to measure the 

engagement he lists some characteristics that can be used in organization. The definition of session 

board after inspecting the statistics related with the engagement is as follows: “an emotional link that 

an employee feels for his or her organization, which influences him to be more enthusiastic and 

passionate about his work.” A perspective, behavioral and passionate aspect of employees regarding 

engagement being discussed by (Gubman, 2004).The  perceptive  beliefs  and  concerns  of  

employees  about leader, about organization and the working environment show the level of 

engagement, so the part is that how employees feel about these factors.  When the employee puts an 

optional effort it is concerned with the behavioral aspect (Macey et al., 2009).  The engage worker 
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must be fully involved with work and goals, and enthusiastic about, his or her tasks which are being 

assigned (Tritch, 2003a). Gubman (2008) defines employee engagement with number of definitions 

most of these definitions have focus upon “to what extent employees are willing to put an extra 

effort” and “the readiness of employees to achieve the goals being assigned to them.”

Generally speaking, in the time of uncertainty optimism is the propensity to believe that they have 

got the best possible outcomes in future (Kluemper & DeGroot, 1956). Optimist employees focus on 

the characteristics like action, situation and events that will create the best outcomes in future the 

future (Green et al., 2004). Association of the optimism with self- efficacy is very much, because the 

concept of self-efficacy is also the belief that how successful one can be in terms of task/goals 

accomplishments (Green et al., 2004).

Employee Engagement and Job Related Outcomes

To survive and compete successfully in today's economic environment, organizations require 

employees to be proactive and remain with the organization as it can only be done through committed 

and satisfied employees (Bakker & Leiter, 2010).In previous research it has been claimed that 

employee engagement mediates between the relationship of goals setting and job outcomes(Harter et 

al., 2002; Bates, 2004).

Workplace Optimism and Job Related Outcomes

As suggested by Medlin and Natural (2009), present study aims to assess the effect of hypotheses of 

goal setting, employee engagement, and workplace optimism on traditional outcomes such as 

turnover intention, job satisfaction and organizational commitment. This analysis further assist the 

execution of control applications developed to create achievement stories, participation, and 

beneficial outlook. Many studies have indicated the need to investigate the comparative effect of 

optimism, with their connection to business outcomes (Green et al., 2004). Thus, by using 

informative concept, present study investigates the connection between optimism and the job 

relevant outcomes, job satisfaction and turnover intentions

Goal Setting and Job Related Outcomes- Mediations of Employee Engagement and 
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Hypotheses

On the basis of extensive review of literature, following are the hypothesis designed by this study.

H : Goal Setting is a significant predictor of Job Related Outcomes.1

H : Employee Engagement mediates the relationship between Goal setting and Job 2

Related Outcomes.

H : Workplace Optimism mediates the relationship between Employee Engagement and 3

Job Related Outcomes.

H : Workplace Optimism mediates the relationship between Goal Setting and Job Related 4

Outcomes.

Data Collection Method 

Population/Sample

The participants chosen for data collection were the employees of supplier industry in IT sector of 

Pakistan. Unit of analysis for this study is managerial level employee of supplier industry situated in 

Islamabad, Karachi and Lahore region of Pakistan.

A sample of 180 participants was invited to participate and response was received from 152 

participants. Sample size is about 20% of the total population for this study. There are approximately 

900 employees working in the supplier industry in IT sector. The percentage of the sample is 

statistically sufficient. Sekaran (2005) also referred that the sample of 10- 20% of the total population 

size is enough to predict the results for the study. Random sampling is used to access the respondents 

for the data collection process.

Data Sources

Data for this study is collected from both primary and secondary sources.

o Primary Data Sources: Population for this study consisted of managerial level 

employees of supplier industry of Pakistan. These employees considered to be the 

potential respondents for this study.

o Secondary Data Sources: Literature about study variables were collected through 

national, research articles and review papers. This data is mainly utilized in first two 

chapters for the review of literature and justification of the study.

Measurement

The advantage of this approach is its versatility (Blumberg et al., 2005). According to Blumberg et al 
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(2005) survey has many advantages in primary data collection. Its cost will be low. It requires less 

staff time and it easier to maintain participant's anonymity than other primary data collection 

methods. Moreover, participants have more time to think about their answer. Respondents are 

informed about privacy and secret character of the survey. They are encouraged to take a part in a 

survey in by information that participation does not consume much of their time.

Goal Setting Measure: The first four items in the questionnaire are related to construct of goal setting. 

Measuring scale for the goal setting construct was previously developed and assessed by Green et 

al.(2004). Four major dimensions of effective goal setting were included in this scale. The items in 

questionnaire are measured on a five point Likert scales ranging from strongly disagree to strongly 

agree.

Employee Engagement Measure: Measuring scale for employee engagement construct was 

previously developed and assessed by Buckingham and Coffman (1999). Four major dimensions of 

engage worker were included in this scale. The items in questionnaire are measured on a five point 

Likert scales ranging from strongly disagree to strongly agree.

Workplace Optimism Measure: Measuring scale for employee engagement construct was 

previously developed and assessed by Green et al. (2009). Five major dimensions of engage worker 

were included in this scale. The items in questionnaire are measured on a five point Likert scales 

ranging from strongly disagree to strongly agree.

Job related outcomes measures: Three further dimensions studied under this research include job 

satisfaction, organizational commitment and turnover intention. For measuring each dimension of 

job related outcomes separate scale is used. Measuring scale for job satisfaction construct was 

previously developed and assessed by five major dimensions of job satisfaction. Measuring scale for 

organizational commitment construct was previously developed and assessed by Porter et al. (1974). 

Measuring scale for turnover intention was previously developed and assessed by Cummins et al. 

(1979). The items in questionnaire are measured on a five point Likert scales ranging from strongly 

disagree to strongly agree.

Data Analysis Tools and Techniques

Standard package of SPSS 20.0 for windows has been used to record, analyze and interpret the 

responses obtained from the respondents. Description of techniques utilized in this study is explained 

in the following. Descriptive analysis has been done to analyze the normality of the data. Internal 

consistency of the scales adopted in this study is determined by utilizing Cronbach's Alpha reliability 

test. It is more accurate tool to measure reliability of the scale. Correlation test has been done in order 

to analyze the relationship between variables and Regression analysis is utilized to determine the 

Goal Setting and Job Related Outcomes- Mediations of Employee Engagement and 
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impact of goal setting on job related outcomes. Baron and Kenny mediation steps being followed to 

check the employee engagement mediating relationship between goal setting and job related 

outcomes, workplace optimism mediating relationship between employee engagement and job 

related outcomes and workplace optimism mediating relationship between goal setting and job 

related outcomes.

Results & Analysis 

Descriptive Statistics

Descriptive analysis has been run in SPSS 20.0, and descriptive are given below in table 5.1 stating 

that values of arithmetic mean across the distribution and spread of the distribution can be seen from 

the values of standard deviation for all variables.

Nasir, Awais, & Syed
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Table 1: Descriptive Statistics     
Mean  

 
Std. Deviation  

Goal Setting  3.2714  1.11430  
Employee Engagement

 
3.0576

 
1.21575

 
Workplace Optimism

 
3.0937

 
1.14669

 
Job Satisfaction

 
3.1618

 
1.10117

 Organization Commitment

 

3.6530

 

.95167

 Turnover Intention 3.5285 1.10683

Reliability

The reliability analysis is used to know that whether the items for each variable are measuring the 

particular variable or not. To check the internal reliability Cronbach Alpha is used most commonly. 

The value of Cronbach Alpha should be greater than 0.65 (Sekaran, 2006). It can be seen that goal 

setting is a four item scale and the reliability for this scale is 0.825, employee engagement is a four 

item scale with a reliability of 0.845, workplace optimism is five items scale and the reliability of this 

scale is 0.818,one of the dependent variable, job satisfaction is a five item scale with reliability of 

0.835, organizational commitment is a eight item scale with the reliability of .842 and turnover 

intention is a three item scale with a reliability of 0.762.The sample size of this study is 152 

respondents.
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Table 2: Summary of Alpha reliability of all Scales

Sr.  Scale  

 
 

No. of items

 
Alpha Reliability

Goal Setting
 

4
 

.825
 

Employee engagement
 

4
 

.845
 

Workplace optimism
 

5
 

.818
 

Job satisfaction
 

5
 

.835
 Organizational Commitment  8  .842  

Turnover Intention  3  .762  

Correlation

The correlation analysis is used to describe the relationship between the variables. The relationship 

shows the impact of change in dependent variable caused by independent variable.

 

   

Note:GS: Goal Setting; EE: Employee Engagement; WO Workplace Optimism; OC: 

Organizational Commitment; TI: Turnover Intention 
  

**. Correlation is significant at the 0.01 level (2-tailed).
 

*. Correlation is significant at the 0.05 level (2-tailed).

Table 3: Correlation between Variables

 GS  EE  WO  JS  OC  TI

Goal Setting  

Employee Engagement  

1  

.602**
 

 
1  

    

Workplace optimism  .867**

 .640**

 1     

Job Satisfaction 

Organizational Commitment
 

.791**

 
.780**

 

.929**

 
.741**

 

.781**

 
.785**

 

 
1

 
.822**

 

 
 

1
 

 

Turnover Intention
 

.791**

 
.684**

 
.800**

 
.765**

 
.908**

 
1

Regression: 

Hypothesis 1

The first hypothesis states that, goal setting is a significant predictor of job related outcomes.
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From Table 5.4, we can analyze regression results of the goal setting and job related outcomes. R 

square value is shows that 70.1 % of variation in job related outcomes is due to the variation in 

predictor. Moreover positive beta coefficient is also explaining the one unit change in goal setting 

would bring 0.745 units change in job related outcomes and it is significant. The value of p is less than 

.05, so that predicts the relationship between goal setting and job related outcomes are significant.

Hypothesis 2

The second hypothesis is employee engagement mediating the relationship between goal settings 

and job related outcomes.
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Table 4: Regression Analysis Summary for Goal setting and job related outcomes(N=152)

 Variable B SEB Β 

Constant 1.012 .137  

Goal Setting .745 .040 .837 

Note. R
2
= .701; F = 3 50.950, p = .000, * p < .05  

      

 

*p < .05

GS: Goal Setting; EE: Employee Engagement; JRO: Job Related Outcomes

Steps  R²  Adjusted 

R²  

F  B  SEB  t  ß  

 
        

Table 5: Regression Analysis Summary for mediating role of Employee engagement 
between relationship of goal setting and job related outcomes (N=152)

Step 1:  
GS(IV)

 
JRO

 
.701

 (DV)
 Step 2:

 

 
.699

 
 

350.9
 

 
.745

 
 

.040
 

18.7 .837

GS(IV)

 

EE

 

.363

 
(MV)

 
Step 3:

 

.358

 

85.3

 

.657

 

.071

 

9.23 .602

EE(MV)

 

.699

 
JRO(DV)

 

.697

 

347.8

 

.682

 

.037

 

18.6 .836

Step 4:

 

GS (IV)

 
    JRO .873 .872 513.6 .466 .032 14.3 .532

DV
EE (MV)
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Employee engagement mediates goal setting and job related outcomes because if we compare the 

value of R square and beta of step 1 and step 4, it can be seen that value of R square increase from 

70.1% to 87.3% and Beta value decrease from .837 to .523. Results of analysis fulfill the three 

assumptions of Baron and Kenny as shown in the table.

Hypothesis 3

The third hypothesis is workplace optimism is mediating the relationship between employee 

engagement and job related outcomes.
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*p < .05

 
        

EE: Employee Engagement; WO: Workplace Optimism; JRO: Job Related Outcomes

 
Steps

 
R²

 
Adjusted 

R²  
F

 
B

 
SEB

 
t

 
ß

Table 6: Regression Analysis Summary for mediating role of workplace optimism between 

relationship of employee engagement and job related outcomes (N=152)

Step 1:  
        

EE(IV)  JRO (DV)  .699  .697  347.8  .682  .037  18.6  .836

Step 2:          

EE(IV)
 

WO (MV)
 

.410
 
.406

 
104.1

 
.604

 
.059

 
10.2

 
.640

Step 3:
 

WO(MV)

 

 JRO(DV)
 

 .703
 

 .701
 

 354.3
 

 .725
 

 .038
 

 18.8
 

 .838

Step 4:

 

EE (IV)

 

 

       

JRO DV

 

.854

 

.852

 

437.0

 

.414

 

.033

 

12.4

 

.507

WO (MV)
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Workplace optimism mediates the relationship between employee engagement and job related 

outcomes because after comparing the value of R square and beta of step 1 and step 4. It can be seen 

that value of R square increase from 69.9% to 85.4% and Beta value decrease from .836 to .507. 

Results of analysis fulfill the three assumptions of Baron and Kenny as shown in the table above.

Hypothesis 4

The fourth hypothesis states that the workplace optimism is mediating the relationship between goal 

setting and job related outcomes.
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Table 7: Regression Analysis Summary for mediating role of workplace optimism between 

relationship of goal setting and job related outcomes (N=152) 

Steps  R² Adjusted 
R² 

F B SEB t ß 

Step 1:         

GS(IV) JRO(DV) .701 .699 350.9 .745 .040 18.7 .837 

Step 2:
         

GS(IV)
 

WO(MV)
 

.752
 

.750
 

453.8
 

.892
 

.042
 

21.3
 

.867
 

Step 3:
         

WO(MV)
 

JRO(DV)
 

.703
 

.701
 

354.3
 

.725
 

.038
 

18.8
 

.838
 

 
Step 4:

 

GS (IV)
 

       

 

JRO DV
 

.752
 

.748
 

255.3
 

.395
 

.073
 

5.4
 

.444
 

WO (MV)
         

*p < .05
 

        

GS: Goal Setting; WO: Workplace Optimism; JRO: Job Related Outcomes
 

 

Workplace optimism mediates the relationship between goal setting and job related outcomes 

because if we compare the value of R square and beta of step 1 and step 4 then we came to know that 

value of R square increase from 70.1% to 75.2% and Beta value decrease from .837 to .444. Results 

of analysis fulfill the three assumptions of Baron and Kenny as shown in the above table.

Discussion

The study proposed a model to determine the effect of effective goal setting on job related outcomes. 

It is also aimed to assess the mediating effects of employee engagement and workplace optimism 

between the relation of goal setting and job related outcomes. Three dimension of job related 
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outcomes considered under this study are job satisfaction, organizational commitment and turnover 

intention.

Results of the study determine that effective goal setting is a predictor of job related outcomes. In 

general the results of this are consistent with previous research such as Erez (1986). Employee 

engagement and workplace optimism mediating the relation between goal setting and job related 

outcomes. In previous research both the mediators of this study separately studied with job related 

outcomes. Engagement is a positive predictor of the dimensions job related outcomes (Jones et al., 

2009). Workplace optimism being discussed by the Kluemper and DeGroot (2009), as they 

concluded that optimism has the different benefits on the job related outcomes. The model of this 

study established on the basis of previous research.

With the current financial difficulties faced by companies, it is crucial for management to be more 

aware regarding methods to enhance the outcomes related to the job. As companies attempt to cut 

costs by removing employees, employees will take on more obligations with higher efficiency as 

well as objectives. As this study indicates, predictors like effective goal setting with engagement and 

optimism effects on job related outcomes.

Contribution of the Study

This study addresses both academic and practical issues related to goal setting and job related 

outcomes. Major contributions of this study are mention below:

Theoretical Contribution

This study addresses the issue related to the role of goal setting with mediating effects of employee 

engagement and workplace optimism to get the positive impact on job related outcomes. The study 

defines the role of these predictors on job related outcomes. Broadly, contribution of the study is to 

relate and develop a model of goal setting and job related outcomes with mediating effects of 

employee engagement and workplace optimism.

Practical Contribution

o This study assessed empirical evidence, in the context of Pakistan specifically in the 

supplier industry of IT sector to determine the contextual role of employee engagement 

and workplace optimism with goal setting and job related outcomes.

o Findings of the study provide a guideline to improve the job related outcomes keeping in 

view the role of goal setting.

o Results of this study also provide a guideline that the role of employee engagement and 
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workplace optimism along with setting the effective goals is important to improve the 

job related outcomes.

o Goals setting are an important factor in the selected industry, so if the organizations set's 

the effective goals the job satisfaction and organizational commitment will increase and 

employee intention's to leave the organization will be decreased.

Limitations

o Major Limitation for the present study includes time and cost factors to conduct this 

study.

o All study measures are based on the perception of the employees.

o This study considered three predictors goal setting, employee engagement and 

workplace optimism to improve the job related outcomes.

o This study is conducted in the supplier industry of IT sector of Pakistan and data were 

collected from managerial level employees.

Recommendations for Future Research

Present research study establishes a casual and mediating relationship between the variables.   In 

future, researchers can determine the role of moderator variables such as organizational trust, work 

attitudes etc. The future research aims to evaluate the impact of predictors on  other outcomes such as 

absenteeism. This study was conducted in the supplier industry of Pakistan. It can be replicated in 

banking and telecom sector of Pakistan.

Conclusion

It can be concluded from the results of the present research study that goal setting significantly affect 

the outcomes related to job in the supplier industry of Pakistan. Also, employee engagement and 

workplace optimism mediates the relationship between goal setting and job related outcomes. The 

scale adopted for the measurement is reliable. Regression analysis supports all the hypotheses. It is 

established from the study that the   goal setting is positive predictor of job related outcomes. 

Moreover, employee engagement and workplace optimism mediates the relationship. This 

highlights the importance of understanding the three dimension of job related outcomes i.e. job 

satisfaction, organizational commitment and turnover intentions of the employees. This indicates 

that the management who sets the goals for the employees of supplier industry needed to make them 

effective, keeping in view the role of employee engagement and workplace optimism.

Nasir, Awais, & Syed



FOUNDATION UNIVERSITY JOURNAL OF BUSINESS AND ECONOMICS

fujbe@fui.edu.pk ISSN: 2414-4770 | Vol. 2, No. 1 | Feb 201753

Goal Setting and Job Related Outcomes- Mediations of Employee Engagement and 
Workplace Optimism in IT Supplier Industry

Bibliography

Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of affective, continuance and 

normative commitment to the organization. Journal of Occupational and Organizational 

Psychology, 63(1), 1-18.

Austin, J. T., & Klein, H. J. (1996). Work motivation and goal striving. Individual Differences and 

Behavior in Organizations, 209-257.

Bates, S. (2004). Getting engaged. HR Magazine, 49(2), 44-51.

Becker, B. E., Huselid, M. A., Becker, B. E., & Huselid, M. A. (1998). High performance work 

systems and firm performance: A synthesis of research and managerial implications. In 

Research in Personnel and Human Resource Management.

Bipp, T., & Kleingeld, A. (2011). Goal-setting in practice: The effects of personality and perceptions  

of  the  goal-setting  process  on  Job  Satisfaction  and  Goal  Commitment. Personnel 

Review, 40(3), 306-323.

Brown, S. P., & Lam, S. K. (2008). A meta-analysis of relationships linking employee satisfaction to 

customer responses. Journal of Retailing, 84(3), 243-255.

Cappelli, P. (2000). A market-driven approach to retaining talent. Harvard business review, 78(1), 

103-11.

Cartwright, S., & Holmes, N. (2006). The meaning of work: the challenge of regaining employee 

engagement and reducing cynicism. Human Resource Management Review,16(2), 199-208.

Cook, J. D., Hepworth, S. J., Wall, T. D., & Warr, P. B. (1981). The experience of work: A 

compendium and review of 249 measures and their use. London: Academic Press. 

Coyle-Shapiro, J. A. M., Morrow, P. C., & Kessler, I. (2006). Serving two organizations: Exploring 

the employment relationship of contracted employees. Human Resource Management, 

45(4), 561-583. 

Culbertson, S. S. (2009). Do satisfied employees mean satisfied customers?. The Academy of 

Management Perspectives, 23(1), 76-77.

Dixon, A. L., & Schertzer, S. M. (2005). Bouncing back: How salesperson optimism and self-

efficacy influence attributions and behaviors following failure. Journal of Personal Selling 

& Sales Management, 25(4), 361-369.

Dweck, C. S., Hong, Y. Y., & Chiu, C. Y. (1993). Implicit theories individual differences in the 

likelihood and meaning of dispositional inference. Personality and Social Psychology 

Bulletin, 19(5), 644-656.



FOUNDATION UNIVERSITY JOURNAL OF BUSINESS AND ECONOMICS

fujbe@fui.edu.pk ISSN: 2414-4770 | Vol. 2, No. 1 | Feb 201754

Erez, M. (1986). The Effects on Performance of the Congruence Between Goal-Setting Strategies 

and Socio-Cultural Values. In Human Assessment: Cognition and Motivation (pp. 359-

367). Springer Netherlands.

Fenci, W., & Masarech, M. A. (2008). Stop spinning your wheels: increase employee engagement at 

your company. Workspan, 51(9), 30.

Finn, J. D., & Rock, D. A. (1997). Academic success among students at risk for school failure. 

Journal of Applied Psychology, 82(2), 221.

Fried, Y., & Slowik, L. H. (2004). Enriching goal-setting theory with time: An integrated approach. 

Academy of Management Review, 29(3), 404-422.

Gallagher, M. W., Lopez, S. J., & Pressman, S. D. (2013). Optimism is universal: Exploring the  

presence  and  benefits  of  optimism  in  a  representative  sample  of   the   world. Journal 

of Personality, 81(5), 429-440.

Green Jr, K. W., Medlin, B., & Whitten, D. (2004). Developing optimism to improve performance: an 

approach for the manufacturing sector. Industrial Management & Data Systems, 104(2), 

106-114.

Gubman, E. (2004). From engagement to passion for work: The search for the missing person. 

People and Strategy, 27(3), 42.

Harley, A., Lee, D., & Robinson, D. (2005). How O2 built the business case  for  engagement. 

Strategic HR Review, 4(6), 24-27.

Harter, J. K., Schmidt, F. L., & Hayes, T. L. (2002). Business-unit-level relationship between 

employee satisfaction, employee engagement, and business outcomes: a meta- analysis.

Harvey, M. G. (1989). Repatriation of corporate executives: An empirical study. Journal of 

International Business Studies, 131-144.

Huselid, M. A. (1995). The impact of human resource management practices on turnover, 

productivity, and corporate financial performance. Academy  of  Management  Journal, 

38(3), 635-672.

Jain, A. K., Giga, S. I., & Cooper, C. L.  (2009). Employee wellbeing, control and organizational 

commitment. Leadership & Organization Development Journal, 30(3), 256-273.

Jensen, S. M., Luthans, K. W., Lebsack, S. A., & Lebsack, R. R. (2007). Optimism and employee 

performance in the banking industry. Journal of Applied Management and 

Entrepreneurship, 12(3), 57.

Jones, J. R., & Harter, J. K. (2005). Race effects on the employee engagement-turnover intention 

Nasir, Awais, & Syed



FOUNDATION UNIVERSITY JOURNAL OF BUSINESS AND ECONOMICS

fujbe@fui.edu.pk ISSN: 2414-4770 | Vol. 2, No. 1 | Feb 201755

Goal Setting and Job Related Outcomes- Mediations of Employee Engagement and 
Workplace Optimism in IT Supplier Industry

relationship. Journal of Leadership & Organizational Studies, 11(2), 78-88.

Jones, J. R., Ni, J., & Wilson, D. C. (2009). Comparative effects of race/ethnicity and employee 

engagement on withdrawal behavior. Journal of Managerial Issues, 195- 215.

Klein, H. J., Wesson, M. J., Hollenbeck, J. R., & Alge, B. J. (1999). Goal commitment and the goal-

setting process: conceptual clarification and empirical synthesis. Journal of Applied 

Psychology, 84(6), 885. 

Kluemper, D. H., Little, L. M., & Degroot, T. (2009). State or trait: effects of state optimism on 

job-related outcomes. Journal of Organizational Behavior, 30(2), 209-231. 

Knight, D., Durham, C. C., & Locke, E. A. (2001). The relationship of team goals, incentives, and 

efficacy to strategic risk, tactical implementation, and performance. Academy of 

Management Journal, 44(2), 326-338. 

Latham, G. P. (2004). The motivational benefits of goal-setting. The Academy of Management 

Executive, 18(4), 126-129.

Lee, T. R., Chen, S. Y., Wang, S. H., & Dadura, A. (2010). The relationship between spiritual 

management  and  determinants  of  turnover   intention. European   Business   Review, 

22(1), 102-116.

Locke, E. A., & Latham, G. P. (2002). Building a practically useful theory of goal setting and task 

motivation: A 35-year odyssey. American Psychologist, 57(9), 705.

Luthans, F., & Peterson, S.  J. (2002).  Employee engagement and  manager  self-  efficacy. Journal 

of Management Development, 21(5), 376-387.

Macey, W. H., Schneider, B., Barbera, K. M., & Young, S. A. (2011). Employee  engagement: Tools 

for analysis, practice, and competitive advantage (Vol. 31). John Wiley & Sons.

Medlin, B., & Green Jr, K. W. (2009). Enhancing performance through goal setting, engagement, and 

optimism. Industrial Management & Data Systems, 109(7), 943- 956.

Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of organizational 

commitment. Human Resource Management Review, 1(1), 61-89.

Meyer, J. P., Allen, N. J., & Smith, C. A. (1993). Commitment to organizations and occupations: 

Extension and test of a three-component conceptualization. Journal of Applied Psychology, 

78(4), 538.

Meyer, J. P., Irving, P. G., & Allen, N. J. (1998). Examination of the combined effects of work values 

and early work experiences on organizational commitment. Journal of organizational 

Behavior, 29-52.



FOUNDATION UNIVERSITY JOURNAL OF BUSINESS AND ECONOMICS

fujbe@fui.edu.pk ISSN: 2414-4770 | Vol. 2, No. 1 | Feb 201756

Meyer, J. P., & Allen, N. J. (1984). Testing the" side-bet theory" of organizational commitment:  

Some  methodological  considerations. Journal  of Applied Psychology, 69(3), 372.

Michie, S., & West, M. A. (2004). Managing people and performance: an evidence based framework 

applied to health service organizations. International Journal of Management Reviews, 

5(2), 91-111.

Mone, E., Eisinger, C., Guggenheim, K., Price, B., & Stine, C. (2011). Performance management at 

the wheel: Driving employee engagement in organizations. Journal of Business and 

Psychology, 26(2), 205-212.

Morrell, K. M., Loan-Clarke, J., & Wilkinson, A. J. (2004). Organizational change and employee 

turnover. Personnel Review, 33(2), 161-173.

Mowday, R. T., Porter, L. W., & Steers, R. M. (2013). Employee—organization linkages:  The 

psychology of commitment, absenteeism, and turnover. Academic press.

Naumann, E. (1992). A conceptual model of expatriate turnover. Journal of International Business 

Studies, 23(3), 499-531.

Peterson, C. (2000). The future of optimism. American Psychologist, 55(1), 44.

Purcell, J., & Kinnie, N. (2007). HRM and business performance. The Oxford Handbook of Human 

Resource Management, 533.

Schwarzer, R. (2000). Manage stress at work through preventive and proactive coping. The 

Blackwell handbook of Principles of Organizational Behavior, 342-355.

Sekaran, U. (2006). Research methods for business: A skill building approach. John Wiley & Sons.

Shaw, J. D., Delery, J. E., Jenkins, G. D., & Gupta, N. (1998). An organization-level analysis of 

voluntary and involuntary turnover. Academy of Management Journal, 41(5), 511- 525.

Smith, P. C. (1969). The measurement of satisfaction in work and retirement: A strategy for the study 

of attitudes.

Spector, P. E. (1997). Job satisfaction:  Application,  assessment,  causes,  and  consequences . Sage 

publications.

Thomas, H. D., & Anderson, N. (1998). Changes in newcomers' psychological contracts during 

organizational  socialization:  A  study  of  recruits  entering  the  British Army. Journal 

of Organizational Behavior, 745-767.

Tritch, T. (2003). B&Q boosts employee engagement—and profits. Gallup Management Journal, 1.

Tung, R. L. (1984). Strategic management of human resources in the multinational enterprise. 

Human Resource Management, 23(2), 129-143.

Nasir, Awais, & Syed



FOUNDATION UNIVERSITY JOURNAL OF BUSINESS AND ECONOMICS

fujbe@fui.edu.pk ISSN: 2414-4770 | Vol. 2, No. 1 | Feb 201757

Goal Setting and Job Related Outcomes- Mediations of Employee Engagement and 
Workplace Optimism in IT Supplier Industry

Walters, D. (2008). How I made a difference . . . employee engagement. Personnel Today, 33.

Weiss, H. M. (2002). Deconstructing job satisfaction: Separating evaluations, beliefs and affective 

experiences. Human Resource Management Review, 12(2), 173-194.

Wright, P. M., Gardner, T. M., & Moynihan, L. M. (2003). The impact of HR practices on  the 

performance of business units. Human Resource Management Journal, 13(3), 21- 36.

Zbaracki, M. J. (1998). The rhetoric and reality of total quality management. Administrative science 

Quarterly, 602-636.


	Page 33
	Page 34
	Page 35
	Page 36
	Page 37
	Page 38
	Page 39
	Page 40
	Page 41
	Page 42
	Page 43
	Page 44
	Page 45
	Page 46
	Page 47
	Page 48
	Page 49
	Page 50
	Page 51
	Page 52
	Page 53
	Page 54
	Page 55
	Page 56
	Page 57

