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Measuring Determinants Of Quality Performance:
Pilot Study In Sri Lankan Apparel Industry
Shaguntala Durairatnam, Siong-Choy Chong, Mazuki Jusoh
Abstract: The objective of this study is to identify measures of people- related determinants of quality performance. Drawing from socio- technical
systems theory, competing values framework of organizational culture, organizational justice theory and social exchange theor y the constructs and
measures were delineated from extant literature. A pilot study was c onducted on responses of 60 machine operator level employees of the apparel
manufacturing organizations in Sri Lanka. Reliability and validity of the measures were established to ascertain the suitability of the measures to
represent the constructs and test the conceptualised relationships.
Index Terms: Job involvement, Job satisfaction, people- related TQM, turnover intentions, quality performance.
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1. INTRODUCTION
Organizations, competing aggressively in the current global
market, strive to achieve and maintain superior quality
products and services. In order to consistently and
competently comply with customer expectations, quality
performance in the context of manufacturing sector, should
encompass, increased quality of products and customer
satisfaction, reduced process variability, delivery, cost of scrap
and rework, and cycle time [1]. Total Quality Management
(TQM) is adopted by organizations as a means to improve
quality performance [2], based on the vast body of empirical
research supporting influence of TQM on quality performance
[3], [4],[5] and [6]. Nonetheless, literature also divulges reports
of failures of TQM implementation to enhance performance
[3],[7],[8],[9] and [10]. Search for factors influencing successful
implementation of TQM yielding anticipated improvements is a
topic which has triggered much interest in the TQM research.
TQM is widely described as a socio- technical system [1], [11],
[12]. Since technical systems are more standardized, previous
studies have proposed that differences in TQM results can be
attributed to people-related social systems [13],[14],[15],[16].
There is consensus that TQM consists of two major brancheshard and soft TQM [17],[18],[19]. The soft TQM practices are
described as people – related TQM practices (PTQM)[18],
[20], [21] and [22]. Further, recent studies report that the
implementation of ‗soft‘ TQM will first result in the ‗soft‘
outcomes, i.e. employee work attitudes, which will, in turn,
facilitate the ‗hard‘, i.e. quality, operational, and financial
outcomes [7], [22], [23]. In view of such importance given to
people-related aspects in explaining variations in TQM results,
this study focused on the soft dimensions of TQM, i.e. peoplerelated TQM practices and people-related outcomes. It is
envisioned that the study will shed light on understanding of
the variations in TQM results. The aim of this paper is to
establish reliable items to measure the identified determinants
of quality performance. With maturity of TQM research, the
research focus shifted from a purely technical perspective to a
broader set of antecedents and consequences. Some
examples of studies investigating people- related outcomes
are [17],[18],[21],[24] and [25]. Although it was suggested in
some studies that people-related factors such as
organizational culture [26],[27] and organizational justice [28]
play significant roles in enhancing positive employee attitudes
and performance in the TQM setting, only few studies focused
on impact of these factors. This study, in response to the call
of scholars that the TQM philosophy should be further
investigated from a holistic perspective as an organization-

wide initiative [29],[20] examines people- related TQM
practices, organizational culture and organizational justice as
determinants of quality performance. Furthermore, the study
examines the intermediary employee work attitudes, as
suggested by [15] and [30]as mediators in the relationship
between TQM determinants and quality performance. The
context of the current study is the apparel manufacturing
organizations in Sri Lanka. A preliminary study was conducted
to ascertain whether the aforementioned failure of TQM in
boosting quality performance exists in the study context. The
apparel industry is of national economic significance to Sri
Lanka, being the largest export earner, and the largest
employer in the organised industrial sector [31]. Responses of
questionnaires administered on 48 Quality managers, TQM
consultants and regulatory officials were analysed using SPSS
Version 20. Of the 77% of respondents who opined that TQM
was implemented in anticipation of improved performance,
only 47% affirmed that TQM implementation yielded the
desired outcome. 82% responded that people- related factors
were responsible for the suboptimal effectiveness of TQM in
improving quality performance. Therefore, understanding
factors which influence quality performance would be
beneficial to practicing managers of the apparel industry, faced
with intense global competition. The rest of this article is
organised as follows. The following section presents a review
of literature on PTQM practices, organizational culture,
organizational justice, and employee work- related attitudes.
Thereafter, the paper outlines the research design of the pilot
study. The results of the measurements are presented and the
paper concludes with a discussion and suggestions for future
research.

2 REVIEW OF CONCEPTS 30
A holistic perspective of TQM and quality performance entails
drawing from many theories representing varied management
domains. In this pursuit, the study draws from socio- technical
systems theory, competing values framework, organizational
justice theory and social exchange theory to explain
relationships between the concepts identified in relation to
quality performance.
2.1 Theories underpinning PTQM, Culture, Justice,
employee work attitudes and quality performance
Socio- technical systems (STS) theory explains TQM
implementation and resulting organizational performance [11].
STS exemplifies joint optimisation of social and technical
considerations rather than emphasising of one over the other.
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In the TQM context, STS calls for technical proficiency and
employee involvement beyond traditional management
approaches. Implementation of TQM without the introduction
of STS principles will only enable achievement of short-term
efficiency [1} and [11]. Competing Values Framework (CVF)
captures
multidimensional
culture
orientations
of
organizations. The four contrasting cultural dimensions namely
group, developmental, hierarchical and rational, demonstrate
influence on varied outcomes at employee and organizational
level [26, [32]. Rational culture orientation prompts product
quality [33], [26]; hierarchical culture with authoritarian
leadership traits, negatively influences relationship between
employee and organization, resulting in increased turnover
intention. Group culture orientation is linked to employee
satisfaction [34], [35]. Despite linking varied performance
measures with specific culture dimensions, organizations can
exhibit a balance of more than one culture traits.
Organizational justice, referring to employees‘ perceptions of
fairness of organization‘s decisions and decision-making
processes, exerts influences on behaviour [36]. Three
dimensions of justice perceptions classified by scholars, are,
distributive justice, procedural justice, and interactional justice
[37]. The influence of organizational justice perceptions on
performance are rooted in equity theory according to which
employees who perceive injustice seek to restore justice,
through altering their level of performance. Organizational
justice research, demonstrates that fair treatment exerts
important influence on employee attitudes, such as
satisfaction, absenteeism, and commitment [38]. The premise
of social exchange theory (SET) is that social exchange
relationships evolve when employers take care of employees,
engendering beneficial consequences for both. Employees
repay a favourable work environment and conditions through
better performance and other favourable attitudes and
behaviours, but also adjust their attitudes and behaviours
negatively in response to treatment they perceive as
unfavourable [39]. In the TQM context, it is predicted that
positive employee work attitudes resulting from perception of
favourable work conditions created by soft or PTQM practices,
which lead to improved quality performance.
2.2 Determinants of Quality Performance
Effect of TQM in improving quality performance has been well
established in TQM literature [12], [40],[41], [42], [43], [44].
Responding to the call of scholars to view TQM from a broader
and holistic perspective, this study incorporates organizational
culture (OC) and organizational justice (OJ) perceptions as
additional determinants complementing TQM in determining
quality performance. As noted earlier, there is consensus that
TQM practices are developed around two dimensions, the
‗hard‘ and ‗soft‘ TQM practices [19],[45],[46]. Soft practices,
also termed as ‗people-related TQM practices‘ in the studies
by [18], [20] [22], empower employees and harness their
potential to maximise quality performance. The PTQM
practices adopted in this study include top management
commitment, employee empowerment, employee involvement,
training, and teamwork. Top management commitment for
quality is characterised by acceptance of responsibility for
quality, evaluation based on quality performance, participation
in quality improvement efforts and formulation of strategies
and goals for quality improvement. Leaders in a TQM system
foster employee development, establish effective organizationwide communication and use information efficiently and
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effectively. In addition, leaders provide resources for quality
improvement, encourage employee participation in decisionmaking, and empower employees [47]. Employee
empowerment encourages and rewards employee initiative
and imagination; sets the stage for employees to unleash,
develop, and utilise their skills and knowledge to their fullest
potential towards organizational and self-welfare [48]. In the
context of TQM, employee empowerment encourages
employees to respond to quality-related problems, including
identifying problems and taking initiatives to solve them [49].
Moreover, empowerment provides employees with the
freedom to take responsibility for their ideas, decisions and
outcomes [50]. Employee involvement or participation in
quality improvement involves developing both top-down and
bottom-up communication channels, providing a platform for
employees to voice their concerns on quality issues, and direct
participation in decision-making processes [18], [22]. When
organizations provide opportunities for and support
improvement activities, employees provide more improvement
ideas for performance improvement [45],[51], [52]. In the TQM
milieu, training refers specifically to employees being trained
on TQM processes, procedures and quality techniques and
methods [43], [53]. It is envisioned that unless employees
have received formal and systematic training in quality
management, other TQM elements such as employee
empowerment and involvement would not be effective [54].
Teamwork is operationalized through various forms in TQM,
including quality control circles and quality improvement teams
[22]. The need for teamwork in TQM is grounded on the
assumption that most of the quality problems can be solved
only by involving people from multiple functions in the
organization. Teamwork and group problem solving are an
important part of QM, permitting decision making to be
decentralized [53]. The aptitude of an organization to improve
quality depends on its ability to offer a climate and culture for
change through its decision-making and operating systems
and, human resource practices [56]. An organizational culture
emphasizing transparency, honesty, trust, respect, effective
communication,
empowerment,
learning,
teamwork,
coordination, innovation, customer focus, and continuous
improvement provides a foundation for implementing TQM
[55], [56], [57]. Shifting organizational culture from traditional
approach to a corporate quality culture necessitates
managerial commitment and leadership, as well as continuous
education and training. The conceptual argument is that
specific types of performance require different types of
organizational culture [58]. TQM implementation in the
appropriate cultural dimension is the key to effectiveness and
achievement of anticipated results. Organizational justice
research, which focuses on the role of fairness in the
workplace, demonstrates that fair treatment has important
effect on individual employee attitudes. Distributive justice
accounts for variance in personal outcomes such as pay and
overall job satisfaction [59]. Procedural justice is associated
with organizational commitment and trust in supervisors ([60].
Interactional justice relates to the quality of interpersonal
treatment employees receive when procedures are
implemented [61]. Contemporary TQM transcends the
traditional technical approach and has evolved to be socially
focused [62],[63]. As suggested by [30], employee work
attitudes are the immediate outcomes of TQM implementation
and act as mediators in the relationship between TQM and
quality performance [15], [25]. Among employee work attitudes
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elucidated from literature, this study focuses on job
satisfaction, job involvement and turnover intention, the basis
of selection being three- fold. Job satisfaction is the
predominant work attitude studied in TQM literature. Turnover
intention is a critical challenge, currently faced by the Sri
Lankan apparel industry, the context of this study. In attempts
to mitigate the employee turnover and to boost quality
performance, the apparel manufacturers in Sri Lanka adopt
strategies such as Quality Control Circles to encourage job
involvement. Soft TQM practices including training and
development,
leadership
commitment,
empowerment,
teamwork, and employee participation serve to create a
conducive working environment. The positive employee work
attitudes resulting as a consequence include job satisfaction
[25], [64]; job involvement [65], [66], and turnover intention
[17], [65].

3 STUDY DESIGN
This study attempts to provide a comprehensive list of
measures for PTQM practices, organizational culture and
organizational justice, employee work attitudes (job
satisfaction, job involvement, turnover intention) and quality
performance. Questionnaire was developed with reliable
items, delineated from literature. The questionnaire was tested
for content validity, to ascertain that the contents of the
instrument cover a representative sample of the domain to be
measured. In addition, this exercise reduces ambiguity and
improves clarity of each item. In the study, content validity was
extensively evaluated by a panel of recognised experts,
including three senior academics in TQM, organizational
behaviour
and
research
methodology
fields.
The
questionnaire, amended with the comments of the academic
reviewers was subsequently reviewed by two practising
Quality managers and a senior Quality Management regulator.
The initial questionnaire consisting of a total of 107 items
(Appendix), utilised a five-point Likert scale ranging from 1=
strongly disagree to 5 = strongly agree. This is a popular scale
used in business research. Sekaran and Bougie (2016) have
pointed out the need to provide a neutral point to balance the
rating scale. In this questionnaire, 3 (neither disagree or
agree) was the neutral point. The questionnaire was translated
into Sinhalese language, to enable the machine operator level
respondents to comprehend the questions. After the
translation, the Sinhala version was re-translated to English by
another professional translator to check for translation errors.
The questionnaire, thus rigorously reviewed, was finalised and
considered fit for administration. Machine operator level
employees in the Top 100 apparel export organizations in Sri
Lanka, were identified as the population for this study. The
selection is deemed appropriate on the premise that these
organizations being leading exporters to global brands, would
have TQM programs in place. For the pilot study, 60
employees from 10 organizations (from the list of Export
Development Board of Sri Lanka, 2018), were selected on
convenience sampling basis. The data was analyzed using
SPSS Version 20. The mean values of the overall constructs
and the individual items were recorded. Reliability measures
were set at Cronbach‘s alpha values greater than 0.70; highest
inter item correlations of 0.3 to 0.9 and corrected item- total
correlation values above 0.3 [67]. To confirm the reliability
findings, preliminary factor analysis was carried out on the
pilot test results, from which significant level of Bartlett‘s test of
Sphericity and Kaiser-Meyer-Oklin (KMO) value of 0.60 or
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greater, indicate sample adequacy and appropriateness of
factor analysis [68]. Additionally, internal consistency values
were computed through the average variance extracted (AVE)
and construct reliability (CR) . AVE and CR values of above
0.50 and 0.60, respectively, considered as acceptable [69}.

4. RESULTS
Table 1 presents the profile of the pilot study respondents. The
majority of them are 20 to 30 years old: possess G.C.E.
(Ordinary level) qualifications and have tenure of 1 to 3 years.
4.1 Constructs Measurements even constructs are addressed
in this study, three of them (PTQM, OC and OJ) are second
order latent constructs with five, four, and three dimensions
respectively. Four first order constructs in the study are job
satisfaction, turnover intention, job involvement and quality
performance. The first construct PTQM practices consists of 5
dimensions namely, top management commitment, employee
empowerment, employee involvement, training and teamwork.
The 5 dimensions were measured by 6,5,5,6, and 6 items
respectively. The reliability and preliminary exploratory
analysis results of each of the dimensions are presented
below. Top management support had an overall mean value of
4.03, whilst each of the 6 items had mean values ranging from
3.92 to 4.10. The highest inter item correlation values of all 6
items were within the range of 0.585 to 0.722 and the
corrected item- total correlations were above 0.3. Correlation
coefficient alpha for top management commitment measured
by the 6 items was 0.883. Therefore, all 6 items can be
accepted as reliable measures of top management
commitment. Exploratory factor analysis conducted to confirm
the correlation values resulted in KMO value of 0.814; factor
matrix values 0.696 to 0.837 and 57.3% total variance
explained. 5 items represented the dimension of employee
empowerment. The overall mean of this dimension was 4.00
and means of the 5 items were within the range of 3.90 to
4.07. Reliability analysis of the items revealed that highest
values of all 5 items for inter item correlation values were
within 0.510 and 0.771. Furthermore, the corrected inter item
total correlations were above .464 and correlation coefficient
alpha with all 5 items was 0.875. All 5 items were thus
rendered suitable to represent employee empowerment.
Exploratory factor analysis confirmed the correlation values
with KMO measure of 0.819, factor matrix 0.498, and 0.880,
with 61.5% total variance explained. Item EE 3 (technical
assistance is available to solve quality related problems) with
factor matrix 0.498 was retained since it approximates the
minimum factor matrix value of 0.5.

There were 6 items representing employee involvement. The
overall mean of this dimension was 3.88 while the mean
values of the 6 individual items were 3.63 to 4.08. Highest
inter item correlations within 0.497 and 0.614 were obtained
for all 5 items with corrected inter item- total correlation being
above 0.501-0.718 The correlation coefficient alpha of this
dimension with the 6 items, was 0.851, rendering the items
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Items
Percentage
ncy
Age
Less than 20
4
6.7
item total correlation of 0.556 to 0.689. As expected, the factor
years
37
61.7
matrix of value of HC 9 was 0.464 while the other items had
20- 30 years
14
23.3
factor matrices of 0.555 to 0.814. Item HC 9, also loaded by
31-40 years
5
8.3
itself onto a separate factor. After deleting item HC 9, reliability
41 to 50 years
and exploratory factor analysis were repeated. Cronbach
Education
Below
G.C.E.
4
6.7
alpha of the repeat reliability test improved from 0.845 to 0.873
(Ordinary level)
25
41.7
and KMO measure improved from 0.820 to 0.844 with 49.3 %
G.C.E.
16
26.7
variance in hierarchical culture explained by 8 items. 8 items
(Ordinary Level)
15
25.0
were selected to measure group culture dimension, which had
mean value of 3.93. The highest inter correlation matrix were
G.C.E.
0.480 to 0.719; corrected inter- item total correlations were
(Advanced level)
0.480- 0.783, and Cronbach alpha value was 0.884. KMO
Other
value of 0.878, factor matrices ranging from 0.503 to 0.837
Tenure
Less than 1 year
19
31.7
and the 8 items explaining 53.1% variance confirm that the 8
1 to less than 3
23
38.3
items are representative measures of group culture. Rational
years
10
16.7
culture had a mean value of 0.388 and was represented by 8
3 to less than 5
5
8.3
items with mean values 3.72 to 4.02. Inter item correlations
years
1
1.7
ranged from 0.412 to 0.747 and the corrected inter item total
5 to less than 7
2
3.3
correlations were 0.503- 0.734. The Cronbach alpha of 0.852
years
was proof of sufficient reliability of items. Exploratory factor
7 to less than 10
analysis results of KMO 0.826, factor matrix values of 0.536 to
years
0.809 and 54.9% variance explained, verify that the 8 items
10
years
or
are representative of the dimension rational culture. Mean
more.
value of developmental culture was 3.95. The mean values of
tested to be reliable measures of employee involvement. The the 7 items were 3.77 to 4.03. Inter item correlations were
reliability analysis results were confirmed by exploratory factor 0.672 to 0.793, and corrected inter item total correlations were
analysis findings of KMO measure of 0.825, factor matrices 0.645 to 0.801. Cronbach alpha of 0.908 signaled high
ranging from 0.566 to 0.719 and 49.7% total variance reliability of the selected items. The results were further
explained by tested items. 5 items were identified to measure verified by exploratory factor analysis which revealed KMO
training. While the overall mean value was 3.90, mean values value of 0.837 and factor matrices 0.677- 0.842 .Based on
of each of the specific items ranged from 3.73 to 4.00. All 5 these results the 7 items are considered reliable measures of
items showed highest inter item correlation values 0.448 and developmental culture. The third construct in the study was
0.689, in addition to corrected inter item- total correlation organizational justice which had 3 dimensions namely,
above 0.512. The correlation coefficient alpha value the distributive justice, procedural justice and interactional justice.
dimension with all 5 items being 0.831, the items are deemed 5, 7, and 6 items were chosen from literature to measure each
suitable to represent training. Exploratory analysis findings of the dimensions. The chosen items were subjected to
confirmed the correlation values with KMO measure of 0.773, reliability and exploratory factor analyses to verify the
factor matrix values ranging from 0.559- 0.819 and 52.7% suitability of these measures to represent the respective
variance explained by the items. Teamwork had an average dimensions. Results of the analyses are presented below.
mean value of 3.98 with the 6 items chosen to represent the Distributive justice was represented by 5 items and had an
dimension displayed mean values 3.88- 4.12. The highest inter overall mean of 3.88 and 3.72-3.97 for the 5 items. Inter-item
item correlations corresponding to the items ranged 0.491 to correlations were 0.688 to 0.876. Corrected inter item total
0.741 and the least corrected inter item- total correlations for correlations ranged from 0.679- 0.879 and the correlation
all items was 0.518. Further the correlation coefficient alpha coefficient alpha value was 0.923. KMO value of the
for the dimension consisting of the 6 items was 0.882. The 6 exploratory factor analysis was 0.868, factor matrices ranging
items tested are, thus, suitable to represent the dimension of from 0.713 to 0.933. Additionally, 71.4% of variance is
team work. The KMO measure confirming the correlation explained by the 5 items. Accordingly, the selected items are
values was 0.857, factor matrix values 0.553 to 0.922 and considered measures of distributive justice. 7 items were
57.5% variance explained by the 6 items. Hierarchical culture, selected to measure procedural justice, which had an overall
group culture, rational culture, and developmental culture mean of 3.83 and a range of 3.75 to 3.995. Inter item
dimensions constituted the second order construct of correlation values for the items were from 0.670 to 0.808, and
organizational culture. The four dimensions were measured by the corrected inter item total correlation values were 0.720 to
9, 8, 8, and 7 items respectively. Results of the reliability and 0.830. The correlation coefficient alpha was 0.931.
preliminary exploratory analysis results of each of the Exploratory factor analysis was conducted to verify the
dimensions, conducted to confirm the suitability of the tested reliability and the resultant KMO was 0.836, factor matrix
items to represent the dimensions, are presented below. values were 0.753 to 0.899, and 67.1% of variance was
Hierarchical culture with an average mean of 3.95 was accounted for by the selected items. On the basis of above
represented by 9 items with mean values ranging from 3.35 to results, the 7 items are adjudged as satisfactorily representing
4.15. Reliability results of item HC 9 (Even small issues are procedural justice. Interactional justice measured by 6 items
referred to higher ups for decision) were marginal, with highest showed an overall mean of 3.88, with means of individual
inter item correlation index value of 0.348 and corrected inter items displaying values from 3.53 to 4.03. The highest inter
item total correlation was 0.307. All other items exhibited inter item correlation values were from 0.608 to 0.836. The
item correlations between 0.515 to 0.734, and corrected inter corrected inter item total correlations were 0.532 to 0.838, and
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the correlation coefficient alpha was 0.895. KMO value was
0.735 with all items exhibiting factor matrices above 0.5 (0.576
– 0.879). The 6 items explained 60.7% variance in
interactional justice. Accordingly, all 6 items are deemed as
representative of the dimension. Items measured the construct
of job satisfaction, with overall mean of 3.84 and individual
item means from 3.48 to 3.94. Inter item correlations ranged
from 0.628 to 0.701, corrected inter item total correlation from
0.625 to 0.735 and correlation coefficient alpha value was
0.847. Confirmation of reliability results was provided by
exploratory factor analysis findings reporting KMO value of
0.724, factor matrix values of each item above 0.5 (0.669 to
0.822) and 53.6% of variance explained by the 5 items. Thus,
the selected items are reliable measures of the construct job
satisfaction. Job involvement was represented by 10 items.
Overall mean of the construct was 3.66 and the individual item
means were 3.05 to 3.90. Reliability analysis results showed
that the inter item correlations of JI 2 (job is only a small part of
who I am) and JI 7 (I am detached from my job) were marginal
(0.300 and 0.312, respectively). Furthermore, the highest
corrected inter item total correlations of these two items (JI 2
and JI 7) were below 0.3 (0.072 and 0.279, respectively). The
inter item correlations of the rest of the 8 items were within
acceptable range (0.3 – 0.9) and the corrected inter item total
correlations were above 0.3. Based on the reliability statistics,
items IJ 2 an IJ 7 were delated and the reliability test was
repeated. Inter item correlations of the remaining 8 items were
0.589 to 0.787 and the corrected inter item total correlations
were 0.570 to 0.849. The Cronbach alpha value increased to
0.887 from the initial test value of 0.817. Not surprisingly, the
exploratory factor analysis results were not favourable to the
two items IJ 2 and IJ 7. Item IJ2 loaded singly into a separate
factor, while the factor matrix value of IJ 7 was below 0.5.
Exploratory factor evaluation was repeated after removing the
two non- conforming items, one at a time. The final KMO
measure improved to 0.774 and all remaining 8 items
displayed factor matrices 0.606 to 0.917. 8 items were thus
verified as reliable measures representing the construct job
involvement. 7 items were selected to measure turnover
intention, the construct displaying overall mean of 2.87 and
individual item means from 2.55 to 3.35. Item ti6 did not
conform to the required parameters with maximum inter item
correlation of - 0.119, and corrected inter item total correlation
of -0.187. All other 6 items were within acceptable ranges of
greater than 0.3 inter item correlations and corrected inter item
total correlation values. After deletion of TI 6, Cronbach‘s
alpha was 0.872; inter item correlations ranged from 0.480 to
0.782 and corrected inter item total correlation from 0.525 to
0.801. Exploratory factor analysis was carried out to confirm
the results of the 7 items of the turnover intention construct.
Similar to the reliability results, item TI 6 showed factor matrix
scores of 0.269 which is below 0.5. After deleting the item,
KMO value was 0,835 and all 6 remaining items had factor
scores of 0.554- 0.884. Accordingly, 6 items are considered
representative measures of the construct turnover intention.
The final construct in the study is quality performance which is
represented by 7 items. The overall mean value of the
construct was 3.78 and the individual item mean values
ranged from 3.55 to 4.05. Further, reliability analysis showed
that inter item correlation of the items was within 0.623 to
0.771 and corrected inter item total correlation values were
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0.698 to 0.769, with Cronbach alpha value of 0.913, The
results were affirmed by exploratory factor analysis, reporting
factor matrix values for all items in the range of 0.732 to 0.804
(higher than 0.5), KMO value of 0.853 and 59.9% variance in
quality performance explained by the 7 items tested. Thus, the
7 items are verified as satisfactory measures to represent the
construct quality performance. Results of the reliability,
exploratory factor analysis, AVE, and CR, in the pilot study are
presented in Table 2. The findings indicate that all the retained
items had KMO measures above 0.7, with significant levels of
p< 0.001 for Bartlett‘s test of sphericity. Further, AVE and CR
values were above the threshold values (≥ 0.5 and ≥0.6,
respectively), confirming the validity of the items. The
Cronbach alpha values of the items above 0.6 affirm the
reliability of the retained items.

5 DISCUSSION
This study has protracted the understanding of factors which
determine the success of TQM in delivering augmented quality
performance. The criticality of positive employee work
attitudes, conducive organizational culture and organizational
justice perceptions have emerged as pre requisites for quality
performance. This is a significant contribution since there is a
lacuna in people- related factors which challenge quality
performance. More importantly, the study presents a
comprehensive scale to measure a large number of constructs
related to quality performance. Goodness of all the identified
measures was established (Appendix). The role of peoplerelated TQM practices, is exemplified by the findings [18],[20],
[21]. The five PTQM practices are seen to be valuable to
create positive employee and organizational level outcomes.
According to the pilot study findings, comprehensive quality
goal setting process and management review of quality issues
are practices which convince the first level employees of
management commitment to quality. In addition, top
management is required to demonstrate their commitment
through active participation in quality improvement programs.
The findings resonate the literature emphasising top
management commitment as the critical driver of TQM [2], [3].
Comparison of the overall mean values show that top
management commitment is the most valued practice followed
by empowerment, teamwork, training and finally involvement.
To impress upon the employees that empowerment practices
are in place, provision of required resources, technical
assistance and formation of a problem- solving network need
to be established. Surprisingly, employees being allowed to
inspect their own work was attested the least important feature
of empowerment. It is interesting that similar results are
reported in [18]. This may be attributed to lack of training to
instil confidence and should inform managers on capacity
building requirements. However, it is interesting to note that
employees desire involvement in designing of their own job
and that their suggestions on quality improvements are
seriously considered. Participation in quality audits are desired
by floor level employees who also value feedback on quality
performance. The findings, resembling [18], [20], reinforce the
value of training, even from the employee perspective. It is
evident that

1295
IJSTR©2020
www.ijstr.org

INTERNATIONAL JOURNAL OF SCIENTIFIC & TECHNOLOGY RESEARCH VOLUME 9, ISSUE 01, JANUARY 2020

Construct

People- related
TQM practices

Organizational
culture

Organizational
justice
Job satisfaction
Job
involvement
Turnover
intention
Quality
performance

Dimension

Table 2
KMO, Reliability, Validity measures of the constructs
No. of KMO
Bartlett’s
AVE
items
sphericity
(p-value)
management
6
0.814
0.000
0.57

Top
support
Employee
empowerment
Training
Employee involvement
Teamwork
Hierarchical culture
Group Culture
Rational culture
Developmental culture
Distributive justice
Procedural justice
Interactional justice
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Construct
reliability

Cron-bach
α

0.82

0.883

5

0.819

0.000

0.61

0.75

0.875

5
6
6
8
8
8
7
5
7
6
5
8

0.773
0.825
0.857
0.844
0.878
0.826
0.831
0.868
0.836
0.765
0.724
0.774

0.000
0.000
0.000
0.000
0.000
0.000
0.000
0.000
0.000
0.000
0.000
0.000

0.53
0.50
0.57
0.50
0.53
0.50
0.59
0.71
0.67
0.61
0.54
0.51

0.71
0.78
0.82
0.88
0.90
0.61
0.94
0.94
0.95
0.90
0.80
0.89

0.831
0.851
0.882
0.873
0.884
0.852
0.908
0.923
0.931
0.895
0.847
0.887

6

0.835

0.000

0.54

0.80

0.872

7

0.853

0.000

0.60

0.88

0.913

in order to be part of quality related problem solving and
quality related decision making, all employees should be
equipped with relevant training covering TQM concepts,
statistical techniques. Since the employees show readiness to
be trained, it is suggested that the management provides
required resources for training. Teamwork is a central concept
in TQM. Respondents of the pilot study, emphatically agreed
that they are actively involved in quality improvement teams.
The findings indicate that organizations have used teambased activities extensively to solve quality problems. Cross
functional teams, Quality control circles were observed to be
the common modes of implementing problem solving teams.
Respondents also opined that teams are effective in producing
quality products. Overall, the findings of the pilot study related
to the PTQM practices construct strengthen the notion that
people- related TQM practices set the stage by creating a
supportive working environment to yield quality performance.
The responses reveal that these soft practices have the
potential to create intrinsic motivation in employees which the
management can easily turn into improved performance. The
four dimensions of organizational culture disclose interesting
revelations. The overall mean values indicate that employees
acknowledge the prevalence of hierarchical culture slightly
higher than the other dimensions, followed by equal weightage
for group culture and then developmental culture. Rational
culture lags behind by a small difference. The finding informs
that although different culture dimensions have been
conceptualised for specific performances, it is possible that
organizations exhibit a mix of the culture orientations, as
reported in previous studies [26]. Strategies to harness
performance through efficiency and control measures,
management focus on delivery reliability, predictability and

formalised procedures are valued by the employees, in
direction towards quality performance. Simultaneously,
teamwork, value and concern for human resources,
participative and consensus – based management style are
esteemed. Developmental orientation discloses uniqueness,
challenges, innovation, and risk-taking enticing floor level
employees. This finding signals to the management that if
stimulated with intriguing challenges, employee creativity and
improvement potential can be unleashed. Rational culture
dimension marks market leadership creates pride in the
employees. Management strategies to drive competitiveness
and goal achievement are valuable practices to involve
employees towards improved performance. The findings are of
significance to top managements hopeful of change initiatives
such as TQM.
Building a conductive cultural climate
congruent with the strategized performance orientation is a pre
requisite. Organizational justice findings are perhaps the most
value adding insights, given that only few studies [28] on this
terrain. Rewards based on responsibilities, experience and
extra efforts put forth are important considerations influencing
fairness perceptions. Management action in taking the
stresses and strains of the job into consideration would
certainly boost the justice perceptions. Furthermore,
procedures to provide feedback regarding distribution of
rewards and avenues for appeal for more information are
valued by employees. Additionally, interactions with the
superior in considering employee viewpoint, providing timely
feedback, kindness and concern for employees‘ rights
cements the favourable justice perceptions. Employee
perception that the immediate supervisor deals in a truthful
manner is of grave significance in fairness perception. Top
management focus on building supervisor – subordinate
1296

IJSTR©2020
www.ijstr.org

INTERNATIONAL JOURNAL OF SCIENTIFIC & TECHNOLOGY RESEARCH VOLUME 9, ISSUE 01, JANUARY 2020

relationships at all levels in the organization is fundamental for
any change initiative. Study findings reveal that distributive,
procedural and interaction justice dimensions are equally
important influencers of justice perceptions. The study
addressed 3 employee work attitudes of which job satisfaction
rated highest mean values, indicating its importance.
Employees assess their satisfaction with the current job on
consideration whether it is their ideal job, measuring up to
expectations, whether they would take up this job over again
and if the job can be recommended to a friend. Job
satisfaction can propel other attitudes including job
involvement and decreased turnover intention. Thus, the onus
is on the management to consistently escalate employee job
satisfaction. Decision on job involvement arises due to the
estimation of the extent of employee interests being job
centric, extent of important things involving the job, ties with
the job and alignment of personal goals with the job. These
findings signal that a job design which harmonious with the
employee‘s personal needs would fully involve the employee.
Turnover intention manifests when employees look forwards to
quitting the current job, are hopeful and contemplating finding
a new job. Turnover intention results in counter- productive job
performance. Enhancement of quality and delivery of products,
increase in customer satisfaction are indicators of improved
quality performance. Moreover, reduction in rework and scrap
cost, cycle time and equipment down time also are significant
measures of quality performance. Together, these measures
compose of broad set of indicators in customer, financial and
operational extents to judge the quality performance. The
findings of the study similar to findings of [1].
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mediators, to gain a complete understanding of the factors
affecting quality performance.
Appendix
Construct/
Sub Construct
Peoplerelated TQM
practices
1.Top
management
commitment

Item
Code
TM 1

TM 2

TM 3

TM 4

TM 5

TM 6
2.
Employee
empowerment

EE 1

5 CONCLUSION AND FUTURE RESEARCH
DIRECTIONS
This study achieved the objective of identifying the
determinants of quality performance, derived through review of
extant literature. The findings support the argument that a
conducive culture along with positive organizational justice
perceptions among employees is a pre requisite for
organizations embarking on change initiatives such as TQM. It
is also advocated that positive employee work attitudes should
be nurtured, which will act as mediators, propelling quality
performance [15], [25]. In analogue with [18},[20], [21], [22],
the paper advances PTQM practices to achieve the employee
work attitudes and quality performance. The contribution of the
study lies in establishment of reliable measurement items for a
comprehensive set of constructs related to quality
performance and its determinants. An integration between the
PTQM practices, organizational culture and organizational
justice can help the apparel industries in Sri Lanka to achieve
and sustain high quality performance. Further, implementation
of TQM as a holistic philosophy can help in making
sustainable improvements through enhanced employee work
attitudes. It is hoped that the study provides suggestions to
mitigate the challenge of high employee turnover faced by the
Sri Lankan apparel industry. The findings provide useful
insights to practising quality managers on how to implement
TQM successfully, not just what to do [2]. To researchers, his
study opens new dimensions for future research in TQM. This
study focused only on a pilot study with a small sample to test
the reliability of the measures. Future research should
incorporate detailed analysis with a large, representative
sample to test the parameters suggested in this study. Future
studies may propose additional employee work attitudes as

EE 2

EE 3

EE 4

EE 5
3.Training
TR 1

TR 2

TR 3
TR 4
TR 5
4.Employe

EI 1

Item
Top management
has
quality
objectives.
Top management
is responsible for
quality performance.
Top management
participates
in
continuous
improvement
programs.
Quality objectives
are more important
than cost objectives.
Quality
goal
setting process is
comprehensive.
Quality issues are
reviewed
at
management
meetings.
Employees
are
encouraged to fix
own quality related
problems.
Resources
are
provided to correct
quality
related
problems.
Technical
assistance
is
available to solve
qualityrelated
problems
Problem solving
network is available
for quality – related
problem solving.
Employees
inspect quality of
their own work
Resources
for
quality
related
training are available.
Quality
related
training is given to all
supervisors
and
managers.
Quality
related
training is given to all
employees.
Trainings
cover
TQM concepts.
Trainings
cover
statistical techniques
Employees design

Factor
loading
.806

.696

.700

.669

.817

.839

.769

.895

.862

.847

.501

.680

.819

.559

.853
.677
.755
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e involvement

EI 2

EI 3

EI 4

EI 5

EI 6
5.Teamwor
k

TW1
TW2

TW 3

TW 4

TW 5

TW 6

Organizatio
nal culture
1.Hierarchi
cal culture

HC 1

HC 2

HC 3
HC 4

HC 5
HC 6
HC 7
HC 8
2. Group

GC 1

their own jobs
Employee
suggestions
on
quality improvement
are
seriously
considered
Feedback is given
on
quality
performance
Recognition
is
based on quality
performance
Employees
are
involved in quality
related
decision
making
Employees
participate in quality
audits
Teams are used
extensively
Quality teams are
formed as long-term
initiatives.
Employees
are
involved in quality
improvement teams.
Cross functional
teams are formed to
solve
quality
problems
Resources
are
available for quality
improvement
team
activities.
Teams
are
effective in producing
quality products.
Formalised
procedures govern
what people do.
Emphasis
on
efficiency and control
to reach performance
results
Reliable delivery
is an important focus.
Low
cost
production is
an
important focus.
Smooth
work
scheduling is an
important focus.
Management style
prioritises conformity.
Management style
prioritises
predictability
Management style
prioritises stability.
Development
of

culture
.791
GC 2
GC 3
.677
GC 4
.566
GC 5
.702
GC 6
.718
GC 7
.766
GC 8
.553
3. Rational
culture

RC 1

.922
RC 2
.739
RC 3
.778
RC 4
.744
RC 5
.691
RC 6
.804
RC 7
.734
.626

.551

RC 8
4.
Developmenta
l culture

DC 1

.762
.757

DC 2

.656
.742

DC 3
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human resources are
valued
Concern
about
employees is valued.
Employees
are
encouraged to work
as a team.
Employees have
open
discussions
with higher ups.
Employees
are
encouraged to make
own decisions.
Management style
is characterised by
teamwork.
Management style
is characterised by
consensus.
Management style
is characterised by
participation.
Success
is
defined by market
leadership.
Reward
system
encourages
goal
achievement.
Result
oriented
and
people
are
competitive.
Result
oriented
and
people
are
achievement
oriented.
Objectives
and
aims
are
clearly
defined.
Management style
is characterised by
drive
for
competitiveness.
Management style
is characterised by
demand
for
performance.
Management style
is characterised by
drive for individual
achievement.
New
challenge
creation
is
encouraged.
New
manufacturing
practices
and
technologies
are
anticipated.
Dynamic
and
entrepreneurial
organization where
people take risks.

.857
.743

.571

.503

.784

.692

.773

.509

.675

.501

.522

.660

.503

.825

.669

.821

.731

.729
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DC 4

DC 5

DC 6

DC 7

Organizatio
nal justice
1.Distributi
ve justice

DJ 1
DJ 2
DJ 3

DJ 4

DJ 5
2.
Procedural
justice

PJ 1

PJ 2

PJ 3

PJ 4

PJ 5
PJ 6

PJ 7
3.
Interactional
justice

IJ 1

IJ 2
IJ 3
IJ 4
IJ 5

Management style
is characterised by
individual risk taking.
Management style
is characterised by
innovation.
Management style
is characterised by
uniqueness.
Success
is
defined by innovation
and newest products.
Fairly
rewarded
considering
responsibilities.
Fairly
rewarded
based on experience.
Fairly
rewarded
considering effort put
forth.
Fairly
rewarded
for the work well
done.
Fairly
rewarded
for the stresses and
strains of the job.
Procedures
designed
to
for
accurate information
collection for decision
making.
Procedures
provide for appeal or
challenges
to
decisions.
Procedures
consider all sides
affected by decision.
Procedures
generate standards
for
decision
consistency.
Procedures
to
hear concerns of all
those affected.
Procedures
for
useful feedback.
Procedures allow
requests
for
additional information
and clarifications.
Superior
considers my view
point.
Superior
suppresses personal
biases.
Superior provides
timely feedback.
Superior treats me
with kindness
Superior
shows

.745
IJ 6
.838

Job
satisfaction

.842

JS 1
JS 2
JS 3

.677

JS 4
.933

.912

JS 5
Job
involvement

JI 1
JI 3

.862

JI 4
.716
JI 5
.782

JI 6

.857

JI 8
JI 9
JI 0

.756
Turnover
intention.884

TI 1

.770
TI 2
.753
TI 3
TI 4
.797
TI 5
.887
.899

TI 7
Quality
performance

.756

QP 1

QP 2
QP 3

.573
QP 4
.872
.722
.876

QP 5
QP 6
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concern for my rights
Superior deals in
a truthful manner.
I
would
recommend my job
to a friend.
Very satisfied with
the current job.
Job measures up
to my expectations.
Would take up this
job over again.
This is my ideal
job.
Most
important
things involve my job.
I am personally
involved in my job.
I live, eat and
breathe my job.
Most
of
my
interests are job
centric.
I have strong ties
with the job.
Most
personal
goals
are
job
oriented.
Job is central to
my existence.
Absorbed in my
job most of the time.
Hope to find a
new job in the near
future.
Thinking
of
quitting the current
job.
Looking forwards
to quitting the job.
Will quit this job
now if possible
Planning to leave
in the near future.
Actively searching
for another job.
Quality
of
products
has
increased.
Delivery
of
products
has
improved.
Cost of scrap has
decreased.
Cost of rework
has decreased.
Cycle time has
decreased.
Customer
satisfaction
has
increased.

.827
.742

.717
.669
.822
.702
.705
.647
.659
.916

.753
.606

.683
.657
.811

.808

.884
.679
.554
.630
.825

.804

.732
.784
.746
.759
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QP 7

Equipment
downtime
decreased.

.766
has

REFERENCES
[1] X. Zu, ―Infrastructure and core quality management
practices: how do they affect quality?‖ International
Journal of Quality & Reliability Management, vol.26,
no.2, pp.129-149,2009.
[2] R. Sousa, and C.A. Voss, ―Quality management revisited; a reflective review and agenda for future
research,‖ Journal of Operations Management, vol.20,
pp.91–109, 2002.
[3] A. Nair, ―Meta-analysis of the relationship between
quality management practices and firm performanceimplications for quality management
theory
development,‖ Journal of Operations Management,
vol.24, pp.948–975, 2002.
[4] M.F. Ahmad, N. Zakuan, J. Ahmad, and J, Takala,
‗Meta-analysis of the TQM impact on business
performance among regions and countries,‖
International. Journal of Industrial and Systems
Engineering, vol.20, no.2, pp.155-165, 2015.
[5] G. Mehralian, J. Nazari, G. Nooriparto, and H. Rasekh,
"TQM and organizational performance using the
balanced scorecard approach", International Journal
of Productivity and Performance Management, vol. 66
no. 1, pp. 111-125, 2017, doi.org/10.1108/IJPPM-082015-0114.
[6] V.P. Patyal and M. Koilakuntla, ―The impact of Quality
Management Practices on Performance: An empirical
study,‖ Benchmarking: An International Journal,
vol.24, no. 2, pp. 511-535, 2017.
[7] W.R. Adawiyah, ―The Relationship between Soft TQM
and Organizational Citizenship Behaviour; A case of
Islamic Banks in Indonesia,‖ International Review of
Social Sciences and Humanities, vol.2, no.29, pp.
213-226, 2012.
[8] M. Akdere, ―A multi-level examination of qualityfocused human resource practices and firm
performance: evidence from the US healthcare
industry,‖ The International Journal of Human
Resource Management, vol. 20, no. 9, pp.1945–1964,
2009.
[9] J. Jayaram, S.L. Ahire, and P. Dreyfus, ―Contingency
relationships of firm size, TQM duration, unionization,
and industry context on TQM implementation -A focus
on total effects,‖ Journal of Operations Management,
vol. 28, pp.345-356, 2010.
[10] L.M. De Menezes, ―Job Satisfaction and Quality
Management: An empirical Analysis,‖ International
Journal of Operations & Production Management, vol.
32, no. 3, pp. 308-328, 2012.
[11] C. C. Manz and G.L. Stewart, ―Attaining Flexible
Stability by Integrating Total Quality Management and
Socio-technical Systems Theory,‖ Organization
Science, vol. 8, no. (1), 59- 70, 1977.
[12] K.O. Cua, K.E. McKone, and R.G. Schroeder,
―Relationships between implementation of TQM, JIT,
and TPM and manufacturing performance,‖ Journal of
Operations Management, vol.19, no,2, pp.675-694,
2001.
[13] T.J. Douglas and W.Q. Judge, (2001). ―Total Quality

ISSN 2277-8616

Management Implementation and Competitive
Advantage: The Role of Structural Control and
Exploration,‖ Academy of Management Journal, vol.
44, pp.158-169, 2001.
[14] M. Jun, S. Cai, and H. Shin, ―TQM practice in
maquiladora: Antecedents of employee satisfaction
and loyalty,‖ Journal of Operations Management vol.
24, pp. 791–812, 2006.
[15] J.L. Montes, A.V. Jover, and L.M.M. Fernandez,
―Factors affecting the relationship between total
quality management and organizational performance,‖
International Journal of Quality & Reliability
Management, vol. 20, no.2, pp.189-209, 2003.
[16] J. Wei, Y.W. Chang, X. Zhang, H. Wu, and Y. Tang,
―Performance measurement systems, TQM and multilevel firm performance: a person–organization fit
perspective,‖ Total Quality Management & Business
Excellence,
2017,
doi:
10.1080/14783363.2017.1384311.
[17] J.W. Yue, K. Ooi, and C.C. Keong, ―The relationship
between people-related total quality management
(TQM) practices, job satisfaction and turnover
intention: A literature review and proposed conceptual
model,‖ African Journal of Business Management,
vol.5, no. 15, pp.6632-6639, 2011.
[18] D. Prajogo and B.K. Cooper, ―The effect of peoplerelated TQM practices on job satisfaction: a
hierarchical model,‖ Production Planning & Control,
vol. 21, no.1, pp. 26–35, 2010.
[19] W.G. Lewis, K.F. Pun, and T.R.M. Laila, (2006).
―Exploring soft versus hard factors for TQM
implementation in small and medium sized
enterprises, ―International Journal of Productivity and
Performance Management, vol. 55, no.7, pp.539 –
554, 2006.
[20] D.J. Prajogo and B. Cooper, ―The individual and
organizational level effects of TQM practices on job
satisfaction,‖ International Journal of Manpower, vol.
38, no.2, pp.215-225, 2017.
[21] K.B. Ooi, V. Arumugam, and T. Seng Hwa, "Does soft
TQM predict employees‘ attitudes?", The TQM
Magazine, vol.17, no.3, pp. 279-289, 2005.
[22] H. J. Chathurika and M.E.W. Dileepa, ―Predicting
Employees' Job Satisfaction with People-related TQM
Practices: Case in Apparel Manufacturing Industry, Sri
Lanka,‖ Journal of Business Studies, vol. 3, no. 2, pp.
1-17,2016.
[23] S. Rahman and P. Bullock, ―Soft TQM, hard TQM, and
organizational performance relationships: an empirical
investigation‘‖ Omega, vol. 33 no.1, pp. 73–83, 2005.
[24] K.B. Ooi, M.S. Safa, and V. Arumugam, ―TQM
practices and aﬀective commitment: a case of
Malaysian semiconductor packaging organizations,―
International
Journal
of
Management
and
Entrepreneurship, vol.2, no. 1, pp. 37-55, 2006.
[25] E. Sadikoglu and C. Zehir, ―Investigating the effects of
innovation and employee performance on the
relationship between total quality management
practices and firm performance: An empirical study of
Turkish firms‘‖ International Journal of Production
Economics 127, 13–26,2010.
[26] D.I. Prajogo and C.A. McDermott, ―The relationship
between multidimensional organizational culture and
1300

IJSTR©2020
www.ijstr.org

INTERNATIONAL JOURNAL OF SCIENTIFIC & TECHNOLOGY RESEARCH VOLUME 9, ISSUE 01, JANUARY 2020

performance, ―International Journal of Operations &
Production Management, vol. 31 no. 7, pp. 712-735,
2011.
[27] C. Valmohammadi and S. Roshanzamir, ―The
guidelines of improvement: Relations among
organizational culture, TQM and performance,‖
International Journal of Production Economics,
vol.164, pp. 167- 178, 2015.
[28] S. A. Mohamed, ―The relation between organizational
justice and quality performance among healthcare
workers: a pilot study,‖ The Scientific World Journal,
vol. 2014, pp.1-7.
[29] J. Hackman and R. Wageman, ―Total quality
management: empirical, conceptual and practical
issues, ―Administrative Science Quarterly,‖ 40, 309342, 1995.
[30] P.C. Morrow, ―The measurement of TQM principles
and
work-related
outcomes,‖
Journal
of
Organizational Behaviour, vol. 18, pp. 363-376, 1997.
[31] Central Bank of Sri Lanka (2018). Annual Report,
Colombo.
[32] K.E. Leonard, ―The effect of organizational culture in
implementing and sustaining lean practices, ―Journal
of Manufacturing Technology Management, vol.16,
no.5, pp. 725-743, 2015.
[33] S. Kim, L. Tam, J. N. Kim and Y. Rhee, ―Determinants
of employee turnover intention: Understanding the
roles of organizational justice, supervisory justice,
authoritarian organizational culture and organizationemployee
relationship
quality,
―Corporate
Communications: An International Journal. 2017, doi:
22. 00-00. 10.1108/CCIJ-11-2016-0074.
[34] K. Cameron and S. Freeman, ―Cultural Congruence,
Strength, and Type: Relationships to Effectiveness,
―Research
in
Organizational
Change
and
Development, 5, 23-58, 1991.
[35] R. Quinn and G. Spreitzer, ―The Psychometric of the
Competing Values Culture Instrument and an Analysis
of the Impact of Organizational Culture on Quality of
Life‖ In: Woodman, R.W. and Pasmore, W.A., Eds.,
Research
in
Organizational
Change
and
Development, Vol. 5, JAI Press, Greenwich, 115-142,
1991.
[36] J. Lavelle, D, Rupp, and J. Brockner, ―Taking a Multifoci Approach to the Study of Justice, Social
Exchange, and Citizenship Behavior: The Target
Similarity Model,‖ Journal of Management, vol. 33, pp.
841-866, 2007, doi.org/10.1177/0149206307307635.
[37] Z. S. Bryne and R. Cropanzano, Justice in the
Workplace: From Theory to Practice, USA:
Psychology Press, 2001.
A. Bakhshi, K. Kuldeep, and R. Ekta,
―Organizational Justice Perceptions as
Predictor
of
Job
Satisfaction
and
Organizational Commitment,‖ International
Journal of Business and Management, vol 9,
no. 9, pp. 145-159, 2009.
[38] K.L. Scott, S.L. Restubog, and T.J. Zagenczyk, ―A
social exchange-based model of the antecedents of
workplace exclusion,― Journal of Applied Psychology,
vol. 98, pp. 37–48, 2013.
[39] M. F. Ahmad, N. Zakuan, J. Ahmad, and J. Takala, J.
―Meta-analysis of the TQM impact on business

ISSN 2277-8616

performance amongst regions and countries,‖
International Journal of Industrial and Systems
Engineering, vol. 20, no. 2, pp. 155-165, 2015.
[40] B. Aquilani, R. Silvestri, A. Ruggieri, and C. Gatti,
(2017), ―A systematic literature review on total quality
management critical success factors and the
identification of new avenues of research,‖ The TQM
Journal, vol. 29, no. 1, pp. 184-213, 2017.
[41] S.L. Ahire and P. Dreyfus, P,‖The impact of design
management and process management on quality: an
empirical examination,‖ Journal of Operations
Management, vol. 18, no. 5, 549-575, 2000.
[42] H. Kaynak, ―The relationship between total quality
management practices and their effects on firm
performance,‖ Journal of Operations Management,
vol. 21, pp. 405–435, 2003.
[43] J.F. Molina-Azorin, J.J. Tari, E. Claver-Cortes, and
M.D.
Lopez-Gamero,
―Quality
management,
environmental management and firm performance: a
review of empirical studies and issues of integration‘
―International Journal of Management Reviews, vol.
11, no. 2, pp. 197-222, 2009.
[44] C.B. Fotopoulos and E. L. Psomas, "The impact of
―soft‖ and ―hard‖ TQM elements on quality
management results," International Journal of Quality
& Reliability Management, vol. 26, no.2, pp.150 –
163, 2009.
[45] E. Psomas, F. Vouzas, and D. Kefetzopoulas, ―Quality
management benefits through the ―soft‖ and ―hard‖
aspect of TQM in food companies,‖ The TQM Journal,
vol.26, no. 5, pp. 431-444, 2014.
[46] E. Sadikoglu and H. Olcay, ―The Effects of Total
Quality Management Practices on Performance and
the Reasons of and the Barriers to TQM Practices in
Turkey,‖ Advances in Decision Sciences, pp. 1-17, 522, 2014. 1-17, doi: 10.1155/2014/537605.
[47] R. E. Ripley and M.J. Ripley, ―Empowerment, the
cornerstone of quality: empowering management in
innovative organizations in the 1990s,‖ Management
Decision, vol. 30, no. 4, pp. 20-43, 1992.
[48] M.M.B. Abdullah and J.J. Tari, ―Hard quality
management and performance: The moderating role
of soft quality management,‖ International Journal for
Quality Research, vol. 11, no. 3, pp. 587-602, 2018.
[49] F. Hill and R. Huq, ―Employee empowerment:
conceptualizations, aims and outcomes,‖ Total Quality
Management & Business Excellence, vol 15, no.8, pp.
1025‐41, 2004.
[50] I.O. Ugboro and K. Obeng, ―Top management
Leadership,
Employee
empowerment,
Job
satisfaction and Customer Satisfaction in TQM
Organizations: An empirical study, ―Journal of Quality
Management, vol. 5, pp. 247- 272, 2000.
[51] T. Laohavichien, L. Fredendall, and S.R. Cantrell,
―Leadership and quality management practices in
Thailand‖, International Journal of Operations &
Production Management, vol. 31, no. 10, pp. 10481070, 2011.
[52] B.B. Flynn, R.G. Schroeder, and S. Sakakibara, ―The
impact of Quality Management Practices on
Performance and competitive advantage.,‖ Decision
Sciences, vol. 26, no. 5, pp. 659-692, 1995.
[53] S.L. Ahire, R. Landeros, and D.Y. Golhar, ―Total
1301

IJSTR©2020
www.ijstr.org

INTERNATIONAL JOURNAL OF SCIENTIFIC & TECHNOLOGY RESEARCH VOLUME 9, ISSUE 01, JANUARY 2020

quality management: A literature review and an
agenda for future research,‖Production and
Operations Management, vol. 4, no. 3, 277-306,
1995.
[54] K. Kaluarachchi, "Organizational culture and total
quality management practices: a Sri Lankan case",
The TQM Journal, vol. 22, no.1, pp. 41-55, 2010,
https://doi.org/10.1108/17542731011009612.
[55] M.A. Mosaddegh Rad and H.M. Yarmohammadian,
(2006). A study of relationship between managers'
leadership style and employees' job satisfaction.
Leadership in Health Services, 19 (2),11-28, 2006, doi
/10.1108/13660750610665008.
[56] V. Wardhani, A. Utarini, J.P. van Dijk, D. Post, and
J.W. Groothoff, ―Determinants of Quality Management
Systems Implementation in Hospitals,‖ Health Policy,
vol. 89, no.3, pp.239–51, 2009.
[57] D.I. Prajogo and A.S. Sohal, A.S. (2001), ―The
relationship between TQM practices and innovation
performance: a literature review and research
framework‖, Technovation, vol. 21, no. 9, pp. 539-58,
2001.
[58] S. Alexander and M. Ruderman, ―The Role of
Procedural and Distributive Justice in Organizational
Behavior,― Social Justice Research, 1, 177-198, 1987,
http://dx.doi.org/10.1007/BF01048015.
[59] R. Folger and M.A. Konovsky, (1989). ―Effects of
procedural and distributive justice on reactions to pay
raise decisions,― Academy of Management Journal,
vol. 32, 115-130, 1989.
[60] J.A. Colquitt, ―On the Dimensionality of Organizational
Justice: A Construct Validation of a Measure,‖ Journal
of Applied Psychology, vol. 86, no. (3), 386-400, 2001,
doi: 10.1037//0021-9010.86.3.386.
[61] S. Kufidu and F. Vouzas, F, ―Human Resource

ISSN 2277-8616

aspects of Quality Management: evidence from MNEs
operating in Greece,‖International Journal of Human
Resource Management, 9, 818-830, 1998.
[62] J.C. Bou, and I. Beltran, ―Total Quality Management,
High-commitment Human Resource Strategy and
Firm Performance: An Empirical Study, ―Total Quality
Management, vol.16, no. 1, 71–86, 2005.
[63] C. Change, C. Chiu, and C. Chen, ―The effect of TQM
practices on employee satisfaction and loyalty in
government, ‖. Total Quality Management & Business
Excellence.
21.
1299-1314,
2010,
doi:
10.1080/14783363.2010.530796.
[64] D. Wickramasinghe and V. Wickramasinghe,
―Perceived organizational support, job involvement
and turnover intention in lean production in Sri Lanka,
―The International Journal of Advanced Manufacturing
Technology, 55, 817–830, 2011.
[65] N. Karia and A.H. Assari, ―The effects of total quality
management practices on employees' work‐related
attitudes,‖ The TQM Magazine, vol.18, no.1, 30-43,
2006.
[66] J. F. Hair, W.C. Black, B.J. Babin, R.E. Anderson, and
R.L. Tatham, Multivariate Data Analysis,
Upper
Saddle River, NJ: Pearson Prentice-Hall, 2006.
[67] N. Leech, K.C. Barrett, and G.A. Morgan, SPSS for
intermediate statistics:
Use and interpretation.
London: Lawrence Erlbaum Associates, 2005.
[68] C. Fornell and D.F. Larcker, ―Evaluating structural
equation models with unobservable variables and
measurement error,‖ Journal of Marketing Research,
vol.18, no. 1, 39-50, 1981.

1302
IJSTR©2020
www.ijstr.org

