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ABSTRACT

Performance and productivity are strongly influenced by the workers’ behavioural
attitudes. Committed employees’ behaviours will produce higher performance and
productivity in their work. Undeniably, the better commitment would help to reduce
employees’ personal problems such as differing work, absenteeism, and negligence in
doing work. High performance affects employees and ensures that every task is done
efficiently, and it provides employees a high level of job satisfaction. The longer the worker
stays in a workplace, the higher the performance level shown towards the organisation.
The objective of this study is to examine the relationship between the workers’ behaviours
and work performances in the organisation, and to determine the service period as a
moderator in relationship between behaviour and work performance. The method used
in this study is a quantitative methodology, and the survey questionnaires have been
conducted on 100 respondents consisting of professional and administrative officers in
an organisation. The data analysis was performed using Structural Equation Modeling
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(SEM) method with the help of AMOS software version 23. The finding shows that there
is a positive relationship between employees’ behaviour and work performance, and the
duration of service moderated the relationship between behaviour and work performance.
In this regard, workers who have worked a long period of service with an organisation
exhibit the behaviour of commitments to work and produce more efficient and effective
work performance in the organisation.

Keywords: behavioural attitude, work performance, service period, performance and
productivity, Structural Equation Modeling

INTRODUCTION

There are various challenges faced by the private and public sectors in ensuring
the goals of the organisation are achieved. To achieve organisational goals, the
performance of public and private sector employees should be at the highest
level of competence and work performance. Employees are valuable assets for an
organisation in determining the organisation’s success, especially in a competitive
global environment. Noel (2009) defines work performance as an activity and
individual productivity needs to be aligned with the goals of the organisation,
whereas Spector (2003) accentuated that good work performance can increase
organisational productivity and indirectly improve the country’s economy.
Utusan Online (2010) reported that there were a total of 6,133 problematics and
low-performing civil servants. It was quite surprising since the government has
implemented various transformations and reforms in the civil service. Although
the problematic number is still small, the situation will affect the image of public
service if not dealt with immediately. It seems that the problem of discipline,
health, and low performance were the three most common problems. Such issues
will affect the image of the civil service and raise questions about the performance
of civil servants whether they can perform their responsibilities efficiently and
efficiently while carrying out their assigned tasks. Mohd Noor (2015) reported that
around 2,943 civil servants were categorised under below performance with work
performance indicator scoring less than 60%. They were involved in problems
such as being absent from work and other disciplinary issues. This is becoming an
alarming situation since it can tarnish the image of the public service in Malaysia.

By recognising the importance of work performance in enhancing excellence in
organisation, this study looks at the relationship between employee behaviour
and work performance among professional and administrative staff in one of
the public higher learning institutions in Malaysia. Additionally, the length of
service for an employee plays an important role in being a boost factor towards
individual work performance. The longer an employee works, the higher the level
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of work performance as wider work experience should help improve one’s work
performance. In particular, the objectives of this study are as follows:

1. To examine the relationship between behaviour and work performance
among professional and administration employees

2. To determine service period as a moderator in relationship between
behaviour and work performance among professional and administration
employees

LITERATURE REVIEW
Work Performance

Work performances among individuals in an organisation differ. This may be
due to the differences in behaviours for each employee. Work performance refers
to how the individual takes action and contributes to behaviour that is aligned
with the organisation’s objectives. The task of the worker is the responsibility of
that particular individual in completing his/her job (Dessler, 2000). Employees
play an important role as key assets in an organisation to achieve organisational
goals. Employees with good working performance can contribute to the best of an
organisation in achieving the goals set. Employees who are more satisfied with
their job tend to have a stronger motivation to perform and display some positive
work behaviours (Chin, 2015; Fu & Deshpande, 2014).

Behaviour

Employee behaviour is an important element in achieving organisational goals.
The effective productivity of an organisation is due to the positive behaviour of
a worker. Ahmad (2007) states that the production of more productive work is
influenced by the behaviour of workers who are committed to the organisation.
It contributes to overall organisational performance (Tan & Nur Riza, 2013).
Specifically, when employees are more committed to their organisations, they
would have greater involvement in the organisation’s activities and a stronger
desire to engage in beneficial in-role and extra-role behaviours (Li & Ngo, 2017).

Hypotheses Development
This study assumes that behaviour is a factor that will affect the performance of
work among professional and administrative staff and service period as a moderator

between behaviour and work performance relationship.
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Relationship Between Behaviour and Work Performance

Individual performance is also influenced by the ability of the employee to act.
To improve work performance of an organisation, changes must take place on
individual behaviour. According to Tamkin (2005), work performance theory
emphasises that self-acting individuals cannot improve organisational performance,
but they can be improved better by working in teamwork in the organisation.
To sum, highly skilled and qualified employees are more likely to produce high
performance and different outcome (Matthew, 2003). Similarly, a study by Mat
Zin (1999) found that the behaviour of employees with interest in work showed a
high level of performance for the organisation. Therefore, the hypothesis formed
is as follows:

HI1: Behaviour has positive significant relationship with work performance

Service period as a moderator

Inareview of the service period literature, most studies used time on the job or work
experience or job tenure to measure service period (Quinones, Ford & Teachout,
1995). The length of service period is one of the elements that is a measure of the
improvement of individual work performance. The longer the service period of an
employee in the organisation, the higher the level of individual work performance.
According to the self-determination theory, motivation increases in a work
situation that is more self-directed and as such results in positive behavioural and
attitudinal results. However, it is hard for an organisation to give self-directed work
environment to inexperienced employees since there were lacking on the know-
how to relate with the work environment and sometimes unskilled with the tasks
given. Thus, Barrick, Mount and Li (2013) concluded that work motivation will
become positive behaviour in the organisation where employees have more work
experience. It is expected that work experience that an employee holds should lead
to employee seriousness in what they do, mature judgement, stability, reduce work
behaviours that are negative such as absenteeism and increase performance in
workplace (Uppal, Mishra & Vohra, 2014). Study by Ramoo, Abdullah and Piaw
(2013) found that work experience is one of the factors that provide good work
performance. It is supported by Cvjetkovi¢, Djordjevi¢ and Cockalo (2017) where
they indicated that experienced workers have more extensive range of knowledge
as well as delivering high-performance work organised. No doubt, experienced
workers have a willingness to improve their skills and have a strong organisational
culture towards the organisation. Therefore, the hypothesis formed is as follows:

H2: Service period is a moderator in the relationship between behaviour
and work performance
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The Research Framework

The basic research model in this study is exhibited in Figure 1.

BEHAVIOUR

\ 4

WORK PERFORMANCE

SERVICE PERIOD

Figure 1. Conceptual framework

To meet the research objectives and based on the conceptual framework presented
here, the hypotheses is constructed as follows:

HI1: Behaviour has positive significant relationship with work performance

H2: Service period is a moderator in the relationship between behaviour
and work performance

Research Methodology

In this study, the population is the professional and administrative employees in
one of the public higher learning institutions in Malaysia. This study has used
simple random sampling design, and the total of 99 questionnaires were distributed
among the respondents. Random sampling is the purest form of probability
sampling. Each member of the population has an equal chance of being selected.
This simple random sampling design has the least bias and offers the most
generalisability (Sekaran & Bougie, 2013).

Data Collection Instrument

Behaviour is referred to the questionnaire developed by Kanungo (1982) and the
questions were modified by the research team after discussion. Behaviour scale
consisted of 6 dimensions, i.e., about work (17 items), workplace (9 items),
organisation (3 items), ethic (8 items), person organisation (3 items), and engaging
work (6 items). Each item is measured using the Likert scale of 1 (Strongly
Disagree) to 5 (Strongly Agree). The measurement on work performance is
referred to the questionnaire developed by Goodman and Svyantek (1999) and
constructed with two dimensions, i.e., individual task (9 items) and organisation
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goal (6 items). Each item is measured using the Likert 5-point scale with answers
ranging from 1 (Strongly Disagree) to 5 (Strongly Agree). Convergence validity
analysis was shown on all measurements, and the constructs were all found to
have good convergence validity. In order to ensure individual dimensions were
discriminated, this study conducted discrimination analysis, and the Kaiser Meyer
Olkin (KMO) value was 0.863. Bartlett’s test of sphericity also reached statistical
significance (p < 0.001). The tests on discrimination validity suggested that the
questionnaire was fit for factor analysis. The results also suggested that the factor
loadings of the dimensions were all larger than 0.68, in line with the sample
classifications of the original questionnaire and the expected results. Therefore, it
was inferred that all of the dimensions had discrimination validity.

Demographic profiles

This section presents the description of the sample. The characteristics of
respondents are described by gender, age, status marital, grade position, level of
position, the period of service, and annual appraisal report (LPNT) in the present
university. This information is presented in Table 1.

Based on Table 1, the majority of respondents are females (59.6%), with males
comprising 40.4%. With regards to age, 51.5% respondents are of age 3645 years
old, 41.4% respondents are of 2635 years, 6.1% are of 45 years and above, and
1.0% respondents are of age 25 and below. Majority of respondents are married
(86.9% or 86 respondents), while 13 respondents (13.1%) are single. A number
of 46 respondents (46.5%) are of job grade 44, 36 respondents (36.4%) of grade
41, 13 respondents (13.1%) of grade 48 and 4 respondents (4.0%) are of grade
52. Majority of respondents are permanent staff (77 respondents or 77.8%) and
the remaining 22 respondents are contract staff (22.22%). With regards to year
of service, 53.5% of respondents have been serving for 610 years, 30.3% have
11-15 years of service, 13.1% are having less than 16 years of work experience,
and only 3.0% have less than 3 years of service. The majority of respondents
have LPNT of (919%-95%), 37.4% have 86%-90% LPNT, 9.1% have 81%—-85%
LPNT and only 2.0% have 96%—-100%. It shows that none of the staff falls into
the under-performing category of less than 60% LNPT score.
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Table 1
Demographic of sampling in respondents
Items Classification Total Percentage
Age <25 years 1 1.0
26-35 years 41 414
36-45 years 51 51.5
> 45 years 6 6.1
Gender Male 40 40.4
Female 59 59.6
Marital status Single 13 13.1
Married 86 86.9
Job grade 41 36 36.4
44 46 46.5
48 13 13.1
52 4 4.0
Level position Contract 22 22.2
Permanent 77 77.8
Service <3 years 3 3.0
6-10 years 53 535
11-15 years 30 30.3
<16 years 13 13.1
LPNT 81%—85% 9 9.1
86%—-90% 37 374
91%-95% 51 51.5
96%—-100% 2 2.0
RESULTS AND DISCUSSION

Before modelling the structural model and executing Structural Equation Modeling
(SEM)), this study has been validated for all latent constructs involved in the model
(Zainudin, 2015). The validation procedure is called Pooled Confirmatory Factor
Analysis (Pooled-CFA). Pooled-CFA is more efficient, thorough, and can avoid
the model identification problem especially if some of the constructs have less than
four measuring items (Zainudin, 2015).

Figure 2 shows that the Pooled-CFA consists of two latent constructs (behaviour
and performance). In the Pooled-CFA, the process of deleting item is made
for every construct by selecting item having the lowest factor loading in each
construct to remove. In this study, there was no item deleted because the factor
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loading is above than 0.50 (Hair et al., 2010) and the fitness of indexes are achieved
(p value = 0.000, CFI = 0.917 and ChiSq/df = 2.054). According to Zainudin
(2015), the rule of thumb for the fitness indexes are RMSEA < 0.08, CFI > 0.90
and ChiSq/df < 3.00.

ENGAGING

PERSONAL_FIT

BEHAVIOUR

WORKPLACE
ORGANISATION

Figure 2. The pooled-CFA for all constructs in the study

Figure 3 indicates the results of the SEM Amos analysis and one hypothesis was
measured. The first hypothesis, H1 predicts that behaviour is positively significant
related to performance. Table 2 indicates that a behaviour is positively significant
related to performance (CR: 6.792, p = 0.00). Therefore, H1 can be accepted.

BEHAVIOUR

Figure 3. Structural model
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Table 2

Structural estimates of the modal
Path Estimate SE CR P Result
H1: Performance - Behaviour 0.920 0.135 6.792 ok Supported

From the analysis, it was concluded that the hypothesis H1 is accepted. There is
a statically significant positive relationship between behaviour and performance.
According to Table 3, R? value for the relationship between behaviour and
performance is 0.736, which explains 74% of the variability of the response data
around its mean. A positive correlation is a relationship between two variables
such that as the value of one increases, the other also increases. In other words, the
higher level in behaviour will increase the level of work performance employees
in the workplace.

Table 3

Square multiple correlation (R?) — Behaviour to performance
Construct Estimate
Performance 0.736

Moderation Analysis

According to Zainudin (2015), analysing the moderating effect for the model
with latent construct is very complicated. The normal modelling procedure using
interaction terms is not practical with latent constructs since it would cause
problems with model convergence as well as distortion of standard errors. In the
end, it resulted in model misfit and the procedure stops. The multi-group CFA
has been suggested as an alternative method for assessing the effect of moderator
variables. The researcher only needs to identify the path of interest where the
moderator variable is to be assessed. This research adopted the moderation process
for multi-group CFA by Zainudin (2015).

This particular path would be constrained with parameter = 1 and the model
is termed as the constrained model. The procedure is to estimate two models
separately. One is constrained model (Figure 4) and the other one is an
unconstrained model (Figure 5) for service period.
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ORGANISATION

BEHAVIOUR

BEHAVIOUR

Figure 5. High data: The output of unconstrained model

PERSONAL FIT

= ENGAGING

Table 4 shows that the moderation test for high data education is a moderator
in the relationship between behaviour and performance, and is significant since
the difference in Chi-square value between the constrained and unconstrained
model is 24.666, while the Degree of Freedom is 13—12 = 1 which is exceeding the
requirement 3.84 (Zainuddin, 2015).

Table 4
The moderation test for high data service period
Constrained ~ Unconstrained ~ Chi-square Result on Result high
model model difference moderation data
Chi-square 55.226 50.267 4.959 Significant Supported
DF 26 25 1
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For the test to be significant, the difference in Chi-square value must be higher than
the value of Chi-square with 1 Degree of Freedom, which is 3.84 (Zainudin, 2015).

BEHAVIOUR

Figure 6. Low data: The output of constrained model

PERSONAL_FIT

= ENGAGING

Figure 6 shows the constrained model for low data (service period) and the other
one is an unconstrained model (Figure 7) for low data (service period).

BEHAVIOUR

Figure 7. Low data: The output of unconstrained model

PERSONAL FIT

= ENGAGING

Table 5 shows that the moderation test for low data service period is significant
since the difference in Chi-square value between the constrained and unconstrained
model is 6.649. For the test to be significant, the difference in Chi-square value
must be higher than the value of Chi-square with 1 Degree of Freedom, which is
3.84 (Zainudin, 2015).
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Table 5
The moderation test for low data service period
Constrained Unconstrained Chi-square Result on Result
model model difference moderation low data
Chi-square 62.338 61.509 0.829 Not significant ~ Not supported
DF 26 25 1

From Table 4 and Table 5, the result shows that the high data service period is
significant Chi-square values, while, the low data service period is not significant.
Thus, the result for the type of moderation is full moderation since the standardised
estimate for high service period is significant while the standardised estimate for
low service period is not significant. In the analysis, it was concluded that the
hypothesis H2 is accepted. There is a statically significant positive relationship
between behaviour and performance and service period as a moderator. In this
regard, employees who work for long service period in an organisation are intent
to enhance performance. It is because the skills, knowledge, and behaviour gained
from the work experience encourage them to expand their current skills, the beliefs
of self-efficacy, and the response time when handled with work challenges, which
lead to the overall enhancement of the work performance (Ahmadi et al., 2012).

Findings

In this study, it has been shown that there is a significant positive relationship
between employee behaviour and attitude toward work performance, and service
period is moderator. The respondents indicated that a positive employee’s
behaviour was directly related to improving the performance of an individual’s
work. A high score in the questionnaire distributed such as using skills in work
(4.53), making an excellent contribution (4.44), achieving work-in-progress
(4.43), attempting to solve problems (4.42), and believing that the work will
succeed (4.34); all of these positive behaviours affect the commitment and good
working performance. Ahmad (2007) notes that diversifying skills can make a
job more productive, facilitating the implementation of work assignments, and
adding new ideas. Workers influence the company’s results with these positive
behavioural attitudes. This attitude has been found directly and indirectly can
affect employee psychology and behavioural commitment to the organisation.
Therefore, the behavioural outcomes of employees should contribute to the overall
performance of the organisation (Mohd Suradi et al., 2013). Khalil (2013) affirmed
that performance and productivity lie in the hands of workers. Those who are
committed will undoubtedly be able to show high performance and productivity.
Directly, personal problems like being late work, truancy, and negligence can be
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reduced. Hussain (1991) supported that high-motivated employees allowed the
organisation to increase productivity, thereby bringing renewals in the workforce
and avoiding problems in work.

CONCLUSION

Overall, the findings have shown that behaviour influences individual work
performance in achieving organisational goals. The length of service is a boost
in the relationship between behaviour and performance. The longer individual
service periods, the higher the level of work performance based on individual
work experience. The findings of this study show that good employee behaviours
contribute to the achievement of an excellent organisation by jointly exerting
energy and creative thinking using existing organisational resources. While the
individual service period is a booster factor in improving performance based on
work experience itself is an asset from knowledge and expertise that can contribute
to managing the organisation. At the same time, this study should be explored
in greater detail so that a behavioural model of behaviour with a more robust
work performance can be produced and subsequently applied in the context of a
particular government organisation. Implications of this study are also discussed
as a reminder and awareness to organisational management in emphasising the
behaviour of individuals in the organisation in helping to improve their work
performance.
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