CHAPTER 2

LITERATURE REVIEW %\

2.1 Introduction Q
This chapter provides a detailed discussion about the .|itm related to this
1

study. It begins with an introduction to the concept and of jrb performance.

Then, it explains the underpinning theory of the study. wing thiSyit @iscusses the
ooy
effects of work environment factors (human reso managem p’ac_@ and

transformational leadership) and employee-rel?& tor% i tion@{izenship
behavior and work motivation) on job 0 nce.WThe searc Yp~0theses are
developed at the end of the discussiol\ researc ew@s presented. The
chapter concludes with a summary. % \? ,'\k
) S
‘&
2.2 Job Performance \ L ‘$‘
;ns tor

Job performance% 3 bc%o‘alﬂahet of goals within a job, role, or
&
WY Azizy ol

organization (Cam ﬂ‘l990)| , Aziz amat, and Omar (2020) defined job

performance a sety of iolirs th e relevant to the achievement of an

!
¢
organizatio ’%. Performancge £ dti}d d into task and adaptive performance.
&E’ NS

T performdh ?nprissé\ of job explicit behaviors, which include

L 9

fun%al job responsibiliti@igned as a part of job description. Task performance

requirés more cognitive ability and is primarily facilitated through task knowledge
requi

q isite technical knowledge or principles to ensure job performance and having the
ility to handle multiple assignments), task skill (application of technical knowledge

to accomplish task successfully without much supervision), and task habits (an innate



ability to respond to assigned jobs that either facilitate or impede performance)
(Conway, 1999). Task performance is broken into two dimensions: tec?ﬂL
administrative task performance and leadership task performance. @ical
administrative task performance is the expected job performance Aplanning,
organizing, and administering of day-to-day work through one’sYhZical ability,
business judgment, and so on. Leadership task performance 1 cMetting strategic
goals, upholding required performance standards, an ]K:nq and directing

subordinates to accomplish their jobs through encoumageme t,\ﬁ@tion, and

2014), | _\C}Y‘

Adaptive performance is one’s ability matizé rovidgyt?ecessary

support to the job profile in a dynamic work®ituati Hafke Nea]{g;). Effective
adaptive performance means that an \ ioya has the ability t@ciently deal with
volatile work conditions, such as &s)logica!\lsfﬂ tj@‘,\changes in core job

N
assignment, restructuring of %ion, glnd s® on (E;l@, Rench & Kozlowski,

2014). The emergence of v. %ew pations z@onsequence of technological

innovation requires € 0 engage in on‘cimb‘learning and adapt with changes
g ’ &

in an efficient ma Grifﬁn| M@ 2010; Hollenbeck, LePine & Ilgen,

to tﬁﬁét their interpersonal behavior in such

1996). Employees aréralso
\ # { C?N
circumstanc rk success Iy{)vi&}a ide range of peers and subordinates.
% NN
J q% anct lin ‘p&ic or private services is usually measured using

Key@rmance Indicators\@;l‘ls). Measurement of job performance provides

go]

\% X information by allowing management to monitor performance, report progress,
improve motivation and communication, and pinpoint problems (Waggoner, Neely &
ennerley, 1999). Job performance is measured in multiple ways because the concept

covers various notions, such as growth, profitability, return, productivity, efficiency,
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and competitiveness (Taouab, & Issor, 2019, Colase, 2009). Verboncu and Zalman
(2005) described performance as a particular result obtained in mana A
economics, and marketing that characterizes the competitiveness, eff@ and
effectiveness of an organization and its structural and procedural cdﬂ&nts. Man
(2006) explained that measures of performance are divided int(W categories:

financial, non-financial, tangible, and intangible. Taouab et.ilmf ) proposed the

balanced scorecard as a method to measure performance. b anceld scorecard is a
tool used for describing, elaborating, and implementing théyision an y of a firm
.y
into fixed targets and a clear set of financial and no@cial petfo c} @tors.
s N~
N

NN

2.2.1 Job Performance Models V: g

Campbell ( 1990,% ve

examining a Varie'c@ bs pli:
2.1 shows Campbell od j
i&s:@b-speciﬁc-task proficiency, non-job-specific-
NS

can be divi nto eight dim
task pr% , wrift oral G&lmunication, demonstrating effort, maintaining

p rwscipline, facilitatin@f and team performance, supervision/leadership, and

e
m ent/administration. Indeed, not every dimension would be pertinent to all jobs.
& three dimensions (job-specific-task proficiency, demonstrating effort,

aintenance of personal discipline) are recognized as key performance elements for all

Ferfo@}%ﬁce. The model shows that performance

jobs (Campbell, 1990).
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Table 2.1: Campbell’s Model of Job Performance

No. Performance Dimensions Description
In role i
1. Job-specific-task proficiency Technical aspects of job perfor@\

2. Non-job-specific-task proficiency Common task performance by di
employees

Extra role A

3. Written and oral communication Ability to write and co icate effectively

4.  Demonstrating effort Going the extra mile at"\;%'

5. Maintaining personal discipline Refraining from negative behaviours, following
through on tasks %

6.  Facilitating peer and team Being a good tea er, working well with

Performance other membe
7. Supervision/ leadership Effectively su ising an’ leading others

8. Management/ administration Effectiv and keepifig track of
critical info i i
N

| S
2.2.1.2 Murphy’s Model of Job Performance 2 T

Murphy’s (1994) model of job performance
facilitate understanding of job performa@e

performance dimensions are still pert'rmn daY . I&ontrast to Campbell’s
th A
model, this model splits performE into 8) di s1ons%!ask-oriented behaviour,
“« Q-
interpersonally oriented behaw OWNI&V@/ and destructive/hazardous
N

behaviour. The charact istic%f the m}del iu@zed in Table 2.2.
< s
ble 2:2: M%K odei@}fob Performance

No. Perf& Dim@ ~ Description
NY;

In role NG

1.  Task-opi Neha iours l C—)(J Performing major task associated with the job

Extra role ’ 4

2. Int sondlly orientedbe Vioué/ All interpersonal transactions that occur on the
,é\ job

3 -ti l{ I 4 Behaviours outside of work that affects job

. me behavigurs Y.
NV performance (drug use, alcohol consumption,
"

extra jobs)
;$ Destructive/ hazardous behaviours Safety violations, sabotage, accidents
According to Jex and Britt (2008), Murphy’s (1994) four-dimension model is less

elpful than Campbell’s (1990, 1994) eight-dimension model because it was

tes Navy. Even so, the

constructed to describe the job performance of the United States Navy. On the other
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hand, Campbell’s goal was to explain performance across a wider range of jobs.
Murphy’s model is also too general, so that it is difficult to determine factors thw

between-personnel differences for each performance dimension. %\

2.3 Underpinning Theories q
Three theories underpin the research framework (FiguieN\ :.e relationships

between the independent variables (human resour agelrent practices,

transformational leadership, organizational citizenship vior arWtor (work
g

SET) and the/Jgb @nds-

the@ or tivation)
d bysthe Work Per@;‘;;nce Theory

and JD-R model. Both theories also W' the link een@‘independent and

dependent variables. The three theo%e discus\(hn_sf'%o ‘@ﬁil below.
@

S

q Q—

% &

2.3.1 Work Performanc%e~ ( er &P@e, 1982)
d

Work performan esc'r‘i ;f}i.el dh&sions influencing employee job
ca}Ia \n

d Wgn.gness (Blumberg & Pringle, 1982;

motivation) are informed by the Social Exchange Th

Resources (JD-R) model. Meanwhile, the link

and dependent variable (job performance)

—

performance: opp ity,
Kawedar, 2015{ rtun i 'ﬁcan@jéfnﬂuences employee job performance.
¢

Variables a%o opportu grecx}o k design, work systems and procedures,
NS
relati

leadersl%
poliA

i.e., human resource @’gement practices). Capacity refers to an individual’s

onsHi colleagues, information systems, and organizational
c ity, motivation, work attitude (i.e., organizational citizenship behavior),
G ledge, skills, level of education, health, age, intelligence, skills, and expertise. The
apacity dimension is a driving factor for someone to do work according to his ability.
If an employee works not according to his capacity, he would tend to have low
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productivity. Therefore, to increase employee productivity, an organization must

increase employee capacity through trainings, workshops, and seminars. Willin S
an antecedent of job performance that is strongly influenced by motivati ther
words, the higher the motivation of an employee, the more the goals t achieved

by the organization. Q

2.3.2 Social Exchange Theory (SET) z l

SET views the feelings of employees, such alty, w::ent, and
discretionary efforts, towards the organization as fo f social reci odati@Saks,
2006). Social exchanges tend to entail unspeei li% ey a@%oluntary
actions between two or more parties. Whén, a rsomv\volu ers t Ya. favour for

another, he expects to receive some rewae future. om@his return is often

unclear, and it is not known when i%occur

one who makes it (Blau, 196%[16, S@lo ide@%; Gould-Williams &
\{o

Davies, 2005). \ N
Obligations take %Ce to be fulfilled a@re generated through a series of

4 ¢ &
interactions betweer*parties wllo \hka reciprocdl, interdependent state. According to
Saks (2006), tw en
¢
between parti elops over m€ ir(c:j trusting and loyal mutual commitment, as
NS
long as &v’ies abi fertaﬁles of exchange. Kahn (1990) argued that when

emg& receive economi (%'d socioemotional exchange resources from their

yéb the discretion of the

'ple o@ ocial exchange is that the relationship

1zation, they feel obliged to reciprocate with greater levels of engagement with the

ization and to repay it with good performance. Eisenberger and Huntington (1986)
rgued that when employees perceive that their organization values their efforts,

recognizes their contributions, commitment and investment, and cares about their



wellbeing, they will feel obligated to reciprocate with a positive attitude, behaviour, and

superior efforts to help their organization achieve its objectives (Eisenberge?ﬂ.,

2001). @

2.3.3 Job Demands-Resources (JD-R) Model Q

The JD-R model is developed based on the Job WGontrol model

(Karasek, 1979) and Effort—-Reward Imbalance (ERI) mo i rist,' 1996). The JD-

R model describes the process by which health and i wed to the
[

combination of one’s resources and job demands (Sc li & Taris lﬁ.E}JD-R

ire su@ggd effort and
that are associated with physiologica@: ts. %d, job resources
are defined as factors that enable th%evemen\fw k

or stimulate personal growth av%ypme(ﬁt (Bakker &% erouti, 2014).

Job demands are thqse aspects ‘lo e job M@wolve substantial physical,

cognitive, or emotiona%, or example l"r-lé ps&ure, work overload, work-home
interference, job in wy, ancl tet with éwrkers (Bakker, Hakanen, Demerouti
& Xanthopoulo@. Job i, are ﬁj}aﬁéd negatively to individual performance.

¢
While they %aggr ators; hﬁ{/ ay become stressors when a sustained elevated
1:

effort is%

(De ti & Bakker, 2011). @éeneral idea is that job demands drive negative well-

q@reduce job demands,
N,

NS

to nie ?-rel@ demands and when health recovery is inhibited
b tcomes, such as burnout or stress (Bakker & Demerouti, 2007).

: Job resources are defined as “initiators of a motivational process” (Demerouti &

akker, 2011, p. 1) that can act as motivators. Based on the definition, it can be said

that job-related factors at the level of organization, interpersonal or social relations, task,



and organization of work (e.g., role clarity) can be referred to as job resources. Some
examples of job resources are organizational and social support, growth an T
advancement opportunities, autonomy, role clarity, and performance feed@kker
et al., 2005; Barkhuizen et al., 2014; Boyd et al., 2011; Rothmann &T&n, 2006).
Critical job resources include social support, pay, and benefits (Bz&ﬁ:t al., 2003;
Dwyer & Fox, 2006). Job resources may play an extrinsic and?wsic motivational

role because they foster learning and personal growt are 'instrumental in

accomplishing tasks (Deci & Ryan, 1985). According to D- Wresources
[
have the potential to motivate employees, increasing t erfo
ZQ

0o
nc d‘en ment
mvolvément, and

gemtent, b g individual

S0 @%ate the negative

?&!s are high.
Q

In conclusion, the JD-R a very powenful ework in explaining the

&

antecedents of job perfo e (Ba er(@om; Demerouti & Bakker,

2011). The JD-R mo vides a flexibl th{eo@al tool for conceptualizing key
’ ¢ &
aspects of the w*ronmr ,\tplainin%nd predicting a wide range of work-
elu

related outcox& di

¢
tisfagtion, and gr @cﬁvity (Bakker, 2011). Specifically, the JD-R

commitmenf: E
\
model ¢ and Predi :emplﬂiaa well-being and job performance in all work

nts. \Q’T
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2.4 Determinants of Job Performance
2.4.1 Human Resources Management (HRM) Practices Y'
According to Osibanjo and Adeniji (2012), HRM is a substitute %xterm
personnel management in organizations. Experts like Armstrong ( described
HRM as “old wine in new bottles”, while Guest (1987) argued ﬂww is not a
replacement but somewhat differs from personnel manage rthically, human
lj&llh as recruitment,

resource (HR) tasks mainly concern administrative acti

reward systems, promotion, and so on. However, it does'mot make Wnistrators
®

“have a seat at the table”, meaning that HR administra

re not tegarded ‘s l@tegic
e s% e b@

HRM is defined as a system of “activities ﬂd S teglesémcernlng the

management of employees at all lev@ organiza 0 a@‘ve organizational

business partner and therefore does not contrib

goals (Byars & Rue, 2006). Storey ) de ine “ _étstlnctlve approach to
employment management Whl% to a&nev @e advantage through the
strategic deployment of a hi m t rkforce using an integrated
array of cultural, str% nd p Ion ues”. Byars and Rue (2004),
meanwhile, deﬁ s des1 to provide for and coordinate the
human resourc of a In a on Boxall and Purcell (2000) explained
that “HRM s a th1n J e(:ahlng associated with the management of
employ e latlolﬁ the%rm ” The phrase ‘“anything and everything”

ses a wider range of@és including policies, such as employment contract,
s in which employees may be involved and participate in areas not directly
overed by the employment contract, thus ensuring suitable work life. Further, it goes

eyond employment relations or industrial relations, which personnel management

would not have been able to render in organizations. Other researchers such as Jones,
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George, and Hill (2000) have defined HRM practice as the activities performed by
managers to attract, retain, and manage the performance of employees so thw
contribute to achieving organizational goals. %\
There are four crucial components of HRM (Guest, 1987): .\
1. Commitment: Employees are expected to identify and align With the interests

and goals of the organizations and be committed to hMem.

2. Flexibility: Employees are expected to willingly t ch'nges within the

organizational structure without any strife or préjudice.

Y

[
3. Quality: Organizational performance depen the qualit p}rs& | and

management of an organization. Y. \‘. \¥~
4. Integration: Matching human resw rategies to'the nee@s-tvhe business

BN ANC

HRM practices consist of V% orgamz\mﬁg ? p 9@5, such as selection,

N
reward, recognition of empk%ainirpg, e oym&?‘?structure, opportunities,
compensation, benefits ( x CI - i Koa@hathu, 2010), performance

appraisal, and employﬁl (Lee“ vL.;é'Ob7®ng et. al., 2012). This study only

focuses on four practlof : y cgﬁmsation, training and development,
career developn&t, WO 'anc &de, John, Berry, & Wright, 2010).

¢
Comp %\ is ajrewar yéertt}h t a company provides to individuals in turn
NS

for theigfwillingness 0 per Var'sﬁs Jjobs and tasks within the organization (DeNisi

& C&%Ol). Employees @t’ be given appropriate and equitable rewards so that

t%% valued. The reward should also match their skills, abilities, and contribution
o the firm (Fisher et al., 1999). Compensation, benefit, and financial and non-financial
ewards are given to the employees by employers (Deeseler, 2008). Compensation is

one of the most effective means used by an organization to retain valuable employees
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(Khan et. al., 2011). It motivates employees to be more committed to their work,

ultimately enhancing retention (Moncarz et al., 2009, Osibanjo et. al., 2014)?!6

Malaysian public sector, Azmi et al. (2009) claimed that competency-l%\ay i

wn

offered in the public sector under Sistem Saraan Malaysia (SSM). Th: ic Service
Department Malaysia (PSDM) (2004) described competency-based gy as a system
where one’s pay is determined based on his competency or perfirm. In this system,

employees are entirely responsible for their individual deve e (Aztni et. al., 2009).

Training refers to any event organized by an organization t eerployees’
g

n perform their ':uﬁ) task.

niz% ance\e%:plo}Iees’

et fora futur Y(.Noe, 2017).

competencies (knowledge, skills, affective) so that th

Development refers to any event organized by

competencies (knowledge, skill, affective)

Training has a number of positive eff\hnancial an n-f@ial performance.
These effects might be much broad% the res\bf?‘a ,pie\/ious studies suggest.
j y N

These effects have important th. ieal and managerial ir£1Q ications (Thang & Buyens,
2010). Nowadays, training i &ntill rt ofithe b@ss world because it increases
the efficiency and e%iss of both mbl@s and organization. Employee

performance deng Vari([u a , % st important of which is training.
Training is impw en lcap@ﬁes of employees. Employees who have
Coyrocf

xXperience rﬁrn(j‘t:gtter because of their higher skills and

more on-the-
NN
compet% an th@se with Jess e!&rience (Ul Afaq & Khan, 2011).

Y—v

éer Development A@ﬁtion of Alberta (2012) defined career development

as'the lifelong process of managing learning, work, leisure, and transitions in order to
Q towards a personally determined and evolving preferred future. Leibowitz et al.
986) posited that career development involves an organized, formalized, and planned

effort to achieve a balance between the individual’s career needs and the organization’s
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workforce requirements. The findings support McGraw (2014), who argued that the
effective implementation of individual career management processes signi

enhances employee competency and improves individual performance. T‘%\ also
consistent with the empirical findings of Kapel and Shepherd (2004), ontended
that a well-designed career development system enables organizatighs to tap their
wealth of in-house talent for staffing and promotion by matchi,&thyﬂls, experience,

The term work-life balance usually refers to organizagional deependent
®

care, flexible work options, and family or persc%e (Est i(‘l@(ﬁ).
Work-life balance practices aid employees to T eir wo fan@&emands,
I

which in turn lead to higher employw uctivi sig@ga:lt business

improvements. Organizations providi oralife balan ay @rate cost savings

by offering lower salaries and att%g greate\h&%t Iytg\ProductiVity may be

N
enhanced as a result of Worker%ertir?g gre neff@h? order to retain desirable
benefits or simply working at theéir T ours (l}'gﬁégard, Alexandra, Henry &
Lesley, 2009). (0? Dj-'l S

4 Qs/
HRM pra(;%m imp (l \&organgmns and employees. The literature has
hte

frequently highli

and aspirations of individuals to the needs of the organizat

eir Signi ce to nizations. HRM practices are a series of
¢

integrated decisions that fo n"e loyment relationship (Asiah, 2018). Quality,
s R,
N

effectivg; a nerods es coﬂ&bute to the ability of organizations to bond their

emgh& so0 as to achieve th i@tﬁjectives (Haines et. al., 2010). Kalsom et al. (2020)

at good HRM is significantly linked to productivity. This, in turn, reinforces

a
G remise that human resources are a vital source of achieving sustainable competitive

dvantage. Collins and Clark (2003) also examined the effect of HRM practices on

organizational performance and competitive advantage among 73 high-tech companies.

25



Similarly, Lawler (2008) concluded that HRM strategies influence competitive
advantage by managing, directing, and motivating employees in an efficient me?'h
any organization. Jerby (2013) emphasized the usefulness of H Xgles
dimensions, i.e., functional analysis, human resources planning, h*csources
attraction, training and development, career planning, and W resources
performance assessment, to achieve sustainable competi iNantage. These
dimensions all form the sources of value creation and h ‘Xr'en'gthen employee

motivation, capabilities, skills, and organizational loyalty? \d
®

The literature has likewise showed the si ce off H ﬂra&ﬁés for

employees. HRM practices are essential becaus g\ itiveji.tude and

orga@tlon Scholars
em@%f an organization

argued that an individual’s decision to&

% &_g\‘hong et. al., 2014;

is determined by his perceptlon

Rathnaweera, 2010), such as a ornpensa mpac (051banjo et. al., 2014;
Nawab & Bhatti, 2011; Par }\’ Wal 001) organizational justice
(Rampfumedzi, 2009; ?S:n 1&% 12, Ramlall, 2004), job security
(Fauzi et. al., 201 and re(lo of e yee capabilities, performance and
contributions (J Ma 2 Wéef 001). Other HRM practices that can
influence e y ret t1 Jartj evelopment opportunities (Cappelli, 2000;
Bhatna : Buﬂl }) W 1fe balance (Cappelli, 2000; Walker, 2001), and

opp@y to attend training @”development programs (Bhatnagar, 2007; Ramlall,

2 ,such as social programs for new employees (Davies, 2001).
HRM practices are also able to induce positive job performance from employees.
everal studies have found the positive relationship between HRM practices and job

performance. Alsafadi and Altahat (2020) found that HRM practices have a positive
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effect on employee performance in Jordanian commercial banks. Rodjam et al. (2020)
also found a positive relationship between HRM practices, employee performan

job satisfaction in Thailand pharmaceutical companies. In addition, Tab% ura
(2013) found that HRM practices and activities significantly inﬂuen*loyee job
performance in Usmanu Danfodiyo University, Sokoto, Nigeria. The Study argued that
effective HRM practices enable university employees to contribute¥productively and
effectively for the achievement of its objectives and go 0 aclditional studies
showed that HRM practices have a positive and signi t effect loyee job
jowski et 1$91\%T1 &

p actic job@ormance
Y.

nifieant tions@oetween both.

For instance, Monalis et al. (2020) f\%t HRM praefices ®§<ﬂot influence job

performance in the automotive ind@(asen a\k 0 )Q revealed that HRM
N
ance ublic sector employees.

practices have no significant a% the(f) %

These inconsistent findings.neces atj er study S%idate the relationship.
HRM practices Z improve e pll)

ybavork motivation. According to
Ozkeser (2019), }wcticei
organization. C% Gul largu&}&{at HRM practices have a positive effect
on the wo@tion f ;m oyiescr}c?w banking sector. The results showed that
banks Vs% HRM ‘ges irrrpg\ve employee motivation. While the relationship
bet\@

uman resource m{%}ément practices and work motivation has been

performance in the steel and software industries
Anantharaman, 2003). However, the link betw

1s still inconsistent, as some studies found

\Z’ey positive.determinant of work motivation in an

e%: d in certain contexts, e.g., the automotive (Ozkeser, 2019) and tourism
indust

ries (Celik & Gullu, 2016), it has not been examined in the context of state-owned

Qnstruction firms, such as BUMN Karya. The goals and work system of such firms are
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dissimilar to the firms operating in the automotive and tourism industries. Based on the

discussion, two hypotheses were proposed:

H1: HRM practices are positively related to job performance. %\

2.4.2 Transformational Leadership V

According to Abdulrab et al. (2020), transformati IZders'wip is a form of
ubo iMbles their

X
followers to develop, encourages them to go beyo ir needs t cc*)lil'}h the

H2: HRM practices are positively related to work motivation.

leadership that generates awareness and acceptance amo

organizational goals, and motivates them thro le% ior@dealized
influence, inspirational motivation, intéllect imulatien an@hdividualized

consideration (Avolio & Bass, 1995% rmationa
changes and transforms people. It is rned Wl\emsio ,,@‘aes, ethics, standards,

N
and long-term goals. It include g fol?ower motivﬁf?atisfying their needs, and

treating them as full hu %ﬁgs rthouse, @ Al-Tahitah et al. (2017)
described transformati ;rship

P 4 (Q
to rise above their -inter@mg tlé_morale, ideals, interests, and values,

motivating thenyto petform n ex@'éd (Bass, 1985).

a f :'oﬂ&ership that transforms followers

¢
Tra ional leadeftshi tlcég' describes four dimensions of leadership

NS
behavio% ized if ? insp'ﬂ&ional motivation, intellectual stimulation, and

indi@zed consideration @9’ Bernad, 1985). Idealized influence means that the
@ is an exemplary role model for associates. A manager with idealized influence
anvbe trusted and respected by associates to make the right decisions for the
rganization. Inspirational motivation means that the manager motivates associates to

commit to the vision of the organization. A manager with inspirational motivation
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encourages team spirit to reach organizational goals. Intellectual stimulation describes
a manager who encourages innovation and creativity by challenging the common?ﬁs
or views of a group. A manager with intellectual stimulation promotes crit@nking
and problem solving to make the organization better. Individual consid describes
a manager who acts as coaches and advisers to the associates.Yr?anager with
individual consideration encourages associates to reach g% help both the

Transformational leadership can lead to the posit ork ttw behavior

associates and the organization.

of employees. Previous studies have indicated that

positive effect on organizational citizenship be

ac% dsalq@;nd Rich

ated, @S:lirectly and

(2001) argued that transformational lead

indirectly, to organizational citizenshiwa r. The inspi
of transformational leaders play an i%ant role MY ing follower neuroticism and
% o N

o

introversion and providing for ' such» empl s in performing more

<

(2013), Koh, Steers, a% g (19“ , :h[a @4) asserted that transformational

leadership beha\@/e a |s ositigeffect on organizational citizenship

organizational citizenship @s 1} Choi ’\7}15). Zacher and Jimmieson
95), and J

behavior. Furt orey tra i)nal gfership plays a critical role in building
¢
positive fee b follgwers, hih eljﬁgnce favorable attitudes and behaviors and
Q' NN
encourage thefir to pet ir ws& effectively as good citizens of the organization

A2015; Suliman & A@éidli, 2013; Tai et al., 2012).

(Ka
\1 addition, transformational leadership has been recognized as a vital leadership
tyle that can enhance employee retention (Bass & Bernad, 1985). Indeed, higher
ansformational leadership lowers the employee turnover intention (Fu et. al., 2010;

Hughes et. al., 2010; Olluokun, 2003). There are at least two reasons to explain this
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positive relationship. First, transformational leaders boost employee commitment

through the inspiration and high expectations they have for employees; throu T

vision for the organization; and through their support that fosters so@port,

teamwork, self-actualization, and goal achievement (Simosi & Xenikm,ﬂ%. Second,
transformational leadership encourages followers to carry out their Wogwhile stressing

ideas, optimism, positive expectations, change, eagerness, and a genetal long-term plan
e)zan

(Bass & Avolio, 1995; Yukl, 1999). This type of leadershi e’evate followers
to a higher level of thinking (Bass, 1985; Burns, 1978). ed, t isweadership
Ay
style fits promotion-focused individuals’ directed@n ideal sel idg@%),
their preference for optimism and positive exp 101 ( igg.l am\2/$61), their
preference for focusing on a long-term ti@:ﬁﬂe (Porster &ég;ins, 2005),
Hi@%’, 1999), and their

eagerness to try out new things (He%ein, Pos\mgBr §}2007).
% ¢ 3

working in changing situations (Libe dson, Camac

Transformational leader: employees t visionary motivation,

moral modelling, charismzﬁd\di\I n's@tion (Lan & Chong, 2015).
According to Spreitz ), psycholo cal eibbwerment theory suggests that

' 4 ’ &
transformational %are irr M promé&rs of employee empowerment. Such
leaders contribw rds 'any’t:}&écess and motivate employees to excel
¢
towards bot @zati ala inéiv' ual goals (Spreitzer, 2008). Furthermore, they

NN
encourage psyehological owei$nt by creating confidence in their followers,

dev@ their performanc@hancing the followers' abilities to capitalize on

ities to make decisions, providing them with sufficient autonomy, and

0
6 lishing meaningful and motivational objectives (Conger & Kanungo, 1988).

Susilo (2018) argued that a leader who practices the transformational leadership

style can enhance employee motivation. Aunjum et al. (2017) found that there is a
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positive and strong relationship between transformational leadership and employee
work motivation. In other words, the transformational leadership style of a ¢ w
leader will increase the work motivation of employees to contribute to the @tlon
There is also a significant relationship between transformational ‘&shlp and
employee work motivation in the telecommunication sector in Ynj!b, Pakistan
(Ahmad, Abbas & Rasheed, 2014). While several studi Mestablished the
relationship between transformational leadership and eY.

mot"vation, further

investigation is still necessary. Those studies were cond in the wf banking
®

(Aunjum et al., 2017) and telecommunication indus Ahmad, s’& _&; eed,
2014). But the nature of this relationship has n Xaﬂ{' CO@ t of state-
owned construction firms, such as BUMN ho goals, and ystem differ

from the banking and telecommumcawatrles

Finally, transformational lead can 1mhb\%u _\ob performance. The

relationship between transform%ader job ;()i;@mance has been verified
in previous studies. Hee et x

fo ansf'(@ional leadership is positively

related to employee [% ce 1n ala ah p@w organizations. It does so by

enhancing the em s’ engaF Wor make them go the extra mile for the

ipa

organization. T at10 rs are(J able to produce positive behaviors that
encourage e y sto rlvep f %e In addition, transformational leadership can
enhanc mltﬂeﬁg)?llowag (Al-Amin, 2017; Mwongeli, 2016; Andreani &
Pet 6, Ozer & T1naztep@ﬂ4 Choudhary, Akhtar & Zaheer, 2013). Even so, it
b oting that the empirical evidence regarding the relationship between
rafisformational leadership and job performance has been mixed. For instance, Muarif

015) found no significant link between the two variables in the banking sector. Gulo

and Yupiter (2014) found a similar result in the freight forwarder industry. Therefore,
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further investigation needs to be carried out in other contexts to verify the relationship.
Based on the discussion, two hypotheses were proposed: T
H3: Transformational leadership is positively related to job performance. %\

H4: Transformational leadership is positively related to work motivatiA

2.4.3 Organizational Citizenship Behavior

According to Organ (1988), organizational citizen b;aviir (OCB) is the

behavior of an individual that is neither discretiona or 'rw explicitly
'Y

recognized by the formal reward system. It plays in promoti ‘he_{&ctive

functioning of an organization. OCB refers to avv ee@ what can be done

and of what should be done. The latter is rew ha i beyoé‘;‘;ir specified

contractual obligations (Organ, 1988): tuda on

(Bateman & Organ, 1983; Smith,

distinguished between two %
compliance and altruism (B%Xa_
OCB then underwent ans .
4
five dimensions of in the lit \Lfre. altrui
(keeping up with 1Mporta rs W'b&f the organization); conscientiousness
¢

(compliance %no );
sportsmans igotc

di 10ns of OCB into three; b%}ﬂing, courtesy, and conscientiousness.

e

iah (2018) argued that OCB is measured by four dimensions: altruism, helping,

@ smanship, and civic virtue (Paille, 2009). Altruism refers to voluntarily helping
th,

ers with a specific work-related task, such as helping a co-worker with a heavy

co eér ij)?sulting others before taking action); and

NS
i ?g about trivial matters). Organ (1997) later classified the

workload (Organ, 1997). Helping behavior is targeted at only others to alleviate their
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struggles with work-related problems or to prevent problems from appearing in the first
place (Organ et. al., 2006). Sportsmanship means enduring hardship and inter
without complaining (Organ, 1988), keeping a positive attitude when thin%\)t g0
as planned, and not taking offense when others reject one's suggestion*deas, thus
boosting determination and workgroup morale (Podsakoff, Macm, Paine, &
Bachrach, 2000; Lo et. al., 2009). Civic virtue is keeping onesglf knowledgeable about
the organization as a whole rather than merely focusing sYS.J

or or department

(Organ, 1988; Hart et. al., 2016). Williams and rsonj ( Wovided a

3
classification of organizational citizenship beha\% two different ‘er@ives.
First, behaviors which are oriented towards certai pl inth niza.gg;, such as
courtesy and altruism (OCBI). Second, beh@eﬁto to b%ﬁ?;ll people in
the organization. \) é

OCB is an important behavio@)can cont\t&% _‘ﬁational effectiveness.

N

Abdulrab et al. (2018) argued‘éB 19 one «the('Q ortant determinants that
-

ctiveness ,and success in a competitive

contribute to overall org al r %
environment (Chan, %z;rg n, £ 198%). l(@ may improve organizational

4 2
performance by incréasing m@ empl productivity (Purnama, 2013). Shim
and Rohrbaugh@sc i B as@llective engagement that contributes to
‘ '
the effectiVEfe%d ad nc‘%téf %Cc?ganization.
\

O also/l f)ositi work attitude among employees. Hanafi (2018)

foule OCB has a signi@ﬁ effect on the work motivation of public sector

e Xes. Barbuto and Story (2011) found a positive relationship between OCB and
d oncept internal motivations in the agricultural industry. Further examination,
onetheless, is still necessary because this relationship has been examined only in the

public sector (Hanafi, 2018) and agricultural industry (Barbuto & Story, 2011). This
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relationship still needs to be verified in the context of state-owned construction firms,
such as BUMN Karya, whose goals and work system differ from those of thw

sector and agricultural industry. %\
The empirical literature suggests that OCB has a significa t on job

performance. Dinka (2018) found that the altruism, conscientiousnessj@and civic virtue

dimensions of OCB are positively and significantly correlated. gm performance at
Dire Dawa University. A Jordanian study also revealed itive' and significant
influence of OCB on job performance (Al-Mahasneh, . Howe e studies
X
found no significant relationship between both, e.@ et al. (20 iI'a ﬁm})le of

public sector employees. These inconsistent ﬁ? ec% her@stigation
on the di !

of this relationship in different contexts. B n, tw otheses were
proposed:

HS: OCB is positively related to jol%armance.\?

A
A
8 S
He6: OCB is positively related ofivation.p 4 Q-
AN Kog
X |3 $
2.44 Work Motivat% vj ( 0
Pinder (20(&@@ m?t ) %
within and Wi% indiwi beinéf initiate work-related behavior and to
¢
determine it % i

cogniti%;tts, afic }iors employees utilize to succeed at their job. They

ded@me, effort, and capi@ards participation in work arrangements (Kanfer et

a%x). This type of motivation encourages employees to engross themselves further
in the

energetic forces that originate both

i é}fﬂ duration. Work motivation describes those

ir job, using their skills, knowledge, time, and effort to the organization’s

dvantage by accomplishing tasks (Hirschfeld & Field, 2000; Kanfer et al., 2013).



There are three main theories of motivation: (1) Herzberg’s two-factor theory,
(2) Maslow’s theory, and (3) the goal-setting theory. Herzberg’s (1966) tW?ﬂr
theory labels need in terms of satisfaction and dissatisfaction. Herzbe%\nined
motivations in the light of job content and contest and viewed motivati orkforce
as a two-step process of providing elements of hygiene and then adding motivators.
According to Herzberg, motivators are those factors that fulfil an individual’s
needs for meaning and personal growth. Motivators inclu 1 em':nt, recognition,
work itself, responsibility, advancement, and growth ( ala, lw).li, 2011).
According to Herzberg, motivators can be conside job turn- T‘ltﬁ?}j an
essential role in contributing to substantial 1 en% perf@;mce and
X
N

move employees beyond satisfaction to hi W orrnche.
y Dl safety,

Hygiene factors match Maslow siological, an@%tial needs in that

they are extrinsic or peripheral to tk% They ar\'es%t i ‘@work environment of
"': y N,

the job context (Cacanas, 2 gierﬂa facters inelude company policy and

&

administration, supervision %shil superviser, working conditions, personal

life, salary, relations ith?subordinate stjat@nd job security. According to
\“texm ’ L
e

Adeyemo (2000), berg usr h}éﬂ% for these factors because they are
preventive in n% oth they #ill'not necessarily produce motivation, but
their absen % prevent i 1@ from emerging and result in employee
\
dissatis%k ;acafa 2 }). é

low’s motivational @y is constructed on the notion that individuals are

motivated through a series of five general needs which are hierarchically classified

@ on the order in which they affect people’s behavior (Kongala, 2013). The first
\%

el is physiological needs, which include food, water, and comfort. These needs are

the most basic needs of an individual. In an organizational context, they can be satisfied



through monetary means. The second set of needs is safety, which relates to the need
for stability, security, and a feeling of absence of harm. This kind of need cw
satisfied through benefits. The third set of needs is social needs, which @esne
for affiliation, for instance belonging and friendship. The organizﬂ&an fulfill
employees’ social needs through social activities, such as parties,&rgteams, and

celebrations. A manager can also assist in satisfying social ew showing direct
z t

attention and concern for staff members. The fourth cate steem needs, which

are the aspiration for self-respect and recognition from ‘6thers. hew could be
®

assist in satisfying these needs by showing appueciati f% oye ’sWork The
fifth category of needs, self-actuahzatlon

recognition of the person’s potential. A\%{

needs by assigning jobs that challen ployees\xgw lp'@awmg on their ability
o S
N’

and training. %
The third theory of motivation ]ﬁajse@theory (Locke et al., 2002).

The theory emphasiz% port ce :rle ng employees to obtain peak

performance. The $ drav[ ct co 10n between goal setting and task
ls

sat@‘%elf-actuahzatmn

performance. 'e 1n ployee—management structure, in that
the goals ar (%umc ed to e€mgloj?ee and a venue is established to provide the
employ t bac t at contributes to the employee’s and the

orgﬂAn s performance. T@n’rocess gives the employee direction and details the

p t employee must take to successfully complete all tasks. The more specifically
ed the goal, with a timeline and measurable results, the greater the performance
ill be (Lerner & Locke, 1995). Drucker (2006) suggested that managers should ensure

that employees at all levels are suitably equipped and trained for their assigned goals.



Motivation is very important because this individual factor can influence job
performance. Perry, Hondeghem, and Wise (2010) argued that when indivio?ih
public services are more motivated, they will make greater effort at % hich
eventually results in higher performance. However, Eyal and Roth (Zngued that
to influence the individual's performance, managers need to be more Rwrstanding and

have good background knowledge about motivation policie Mtion, managers
Szi

should consider the fact that what influences and helps so du11s may not have
the same effect on others. Therefore, managers need to make corr twons about

oy
each staff member and situation to identify Wha@és them to fdn@/al &
Roth, 2011), 4 &

According to Alfagira (2018), WOW ati

performance. A study in the context @ercial

relationship between work motivat d job perfo Vn @(0110, 2015). Another

N
study also showed a signiﬁcanl%iti ¢ ship @&%en work motivation and

job performance (Shahzadi et al., 2014 rthe inve@ion of the relationship is still

needed because it has exami
4 &)
sectors (Shahzadi &2014)' ationship/still needs to be examined in other
contexts, such aéwne o) i:tion e%fs. Based on the discussion, the following
%
hypothesis %ose 4 (JC')
\
H7: Wq%katimﬁ ively @ed to job performance.
N3
Y S
2. ork Motivation as a Mediator
: Based on the discussion in Section 2.3, work motivation could mediate between
RM practices, transformational leadership, OCB, and job performance. These

relationships have not been examined in the literature as a single framework. The

sitive@e ated to job

K@found a positive

@g (Omollo, 2015) and education
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mediating effect of work motivation has only been examined in other relationships. For
example, work motivation mediates between organizational system awﬂa
performance among public sector employees in the United Arab Emlrate% gbi,
Yusoff & Ismail, 2018). Evelyn, Muathe, and Kilika (2018) found the @ng effect

of work motivation between job characteristics and employee jo‘tW)rmance In

addition, work motivation mediates between employee tence and job
performance (Haluk, Rante, Risamasu & Syauta, 2016). Th: ies sllggest that work
motivation may mediate between HRM practices, eadershlp,

hypotheses were proposed:

organizational citizenship behavior, and job @n tht &towmg
\‘}‘"

H8: Work motivation mediates between cmﬂe job p ance.
H9: Work motivation mediates transfo nal ership and job
performance. ? ,<\
N
H10: Work motivation medi een OCB andqob rmance.

\ A
2.6 Research Fram@jY. :’ ‘_' 44,6.%\
NG

HRM
practicss

Job
performance

Transformational
leadership

motivation

Figure 2.1: Research Framework
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Figure 1 illustrates the research framework, which was developed based on the
hypotheses proposed in Sections 2.3 and 2.4: Y‘
H1: HRM practices is positively related to job performance. %\

H2: HRM practices is positively related to work motivation. A
H3: Transformational leadership is positively related to job performarce
H4: Transformational leadership is positively related to Wor% ion.

HS: OCB is positively related to job performance.

Hé6: OCB is positively related to work motivation. ‘\d
[
o | g
H7: Work motivation is positively related to job pe nce. ' _{')
H8: Work motivation mediates between H es ndfj orm@g;.

H9: Work motivation mediates betwe transfo

performance. \)

H10: Work motivation mediates be% OCB a\b%e
&

A% “« Q-

There are five Variable\ researChyfr: ewﬁ(ﬂ he independent variables
. N .

are HRM practices, tra OrR(?nal leadership, 'angéi while the dependent variable

1
is job performance. Work oti% is”assi as the mediator between HRM

practices, transﬁ&tio 1 @, OQ@% and job performance. The research

N
framework h{hpat . dhe r}t' pa(hgi{ from the independent variables to work
d

motivatior%con ath ffrom t dependent variables to job performance; the
’ 4

third 2t work tiva{ion\t?'job performance; and the fourth path from HRM

prdetices, transformational leahbrship, and OCB to job performance via the mediation

5@

motivation.
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2.7 Chapter Summary

This chapter has reviewed the literature related to the concept, modw
determinants of job performance. The underpinning theories have also be@ibed.
Following this, the chapter presents the research framework, whic eveloped
based on the proposed hypotheses. Chapter 3 will provide a detailed ‘discussion about

the methodological aspect of this study. V
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