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Abstract 

Multiple earlier researches on employee job performance have been conducted. Applying similarity on 

motivation in the earlier research on job performance, this study extends the research by examining the 

relationships between motivation dimensions and their overall job performance. This research is specifically 

targeted to determine and investigate the effectiveness of motivational factors of engineering field employees 

towards their job performance. The study is for the engineering market in Johor Bahru Malaysia; however it is 

also applicable to most parts of the western regions of Malaysia, as the engineering market in Johor Bahru 

consists of engineering graduates from all around Malaysia. The motivational factors are also the independent 

variables of this research such as autonomy, recognition, training, job security, and salary, whereas the 

dependent variable of the research is as stated the employee job performance. Being a very established study for 

motivational factors towards job performance, the importance of this research is still existent due to the fact that 

the change in generation of employees are occurring, thus providing the need for the research. Furthermore, the 

research done in Malaysia has covered multiple practices and industries but yet has been lacking in the field of 

engineering and construction. The research is completed with a questionnaire survey that has been distributed 

and collected with a final total of 74 respondents who fulfilled the criteria of having worked or currently 

working in Johor Bahru engineering firms. Smart PLS 3 has been then used for the analysis for the data 

collected, practicing the Partial Least Square, Structural Equation Modelling (PLS-SEM) method. From there, it 

is found that three out of five dimensions which are autonomy, job security, and salary/wage studied were 

significantly related towards the dependent variable being employee job performance. The other dimension 

being recognition, shows no significance, and training is almost significant with a minor drop from being 

accepted as having an impact on employee job performance. In the final chapter, the recommendation from this 

research is also to have future researchers study and measure the exact depth of salary/wage that an engineering 

employee might accept to be motivated towards their job performance. 
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__________________________________________________________________________________________ 

Introduction 

An article by Lim (2021) states that despite the previous decade's progress, the industry has 

slipped further in human capital growth, to the point where multinational companies (MNCs) are less 

willing to hire local engineers who graduated from local public universities, favouring graduates from 

the Philippines, Vietnam, Thailand, and even Indonesia. Lim (2021) added that it is claimed that local 

graduate engineers fall short of their requirements, based on observations and quantification that they 

are unable to perform their tasks well, that they will require additional on-the-job training, which costs 

time and money, and that hiring them is more of a hassle, particularly when engineers from nearby 

ASEAN countries can perform better. Chin (2017) further states this is due to the lack of professional 

knowledge and soft skills, it is estimated that at least a quarter of them would be unable to find jobs, 

some even a year after graduation. He reports that about 25% to 30% of fresh grads have difficulties 

finding work, while the top 25% of graduates, the cream of the crop, are employed even before they 

finish their final exams. Chin (2019) added on that majority of engineering graduates lack the 

technical ability to design, but they are capable of performing maintenance and manufacturing 
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operations. The issue with engineering employees was generally poor communication skills or a 

failure to respond to interview questions, either because they did not understand what was being asked 

or because they lacked sound technical skills. 

D’Silva (2020) commented that graduates must become more marketable by acquiring 

various skills that are not limited to their field of study. Employers often complained that recent 

graduates lacked the necessary skills and knowledge. As employment trends change, we face 

increasing pressure to remain current in the skills and employees occupation (Mujahid, 2020). 

Noordin (2020) further reinforced the situation that underemployment commences when youths are 

employed in positions where they are not working full-time nor have regular jobs, such as freelancing, 

or where they are overqualified for the role. To signify the importance of researching on the variables, 

it is well known and mentioned by Vinay (2014) that most workers need motivation to feel positive 

about their work and perform well. Some workers are motivated by money, while others are 

personally motivated by praise and recognition. The level of motivation at the workplace has a 

significant effect on the performance of employees. Workers who are inspired and enthusiastic about 

their work, carry out their duties to the best of their abilities, and as a result, production rate increases 

(Vinay, 2014). These have proven that employers that utilize the wrong motivators tend to demotivate 

their employees. As a result, managers are actively pushed to motivate the workforce, first to help the 

company accomplish its targets and, secondly, to motivate employees to achieve their own personal 

objectives (Ogbogu, 2017). 

It is necessary to remember that if workers are not motivated by their work, they cannot 

perform adequately to accomplish organizational objectives. In a research by Hemakumara (2020), 

the researcher mentions that organizations and leaders aim to motivate workers without utilizing too 

much philosophies and theories as it is less relevant to the current industrial market. Therefore it can 

be seen that the very best strategy is to be used in all of their comparisons that they see best matched 

to. (Ching, 2015) Motivation is a management concept that has been explored for over a century. Wan 

Yusoff et al. (2013) signifies that the previous studies on the two factor theory are not as applicable 

towards the current working environment. This explains not only the worker’s performance, but also 

on the capability to maintain that performance level and tenacity. 

Employee motivation has long been a key issue for administrators and managers. 

Unmotivated workers are likely to invest little to no time on their career, leave the office as far as 

possible, resign if they have the ability to do so and perform low-quality work. On the other hand, 

workers who are inspired to work are likely to be persistent, imaginative and productive, resulting in 

high-quality work that they eagerly perform (Vinay, 2014).  A lot of motivational analysis has been 

conducted by several academics. Employers need to get to know their workers very well and use 

various approaches to inspire each of them on the basis of their personal interests and needs. In this 

article, we would like to highlight the value of motivation in the workplace to increase employee 

morale and efficiency. (Vinay, 2014) 

Literature Review  

Motivation 

Hemakumara (2020) elaborates that motivation is a collection of psychological mechanisms 

that cause a person to stimulate, drive, and persevere in his or her actions towards achieving a goal. 

Employee motivation has become a prominent field of study among scholars over the last decades, 

claiming that it is capable of maintaining organisations around the world. In the field of management, 

the term motivate is commonly used as a transitive verb: motivation is, by definition, something 

accomplished by one individual or organization to another (Vinay, 2014). Motivation encourages 

management to be resourceful and responsible for their actions, perform their responsibilities and 

perform their duties (Mohtsham & Ali, 2012). 
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Job Performance 

Po (2018) referred in her study that it is well understood that workers are the most valuable 

resources of each company. This issue prompted the researchers to investigate more deeply. The way 

workers feel about the job and the outcome would have a direct impact on the performance of the 

company and eventually on its profitability (Po, 2018). Mawoli and Badandako (2011) mentions that 

there are theories that specify that a person is inspired to do something if he or she feels a real need 

that can be fulfilled, directly or indirectly, by carrying out that behaviour. Job performance 

hypotheses, however, claim that only issues related to job content inspire and encourage people to 

work. 

Autonomy 

In her research Po (2018) cited that Langfred and Moye (2004) showed a favourable 

interaction between job autonomy and performance, but also noted that it is worth mentioning that 

there might be other organizational framework influences that moderate the relationship between 

performance and task autonomy. Job autonomy is connected to individual performance and other 

work behaviours (Valery et al, 2010). According to Nguyen (2016), while it was job autonomy that 

stimulated motivation in the first place, there was a connection between employees' intrinsic 

motivation to improve performance when their assignments became evident. Edrak et al. (2013) 

asserted that autonomy allows workers greater accountability and decision-making authority to carry 

out their duties. It can intrinsically inspire staff to add new and inventive ideas to the sale of business 

goods or services. 

Job Security 

Vijayan (2018) states that in today’s environment, job security is a crucial factor that 

contributes to a high turnover of workers in businesses around the world. Many businesses fail to 

consider the immense potential of professional employees. On the other hand, those businesses that 

regard their workers as assets will calculate their imminent needs by offering pensions, motivating 

them to succeed in their careers and also cultivating a favorable atmosphere for career development. 

Azar and Shafighi (2013) cited  Franco (2004)’s perspective, feeling confident, successful, truthful 

management, job security and other factors, such as financial or non-financial rewards and incentives, 

are considered to be the most important motivating factors. (Franco et al, 2004). 

Recognition 

Azar and Shafighi (2013) cited Timreck’s (2002) research, the subjects studied mentioned 

that the most motivating factors, such as feeling achievement, recognition, responsibility and job 

advancement. Similarly, Aarabi et al. (2013) also cited that the respect between workers and 

supervisors would continue to build a healthy working environment, thereby serving as an 

encouragement for employees in the workplace (Halbesleben et al., 2007). Muchai and Benson (2018) 

further indicated in their research that it shows that the respondents accepted that the appreciation of 

workers is one of the leading factors of employee engagement. 

Training 

Mohtsham and Ali (2012) stated that recent research on this topic argue that companies that 

focus more on training yield higher financial performance and net profits, and that their profit margins 

often expand the ability of their workers to increase their talents and experience to better perform their 

work. Research indicates greater willingness on the part of staffs that have participated in orientation 

activities and have embraced corporate objectives and principles more successfully than others who 

have not participated in the orientation program (Klein & Weaver, 2000). Important training areas 

include induction training, diversified training, sexual harassment prevention training and team 

training. (Blanchard & James, 2007). 
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Research Hypothesis 

 From the above previous studies extracted, the research hypothesis that can be taken for 

analysis would be as stated below 

H1: Autonomy has a positive relationship to Job Performance 

H2: Recognition has a positive relationship to Job Performance 

H3: Training has a positive relationship to Job Performance 

H4: Job Security has a positive relationship to Job Performance 

H5: Salary/Wages has a positive relationship to Job Performance 

Conceptual Framework 

 

Figure 1 Conceptual Framework 

Research Methodology  

Research Design 
For the research design that will be elaborated, the stated conceptual framework within which 

research is carried out is referred to as the research design. It serves as the blueprint for data 

collection, calculation, and study (Kothari, 2008). Generally, research design is a technique for 

choosing the sources and types of information necessary to address the research questions (Gisela, 

2019). Since the aim of this research is to evaluate the relationships between independent variables 

and dimensions such as autonomy, recognition, training, salary, and job security and their 

effectiveness towards job performance, the most appropriate research strategy to be used in this 

research is a quantitative approach through an adopted or adapted questionnaire survey (Chew, 2007). 

Among the research methods available, quantitative research will be used in this review. That is 

because quantitative research methods are used to analyse variables by collecting data, which is 

usually numerical data, and then analysing the data using statistics and mathematical models 

(Williams, 2007). 

Sampling Plan 
The aim of this research is to look into the motivators that influence employee job 

performance in the engineering industry in Johor Bahru, Malaysia. As a result, the target respondents 

for this study would be people who have been interested in the engineering sector, either working or 

having worked and witnessed the activities of engineering firms. A questionnaire survey method is 

used to conduct this analysis in order to analyse the relationship between the independent variables of 

autonomy, recognition, job security, training, and salary/wages and the dependent variable of job 
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performance. The “10-times rule” method is a common minimum sample size estimation method that 

assumes the sample size should be greater than 10 times the maximum number of variables in the 

model (Kock & Hadaya, 2016).  As a result, the sample size of this study is expected to be 50 

respondents, with the study consisting of the variable with its measurements. 

 

Research Instrument 
 

In this research, the research instrument used to obtain data from respondents is a 

questionnaire. Questionnaires are established in Google Forms and distributed online. Furthermore, 

respondents must meet the criteria defined prior to the research execution, which include having 

worked or currently working in an engineering firm or industry, inclining towards the employment 

market of Johor Bahru.  

Structured questions are used for the questionnaires used in this analysis since the questions 

are definite, concrete, and pre-determined (Kothari, 2008). Structured questions are used to perform 

the survey because they make data collection simpler. Furthermore, the questionnaires are divided 

into three sections: A, B, and C. Section A is the demographic profile of the respondents, Section B is 

the independent variable dimensions of autonomy, recognition, training, job security, and salary, and 

Section C is an assessment of the respondent's job performance, which is really the dependent variable 

of the study. 

Data Analysis and Results 

A total of 85 questionnaires were distributed, while only 72 were able to be returned online as 

part of the study. It shows a response rate of 87.4%. Furthermore, all of the questionnaires that were 

obtained were fully filled out by the respondents. From there, after the trial run on data analysis and 

collective research, it was found that several respond were not favourable for the validity of the data, 

thus an additional 10 questionnaires were redistributed and accepted to gain more source of data for 

the final data collection. As a result, 74 completed questionnaires are used as data for review to study 

the findings. The table below shows the effects of the data collection process and response time. 

 

Demographic Profile of Respondents 
 

As for the demographic profiles of the respondents, Table 4.2 shows the findings of the total 

demographic profile of respondents obtained from completed questionnaires. It includes the 

respondents' gender, age, working experience and nature of employment. According to Table 4.2, 

there are 74.3% of male respondents and 25.7% of female respondents for this research data collected. 

Furthermore, the majority of respondents are between the ages of 25 and 27 years old, accounting for 

45.9% of the total amount of respondents, which was followed closely by the age group of 27 to 30 

years old with 31.1%, and 20-24 years old approximately the same as the respondents over 30 years 

old, with 12.2% and 10.8% respectively. This is very favourable for the data analysis as the whole aim 

of the research inclines towards the younger generation of engineering background employees in the 

engineering firms, and segmented by their working experience, we can see the reliability of their 

motivational needs in the firm during their working exposure times. 
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Table 1 Demographic Profile of Respondents 

Demographics Frequency Percentage (%) 

Gender Male 55 74.3% 

 Female 19 25.7% 

Age <20 years old 0 0% 

 20-24 years old 8 10.8% 

 25-27 years old 34 45.9% 

 27-30 years old 23 31.1% 

 Above 30 years old 9 12.2% 

Working 

Experience 
Less than 1 year 11 14.9% 

 1-2 years 17 23.0% 

 2-3 years 16 21.6% 

 3-4 years 14 18.9% 

 5 years and above 16 21.6% 

Nature of 

Employment 
Contract 18 24.3% 

 Part Time 3 4.1% 

 Permanent (Full Time) 53 71.6% 

 

Descriptive Statistics for the Main Constructs 
 

It is important to note a few distinctive numerical data being that the standard deviation of the 

questions displays the broadness of perspective for the engineering firm market. It can be taken to 

notice that Training 1,2,3,4 and 5 all have a very distinctive view from the total respondents, having a 

standard deviation ranging from 0.902 to 1.042, this shows that it is not a common characteristic to 

look for in the current employment market, and thus it also can be very much have an undermining 

effect when provided towards the wrong employees. Another dimension having this distinctive 

characteristic would be the question Salary 5, which also have a standard deviation of 1.113 which 

tends to be the highest among all. By noting out these factors, we can also see that the deviation for 

Autonomy 1. Recognition 1 has a standard deviation of only 0.657 and 0.673 respectively, thus 

providing a secure factual backup for managers implementing these factors into motivating their 

employees, as these data shows that majority of the respondents have mostly agreed on these 

dimensions being motivators, having a good 3.986 and 3.919 respectively on their mean scoring 

weightage. With that, the relation of the variables towards job performance is further be elaborated in 

the following few segments. 

 
Table 2 Descriptive Statistics for Dimensions of Variables 

Indicator Mean Median Standard 

Deviation 

Total Mean Score 

Autonomy 1 3.986 4 0.647  

 

3.914 
Autonomy 2 3.865 4 0.741 

Autonomy 3 4.095 4 0.808 

Autonomy 4 3.946 4 0.751 

Autonomy 5 3.676 4 0.856 

     

Recognition 1 3.919 4 0.673  

3.825 Recognition 2 3.730 4 0.810 

     

Training 1 3.500 4 0.976  

 

3.270 
Training 2 3.095 4 1.042 

Training 3 3.176 3 1.005 

Training 4 3.257 3 1.001 

Training 5 3.324 3 0.902 

     

Job Security 1 3.649 4 0.796  

 Job Security 2 3.419 3 0.753 
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Job Security 3 3.486 4 0.793 3.541 

Job Security 4 3.608 4 0.913 

     

Salary 1 3.203 3 0.915  

 

3.225 
Salary 2 3.041 3 0.965 

Salary 3 3.095 3 0.903 

Salary 4 3.392 3 0.998 

Salary 5 3.392 3 1.113 

     

Job Performance 1 3.932 4 0.664  

 

- 
Job Performance 2 3.514 3 0.758 

Job Performance 3 3.784 4 0.740 

Job Performance 4 3.973 4 0.735 

Job Performance 5 4.014 4 0.780 

 

Reliability Test 
As for the reliability test, the Cronbach's Alpha values for each variable are shown in Table 

4.4 below. From the data analysed, the Cronbach alpha for job performance is at 0.815, and for the 

independent variables, autonomy has a Cronbach alpha of 0.763, recognition with 0.791, training with 

0.911 job security with 0.815 and finally salary/wage with 0.897. From the Cronbach alpha obtained, 

it can be seen the reliability of the data is acceptable, as cited from Nunally (1978), it is stated that any 

variables having a Cronbach alpha of higher than 0.70 is implicated as accurate and being an 

appropriate variable. In addition to that, it is also stated by Bagozzi & Yi (1998) on the parameter 

acceptable limits of Cronbach Alpha requiring being more than 0.7, and Composite Reliability (CR) 

being more than 0.7 as well to be deemed acceptable. 

 

 
Table 3 Cronbach’s Alpha Reliability Test 

Variables Number of 

Questions 

Cronbach’s Alpha Composite 

Reliability (CR) 

Autonomy 5 0.763 0.836 

Recognition 2 0.791 0.904 

Training  5 0.911 0.922 

Job Security 4 0.815 0.874 

Salary / Wage 5 0.897 0.918 

Job Performance 5 0.815 0.871 

 

Construct Validity 
Moreover, the construct validity is comprised of two parts: convergent validity and 

discriminant validity. Convergent validity refers to the degree to which scores on one measure have a 

high, medium, or low relationship with scores on an alternative measure designed to measure the 

same construct (Messick, 1995). Following that, the researcher Taherdoost (2016) defines 

discriminant validity as the degree to which a latent variable differs from other latent variables. It 

refers to a latent variable that can account for more variation in the observable variables associated 

with it than measurement error or other unmeasured external factors or other constructs within the 

conceptual framework. 

 

Convergent Validity 
The results of the indicator which is the average variance extracted (AVE) is presented to 

examine the accuracy of convergent validity. By referring to the data below, the AVE values of the 

dimensions, autonomy has an AVE of 0.508, recognition with 0.824, training variable with 0.704, job 

security with 0.636, salary / wage listing it at 0.691 and finally the dependent variable job 
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performance having an AVE of 0.579. It demonstrates that all of the constructs' AVEs are between 

0.508 and 0.824, implying that the acceptable value is calculated as the value of variance for AVE 

should be greater than 0.5 to ensure the construct validity result is valid to be used, which was a 

statement also cited towards Bagozzi and Yi (1998) stating similar parameter limits. 

 
Table 4 Results of Measurement Model for Convergent Validity 

Construct Items Loadings Average Variance 

Extracted (AVE) 

Autonomy Autonomy 1 0.657  

 

0.508 
 Autonomy 2 0.625 

 Autonomy 3 0.817 

 Autonomy 4 0.731 

 Autonomy 5 0.717 

Recognition Recognition 1 0.883  

0.824  Recognition 2 0.933 

Training  Training 1 0.853  

 

0.704 
 Training 2 0.855 

 Training 3 0.828 

 Training 4 0.851 

 Training 5 0.806 

Job Security Job Security 1 0.743  

 

0.636 
 Job Security 2 0.769 

 Job Security 3 0.841 

 Job Security 4 0.831 

Salary / Wage Salary 1 0.815  

 

0.691 
 Salary 2 0.782 

 Salary 3 0.845 

 Salary 4 0.867 

 Salary 5 0.846 

Job Performance Job Performance 1 0.603  

 

0.579 
 Job Performance 2 0.785 

 Job Performance 3 0.828 

 Job Performance 4 0.877 

 Job Performance 5 0.680 

 

Discriminant Validity 
As for the discriminant validity of the data, the Fornell-Larcker criterion is used to determine 

the acceptable limits for the set of data received. The Fornell-Larcker Criterion for discriminant 

validity of each construct is shown in Table 4.6, which shows that the variance for each construct is 

significantly higher when it is shared with other constructs. As a consequence, the findings of the 

Fornell-Larcker Criterion to assess discriminant validity are appropriate since each item's value must 

be marginally higher than its construct, indicating that the variance shared among its constructs must 

be greater than the variance shared among other constructs (Compeau, Higgins, & Huff, 1999). 
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Table 5 Fornell-Larcker Criterion for Discriminant Validity 

Construct Autonomy Job 

Performance 

Job 

Security 

Recognition Salary / Wage Training 

Autonomy 0.713      

Job 

Performance 

0.456 0.761     

Job Security 0.063 0.399 0.797    

Recognition 0.333 0.168 0.167 0.908   

Salary / Wage 0.123 0.328 0.389 0.410 0.831  

Training 0.173 -0.099 0.044 0.461 0.295 0.839 

 

As for the discriminant validity of the research, heterotrait-monotrait method is also being 

practiced and illustrated in Table 4.7 below. To commence, heterotrait-monotrait method correlations 

calculate the correlation between different measurements of the same construct employing different 

methods. Second, the heterotrait-monotrait method correlations measure the relationships that exist 

between two assessments of different constructs using different methods. 

 
Table 6 Heterotrait-Monotrait Criterion for Discriminant Validity 

Construct Autonomy Job 

Performance 

Job 

Security 

Recognition Salary / 

Wage 

Training 

Autonomy       

Job Performance 0.539      

Job Security 0.237 0.437     

Recognition 0.444 0.213 0.238    

Salary / Wage 0.172 0.318 0.427 0.507   

Training 0.257 0.148 0.202 0.483 0.300  

 

Path Coefficient and Hypotheses Testing  

 
The path analysis is applied to study and test the four hypotheses developed earlier. Based on 

Figure 4.1 and Table 4.8, the R Square value is 0.426 which means that 42.6% of the variance from 

employee job performance that can be explained by the five dimensions of the factors, namely, 

autonomy, recognition, training, job security, and salary/wage.  

The Beta value for autonomy is at 0.457 being the highest influencing factor amongst all of 

the dimensions, following that would be job security with 0.291 and salary/wage with 0.240. Another 

two dimensions being training and recognition was identified that there were no significant 

relationship between that and the employee job performance. It is stated by Hair, Sarstedt, Ringle & 

Mena (2012) that only beta values above 0.1 are considered as acceptable to be influencing variables 

towards the dependent variable. Thus, it can be seen that training, job security and salary/wage are 

acceptable in this context to be significant towards employee job performance. 

The findings are further reinforced with the T values and P values evaluation for each 

dimension. Hair, Sarstedt, Ringle & Gudergan (2017) has noted out that in order for variables to show 

a positive relationship between independent and dependent variables, the T values must be higher than 

1.645 whereas, P values are required to be less than 0.05. Kock (2016) on the other hand has stated 

that for the T values, some refer to it as above 1.64 to be accepted, which has been aforementioned in 

segment 4.6.1 in this paper.   

Referring to Table 4.8 below, it is favourable to see that all the significant data that were 

determined by the standard beta value, was further reinforced with the data classification of the T 

values and P values, having all their data validated within the parameters. Whereas, for recognition 

and training is seen to be having a T value of 0.114 and 1.552 respectively which means the 
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insignificant relationship. Last would be the recognition and training P values which are 0.455 and 

0.061 which are both above 0.05, thus the insignificance of the relationship, which further reinforces 

the claims of the irrelevant relationship as well. With that being stated, it does seem that training is a 

close call for being a relevant relationship towards employee job performance, but nevertheless is not 

accepted in this research. Therefore the hypothesis for this research that are accepted are H1, H3 and 

H4, being autonomy, job security and salary/wage. 

 

 

 

 

 
Figure 2 Structural Framework 
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Table 7 Path Coefficients and Hypotheses Testing 

Hypothesis Relationship Std. Beta T Value P Value Decision R2 

H1 Autonomy -> Job 

Performance 

0.457 4.499 0.000 Accepted 

0.426 

H2 Recognition -> Job 

Performance 
-0.014 0.114 0.455 Rejected 

H3 Training -> Job 

Performance 
-0.255 1.552 0.061 Rejected 

H4 Job Security -> 

Job Performance 
0.291 2.847 0.002 Accepted 

H5 Salary / Wage -> 

Job Performance 
0.240 1.965 0.025 Accepted 

 

Hypothesis Discussion 

H1: Autonomy has a positive relationship to Job Performance 

 First, the autonomy factor is looked upon as the independent variable to be studied on its 

significance and relationship with the employee job performance. This study focuses specifically on 

the engineering industry in Johor Bahru, Malaysia. It can be seen that autonomy stands a beta value of 

0.457, which is a fairly significant factor towards the dependent variable. Autonomy also has an 

acceptable and favourable T value and P value which reinforces the statement of its relationship to 

employee job performance. In addition to that, this research supports the statements of previous 

researchers that have found the same outcome with their target market, which can be seen in Table 2.1 

on previous studies. 

 As a result, for the autonomy dimension, Aarabi et al. (2013) propose that organizational 

management should provide consistency and independence at work in order to improve job 

performance. Across (2005) concurs, noting that employees do not perform well when they lack 

power, especially when they have acquired the skills to function independently. With that, autonomy 

as an independent variable is supported by this research on the engineering industry firms, and 

managers should be aware of that ongoing motivational need in the market to maximise the 

employee’s job performance, which will be further elaborated in the managerial implication segment. 

Thus, the hypothesis H1 is supported. 

H2: Recognition has a positive relationship to Job Performance 

 The second dimension that is looked into will be the recognition as an independent variable to 

be studied on its significance and relationship with the employee job performance. This study focuses 

specifically on the engineering industry in Johor Bahru, Malaysia. From Table 4.8, it can be seen that 

recognition has a beta value of -0.014, which displays a negative significance factor towards the 

dependent variable being job performance. It is interesting for this as there are researchers who have 

found the recognition to be reinforcing for employees to perform in their work tasks. Nevertheless, 

having the study done in different countries and different industries definitely has proven the 

difference here. 

 In the research by Hamlin (2019), it was found that employee recognition and incentive 

schemes of many organizations are cantered on a major event, normally held periodically or annually, 

where people are honoured for their accomplishments with a plaque or medal as well as a bonus 

check. While employees enjoy being honoured for their efforts, these activities rarely result in 

significant improvements in performance, and most employees aren't focused on pursuing those 

awards as they go about their days (Hamlin, 2019). Thus, recognition as an independent variable is 

rejected by this research on its significance on the job performance of engineering industry firms, and 

it is interesting to see that considering that most of the managers might possibly reflect that employees 

prefer recognition as their main motivational factor in some industries. With that, the hypothesis H2 is 

rejected. 
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H3: Training has a positive relationship to Job Performance 

Subsequently, the next independent variable is the training and development factor and the 

study is made to obtain its significance towards the dependent variable being job performance. From 

Table 4.8, it can be seen that training consists of a beta value of -0.255, which yet again causes no 

significant impact onto the motivational needs of employees. Despite having other research made in 

various industries that found a positive impact on training and development, it is found that 

engineering firms in Johor Bahru, Malaysia are generally not found interested in training and 

development. This can be assumed that engineering students have been vigorously trained to face real 

problem solving skills in actual projects, thus the lack of interests or requirement to continuous urge 

to obtain further of training.  

Wilson (2020) states when an employee knows how to do a job but doesn't understand they're 

doing it inappropriately; it'll be classified as a performance issue rather than a training issue. 

Traditional training models should address one fundamental issue: a lack of knowledge or expertise. 

A performance problem caused by a lack of expertise or skills is simple to resolve: The problem is 

solved if adequate preparation and an ongoing learning and support system are provided. White and 

White (2017) further negate the fact that in cases where management believes workers are 

underperforming, providing more training is the immediate solution. In a nutshell, training as an 

independent variable actually stands close to obtaining a significant factor, as referring to its P value 

and T value, which is 0.061 (P Value) and 1.552 (T Value), it can be seen that it is at the verge of the 

parameter limits, which is 0.05 for P Values and 1.64 for T Values. Thus, although it cannot be 

classified as a supportive statement, but still managers could consider on motivating employees with 

training inclined interests. Therefore, the hypothesis H3 is yet again rejected. 

H4: Job Security has a positive relationship to Job Performance 

 Moreover, the next motivational factor is looked upon is the job security as the independent 

variable to be studied on its significance and relationship with the employee job performance. This 

study focuses specifically on the engineering industry in Johor Bahru, Malaysia. From Table 4.8, it 

can be seen that job security factor stands a beta value of 0.291, which is considered a significant 

factor towards the dependent variable. Job security also has an acceptable and favourable T value and 

P value which reinforces the statement of its relationship to employee job performance. In addition to 

that, this research supports the statements of previous researchers that have found the same outcome 

with their target market, which can be seen in Table 2.1 on previous studies. 

 Additionally towards motivational factors, such as job security and living conditions can be 

linked to the foundation, whereas intrinsic factors, such as appreciation and personal growth, are 

equivalent to buildings, according to Ong, Yip, and Teh (2012). Furthermore, various studies on the 

impact of compensation systems on performance assessment have yielded promising results. With 

that, it can be seen that job security as an independent variable is actually supported for this research 

on the engineering industry firms in Johor Bahru Malaysia. Although it should not be practically 

linked amongst other external factors, at the time of when research is being done, the market is 

currently facing an economic recession, thus that might have inclined the respondent’s decision 

towards rather having a contracted permanent term to provide them more job security as opposed to 

the years before this where the engineering market is flaunting with multiple job opportunities. Thus, 

the hypothesis H4 is supported. 

H5: Salary/Wage has a positive relationship to Job Performance 

 Finally, the last independent variable looked upon is the salary/wage factor and how it 

influences the dependent variable of job performance. As aforementioned, this study focuses 

specifically on the engineering industry in Johor Bahru, Malaysia. From Table 4.8, it can be seen that 

salary/wage beta value stands at 0.240, which is a fairly significant factor towards the dependent 

variable. Salary/wage also has an acceptable and favourable T value and P value which reinforces the 

statement of its relationship to employee job performance. Being a very favourable factor, 

salary/wage has shown as a clear supportive statement towards job performance, but interestingly it 
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has fallen short of autonomy which has a beta value of 0.457. 

 Ogbogu (2017) Employees who are well driven are thought to be more committed to the 

enterprise and perform better. This study backed up the assumption, demonstrating that the key 

motivators for employees to improve their jobs are largely extrinsic rather than intrinsic. In terms of 

financial performance, it improves sales results and generates more revenue for the business. It aids 

the organization's strategic goals in non-financial ways, especially in terms of hiring and corporate 

growth opportunities (Ong, Yip & Teh, 2012). 

 Therefore, salary/wage as an independent variable is supported by this research on the 

engineering industry firms, and for this factor, it is quite clear that managers should be aware of that 

ongoing motivational need in the market to maximise the employee’s job performance, but under the 

limitation and recommendation of the study, the depth of which an employer must extent to should be 

studied in the future, as to understand deeper on the minimal requirement or equal payment that is 

deemed for employees in the engineering industry. Thus, the hypothesis H1 is supported. 

 

Manager Implication 

 This study offers appropriate suggestions and insights to the Malaysian Engineering Firms 

industry as a tool to boost engineering and worker efficiency while also providing a competitive 

remuneration strategy. According to the findings, there are three dimensions being autonomy, job 

security and salary/wage that have an impact on the employee job performance. Thus, it should be 

noted that engineering firm companies should focus more on these aspects when expecting a higher 

job performance from their employees.  

 Firstly, the autonomy dimension scored surprisingly high and distinctively separated itself 

from the other dimensions. It can be concluded that engineering managers or employers should attend 

to their engineering employees with a higher sense of autonomy to motivate them. This can be 

explained by the way the engineering syllabus was constructed by providing very decision heavy and 

result oriented graduates. While employee performance is critical for companies, management should 

consider encouraging employees to complete their roles and responsibilities as quickly and effectively 

as possible. (Aarabi et al., 2013). Although considering the quantified data, it is the quality or extent 

of performance that is the question, as it is also a common problem faced by the industry is that 

situations that engineering students are more focused on their individual opinions due to the high 

autonomy requirement that they might have.  

 Next, the salary/wage segment or dimension variable is a clear choice that no matter the 

context, the importance of financial stability is still the main concern of employees generally. This 

segment is highly recommended for a greater depth of study to be conducted, due to the varying costs 

of employees, it is crucial that managers or employers do not underpay or overpay an employee in 

which either one will cause an inequality for the employee towards their working motivation. Ignoring 

these demographic disparities in the workplace will inevitably lead to less efficient performance and 

successful practices if the different preferences and attitudes of their staff and management are not 

understood and controlled. A key point noted by Abdullah et al. (2016) was that the way various 

workers view their places of employment has a huge effect on their commitment to their companies. 

 Finally, there is the dimension for job security, and as mentioned on the discussion segment 

above, it is uncertain if the current economic recession has taken a toll on having employees 

subconsciously being motivated by having higher job security. Despite that, it shall be taken into 

account as well due to the quantitative research done on the sample group of respondents. It is 

recommended to managers, in the case that they find interest in the output from that particular 

employee, they could provide a contract of employment to reduce the employee’s concern on job 

security, and in return it might provide a higher output overall for the company due to the employee’s 

individual performance. 

 

Limitation of Study 

 This study provides the basis for future studies in the field of engineering firms that focuses 
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on their employees' motivational needs in order to improve job performance and output. Nonetheless, 

the findings should be interpreted in light of some limitations that indicate future research directions 

in the following section. Any study would unavoidably be constrained by certain limitations.  

 First, the respondents are primarily concerned with the generation Y age, which does not 

represent future generations, and a separate study is recommended for future research in this field. 

Furthermore, this study only examines the relationship between motivational factors affecting 

employee job performance in Johor Bahru, Malaysia, and those who have previously worked in Johor 

Bahru. Thus the geographical location tends to be one of the limitations as well to this research.  

 Second, the essence of this study is entirely quantitative. Although it is a commonly used 

research tool by many researchers because it is a cost-effective method of gathering data, survey 

questions may be unclear to some participants, resulting in response biases. By using a different 

approach that focuses more deeply on each individual dimension, it is possible to gain a more in-depth 

understanding from the respondents themselves about the effect of motivational factors on employee 

job performance. 

 Lastly, since it is a convenience sampling, it is based on constructs provided by employees 

who wish to engage in answering the questionnaires. As a result, the data is perceptual in nature, and 

there is a risk of percept-percept bias. 

 Despite these limitations, this study has contributed to the empirical awareness of 

motivational factors and their impact on employee job performance, and it is an important first step 

toward understanding the motivational needs and requirements of engineering employees, which may 

affect the employee job performance production of Malaysian engineering firms. 

 

Recommendation for Further Research 

 The study analysed the impact of motivational factors on workers' job performance in Johor 

Bahru, Malaysia's engineering sector. At the very least, more detailed studies in other Malaysian 

cities/regions are needed to generalize the findings to the entire national population of engineering 

firms. To begin, the future researcher should focus on additional Malaysian states in order to obtain 

more significant results from a comparison of a few additional Malaysian engineering firms. This 

research revealed that despite the importance of motivation, there is a huge lack of study being 

conducted on the impact of motivation on employee’s job performance in the engineering industry. As 

a result, more research is needed in this field, given the rising demand for high-performing 

engineering employees and the supply of undergraduates year after year. Next, the future researcher 

may try to incorporate or expand on other dimensions, such as personal growth, working conditions, 

achievement, and supervision and so on to discover which has a higher rate of effect towards 

employee job performance specifically in the engineering industry in Malaysia. Finally, this research 

is being conducted to compare and contrast many motivational factors, and with the conclusion that 

there are three significant factors: autonomy, job security, and salary/wage, it is recommended that 

further research be conducted focusing on the depth or extent of each factor that motivates or inspires 

an engineering employee to perform beyond their expectations. 

 

Conclusion 

In conclusion, this research is aimed to examine the relationship between autonomy, 

recognition, training, job security, salary/wage and the study’s dependent variable job performance, 

specifically in engineering industries in Johor Bahru, Malaysia. From the overall findings, it is seen 

that engineering employees are significantly affected by motivational factors like autonomy, and 

subsequently motivated by factors like salary/wage and job security. Whereas, training seems to be 

close to being significant, and recognition has not provided interests for engineering employees 

generally. Essentially, it is found that autonomy, being the highest impacting factor towards 

engineering employees, should be noted out by employers that direction of motivation to lower 

possibilities of the undermining theory, by providing an insignificant motivational factor towards their 

employees. On the contrary, this chapter also covers on the managerial implications, limitation of the 
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study and also the recommendation for future research. Despite the topic being well established, it is 

still uncertain for the Malaysia market, and specifically on the engineering industry due to the lack of 

research done on the motivational factors affecting employee job performance in this field. 
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