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Abstract

In the current context of organizations, personality traits, motivation, learner autonomy, and
leadership style are some of the important antecedents that influence job performances.
However, the disclosure of job performance among public servants through mass media such
as delays in the delivery of services, inefficiency in performing jobs, dissatisfaction over
service quality, dissatisfaction regarding accountability and integrity become a restriction in
the service delivery system. Therefore, this study examines the influence of personality traits,
motivation, learner autonomy, and leadership style on job performance. This study also aims
to determine the most influential factors on job performance. The population in this study
included 16,960 staff of Universiti Teknologi MARA (UiTM), with a sample of 600 respondents,
using the stratified sampling method. The study is guided by an adapted ten-point Likert
Interval Scale structured questionnaire as the main instrument used in collecting the data.
Furthermore, the analysis of data was undertaken by using Confirmatory Factor Analysis (CFA)
procedures and Structural Equation Model (SEM) utilizing AMOS software. The findings show
that personality trait, motivation, learner autonomy, and leadership style contributes 37
percentages to job performance. The analysis of SEM revealed that there is a significant
relationship between personality traits, motivation, learner autonomy, and leadership style
on job performance. Besides that, these research findings show that employee motivation is
the most significant factor that influences job performance. The study proves that individual
job performance can be improved if the combination of the personality traits, motivation,
learner autonomy, and leadership style on job performance is in a sound state. Therefore,
implications of the findings, potential limitations, and directions for future research are also
discussed.

Keywords: Job Performance, Personality Traits, Employee Motivation, Learner Autonomy,
and Leadership Style

849



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 11, No. 4, 2021, E-ISSN: 2222-6990 © 2021

Introduction

The employee is a valuable asset of the organization. The success or failure of an organization
depends heavily on its job performance (Man & Lau, 2005, Ramayah, et al., 2016). This means
that high performers of employees lead to better organizational success. Besides, job
performance is an important mechanism for developing human resource skills and employee
development (Huzaime & Latiff, 2011). Hence, for an organization regardless of any sector,
job performance was identified and had a relationship with the organizations’ success
(Campbell, 1990; Schmidt & Hunter, 1992). Through the achievement of job performance can
be seen to the extent that management successfully meets the needs of the organization’s
workforce, especially from the contributions they have made.

Several models of job performance taxonomy in past literature highlight and explain the
expected value of behavior based on various categories. According to Motowidlo (2012), job
satisfaction is one of the core constructs in management and is the most widely studied
variable in organizational behavior. Previous research has shown that various challenges
faced by organizations demanding structural changes and paradigm shifts to ensure their
existence remain relevant. In other words, researches on job performance have developed
significant interest among researchers worldwide and it has become a universal reality in
human resource management studies, that performance and productivity are significantly
related. Thus, it must be at a certain level in order to achieve those goals. This is because job
performance is an important construct in developing the effectiveness and success of the
organization. However, organizations may find it difficult to distinguish between performers
and non-performers. In view of this, therefore, the study on determinants of job performance
needs to be clarified to ensure the continuity of the organization. Therefore, the objectives of
this study are to examine the influence of personality traits, motivation, learner autonomy,
and leadership style on job performance. Besides, to determine the most influential factors
on job performance.

Literature Review

Job Performance

Job performance is defined by Motowidlo (2012) as the total anticipated value from
employees' behaviors agreed within the period of time. Thus, job performance can be
understood based on their categories either according to the content of the behavior, related
organization, motivational antecedent, or other antecedents such as ability and personality
traits. Moreover, Borman & Motowidlo (1997) discuss job performance into two distinct
elements, which are; contextual performance, and task performance. Contextual
performance is not directly related to the core business of the organization. Instead, engage
with matters related to the well-being of the social environment and organizational
psychology. Contextual performance includes activities such as helping and collaborating with
other employees. Accordingly, adhering to the rules and procedures of the organization,
remaining motivated to complete tasks, and offering to do work that is not formally written
is the responsibility of the individual. In addition, this theory also focuses on individual
differences as a factor inherent in job performance. However, task performance is directly
related to the core business or activities of an organization. It is divided into two types; the
first type of task performance involves the activity of converting raw materials into goods and
services that are the product of an organization. The second type of task performance is to
contain activities that serve the core business as well as maintain the core needs. Thus, job
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performance can help individuals to realize organizational goals. This is why the employee job
performance is becoming increasingly important, as it is the main driver in leading the ability
of the organization to plan efficiently and effectively (Mokhtar Abas, 2006). Meanwhile,
Huzaime & Latif, 2011 discuss job performance as an important mechanism for developing
human resource skills. Therefore, job performance is an important indicator in determining
the success and achievement of the organization.

Personality Traits and Job Performance

Costa and McCrae (2008) defined personality as “enduring emotional, interpersonal,
experiential, attitudinal, and motivational style that explains individual behaviors in different
situations.” Besides, personality traits can be seen as the engine which drives behavior of
employees (Barrick & Mountt 1991). This is because, if the personality traits of an employee
in a sound stated, it can lead to increased productivity and help the organization to function
more efficiently. The personality traits which are openness, conscientiousness extraversion,
agreeableness and neuroticism have been categorized as the Big Five Personality (McCrae and
Costa, 2008; Barrick & Mount, 1991).

Mahlamaki, Rintamaki, & Rajah (2019) found that all the five personality traits drive behavior
of employees. Moreover, Sudiantha, Armanu and Troena (2017) claimed that of all five
personality traits, conscientiousness and agreeableness make the most efficient employees.
This is in line with Bhatia & Rawat (2019) found that personality traits such as extraversion,
neuroticism, openness had significant positive impacts on job performance and
agreeableness; consciousness had significant negative impact on job performance. Thus, it is
suggested the potential relationship between the famous Five-Factor Model and overall job
performance. More specifically, researchers have been motivated to discover the factual
relationship among big Five- personality traits and their direct impact on employee job
performance.

Motivation and Job Performance

Kreitner and Kninicki (1998) defined motivation at the workplace as a psychological process
that provides direction and intensity, to achieve organizational goals. While Robbins (2005),
on the other hand, defines motivation as a set of energetic forces that will influence the work-
related behaviour. Hence, from a human resource perspective only motivated employees are
prepared to work hard. Both definitions prove that motivation is the driving force to guide
employees towards the achievement of organizational goals (Devito et al., 2016). One of the
factors that can increase the morale of employees to work is the existence of a strong
employee motivation Ahmad (2020). Without a high level of motivation, job performance of
employees will be reduced and it’s likely the organization will fall to reaching their goals. Thus,
motivation is a very important factor that contributes to employee’s job performance (Mohd
Said et al., 2015; Ali et al., 2020; Syamsir, 2020).

Learner Autonomy and Job Performance

The phrase 'learner autonomy' or ‘autonomous learning’ was coined by educational guru who
defined it as the “learner's ability to take charge of his or her own learning” (Holec, 1981).
However, human resource practitioners believe that to differentiate learner autonomy from
formal training and development in which learners can and should take charge of their
learning. Hence we need to consider a more complex conceptualization.
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From a human resource management perspective, learner autonomy encompasses several
other learning concepts that have been studied in the training and development and
education domain (Ford, 2018). The terms commonly used including employee development,
self-development, self-directed learning, workplace learning, and informal learning (Daryoush
et al., 2013). Hence, most researchers suggested the potential relationship between learner
autonomy and job performance in workplace (Johari & Zulkarnain, 2018; Ellingson & Noe,
2017; Merriam & Baumgartner, 2020; Ford, Baldwin & Prasad, 2018; Vassou, 2017; Klimas,
2017; Daryoush et al., 2013; Bromfield 2002).

Leadership Style and Job Performance

According to Bass & Avolio (1994), there were three basic leadership styles consisting of
transformational, transactional, and laissez-faire. Transformational leadership is seen as
effective leadership in making and managing change in an educational institution. According
to Guhr & Breitner (2019), leaders who practice transformational leadership are those who
always prepare themselves in giving and raising awareness and enthusiasm to their followers
about the importance of improving the achievement, self-actualization, and goals of their
organization.

Transformational leadership is a characteristic of leaders that focuses on the development of
the individual needs of followers. They try to change the views of their followers on some
issues by helping them see old problems in new ways. Besides, transactional leadership
focuses on rewards and punishment to motivate their subordinates (Bass & Avolio, 1994).
Laissez-faire leadership style being indecisive decisions and can result in poor crisis
management. Studies by Guhr, Breitner (2019) show leadership style (transformational and
transactional leadership style) can increase individual job performance and lasting influence
on organizational performance. Researchers Bass et al., (2003) suggest leadership style as a
complement to understanding the employee job performance and the effectiveness of an
organization.

Based on the discussion, four hypotheses were suggested for this study and the research
framework displayed in Figure 1.

H1: Personality Trait has a positive and significant relationship with job performance.
H2: Motivation has a positive and significant relationship with job performance.

H3: Learner Autonomy has a positive and significant relationship with job performance.
H4: Leadership Styles has a positive and significant relationship with job performance.

H1
Personality Traits

H2

Motivation

Job Performance

\ 4

H3

Learner Autonomy

H4

Leadership Style

Figure 1: The Hypothesized Model of Job Performance
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Methodology

Sample and Data

Our empirical data has been conducted based on data from a survey carried out among staff
of Universiti Teknologi MARA (UiTM). The population in this study included 16,960 staff. Thus,
the appropriate sample size for this study involved 600 staff (Sekaran, 2003). A total of 600
guestionnaires were distributed and we received replies from 600 staff. After reviewing each
of them, we proceed to the removal of the questionnaires on which no questions have been
answered. Therefore, we collected 500 valid questionnaires (response rate of 83%) of staff.
The probability technique (stratified random sampling) was applied in this study because
under probability sampling the subjects of the population get an equal opportunity to be
selected as a representative sample, the results in unbiased, and hypothesis developed can
be tested (Sekaran, 2003).

Variables and Measurement

The study is guided by an adapted ten-point Likert Interval Scale structured questionnaires
as the main instrument used in collecting the data. Item statements are measured as
subjective estimates using a ten-point Likert scale (with 1=strongly unimportant to
10=strongly important. In order to evaluate job performance, employee motivation,
learner autonomy, and leadership styles researcher used the questionnaires of job
performance developed by Borman & Motowidlo (1997) 14 items; the questionnaires of
traits personality developed by Goldberg et al., (2006) 29 items; the questionnaires of
employee motivation developed by Bliss (2008) 10 items; the questionnaires of learner
autonomy developed by Confessore & Park (2004) 28 items and the questionnaires of
Multifactor Leadership Questionnaires (MLQ) developed by Bass & Avolio (1990) 28 items.
Furthermore, the analysis of data was undertaken by using Confirmatory Factor Analysis
(CFA) procedures and Structural Equation Model (SEM) utilizing AMOS software.

Findings & Discussion

This study interest to determine the influence of personality traits, motivation, learner
autonomy, and leadership styles on job performance. The results of the descriptive analysis
of this study display in Table 1 below.
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Table 1
Descriptive Analysis of Respondents (N=600)
Items Categories Frequency Percent
Gender of Respondents Male 210 42
Female 290 58
The Current Age of 25 or below 39 6.4
Respondents
26-35 128 25.6
36-45 140 28
46-55 140 28
56 or above 60 12
Education Attainment of SRP/PMR
29 5.8
Respondents
SPM/MCE 93 18.6
Diploma 61 12.2
Degree 177 354
Master 140 28
PhD/DBA 100 20
Length of service 3 years or less 22 4.4
3-6years 103 20.6
7 -10 years 110 22
11 -14 years 140 28
15 -18 years 60 12
18 years or more 65 13

The multiple linear regression analysis with AMOS is applied because this analysis is
only addressed on the exogenous construct without taking into consideration another
construct. This model was analyzed by the individual Confirmatory Factor Analysis (CFA)
method to determine their factor loading and fitness indexes. According to Awang (2015), the
individual CFA is preferred in this study due to the complexity of the model that has many
items to be measured. The structural model for job performance is displayed in Figure 2.
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Figure 2. Structural Model for Job Performance

Table 2 below showed the normality results of this finding. All variables are satisfied since
the value of skewness falls in the range between -1.5 to 1.5 (Awang, 2015). Meanwhile, the

854




INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 11, No. 4, 2021, E-ISSN: 2222-6990 © 2021

multivariate kurtosis also is below 50.0 indicating that normality existed for this model.
Therefore, this model is admissible for hypothesis purposes. This is followed by Table 3 that
displayed the regression weights of the determinant factors on job performance.

Table 2

Assessment of normality
Variable Min Max Skew c.r. Kurtosis c.r.
m65 3.000 8.000 -.011 -.100 -.178 -.814
m73 2.000 9.000 .009 .080 .265 1.211
m74 3.000 9.000 .194 1.775 -.267 -1.220
0 2.000 8.000 .162 1.478 -.115 -.526
C 3.000 9.000 .067 .607 -.160 -.730
E 3.000 10.000 -.062 -.567 .002 .009
N 3.000 9.000 .060 .552 -.087 -.398
A 2.000 8.000 -.048 -.441 .044 .201
PER -1.000 6.000 -.161 -1.467 473 2.160
DES -1.000 6.000 -.380 -3.472 .864 3.945
RES 1.000 8.000 -.282 -2.573 327 1.492
INS 1.000 8.000 -.161 -1.466 .034 .156
ts182 2.000 8.000  -.052 -.477 .071 322
ts181 2.000 10.000 .073 .669 .636 2.904
ts177 3.000 9.000 -.016 -.143 .160 731
ts166 3.000 9.000 .057 .517 142 .646
ts167 2.000 8.000  -.153 -1.392 -.015 -.069
ts168 2.000 9.000 -.015 -.133 .000 -.002
ts169 1.000 8.000 -.149 -1.358 .335 1.530
ts170 1.000 7.000 -.010 -.092 157 715
ts171 1.000 6.000 -.015 -.135 -.358 -1.635
ts172 .000 6.000 -.018 -.167 217 .992
ts173 .000 6.000 -.103 -.942 .013 .060
ts174 1.000 8.000 .073 .669 121 .554
ts175 3.000 9.000 -.013 -.119 .019 .087
ts176 3.000 8.000 -.124 -1.128 -.245 -1.119
tm151 1.000 7.000 .023 213 210 .959
tm152 .000 6.000 -.186 -1.702 178 .812
tm154 .000 6.000 .000 .004 .075 341
tm156 1.000 8.000 .001 .008 374 1.706
tm159 2.000 8.000 -.186 -1.702 751 3.426
tm160 3.000 8.000 -.170 -1.547 -.123 -.563
tm161 3.000 9.000 -.116 -1.062 -.035 -.162
tm162 3.000 9.000 .022 .202 354 1.614
tm163 2.000 8.000 -.093 -.852 .015 .071
tm164 2.000 8.000 -.010 -.094 -.177 -.806
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tm165 2.000 8.000 -.185 -1.692 113 .516

m67 2.000 8.000 .077 .705 -.346 -1.578

m75 2.000 8.000 .118 1.079 .040 .184

m72 2.000 8.000 -.019 -171 .190 .868

m71 2.000 8.000 -.019 -.178 .100 458

m70 3.000 9.000 .084 .770 .104 475

pk16 2.000 8.000 -.060 -.548 .076 .346

pk7 3.000 9.000 -.033 -.303 -.379 -1.731

pk6 3.000 9.000 .036 328 -.089 -.406

pk4 2.000 8.000  .003 .026 -.102 -.464

pk3 2.000 9.000 .012 114 .082 .375

pk2 3.000 9.000 -.004 -.038 -.044 -.202

pkl 3.000 9.000 -.090 -.819 .010 .045

pk20 3.000 9.000 .044 401 -.060 -.274

pk19 2.000 9.000 -.151 -1.375 .081 371

pk18 1.000 8.000  -.037 -.341 .140 .640

pk17 .000 7.000 -.169 -1.538 .095 435

Multivariate 6.652 974
Table 3
Regression Weight of Determinant Factors on Job Performance

Estimate S.E. C.R. P Result

Job <. Personality .5, 057  5.166 *%%  Significant
Performance Traits
Job <— Motivation  .127 053  2.401 016  Snificant
Performance
Job - Learner 179 053 3362 ok Significant
Performance Autonomy
Job o Leadership 950 056 4.460 . Significant
Performance styles

The Relationship between Personality Traits and Job Performance

From table 3, the path coefficient of personality traits on job performance is 0.292. This
value indicates that for every one unit increase in employee motivation, its effect would
contribute 0.292 unit increase in job performance. The regression weight estimate of 0.292
has a standard error of 0.057. The critical ratio is shown as 5.166 standard errors above
zero. The probability of getting a critical ratio of 5.166 in an absolute value is 0.000. Based
on the above, the hypothesis suggested that higher employee motivation will report
possessing greater job performance is supported.

The Relationship between Motivation and Job Performance

From table 3, the path coefficient of learner autonomy on job performance is 0.127. This
value indicates that for every one unit increases in motivation, its effect would contribute
0.127 unit increase in job performance. The regression weight estimate of 0.127 has a
standard error of 0.053. The critical ratio is shown as 2.401 standard errors above zero. The
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probability of getting a critical ratio of 2.401 in an absolute value is 0.016. Based on the
above, the hypothesis suggested that higher learner autonomy will report possessing
greater job performance is supported.

The Relationship between Learner Autonomy and Job Performance

From table 3, the path coefficient of motivation on job performance is 0.179. This value
indicates that for every one unit increase in motivation, its effect would contribute 0.292
unit increase in job performance. The regression weight estimate of 0.292 has a standard
error of 0.053. The critical ratio is shown as 3.362 standard errors above zero. The
probability of getting a critical ratio of 3.362 in an absolute value is 0.000. Based on the
above, the hypothesis suggested that job performance with good personality traits will
report possessing greater job performance is supported.

The Relationship between Leadership Styles and Job Performance

From table 3, the path coefficient of motivation on job performance is 0.250. This value
indicates that for every one unit increase in motivation, its effect would contribute 0.250
unit increase in job performance. The regression weight estimate of 0.250 has a standard
error of 0.056. The critical ratio is shown as 4.460 standard errors above zero. The
probability of getting a critical ratio of 4.460 in an absolute value is 0.000. Based on the
above, the hypothesis suggested that leaders with good leadership style (transformational
and transactional leadership styles) will report possessing greater job performance is
supported.

Discussion

In this study, personality is explained by using a Big-Five model of personality, namely
extraversion, agreeableness, openness to experience, neuroticism, and conscientiousness.
From the results, it is found that this trait model of personality influences job performance
among Universiti Teknologi MARA staff. This means that the Big-Five model of personality
trait contributes to changes in job performance. This finding has been supported by the
Study of Mehmood, Mehmood, and Siddique (2017), which shows that there is an influence
between personality traits and job performance. The findings of this study also show that
personality traits are predictors of job performance (Othman & Fatimah, 2014). This is
supported by the findings of the study by Ahmad, Ather, and Hussain (2014). De Jonng et
al.,, (2019) showing that personality traits are one of the factors that influence job
performance.

Motivation is set with two indicators, namely performance motivation and commitment.
From the results, it is found that this model is significant in making assumptions about the
influence between motivation and job performance of Universiti Teknologi MARA staff.
This significant relationship means that the higher the motivation will result in higher job
performance. Therefore, it is necessary to control the performance-driven motivational
variables in order to create motivation to improve job performance. The findings of this
study are in line with the opinion (Ali, 2020; Springer & Gary Jon, 2011) that one of the
ways management can improve staff work performance is through giving encouragement
or motivation. Theoretically, this study is supported by the findings of a study by Maneetr
& Thirachaya, (2010) which shows that there is a relationship between motivation and job
performance. Therefore, effective motivation needs to be implemented by Universiti
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Teknologi MARA management so that motivation is created and staff will work hard to
achieve the set work performance. Furthermore, the findings of this study also explain the
motivation of Universiti Teknologi MARA staff based on performance motivational aspects
that will make them stronger to work with. Therefore, Universiti Teknologi MARA
management needs to identify the real needs of employees based on motivational
mechanisms at all levels of staff.

This study contributes to a new field of knowledge that is the concept of learner autonomy
in the workplace. The findings of this study show that learner autonomy influences job
performance. The influence of this learner autonomy refers to changes related to needs,
emotions, instincts, motivations, intelligence that are 'invisible' and internal. In the context
of this study, learner autonomy is measured through the constructs of desire, initiative
persistence, and resourcefulness (Confessore & Park, 2004). Furthermore, this study also
shows that learner autonomy is a key indicator for individuals to be more high-achieving.
This means that individuals with high learning autonomy have higher job performance.
Accordingly, this study aims to propose a comprehensive definition and concept of learner
autonomy and a theoretical position for further study in the field of organizational
psychology and its relevance to the concept of learner autonomy at the workplace. The
results of this study are in line with the study by Ellingson et al, (2017) who showed that
there is a relationship between learner autonomy and job performance. when UiTM staff
who have high learner autonomy tend to have high job performance. On the other hand,
staff with low levels of learner autonomy tend to have low job performance. Researchers
conclude that the job performance of Universiti Teknologi MARA staff is influenced by
learner autonomy and this is in line with the theory of Planned Behavior (TPB) a high level
of learning autonomy will encourage these staff to improve job performance. This is
because staff with high learning autonomy will learn proactively. Indicators of high levels
of learning autonomy are always eager to perform new tasks, proactive to innovate and
strive to find the best way to perform tasks.

In this study leadership style refers to the leadership style of the leader towards achieving
organizational goals. Leadership style is measured through employee perceptions of
leaders through transformational and transactional leadership styles. From the results of
hypothesis testing, it is found that this model is significant in making assumptions about
the influence between leadership style and work performance of UiTM staff. The findings
of this study are seen in line with the findings of previous studies. This significant positive
relationship means that the better the leadership style of the leader the better the
performance of the staff. This result shows that the leadership style factor contributes to
the change in job performance. Through the leadership styles discussed, it can be
concluded that transformational and transactional leadership styles are appropriate to use
and influence the leadership pattern of the leader whether good and perfect or vice versa,
inverted and make the situation ineffective. These findings have been supported by studies
(Al-Malki et al., 2018)

Conclusion

In light of the findings, the study proves that dimensions of personality traits, employee
motivation, learner autonomy, and leadership style predict job performance among
employees of Universiti Teknologi MARA (UiTM). Besides that, this research shows that
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employee motivation is the most significant factor that influences job performance. It is
further concluded, learner autonomy represents one of only a handful in extant literature.
Thus, the learner autonomy offers a novel perspective in the workplace. Therefore, the
study proves that the model of job performance among employees of UiTM can be
improved if the combination of the personality traits, motivation, learner autonomy, and
leadership style on job performance are in a sound state. The model will serve as a basis
for the management of UiTM to give special attention to employee motivation and learner
autonomy. This contribution could be beneficial to the management of UiTM in order to
enhance and improve their quality of service delivery in the organizations.
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