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ABSTRACT 

 

Nowadays, motivation is one of important element in organization and it becomes crucial in order to enhance job performance among the 

employees. Therefore, the aim of this study to determine the role of motivation and how this element can influence and give impact on job 
performance and how commitment mediates this relationship. Previous studies found that the job performance is derived from aspect of 

motivation and commitment among employees and organization itself. Furthermore, the job performance of employees is important to 
ensure sustainability in organization. This study will be done in Universiti Utara Malaysia (UUM) and the data will be gathered through 

questionnaire that distributed to employees at UUM with used a simple random sampling procedure. Moreover, the gathered data will be 

statistically analyzed with used Statistical Package for Social Sciences (SPPS) as data analysis technique. Thus, the result of this study are 
expected to help more exploration on the relationship between these three variables; motivation, job performance and commitment among 

employees. 
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INTRODUCTION 
 

 In today global business employees are 

increasingly expected to display effort, motivation 

and initiative in modern organizations. It is not only 

human competence depends on the success of an 

organization but also how it motivates employee to 

an organization. The essential key to an 

organization's success and survival is adaptability. 

Organizations need to have the right employees that 

are able to manage at the speed of change and 

address business issues creatively [29]. 

 The discussion of commitment and motivation 

in organizations are encountered such a crucial issue 

whether they are in the public or a private sector. For 

the success of any organization motivation and 

commitment play an important role. There are three 

component model of commitment developed by 

Meyer and Allen [19] arguably dominates 

organizational commitment research [19]. This 

model proposes that organizational commitment is 

experienced by the employee as three simultaneous 

mind set are affective, normative, and continuance 

organizational commitment.  

 Motivation functions as an important predictor 

of commitment by motivating employees to spend 

time and energy in the organization [23]. Because of 

this fact, there is a growing interest in understanding 

this relationship between motivation and 

commitment. Commitment is different from 

motivation, as Scholl [30], defined it as „a stabilizing 

force that acts to maintain behavioral direction when 
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expectancy or equity conditions are not met or do 

not function‟. This definition implies a complex 

relation between motivation and commitment, which 

needs further investigation. 

 It is to be noted that organization has to carry 

out a study on its workforce before applying 

incentives in order to bridge the gap between 

motivation and performance. Some factors may not 

be applicable due to the cost issue or because one 

suggestion may lead to organizational conflicts [6]. 

No human behaviour and values can be 

distinguished in a simple way. What may motivate 

today may not have the similar effect the day after. 

Motivation must be a never-ending process and 

employees should be continuously. 

 Besides that, according to Matthieu and Zajac 

[18], a crucial element to increase job performance is 

employee commitment. An important predictor of 

this type commitment is motivation, which motivates 

employees to spend time and energy in the 

organization. Because of this fact, there is a growing 

interest in understanding the relationship between 

motivation and commitment. Despite plenty of 

research on the subjects of motivation and 

commitment, linkages between different forms of 

motivation and different of commitment are hardly 

investigated. 

 In today‟s rapidly changing economy, the 

worldwide competition continues to increase. For 

that reason, companies are searching for more 

efficient ways to rise their productivity. In this 

increasingly competitive market, it is not sufficient 

to cut down costs by making use of new 

technologies or lower-wage employees. To rise 

productivity, it is important to make use of the skills 

of employees [13]. Murphy and Saal [27], 

investigated the relation between job performance 

and productivity, which resulted in a positive 

relation. Thus, it is of importance for companies to 

seek ways to rise job performance. 

 

Problem Statements: 

 For achieving prosperity, organizations design 

different strategies to compete with the competitors 

and for increasing the performance of the 

organizations [28]. A very few organizations believe 

that the human personnel and employees of any 

organization are its main assets which can lead them 

to success or if not focused well, to decline. Unless 

and until, the employees of any organization are 

satisfied with it, are motivated for the tasks 

fulfilment and goals achievements and encouraged, 

none of the organization can progress or achieve 

success. 

 When an employee has a lack of alternatives, he 

or she is more likely to stay committed to the 

organization. Commitment is an important construct 

in improving employee performance [25]. They 

mentioned that high commitment leads to high 

performance of employees. Moreover, commitment 

acts as an indicator of organizational effectiveness 

and is a predictor of turnover [31]. 

 Studies on work motivation seem to confirm 

that it improves workers' performance and 

satisfaction. For example, Brown and Shepherd [3], 

examine the characteristics of the work of teacher-

librarians in four major categories: knowledge base, 

technical skills, values, and beliefs. He reports that 

they will succeed in meeting this challenge only if 

they are motivated by deeply-held values and beliefs 

regarding the development of a shared vision. 

Vinokur, Jayarantne, and Chess [34] examine 

agency-influenced work and employment conditions, 

and assess their impact on social workers' job 

performance. 

 Some motivational issues were salary, fringe 

benefits, job security, physical surroundings, and 

safety. Certain environmental and motivational 

factors are predictors of job performance and job 

satisfaction. While Colvin, shows that financial 

incentives will get people to do more of what they 

are doing. Silverthrone [33], investigates motivation 

and managerial styles in the private and public 

sector. The results indicate that there is a little 

difference between the motivational needs of public 

and private sector employees, managers, and non-

managers. 

 Well motivated and committed workforce feels 

that organization value them and they are playing an 

essential role within their organization which 

significantly enhance both employees‟ as well as 

organizational performance [32]. Employee 

motivation and commitment is very important for an 

organization‟s success. Motivated and committed 

employees with high levels of job performance are 

considered as an important asset to an organization 

and keeping the employee motivation, commitment 

and job involvement up is always rewarding to a 

business as motivated and committed employees are 

more productive and higher productivity usually 

results in higher profits [10]. 

 

Research Objectives: 

 Generally, the objective of this study is to 

determine the impact of commitment on the link of 

motivation on job performance among employees in 

Universiti Utara Malaysia. The specific objectives of 

this study are as follows: 

1. To examine the relationship between motivation 

and job performance. 

2. To investigate the relationship of motivation on 

commitment. 

3. To determine the relationship of commitment on 

job performance. 

4. To investigate the mediating on commitment 

towards the relationship between motivation and job 

performance. 

 

Literature Review: 

Motivation: 



26                               Nurul Hasanah Mat Isa et al, 2015 /Journal Of Applied Sciences Research 11(18), Special, Pages: 24-28 

 

 Motivation as a power that strengthens behavior, 

gives route to behavior, and have the tendency to 

continue work [11]. Based on the book of Steers 

[31], motivation is concerned with how behavior 

gets started, is energized, is sustained, is directed, is 

stopped, and what kind of subjective reaction is 

present in the organism while this action is going on. 

The study of motivation has to do with the analysis 

of the various factors which incite and direct 

individual‟s action. 

 Motivation also is a progression of moving and 

supporting goal-directed behavior [7]. It is an 

internal strength that drives individuals to pull off 

personal and organizational goals employees [1]. 

Besides that, motivation is a set of courses 

concerned with a kid of strength that boosts 

performance and directs towards accomplishing 

some definite targets [9].  

 Muhammad and Memon [26] reported that 

motivation formulates an organization more 

successful because provoked employees are 

constantly looking for improved practices to do a 

work, so it is essential for organizations to persuade 

motivation of their employees [9]. Getting 

employees to do their best work even in strenuous 

circumstances, is one of the employees most stable 

and greasy challenges and this can be made possible 

through motivation. 

 

Commitment: 

 According to Mowday, Porter and Steers [25], 

define commitment as “the relative strength of an 

individual‟s identification with and involvement in a 

particular organization”. Commitment also defined 

as a force binding an individual to a course of action 

that is of relevance to a particular target can take 

different forms and can be directed toward various 

targets or foci [21].  

 In general, personal characteristics do not 

appear to play a large role in determining 

commitment [22]. Personal characteristics that are 

frequently studied are age and level of education. It 

is suggested that younger employees are more 

committed than older employees, because they are 

highly motivated to start a career and able to cope 

with change, whereas older employees are less 

committed because they are often disappointed [22]. 

On the other hand, older employees, who have 

worked many years for the organization, do have a 

strong attachment to the organization. 

 According to Gallie and White [12] found that 

higher educated employees have a higher task 

commitment, while a higher level of education opens 

more possibilities to do the work that one likes. 

 

Job Performance: 

 Job performance is a complex concept which 

can be affected by many variables [27]. Job 

performance is defined as the level of an individual‟s 

work achievement after having exerted effort [15]. 

Job performance also can be defined as the level and 

quality of effort, cooperation, commitment, lateness 

or absenteeism as well as compliance with standard 

shown by an individual [4].  

 Skill, effort and nature of work condition are 

mixed which stated as part that represents job 

performance. Skill is the knowledge and the capacity 

of the employee; effort is an action which brings 

motivation to get a task done and nature of work 

conditions represents the degree of accommodation 

of these conditions in facilitating the employee‟s 

output [16]. Furthermore, Ashfaq, Mahmood and 

Ahmad [2] illustrated that the job performance be 

able to create the flexible working environment, 

conducting the training section, improves technology 

skills regarding production sectors to make the 

employees feel more convenience and should 

enlarge the employees quality and contribute 

towards job performance. 

 Gilboa, Shirom, Fried and Cooper [14] stated 

that job performance is a measurement of a person 

that how he or she perform in the job assigned, the 

job performance will be better if the organization 

give rewards to the employee who perform well in 

their job so the rewards able to create high job 

satisfaction to the employee in the workplace. While, 

Cascio  stated that higher management should have a 

Key Performance Indicators (KPIs) as a 

measurement of job performance of their employees 

to make sure employee aware of expectation from 

organization that what the employees should achieve 

in their job task. 

 Besides that, the Mahmod, Hussain, Hannan and 

Muhammad [17] stated that the most common factor 

that affect the employee performance and create 

stress to them is heavy workload and time pressure, 

which need to complete their big task in short period 

make employees experience job stress in the 

workplace. 

 

Relationship between Motivation, Commitment and 

Job Performance: 

 Integrating between motivation and 

commitment has two important benefits. First, it 

broadens our understanding of commitment as an 

important element in the process of motivation, as it 

functions as an energizing force in this process. 

Secondly, it gives further insight in how motivation 

indirectly influences behaviour by commitment [20]. 

Ultimately it can make a contribution to existing 

theories about job performance, which in turn can 

make production and efficiency better. 

 

Methodology: 

 Based on the research purpose, framework and 

hypothesis, in this research used a quantitative 

approach. Quantitative approach uses the elements 

of mathematical operations to investigate the 

information and data [35]. The study is using 

questionnaire which focused to examine the 
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relationship between variables that involved in this 

study. The findings and conclusion of the study will 

depend on the fully utilization of statistical data 

collected and analyzed by using Statistical Package 

for the Social Sciences (SPSS).  

 

Conclusion: 

 

 

 

 

 

 

 

 

  

 

 

Diagram 1: 

 

Research framework: 

 Diagram 1 shows that a single model on the 

study on commitment as mediating variable for the 

relationship between motivation and job 

performance. The research framework will offer the 

conceptual foundation and give a comprehensive 

understanding to examine and explore more to the 

study in verifying the relationship between all 

variables that involved in this study. 
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