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Abstract: Work performance has become a topic of great interest to human resource practices. It has brought about
many new challenges to human resource researchers and professionals. Employees are key elements in improving
organizational performance and accountability. As such, it could be said that an organization’s success or failure
depends on the employees’ work performances in that organization. Work performances of employees in an
organization are therefore an important push factor in ensuring excellent organizational outcomes. Despite the
wide acknowledgment about the importance of work performance in organization, there are still a dearth of
comprehensive research in identifying factors that influence work performance. This raises the question of what
exactly constitutes and influences work performance. This paper offers theoretical insights on factors that influence
work performance based on human resource management theories and practices. It aims to investigate existing
literature and theory to construct a conceptual model that influencing the employees’ work performances. This
model shows that organization, individual and job characteristics have direct effects on work performance.
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1. Introduction
Work performance has become one of the most
important dependent variable and has been studies
for several decades in relation to the success of an
organization (Jankingthong and Rurkkhum, 2012). A
wide range of interpretations for work performance
have been highlighted by researchers. According to
Abdel Razek (2011), work performance is one of the
most important indicators to reflect on both the
goals and means of an organization to achieve
efficiency or exceeded the required level of
performance. Other than that, work performance
also involves a certain level of performance that can
be considered as accomplishing the minimum
requirement of an organization (Byars and Rue,
2008).

*Work performance is an important issue
confronted by organizations all over the world and
has attracted a great deal of interests among
researchers and professionals (Koopmans et al.,
2011). Numerous studies on work performance have
been conducted involving different approaches in
the studying of employee’s work performance.
Indeed, work performance is crucial to development
and administration of an organization.
An organization needs to focus on its competitive
advantage and to manage its human resource in
order to ensure achievement of the goals and
strategy of the organization. Each organization is
always looking for dedicated and skilled employees
to voluntarily advance the organization. A dedicated
and skilled employee not only becomes important to
an organization and if an employee tries to maintain
his or her performance at the maximum level, this
would become a key impetus to the success of an
organization (Faridahwati et al., 2006). Therefore, by
knowing the factors that influence the employees’
work performances, an organization could
successfully optimize its human resource capabilities
and potential to the benefit of the organization
(Selladurai, 1991).

2.1. Performance concept
Performance refers to the degree of perfection
and success made by the employees to the tasks
entrusted to them. In the context of an organization
Byars et al. (2008) have stated that performance is
usually defined as the extent to which members of
the organization contributes to achieving
organizational goals. Performance is judged by the
results of the work done by the employees.
Performance affects workers themselves to fulfill the
task and complete it as quickly as possible.
According to Snell and Bohlander (2010), the term
“performance” evaluates the extent to which the
performance of each employee has been met.

2. Work performance
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Byars et al. (2008) associated the concept of
performance with the performance of duties carried
out by employees and how an employee meets the
requirements of their jobs. Thus, performance is
evaluated based on the results obtained from the
employees. Lim et al. (2012) also mentioned that the
work attitude and performance of the adult workers
come from their wishes, needs and goals of their life.
In view of this, it is important to understand factors
influencing work performance to fulfill the needs of
an organization with the hope that this will lead
employees to meet the minimum standard in order
to achieve their personal goals.

performers (Lawler and Porter, 1967). However, if
the appreciation does not match with employees’
work performances, this will probably affect their
performance (Adams, 1963).
Organizations have to come out with meaningful
ways of interacting and building good workplace
relationship with their employees (Goleman et al.,
2013). Maintaining lasting good workplace
relationships will help to bring about mutually
beneficial relationship which will spur work
performance. Kerr and Jermier (1978), in their
studies, stated that a strong workplace relationship
can help to produce effective performers. Thus,
when workplace relationship among employees is
low, work performance of employees may be
adversely affected.
One of the common problems of assessing work
performance is about facilities that have been and
have not been provided by an organization. An
organization should pay more attention to the need
for standardized facilities that will lead to better
work performances of their employees (Halachmi
and Bouckaert, 1994). The role of facilities of the
work setting in bringing about improved work
performance in terms of increased productivity has
been noted by several studies (Slocum and Cron,
1985; Leaman and Bordass, 1993; Uzee, 1999).

3. Work performance and organization
Few studies have looked at the organization as a
factor on work performance. In organization there
are several elements that become really importance
as a guideline to know what actually influence
employees in terms of their performances. Elements
of the organization factor that are predicted to have
important impact on work performance include:
culture; environment; administration; appreciation;
workplace relationship; and facilities.
Culture refers to the unique quality and the style
of organization (Kilmann et al., 1985) and has been
associated with performance and effectiveness of an
organization (Kim and Yu, 2004). Organizations have
the authority to decide how their culture will be
practiced so that it could play a major role in
influencing work performance of the employees.
According to Schein (1996), more attention should
be given to the culture of an organization.
Organizational cultures are shared by a particular
group of people leading to better work performance
(Rousseau, 1990; Triandis, 1996). All this indicates
that organizational culture could contribute towards
work performance.
Vischer
(2007)
identifies
comfort
in
organizational environment as the supportive
environment for employees to perform their job. An
effective organizational environment which is
supportive and comfortable enables employees to
work
positively.
Moreover,
an
effective
organizational environment also enables employees
to give their full commitment and contribution in
performing their task (Lim et al., 2012).
Organizational administration refers to the
emphasis that organization places on goal
accomplishments and effectiveness related to task
and activities (Selladurai, 1991). Triandis (1959)
mentioned that low levels of organizational
administration will lead to low work performance
because of complacency and higher level of
organizational
administration
will
increase
employees’ work performances to a certain point.
Appreciation plays an important role in attracting
and retaining top-performing employees. Most
employees perceive that a better performance would
lead to a higher appreciation by the organization. If
the appreciation match with the employees’
expectations, they are more likely to be high

4. Work performance and individual
This factor is often given minor emphasis in
research, on work performance. However, it is an
important one in determining the work performance
level of an employee. The individual factors are
described by his or her individual value; selfcompetence; career enhancement; and emotion.
Nikolaou (2003) has suggested that individual
value is a concern for work performance. It is found
that employees’ values are related to successful
completion of tasks and work performance
(Ferguson and Reio, 2010). An employee with good
values is most likely to achieve better work
performance.
Boyatzis (2008) has defined self-competence as a
capability or ability that affects work performance. It
involves the capability that employees bring to the
job situation as required by their job responsibilities.
An individual’s competence level is an indicator
between effective and ineffective performers
(Vathanophas and Thai-ngam, 2007). Employees
that have high competencies may increase their
work performance meanwhile work performance
will be affected if an employee is low in competency.
Lepper and Green (1978) and Staw (1976), in
their studies suggested that if employees have better
career enhancement in an organization, this will lead
to a higher probability of making endogenous
attributions than the probability of making
exogenous attributions that lead to work
performance. It showed that career growth will
ensure the employees’ stability and giving them
opportunities for better positions in an organization.
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Emotion can be a valid predictor of work
performance (Lim et al., 2012). Some studies such as
Barrick et al. (2003) classifies that emotion of the
employee can be used to predict the achievement of
career success and work performance. If the emotion
of employees is good and stable, they will show
better work performance.
5. Work performance and job characteristics
Organizations use job characteristic techniques to
improve their employees’ work performances such
as job rotation, job enrichment and work life
programs. Selladurai (1991) have argued that these
techniques are only based on assumption that
satisfaction leads to better performance but there is
no guarantee that these techniques will increase
work performance. Meanwhile, Locke (1976) cites
that job characteristic factors, i.e., job task, role of
supervisor and feedback have shown to influence
employees’ performances.
Job task has been found to influence the
employees’ work performances (Locke, 1976). When
employees find that their job load match with their
eligibility and position, this will increase work
performance because the employees are more
satisfied and tend to perform better (Lawler et al.,
1967).
The role of supervisor could also influence work
performance. Herman (1973) in his studies revealed
that if a supervisor shows low structured and low
degree of supervision, this will lower the employees’
performances. Meanwhile some studies such as
Stogdill (1974) suggested that structured
supervision and competent role of a supervisor will
enhance the work performance level of the
employees.
Hackman and Lawler (1971) argue that feedback
is a key factor that influences employees’ work
performances. When an organization gives
immediate feedback about employees’ performance,
this can motivate them to enhance their productivity
and performances. Immediate feedback is
considered one of the top performance factors for
employees (Hackman et al., 1971).

Fig. 1: A conceptual model for work performance
7. Conclusion
This paper shows that organization, individual
and job characteristics influence employees’ work
performances. There appears to be a sustained work
performance affected by these three factors.
However, the impact of these factors may vary
according to employees. For example, an employee
may be motivated to perform better under high
appreciation but he or she may not show the same
type of performance under other factors. Similarly,
high appreciation may not be a performance factor
to other employees who are more influenced by
other factors. Therefore, an organization must
develop a performance system that consistently
matches the employees’ work performances and at
the same time, this system should be equally applied
to all employees. It is hoped that this review will
provide a step forward in reaching consensus on the
conceptualization of employees’ work performances.
A better understanding of this construct will
improve practice, theory and research in all fields
related to work performance.

6. A conceptual model
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