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Abstract 
An organisation is frequently stated to be only as good as its human capital, which means that 
people are important to the firm's success. The achievement of organizational goals is a 
critical component of employee success. As a result, the organisation requires capable people. 
When people do not perform successfully, it has an effect on their performance and the 
organization's overall success. Thus, the purpose of this study is to determine the factors that 
influence an employee's performance. Three independent variables affecting employee 
performance are identified based on an extensive literature analysis and the Job Demand-
Control-Support (JDCS) model. They are time pressure, lack of motivation, and heavy 
workload. As a result, the research model was suggested. A pilot study was undertaken among 
academics at Universiti Teknologi MARA, Kelantan campus. The details of the factors 
contributing to an employee’s performance were described using descriptive statistics. The 
results of this study will be utilized to improve the instrument, which will then be used to 
collect data from a wider pool of respondents. 
Keywords: Employees’ Performance, Time Pressure, Lack of Motivation, Heavy Workload. 
 
Introduction 
Employee performance has continuously gained huge attention since a few decades ago and 
is frequently highlighted in society. According to Silitonga and Sadeli (2020), employee 
performance is frequently interpreted as representative of the organization's performance 
and has a direct impact on the organization's image. Khan and Mashikhi (2017) stated that 
performance has been considered as the ultimate outcome of an organization as well as an 
employee. Creativity, innovation, and a higher level of commitment among employees are 
the sources of organizational success and glory. A study by Prange and Pinho (2017) 
mentioned that, since human resources are an important factor in any organization, 
organizational productivity and efficiency depend on the performance of its employees. The 
survival of the organization will depend on their ability to provide the employees with the 
necessary actions. Enhanced capabilities, knowledge, and skills are the foundation for the 
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organization’s competitive advantage in today’s global market (Rodriguez & Walters, 2017). 
Managers of organisations should consider meeting employees' mental and physical 
requirements and enhancing employees' personal and occupational performance using a 
variety of means and methods, such as training, performance review, and job design 
(Abdulkhaliq & Mohammadali, 2019). 

Malaysia's Ministry of Human Resources spent around RM455,025 million on human 
capital development between 2019 and 2020. As a result, a critical part of Malaysia's human 
capital development is the requirement for employees to adapt to new knowledge and 
improve their job performance. According to the Public Service Department Circular (2006), 
the government's policy is to provide a minimum of seven training days per year to all 
employees, including those who work at institutions of higher. This will help them be capable 
of performing their job. As per the policy imposed by the University of Technology MARA 
(UiTM), its employees must attend a minimum of 42 hours of training per year to increase 
their knowledge, skills, and abilities (KSAs) even during the COVID-19 pandemic that has 
spread widely throughout Malaysia. These reflect that there is continuous concern about 
employees’ quality and performance among the top management. 

However, in the local context, despite the government's investment in their training 
and development, numerous grievances and complaints have been lodged against public 
sector employees for their effectiveness and inefficiency. For instance, in 2019, Malaysia 
received 4,939 complaints against public sector employees, of which 94 were directed to the 
Higher Education Ministry (Biro Pengaduan Awam, 2019).  The literature demonstrates that 
numerous variables disrupt employee work, including the impact of the physical workplace 
on employee performance and job completion, as well as the intention to leave (Hoboubi et 
al., 2017). When the physical environment of the office is good, it positively impacts on the 
employees' desire to acquire more skills and their level of enthusiasm towards work (Al-Omari 
& Okasheh, 2017). Similarly, a poor work environment can contribute to staff dissatisfaction 
with their jobs (Hoboubi et al., 2017). On the other hand, Khan and Mashikhi (2017) 
emphasise the importance of teamwork in enhancing individual performance and fostering a 
positive work environment for employees. Khair (2017) believes that to achieve higher 
performance, the company needs to provide appropriate compensation to its employees, as 
it will encourage awareness of employees to work better and follow the rules of the company. 
Although numerous studies have been conducted on employee performance, it appears as 
though organisational leaders continue to face gaps and obstacles in this area. Thus, this study 
aims to ascertain the elements affecting academicians' performance at Universiti Teknologi 
MARA, Kelantan Campus. 
 
Literature Review 
Employee Performance 
Performance is a metric used by successful businesses to measure their work 
accomplishments. Experts define performance as the outcome of a person's work or the 
performance of a person's work in carrying out his or her tasks and responsibilities (Rusmiati 
& Fitriani, 2021). Meanwhile, employee performance is a metric that indicates how well 
employees adhere to both explicit and implicit standards, objectives, and priorities. Employee 
performance is defined as the manner in which employees complete their assigned work and 
perform required responsibilities (Omar, 2010). Additionally, it refers to the effectiveness, 
quality, and efficiency of manufacturing. Productivity also has an effect on how employees 
perceive their value to the organisation. Employee performance is also critical to a business's 
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success. Each employee must work diligently to ensure that the company's vision and goal 
are realised (Bakar, 2018).  

The level of productivity of the workforce is one of the elements that can be 
measured. Several studies have introduced several ways for assessing organisational 
performance (Wong & Wong, 2007; Prajogo, 2007). This comprises the individual's quality, 
quantity, knowledge, or inventiveness toward completed activities that are in compliance 
with the obligation throughout a given period. In other words, evaluation systems must have 
some standard parameters that can be depended upon. In line with what Basit (2017) stated, 
employee performance are the actions taken by workers to perform the work assigned to 
them by the company. Taking on one's own obligations is never self-sufficient; it is always 
contingent on the employee's pleasure with the job, the amount of compensation, as well as 
personal abilities, skills, and personality qualities.  

 
Factors Influencing with Employee Performance 
Time Pressure 
Time is an extremely valuable commodity. Time pressure is one of the most difficult and 
important factors affecting employee performance. Time pressure is described as a person's 
perception of their capacity to finish a task within a set time restriction; it explains that task 
completion on time shows task effectiveness and efficiency (Johari et al., 2019). Time 
constraints, however, are imposed. Time pressure can affect everything from simple math 
tasks (Bryan & Locke, 1967) to aeroplane piloting (Raby & Wickens, 1994). 

The impacts of time pressure on performance are mostly due to cognitive capacity 
restrictions (Johari et al., 2019). People have limited cognitive and attentional resources 
(Sijbom et al., 2018), and each task necessitates a series of decisions about how to distribute 
those resources. When time is limited, people are more prone to employing heuristic 
processing procedures (also known as "mental shortcuts") rather than slower, more 
deliberate cognitive processing. One disadvantage of employing heuristics is that, in 
comparison to slower cognitive processing processes, heuristic processing is more prone to 
biases and systematic errors (Wirth et al., 2017). When people are under time constraints, for 
example, they tend to demonstrate larger primacy effects, focusing too much on whatever 
they learn first (Ryari et al., 2021). People who are pressed for time are more prone to judge 
others based on preconceptions and are also more susceptible to anchoring biases (Leroy & 
Glomb, 2018). Even choosing between decision-making techniques consumes cognitive 
resources, and time pressure diminishes the desire to change previous decision-making 
patterns in order to adapt to tasks that require new answers. Final deadlines, in general, 
reduce the time available to conduct a thorough search for alternative solutions, favouring 
well-learned, uncomplicated, or routinized activities. 

The impact of time pressure on worker performance has yielded unexpected results. 
Time pressure has a negative impact on performance, according to a study by Baethge et al. 
(2019). Broberg et al (2017), for example, found the same outcome of time pressure having a 
detrimental impact on employee performance. Wijaya and Yulyona (2017), on the other hand, 
discovered that there is no link between employee performance and time pressure. 
 
Lack of Motivation  
Motivation is a mechanism that allows someone to work toward their objectives, and it is a 
form of intelligence that is not readily visible (Ibrahim and Brobbey, 2015). The importance of 
employee motivation cannot be overstated. In reality, it is one of the most crucial and critical 
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components in ensuring employee success and, eventually, the attainment of company aims 
and goals (Berman et al., 2010). Furthermore, employee motivation is an important 
component of corporate operations, since high motivation is associated with job satisfaction, 
a sense of pride in one's work, and a long-term commitment to the organisation, all of which 
improve performance and productivity (Linz et al., 2006).  

Employees who are highly driven are a long-term value to an organization's success. 
Many employers face a major issue in effectively motivating their personnel. Previous 
research has identified a number of potential methods and strategies via which managers 
might influence employee motivation and consequently increase employee performance. 
According to Kamery (2004), motivated employees are those who exhibit behaviours such as 
self-satisfaction, sales fulfilment, and commitment, all of which are expected to create higher-
quality work and adhere to the organization's regulations, resulting in significant efficiencies 
and competitive advantage. Employee motivation boosts job involvement by making work 
more relevant and engaging, as well as keeping employees more productive and improving 
their subsequent job performance (Ekerman, 2006). 
 
Heavy Workload  
Workload management refers to how a person manages his or her ability to do his or her job, 
whether it's physical ability, cognitive ability, or the ability to bear  weight (Rusmiati & Fitriani, 
2021). Physical and mental burdens make up the burden. Lifting, transferring, caring, and 
pushing are examples of physical workloads. While he is comparing his abilities and work to 
those of others, his mental workload is increasing (Manuaba, 2000). Meanwhile, according to 
Wilhelm et al (2008), work overload refers to the amount of work, time spent, and irritation 
experienced as a result of not being able to accomplish the work within the time frame set. 
As stated by Shah et al (2003), working lengthy hours, particularly at the expense of other 
aspects of the job, is not a good idea. The lives of workers add to the workload. In addition to 
a long period of time, there is a sense that a large amount of work must be finished in a short 
period of time. It is generally known that the difficulties of high workload and stress at work 
appear to be increasing on a daily basis, and that every employee, regardless of their 
background or industry, appears to be affected by this problem.  

Workload has a big impact on employee job performance and shouldn't be ignored. 
According to Ganster and Rosen (2013), unmanageable workloads are reported as a 
significant stressor by 46 percent of employees. Due to a tremendous workload, employees 
who have no control over their work may feel burnout. Burnout is defined by the World 
Health Organization as a type of continuous work stress that depletes energy and reduces 
effectiveness. 50 percent of employees have left their jobs due to burnout. According to a 
study by Lam et al. (2010) on the factors that create stress among interns, 90 percent of 
interns reported that workload and working hours were the main sources of stress. 
 
Relevant Theory and Research Model 
Theory of Job Demands-Control (JDC). The JDC model is a well-known theory that was 
proposed by Karasek in 1979 to explain the study. The Job Demand-Control Support (JDCS) 
model is an extension of the JDC model that has been used to gain a better understanding of 
how job features affect employees' psychological well-being (Karasek & Theorell, 1990). 
Among the job requirements are work overload and role conflict. On the other hand, job 
resources refer to the organisational characteristics of a job that are important for achieving 
work goals and minimising job demands and their associated negative consequences. 
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According to Karasek and Theorell (1990), Vaananen and Toivanen (2018), and Brandtzg, 
Flstad, and Heim (2018), the JDCS model was established to demonstrate how job demands 
such as severe workload, role ambiguity, and job-related tension can induce stress for 
employees. 

JDCS is one of the most extensively investigated models of job attributes and 
employee psychological well-being in the workplace. The JDCS model has been inconsistent 
(Ganster & Perrewé, 2011; Crescenzo, 2016 & Jalilian et al., 2019), with the primary reason 
mentioned being that the model does not account for employees' qualities. To address these 
concerns, the proposed study incorporates employee characteristics such as time constraints, 
a lack of motivation, and a heavy workload into employee performance (Ganster & Rosen 
2013; Ibrahim & Brobbey 2015; Garbarino & Magnavita 2015; Francioli et al., 2016; Grover & 
Roche, 2017; Johari et al., 2019; and Ryari et al., 2021). The JDCS model's basic premise is that 
control mitigates the effect of job demands on pressure and can help improve employee 
performance by providing opportunities for difficult assignments and skill development 
(Karasek & Theorell, 1990). When workplace demands are high and employees are under 
pressure, taking charge of the job and creating good relationships with co-workers and 
supervisors can help employees cope with stress. Figure 1 illustrates a proposed research 
model based on the discussion. 
 
Figure 1: Research Model  
  
                                                         
 
 
 
 

 
 

Data Collection and Methodology 
The study's research strategy is based on a quantitative method. Using norms of reliability 
and validity of statistical techniques, the quantitative approach is suited for deductive 
research, objective, and outcome-oriented investigations (Hair et al., 2010; Creswell, 2009). 
This is a cross-sectional study, in which data is gathered, analysed, and statistically 
summarised while conclusions are reached at a particular moment in time. This is a pilot 
research article that focuses on the measurement items' reliability and validity. The goal of a 
pilot test process is to test the survey questions with a small number of samples in order to 
determine whether the survey architecture fits the research objective and is clearly 
understood by respondents. A pilot test is crucial to undertake, according to Kholed et al. 
(2021), since it helps to establish the dependability and suitability of the data collection in 
order to process the future research instrument efficiently. 

The study's measurement scale was created by using a list of possibly validated items 
from previous research (Table 1).The categories were operationalized using a five-point Likert 
scale (1=strongly disagree to 5=strongly agree) with 20 items measuring respondents' level of 
agreement on four variables: time pressure, motivation, heavy workload, and employees’ 
performance. This study's empirical data was gathered through a survey method. This study 
focused on an academician at UiTM Machang and UiTM Kota Bharu. 
 

 

 

Motivation 

Heavy Workload  

 

Time Pressure 

Employee Performance J 
I ~I 
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Table 1. Summary Table of Instruments 

Construct Sources 
No. of 
items 

Employees’ Performance Cai Li et al (2019); Barrada et al (2019) 5 

Time Pressure Tommy et al (2015); Li-Hwa & Wenzhi (2013) 5 

Lack of Motivation Mohammed et al (2020); Catherine et al (2005); 
Linda et al (2014) 

5 

Heavy Workload  Khalil et al (2015) 5 

 
The actual data was screened to ensure that the data was accurately input, that there 

were no missing values, that there were no free outliers, and that the variable distribution 
was normal. The data was analyzed using SPSS version 23. The impact of time pressure, lack 
of motivation, and heavy workload on employee performance was described using 
descriptive statistical analysis. 

  
Discussion of Findings 
The term ‘frequency analysis’ refers to the frequency with which distinct subcategories of a 
phenomena occur, from which the percentage and cumulative percentage of occurrences 
may be easily determined (Sekaran & Bougie, 2016). According to Table 2, this study surveyed 
90 respondents. Among these respondents, females made up 65.6 percent of the 
respondents, while males made up 34.4 percent of the sample. It was revealed that female 
academics predominate at UiTM Machang and Kota Bharu. Only 6.7 percent of respondents 
were beyond the age of 50 and above, and 78.9 percent and 14.4 percent were being 
between the ages of 30-40 and 40-50 years old. In this survey, the majority of respondents 
(52.2 percent) were married, compared to 47.8 percent who were single. The majority of 
respondents' monthly income ranged from RM5000 and above (33.3%), 25.6 percent from 
RM2001 to RM3000, and 24.4 percent and 10% from RM1001 to RM2000 and RM3001 to 
RM4000, respectively. 
 
Meanwhile, only 6.7 percent from the income group of RM4001 to RM5000, which was the 
lowest of the four income groups, actually made their way into the survey. The academicians 
at UiTM Machang and UiTM Kota Bharu are the focus of this study. Academicians from UiTM 
Machang made up the bulk of respondents, 60 percent, while academicians from UiTM Kota 
Bharu made up the remaining 40 percent. 
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Table 2. Profile of respondents  

Category Frequency 
(N=90) 

Percentage 
 

Gender Female 
Male 
 

59 
31 
 

65.6 
34.4 
 

Age 30-40 years old 
40-50 years old 
50 - above 
 

71 
13 
6 
 

78.9 
14.4 
6.7 
 

Marital status Married 
Single 
 

47 
43 
 

52.2 
47.8 
 

Income RM1001 – RM2000 
RM2001 – RM3000 
RM3001 – RM4000 
RM4001 – RM5000 
RM5000 – above 
 

22 
23 
9 
6 
30 

24.4 
25.6 
10.0 
6.7 
33.3 
 

Staf UiTM Machang 
UiTM Kota Bharu 

54 
36 

60 
40 

 
The most popular technique for assessing reliability, such as the dependability of a 

measuring scale or internal reliability, is Cronbach's alpha (α) (Nunnally & Bernstein, 1994; 
Sekaran & Bougie, 2016). In the literature, many thresholds have been proposed. The alpha 
level, according to Nunnally (1978) and Hair et al. (2010), should be 0.7 or higher, implying 
that a value larger than 0.7 shows that the variables are internally consistent and appropriate 
measurements for the research. As a result, 0.70 was chosen as the minimal threshold to 
show the constructs' internal consistency in this study. The findings for all variables in this 
study ranged from .889 to .966 (Table 3). Since all values were larger than 0.7, they were 
inside the allowed range, implying that all variables were trustworthy. 
 
Table 3. Descriptive statistics and reliability analysis 

Factors Mean SD Cronbach’s Alpha 

Employees Performance 4.487 0.48626 .861 
Time Pressure 3.511 0.88641 .868 
Lack of Motivation 2.233 1.11184 .960 
Heavy Workload 3.164 0.96341 .871 

 
Conclusion 
The results of this study show that time pressure, a lack of motivation, and a heavy workload 
all have an impact on employee performance at UiTM Cawangan Kelantan. Due to various 
constraints and restrictions, the topic of this study at UiTM Kelantan has received less public 
attention. Therefore, practically, this study could help the management at UiTM in terms of 
creating awareness among the academicians about the factors that could influence their work 
performance. Overall, it is suggested that UITM implement some training programs such as 
stress management for academicians in order to reduce the level of pressure during peak 
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periods and time deadlines. The training programmes should concentrate on how to deal with 
stress as a result of the difficulties that they may face in their academic job. In return, 
academicians could directly increase their productivity and be more committed to the 
organisation since they are able to release their work pressures appropriately. On the other 
hand, theoretically, this study aids to the researchers by providing recent literature and new 
analysis which relates to the issue on academician’s work performance. 
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