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PREFACE 

 

For all Bachelor of Business Administration (HONS) students to graduate from the 

university, they must conduct and complete the Final Year Project. The title of this 

research is “Impact of training, compensation, and workload on employee job 

performance in SMEs in Malaysia.” The main reason for conducting this research 

is that employees are an important asset that help SMEs to operate effectively and 

smoothly. Therefore, if the employee performance has presented a problem state 

thereby the businesses will also be affected. Hence, it is important to do a 

comprehensive analysis of employee performance of SMEs in Malaysia.  

 

Malaysian SMEs accounted for almost 96.9 business establishments, contribution 

to employment opportunities accounted for almost 48.5% in proportion of the total 

employment. It shows that Malaysian SMEs play an important role in the national 

economy and social system. However, recently, employees of SMEs productivity 

or performance are gradually decreased by several factors. Therefore, we need to 

investigate the factors that affect employee job performance, thereby generating an 

effective strategy to improve the issues.  

 

We have identified three independent variables, which are the training, 

compensation, and workload that will affect the employee job performance in SMEs 

in Malaysia. The insight and benefits of this research study will help human 

resources departments of the Malaysia SMEs on how to design appropriate 

strategies to improve the issues of employee job performance that are mentioned in 

this study.  
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ABSTRACT 

 

The purpose of conducting this research is to investigate the factors that are 

affecting employee job performance in SMEs in Malaysia. The factors that may 

have significant impacts on job performance are training, compensation, and 

workload.            

The research was conducted by distributing questionnaires by using Google forms 

to the target respondents, which are employees in SMEs in Malaysia. Thus, the 

questionnaire was distributed through Google Forms, and the researchers 

successfully collected 384 responses.  Statistical Package for the Social Sciences 

(SPSS) has been used to analyse and interpret the data collected for pilot study and 

pilot study. Additionally, our study employed multiple regression analysis to 

examine the significance of the impact between the independent variables 

(workload, training, and compensation) and the dependent variable (employee job 

performance). 

In this research, the three independent variables (training, compensation, and 

workload) are examined that there has a significant impact on the dependent 

variables (employee job performance). Thus, the detailed results of the research, 

limitation, and recommendation will be further discussed in the chapters below. 

 

Keywords: Employee Job Performance; Training; Compensation; Workload; Small 

and Medium-Sized Enterprises 

 

Subject area: HF5549- 5549.5 Personnel management. Employment Management 
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CHAPTER 1: INTRODUCTION 

 

1.0 Introduction 

 

Training, compensation, and workload are important factors that impact employee 

job performance in SMEs in Malaysia. The background of the research, problem 

statement, significance of the study, objectives of the research, research questions, 

hypotheses, and the layout for each chapter will be explored in this chapter.  

 

1.1 Research Background 

 

It is unquestionable that employee performance is closely linked to the structure, 

culture, system, and other features of the business and is a crucial component of 

boosting the enterprise's competitiveness in the quickly evolving global economy 

and intense competition amongst businesses today (Chen, 2024). A company needs 

to take into account a number of aspects, one of which is the performance of its 

employees (Said, 2024). The financial and non-financial effects of a company are 

directly impacted by employee performance. For companies to attain their corporate 

vision, mission, and objectives as well as to obtain a competitive edge, they must 

have high-performing workers (Susanto et al., 2022). When looking at the operating 

system, one crucial resource to attain its objectives is employee capability 

(Hariyanto et al., 2023). Because of this, in order to improve business outcomes, 

organisations need to invest resources in strengthening employee job performance 

(Rahaman et al., 2021).  
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According to Ahmad and Jamil (2020), micro, small, and medium-sized firms fall 

under SMEs. They are essential to the company’s economy, employing 85% of the 

labour force and contributing 44.8% of GDP. Also, Malaysia ranked third regarding 

the number of SMEs registered within the country, right behind Thailand (Krishnan 

& Rani, 2024). Notwithstanding their size, SMEs in Malaysia have made a 

significant contribution to the nation's social needs and economic development, 

demonstrating their importance in preparing the nation to meet the tough challenges 

of the knowledge economy nowadays (Muda & Musman, 2022). SMEs’ GDP share 

in emerging economies can reach 40%, which is a major contribution. Due to their 

labour-intensive character, they also generate a large number of jobs. Hence, SMEs 

are predicted to contribute significantly to company innovation, technological 

advancement, and economic strength (Ambad & Ali, 2024).  

 

Instead of concentrating only on raising the minimum wage, the SME Association 

has encouraged the government to upskill workers in order to prepare them for 

higher-paying positions. In response to the recent 2% service tax increase, President 

William Ng stated that minimum salary increases are to be made carefully. The 

minimum salary of RM1,500 was established in May 2022, which was already 

about two years ago (Free Malaysia Today, 2024). 

 

According to Onuorah et al. (2019), managers within the company place a great 

deal of emphasis on employee performance by creating rewarding systems and 

approaches that rely on both financial and non-financial perks and incentives. It 

goes without saying that paying the principal will influence employee performance 

if it abides by the contractual terms (Mulyono et al., 2024). Inadequate management 

of the HR department by a company or organization may result in low employee 

productivity and outcomes because workers may fail to be properly compensated, 

which would otherwise inspire them to put in more effort (Zahari et al., 2020). 

When employees desire to be compensated for their performance and output, only 

then do they put in time, effort, knowledge, abilities, and dedication (Rinny et al., 

2020). 



Impact of training, compensation, and workload on employee job performance in SMEs in 

Malaysia 

 

Page 3 of 138 
 

 

Today, innovation is the main focus for all SMEs, and without qualified and 

experienced employees, this becomes a challenge for them. Lack of properly-

trained, educated, and skilled labour is one of the biggest issues facing developing 

nations, which forces SMEs to concentrate on their worker training initiatives. 

Therefore, in order for SMEs to be strong in an ever-changing technology 

environment, they must improve their training programs and HR procedures (Jalil 

et al., 2021). According to Nzimakwe and Utete (2024), organizations are facing 

intense rivalry and constantly changing technological development in their 

organizational context. Through training, HR can be ready with the challenges of 

the globalization era, acquire and enhance skills not involved in the relevant 

educational system using a methodology that puts execution above concepts in 

order to improve performance (Maizar et al., 2023). However, when organizations 

fail short in their training initiatives, it can cause a lot of issues since they are not 

able to handle the pressures of a cutthroat market. As a result, training is required 

to improve employee performance, which allows trained employees to know the 

requirements of their jobs and the abilities required to fulfil them (Karim, 2019). 

 

SMEs are under pressure from digitalization and globalization to raise their 

competitiveness and continue in business. Digital technology may be leveraged by 

these enterprises to effectively manage their business operations and offer 

distinctive value to their customers in both local and international markets. Usually, 

SMEs tend not to use digital technologies frequently. In fact, 33% of these 

enterprises believe that having an e-commerce business model is not essential for 

their operations, hence, they usually have no plans to implement one. SMEs would 

rather manage a conventional sales outlet than doing virtually because it is more 

complicated and brings a burden and workload to the workers (Teoh et al., 2022). 

 

When there is a high workload, high performers who take on additional duties are 

driven to complete them effectively. Under these circumstances, workload may be 

viewed to have a positive correlation with performance instead of a negative one 
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(Spagnoli et al., 2020). However, when employees perceive their tasks as a 

workload and feel pressured to perform beyond what the organization requires of 

them, this will negatively affect their work-related behaviour. This includes being 

inattentive and avoiding tasks, which ultimately leads to low employee performance 

(Juru & Wellem, 2022). Although workloads may be necessary for people to 

perform better, it is important to pay attention to when workloads reach a reasonable 

or optimal level (Kobis et al., 2023). Workload has the potential to assist in 

performance enhancement at individual, institutional, and organisational levels. 

When given a task that is tailored to the capabilities and expectations of the role, 

employees can be guided to complete it efficiently and successfully (Muslih & 

Damanik, 2022). 

 

Furthermore, the first issue identified is SME's inability to provide their workers 

noticeably higher wages. Besides, SMEs also do not have enough funds to provide 

substantial incentives or benefits to employees as compared to large organizations. 

Another major issue faced by employees in SMEs is a high mental workload, which 

is brought on by lengthy working hours, little compensation, and excessive job 

duties. Also, SMEs cannot provide adequate employee training due to limited 

resources, limited adoption of the latest technology, human resources constraints, 

and others. Employee performance suffers when there are no training programs in 

place. 

 

The majority of prior research focuses on large organizations and lacks HRM 

practices that are documented in SMEs. Meanwhile, most research concentrates on 

identifying the link between HRM practices and organizational performance. Thus, 

a research gap exists because there is little research on how HRM practices affect 

employee performance in SMEs.  

 

This research will give advantages to SMEs by recognizing the critical elements 

that influence employee job performance. Therefore, SMEs can become more 
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competitive in domestic markets, which can promote the economic development of 

the country. Hence, the study aims to examine how training, compensation, and 

workload affect employee job performance. 

 

1.2 Problem Statement  

 

The flourishing and expansion of Malaysia's economy heavily depend on the 

productivity and competitiveness of SMEs.  Together, these businesses contribute 

substantially to creativity, creating employment, and general economic 

advancement (Sharif et al., 2023). According to Atikur et al. (2021), the 

performance and results of SME enterprises have a bearing on the expansion of the 

SME sector. Thus, employee performance in the SME sector directly impacts the 

growth and success of SME businesses. Besides, the organization cannot expand 

and thrive without the assistance of its employees' abilities, even though having 

comprehensive and advanced facilities and infrastructure. According to researchers 

Nasir et al. (2022), human resources are crucial assets for an organization, 

especially in SMEs, because they can help to push all organizational operations 

towards achieving objective performance correlated with the company's general 

achievement. Moreover, organizing, leading, organizing, and activating other 

resources that are already present inside a business all depend heavily on its human 

resources (Ambarwati et al., 2023). Therefore, organizations must guarantee that 

their employees are motivated to achieve optimal performance. There are several 

criteria that the organization successfully manages: enhanced productivity, work 

satisfaction, and reduced unfavourable attitudes among employees (Nasir et al., 

2022). Finally, successful human resources administration enables employees to 

adjust to shifts in the company environment and consistently use their talents 

(Herdiana & Sary, 2023). 

 

Given that most Malaysian SMEs manufacturing workers anticipate receiving an 

alluring compensation package, including bonuses and annual raises, money.  
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Therefore, compensation is the most important factor influencing employee 

performance. Nonetheless, a study discovered that 46% of workers in SMEs were 

incredibly dissatisfied with the company's current remuneration packages, which 

impacted their job performance (Nair et al., 2023). It's because a lot of SMEs are 

unable to provide their workers noticeably higher wages (Por, 2023).  Besides, 

SMEs also do not have enough funds to provide substantial incentives or benefits 

to employees as compared to large organizations (Malaysiakini, 2023). Many 

academics believe that providing employees with competitive pay and meaningful 

rewards would assist them in enhancing their work performance (Khudhair et al., 

2020). Vice Versa, employees will put in less time and effort at work and be less 

dedicated to the organization's objectives if they are dissatisfied with the 

remuneration plans offered by the company (Sheeraz et al., 2021).  

 

Workers are incapable of enduring the strict policies and increasing workloads of 

their companies (New Straits Times, 2023). According to Attar et al. (2023), a major 

issue faced by employees of SMEs is a high mental workload, which is brought on 

by lengthy working hours, little compensation, and excessive job duties, ultimately 

resulting in a decline in output, an increase in mistakes, and fatigue. A heavy 

workload could increase output. However, the reverse outcome, though, can also 

result from an excessive burden. This happens when an employee's skill and 

capacity do not match the required tasks, resulting in the employee's inability to 

complete the work (Juru & Wellem, 2022). In addition, heavy workloads can also 

make workers drowsy and lose attention at work, which lowers performance (Aspita 

et al., 2023).  

 

The survey shows that almost all Malaysian SME employees would like the 

opportunity to upskill through training offered at their place of employment. 

However, only 36% of those surveyed said they were given the chance. This 

demonstrates that organizations do not provide enough employee training 

opportunities (FMT Reports, 2022). Skilled employees and formal, systematic 

training are two characteristics of efficient SMEs. However, Malaysian SMEs 
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cannot provide adequate employee training due to limited resources, limited 

adoption of the latest technology, human resources constraints, and others 

(Shamsudin et al., 2023; PSMB, 2018). Employee performance suffers when there 

are no training programs in place (Aripin, 2023). If there is an adequate training 

opportunity for employees, their bad attitudes will also be reduced, like absenteeism 

and turnover rate, and ultimately show both in terms of performance quality and 

quantity. In addition, when staff members are adequately trained, there is less waste 

of time, money, and resources (Nama et al., 2022). 

 

Past studies by Donna & Soehari (2024), Muslih & Damanik (2022), Rahmawati et 

al. (2023) showed that workload affects employee performance. On the contrary, 

past studies conducted by Arifah et al. (2023) and Manalu et al. (2022) demonstrate 

that the workload does not affect employee performance. Meanwhile, Silaban et al. 

(2021) showed that workload has a significant negative effect on employee 

performance. In conclusion, there is a dispute or research gap in both studies. 

Moreover, several factors still have an impact on employee performance, such as 

training and compensation are considered part of HRM practices (Alsafadi, 2021). 

Prior research conducted by Chin et al. (2020) and Shamsudin et al. (2023) has 

highlighted that the majority of research is based on large organizations and lacks 

HRM practices that are documented in SMEs. Meanwhile, most research 

concentrates on identifying the relationship between HRM practices and 

organizational performance (Lim et al., 2021; Hameed & Mohamed, 2016). 

However, there is a research gap that exists because there is little research on how 

HRM practices affect employee performance in SMEs. Hence, this study aims to 

bridge this existing gap, which simultaneously combines how HRM practices and 

workload affect employee job performance within the SME context in Malaysia. 

Finally, this research aims to gain a profound comprehension analysis of employee 

performance through training, compensation, and workload factors within 

Malaysian SMEs.  
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1.3 Research Objectives 

 

1.3.1 General Objective 

 

To examine the factors that impact employee job performance in SMEs in Malaysia. 

  

1.3.2 Specific Objectives 

 

1. To examine whether training has a significant impact on employee job 

performance in SMEs in Malaysia. 

 

2. To examine whether compensation has a significant impact on employee job 

performance in SMEs in Malaysia. 

 

3. To examine whether workload has a significant impact on employee job 

performance in SMEs in Malaysia. 

 

1.4 Research Question 

 

1. Is there a significant impact of training on employee job performance in SMEs 

in Malaysia? 
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2. Is there a significant impact of compensation on employee job performance in 

SMEs in Malaysia? 

 

3. Is there a significant impact of workload on employee job performance in SMEs 

in Malaysia? 

 

1.5 Hypotheses of the Study 

 

Hypothesis 1 

 

𝐻0: Training has no significant impact on employee job performance in SMEs in 

Malaysia. 

 

𝐻1: Training has a significant impact on employee job performance in SMEs in 

Malaysia. 

 

Hypothesis 2 

 

𝐻0: Compensation has no significant impact on employee job performance in SMEs 

in Malaysia. 

 

𝐻1: Compensation has a significant impact on employee job performance in SMEs 

in Malaysia. 
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Hypothesis 3 

 

𝐻0: Workload has no significant impact on employee job performance in SMEs in 

Malaysia. 

 

𝐻1: Workload has a significant impact on employee job performance in SMEs in 

Malaysia. 

 

1.6 Significance of the Study 

 

This research aims to determine whether the training, compensation, and workload 

will impact employee job performance in SMEs in Malaysia. This study offers 

actual data on the state of the training, compensation, workload, and employee job 

performance. This information may be used as a guide for future research. By 

conducting this research, people could better understand the variables such as 

training, compensation, and workload influencing employee job performance in 

SMEs. This research will give SMEs advantages by recognizing the critical 

elements influencing employee job performance.   

 

The information provided by this study may be used as a guideline for business 

decision-making. This study’s output will give SMEs in Malaysia insight into how 

to modify employees’ training, compensation, and workload. Based on the study’s 

findings, companies may create more successful staff management tactics that 

increase employee performance. Businesses can use this study’s findings as a 

general base to make good HR policies. The study’s findings may assist people who 
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make decisions in comprehending and resolving real-world issues related to staff 

management. In this way, employee productivity and overall performance can be 

improved. These contributions would propel SMEs toward sustainable growth. The 

enterprises will become better and attract more people, such as customers and 

investors. In addition, the enterprises can attract more partners and outstanding 

talents to join the companies. Therefore, SMEs can become more competitive in 

domestic markets. The growth of SMEs is important to the country’s economy.  

 

In addition, the significance of this study is to create a better government policy. 

The result of the study may assist the government in gaining a better understanding 

of the challenges encountered by the SMEs. This will help the government in 

developing policies. Governments may establish a more stable and equitable labour 

market by modifying regulations about compensation and workload. Therefore, this 

will minimize labour market inequalities and enhance social stability. Moreover, 

this will increase employment while simultaneously promoting economic growth. 

Besides, the turnover rate can be reduced while enhancing employee job 

performance.  

  

1.7 Chapter Layout 

 

Chapter One: Introduction 

 

This chapter will highlight the background of the research, problem statement, 

significance of the study, research questions, research objectives, hypotheses, and 

the layout for each chapter.  
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Chapter Two: Literature Review 

 

This chapter will highlight the underlying theories, review the literature, propose a 

conceptual framework, and develop the hypotheses.  

 

Chapter Three: Research Methodology 

 

This chapter will highlight the design of the research, data collection methods, and 

sampling design. Besides, the instrument of the research, construct measurement, 

data processes, and data analysis will also be included in this chapter.  

 

Chapter Four: Research Results 

 

This chapter will highlight the results of our analysis using the SPSS software. 

 

Chapter Five: Discussion and Conclusion 

 

This chapter will highlight the statistical analysis summary and the major findings 

discussion. Moreover, research implications, limitations of our study, and some 

recommendations for future research are also included in this chapter. 
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1.8 Chapter Summary 

 

Chapter One provides an overview of the study. This chapter includes the problem 

statement, background of the study, research questions, objectives of the research, 

hypotheses, chapter layout, and the significance of the study regarding the impact 

of workload, compensation, and training on employee job performance in SMEs in 

Malaysia. The literature relevant to the study may be explored in more detail in the 

following chapter. 
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CHAPTER 2: LITERATURE REVIEW 

 

2.0 Introduction 

 

In this chapter, a comprehensive examination of the DV and IVs will be carried out. 

This study investigated the link between the employee job performance in SMEs in 

Malaysia and several independent factors, including workload, training, and 

compensation. The chapter also created a theoretical framework to construct 

relationships between variables and covered theoretical models associated with the 

research topic. The research's hypotheses were also developed. 

 

2.1 Underlying Theory 

 

Social Exchange Theory 

 

One of the most respected theories for understanding workplace behaviour is the 

social exchange theory (SET). SET is described as an actor initiating contact with 

an objective, the target responding in kind with an attitude or behavior, and the 

connection that develops as an outcome (Ahmad et al., 2023). According to SET, 

the distribution of benefits generally sets off a suitable chain of reactions, which is 

why reciprocity is seen as the primary driver of exchange mechanisms (Bui et al., 

2021). Based on the theory, when workers perceive that their employers are 

investing in them, they are more likely to react by helping these firms with extra-

role activities in the management domain (Meira & Hancer, 2021). Besides, workers 

are more inclined to feel obliged to return the favor, which heightens their sense of 
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accountability to the company (Wu, 2023). By exchanging resources with another 

party, people try to maximize their gains and minimize their losses (Jahan & Seung, 

2020).  

 

SET theory indicates that employers expect to see an improvement in performance 

in return for those receiving training. Besides, workers are more inclined to feel 

engaged with the organization when they receive training from their employers 

(Sannagy & Hassan, 2023). The training will therefore reinforce the idea among 

staff members that they are valued by the company, and they will feel motivated to 

work even harder for it as they reciprocate to the company (Fei et al., 2018). 

Enhancing the corporation will be impacted by the improved performance. As a 

result, employees receive something back from the company, and in exchange, the 

company expects them to put in effort to further the interests of the company. 

Training will also increase employee competence (Sulistyan, 2020). As a result, 

when staff members demonstrate increased productivity, employers may be more 

inclined to fund training and development initiatives. However, when employees 

show an attitude that they are no longer willing to work hard, companies are less 

willing to invest money and energy in them, including eliminating training and 

development opportunities (Sok et al., 2018). 

 

The relationship between training and dedicated effort is explained by the SET 

theory and the norm of reciprocation, which also demonstrates how workers would 

react to perceived organizational support. Therefore, an employee's view of 

organizational support strengthened when they felt that the training opportunities 

they were given were a way to acknowledge their accomplishments (Iqbal & Khan, 

2020). SET theory also supports developing HRM practices, making investments 

in staff training, fostering constructive employee-organization communication, and 

motivating staff members to behave in the best interests of the company (Wu, 2023).  
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In cases where employees obtain financial, social, and psychological support from 

their company, they will consider reciprocation a must. Workers who are given 

authority and training will commit their favorable resources, such as time, emotions, 

and energy, to improving performance. Employees will make every effort to 

perform well if their employer understands their needs and can communicate what 

will happen if their efforts meet expectations, such as offering compensation 

commensurate with output (Jaya & Rahyuda, 2020). 

 

Also, the same theory can be applied to our second IV, compensation. SET theory 

views social interactions as a sequence of exchange involving two or more 

participants. Reciprocity is the process by which resources are transferred, 

whereupon an individual typically pays back the good or bad behavior or action of 

someone else (Cropanzano et al., 2017). The theory explained that ties between 

employees and companies are inherently reciprocal. When a company offers its 

workers supportive practices, such as acknowledging their opinions in decision-

making and associating their output with fair compensation, the workers will put in 

more contributions in return (Muhammad & Abdullah, 2016). 

 

According to the concept of the theory, whether the compensation provided by the 

company is high or low can lead to either favorable or adverse employee reciprocity 

in terms of employer-employee exchange interactions. The theory also stated that 

employees who are well-compensated tend to behave and perform well, whereas 

those who are poorly compensated behave badly. Because positive and negative 

behaviours are assumed to represent opposite ends of the same spectrum, SET 

theory essentially treats positive conduct as the avoidance of negative conduct 

(Wang et al., 2021). 

 

People interact with one another in a succession of interdependent ways that lead to 

obligations between both sides. When valuable resources are offered by one of them, 

the another party has an obligation to give something back. A pattern of reciprocal 
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exchanges improves the nature of the relationship between both partners, which 

leads to advantageous behaviours and good employee performance (Mitchell et al., 

2012). Good compensation will benefit the company and have a favourable impact 

on it. Employees will typically perform at a higher level for the organisation if they 

are paid according to the work they have done. Employees will thus make an effort 

to maintain and raise their level of performance within the organization. 

Nevertheless, they would typically perform their jobs and obligations for the 

organization less than optimally if they believe that the compensation offered does 

not match the accomplishments and efforts they have put in (Redy, 2023). 

 

Job Demands-Resources Theory (JD-R) 

 

The idea of Job Demands-Resources Theory (JD-R) illustrates how the 

organizational environment affects the performance and well-being of employees. 

Job resources and job demands are two categories into which workers’ job 

characteristics may be divided, despite the fact that they may be applied in different 

kinds of industries. This is an essential principle of the JD-R theory. A job’s 

demands are those components that ask for continuous effort. As a result, they bring 

physical and psychological expenditures. A heavy workload is one example.  

Moreover, job resources are elements of a job that contribute to the accomplishment 

of related work objectives, decrease related costs, and foster personal development. 

Job Demand-Resources theory’s central claim is that various processes are driven 

by personal resources, job resources, and demands of work. The views that 

individuals have of their level to control the environment are referred to as personal 

resources. Self-efficacy and optimism are two examples of personal resources 

(Tummers & Bakker, 2021).   

 

Higher status or prestige occupations typically have many job resources available 

to them, along with a heavy workload and responsibilities. This indicates that there 

will frequently be a positive relationship between the demands and resources of jobs 
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in these occupations. In other more routine occupations, a heavy workload 

frequently indicates a lack of opportunity for skill variation, growth, and feedback. 

This leads to a shortage of job resources. Therefore, there is typically a negative 

link between work demands and resources (Bakker & Demerouti, 2017). 

 

Workload may be viewed as a job demand by the JD-R model. Certain demands or 

situations might influence good results to varying degrees. Workload is one of the 

requirements or factors that will influence employee job performance (Mook, 2019). 

The workload is significant to the JD-R Model as a job demand because it claims 

that work becomes stressful when demands like workload exceed an individual's 

capacity to manage them (Maindoka et al., 2022). 

 

According to JD-R research, work circumstances that combine challenging job 

demands with job resources provide the highest job performance from employees 

because they are more engaged when doing their work (Bakker & Demerouti, 2017). 

High demand for jobs, such as an excessive workload, can cause ongoing 

overstretching and burnout. Burnout occurs when an individual is doubtful of one’s 

capacity for the value of one’s occupation. Job stress, which is caused by burnout, 

can lead to decreased job performance (Tummers & Bakker, 2021). Employees who 

are less burnt out and more involved in what they do can perform better in their jobs. 

Specifically, heavy workloads appear to decrease employee performance (Debets et 

al., 2022). 

 

2.2 REVIEW OF LITERATURE 

 

2.2.1 Dependent Variable – Employee Job Performance 
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No matter the size or prominence of the company, its staff members are its most 

important asset and the real indicator of its competence or achievement (Lee et al., 

2023). In addition, employees could influence a business’s financial performance 

and have the power to build or destroy its image (Achmad et al., 2020). Employee 

performance is commonly defined as individual controllable behavior and conduct 

that supports the organization’s objectives. Besides, job performance is defined as 

employees carrying out the responsibilities and tasks assigned to them by the 

company. The performance must be satisfactory to meet the objectives the company 

has set forth (Alsafadi, 2021). Employee performance is defined as an employee's 

productivity, effectiveness, and efficiency in carrying out their responsibilities and 

meeting the benchmarks set by their company. The quantity and quality of an 

employee's work, their capacity to meet deadlines, their adherence to business 

regulations and procedures, their communication and teamwork abilities, and their 

general work ethic and attitude are some of the characteristics of their duties that 

are taken into account (Etalong & Chikeleze, 2023). Ugheoke (2019) declared that 

work performance is determined by skills and individual traits and is not 

independent of job happiness and rewards. Subsequently, performance is 

determined by environment, ability, and desire.  

 

One way to classify an employee’s performance is by calling it either extra-role 

conduct, context-specific performance, or in-role activity, called task performance. 

Task performance pertains to the actions and results that fulfill the goals of the 

company. Rather than the financial rewards they acquire, it is the conduct that 

employees exhibit. Task behavior needs a variety of knowledge, skills, and abilities, 

all of which change with task performance. On the contrary, an employee’s 

contextual performance is determined by their inclinations and free will (Bhardwaj 

& Kalia, 2021). Contextual performance is an attitude that includes things like 

helping when needed, keeping a positive attitude while at work, assisting other 

individuals with challenging tasks, dealing with others when necessary, sharing 

important resources and information for the growth of the company, abiding by 

regulations and rules, and embracing decisions to change the organization for the 

better (Atiya et al., 2023). Considering workplace situations are unforeseeable, 
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adaptive performance refers to an individual's work behavior that can adapt to 

changing and unanticipated task circumstances.  It evaluates how workers respond 

to and modify themselves in response to novel situations or assignments (Halim et 

al., 2023). 

 

The performance phenomena that can be observed in employees include their 

inability to complete tasks accurately and thoroughly, their tendency to put off 

finishing tasks to create more work, their extremely low level of responsibility, 

which results in work being completed later than anticipated, and their failure to 

make the most of their working hours, which leads to an accumulation of work (Juru 

& Wellem, 2022). Hence, the employee will also assess how effective and 

detrimental their actions are at work to judge themselves (Ramadhany et al., 2020). 

However, good employee performance generally has two benefits: on the one hand, 

the administration would see an increase in revenue and earnings as an outcome of 

their workers' goal-oriented work, which would prevent time and resources from 

being wasted on futile disputes and other operations and contribute to regular output 

and performance; on the other hand, employees would gain directness regarding 

their positions and duties as a result of self-assess and performance management, 

which would determine their obligations and lead to better performance, clearly 

defined paths to career advancement, and the enforcement of a general sense of 

satisfaction and enrichment (Silveira & Barreto, 2022).  

 

Employee performance management is an ongoing process that aims to improve 

performance through personal and collective goal-setting that aligns with the 

organization's strategic objectives, planning for how to reach the goals, advance 

review and evaluation, and professional development for individuals (Yimam, 

2022). Effective performance among workers is something the organization strives 

for to boost efficiency and revenues. Personnel, on the other hand, are motivated by 

career advancement and personal growth (Wiguna, 2020). 
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2.2.2 Independent Variables-Training 

 

One of the key ideas in human resource administration is regarded as training 

(Vokshi, 2020). A planned measure intended to strengthen or improve a staff’s 

specific job performance components is known as training. It entails methodical 

processes for imparting technical know-how to staff members, enhancing their 

expertise and ability to do particular tasks competently (Dalal et al., 2022). Training 

not only expands a staff member's skill base but also refines their capacity to think 

creatively and critically, enabling them to make superior choices faster and more 

effectively. Furthermore, training not only boosts output but also cultivates 

employee inspiration and motivation by highlighting the importance of their task 

and giving them the expertise and knowledge essential to complete it (Nawarathna 

et al., 2021). 

 

To carry out the kinds of training initiatives offered to personnel inside the 

organization, businesses must first determine the needs of the organization 

(Nzimakwe & Utete, 2024). The executive team of the organization has the 

accountability of providing administrative oversight control over the program of 

training implementation and providing broad procedures and regulations required 

for program execution (Razak, 2021). For staff members to succeed and take on 

leadership positions in an organization, effective training is essential. It helps to 

build the highly competitive competencies that the employee needs (Achackzai et 

al., 2024). Instead of concentrating on general staff training, which runs the risk of 

employees being targeted by rivals offering greater compensation, businesses 

should concentrate on specialized employee training, which makes it harder for 

rivals to use the expertise workers receive during specialized training and lowers 

the possibility that employees are going to shift jobs (Vokshi, 2020). 

 

New hires become completely productive in less time with training. Training is 

equally important for experienced staff members at any time. For instance, novel 
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devices and machinery are installed, or when processes are changed. It is a 

continuous process that never ends. The upper management should guarantee that 

every training initiative aims to improve employees' abilities, expertise, and 

attitudes. Nevertheless, training initiatives might also aid employees in reducing 

stress or annoyance that stems from their jobs (Dalal et al., 2022). By analyzing the 

costs of running training initiatives and the benefits of skill-oriented training 

initiatives to productivity at work, the upper levels of the company can evaluate the 

efficacy of its training programs (Somu et al., 2020).  

 

Periodic training exercises or activities will protect the staff from getting unskilled. 

In developing countries, it is now more important for workers to advance their 

knowledge, abilities, attitudes, and conduct while working. Hence, to avoid 

becoming outdated, employees should be updated with the latest developments in 

their field of expertise. The major goals of self-development are to increase an 

individual's job satisfaction and to make the most of their skills, capabilities, and 

task accomplishment (Nmadu et al., 2021).  

 

Training can be divided into five primary classifications: mixed learning, which 

integrates multiple training modalities based on the business's training goals, 

instructor-led training (ILT), virtually instructor-led training (VILT), electronic 

learning, and smartphone learning (Achackzai et al., 2024).  

 

There are several dimensions of training, which are the instructor, participants, 

materials, methods, training objectives, and evaluation. For instance, candidates for 

training must be chosen based on certain standards and suitable credentials. 

However, candidates also need to be enthusiastic about taking part in the training 

program (Choiriyah & Riyanto, 2021). In addition, a key role in the execution of 

education and training programs is played by instructors. The achievement of 

education and training is greatly aided by outstanding instructors. The qualified 

educators or trainers are obtained from internal and external sources (Hajiali et al., 
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2021). The information and abilities required to meet the objectives stated by the 

business, in line with training accreditation standards make up the training material.  

The training material's metrics include its precision about the training subject matter, 

the delivery of the information within the allotted time, the increase in capacity, and 

the information's ease of comprehension. The training's objective is to meet the 

company's defined needs for efficiency, quality, and staff development (Hidayat & 

Aziz, 2022). Increased productivity in the workplace, career advancement, 

enhanced decision-making capacities, and societal advantages are required of 

evaluating criteria of training outcomes (Haryono et al., 2020). 

 

Halim et al. (2023) discovered that there is a favorable correlation with employee 

job performance and the four different training dimensions, which are coaching or 

mentoring, off-the-job training, on-the-job training, and orientation. Employees 

receive on-the-job training when they study their tasks under strict direction. 

Trainees gain knowledge through engaging in real materials, people, or machines 

(or any combination of these) that make up the job, as well as from studying 

seasoned workers. The benefit of on-the-job training is its ability to keep employees 

out of hazards at work and lower implementation costs by reducing expenses on 

materials and the compensation of the trainer. Off-the-job training techniques are 

conducted away from the workplace, instructional resources are given, learning is 

prioritized over performance, and there is room for expressing oneself. 

Conferencing and roleplaying are the kinds of off-the-job training methods used 

(Rashid et al., 2020).  

  

Corporations typically place a higher value on developing employees' personalities 

and transferable skills (such as collaboration, communication, and problem-solving 

abilities) than they do on job-specific skills and expertise. Finally, it's critical to 

keep in mind that staff training is an effort to develop the company's workers, and 

its benefits might not be apparent right away (Flegl et al., 2022). 
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2.2.3 Independent Variable – Compensation 

 

Arif et al. (2019) define compensation as a benefit provided to employees who have 

assisted the company in achieving its goals through their work-related actions. It 

can be adjusted, changed, and regulated in accordance with the needs, demands, 

objectives, and resources that the business has. It can be applied for a number of 

reasons, including motivating employees, preventing them from resigning, and 

attracting highly-qualified candidates with favorable pay packages. Under HRM, 

the field also deals with compensation, or any kind of payment that someone 

receives in exchange for their work. The incentive could take the pattern of income, 

recognition, promotion, perks, or other motivating elements (Zafar et al., 2020). 

 

Offering monetary and non-monetary compensation to employees is a planned 

procedure that aims to strike a balance in the working relationship between the two 

parties. Compensation is a crucial aspect of HR, which management motivates 

employees to increase company productivity. Thus, compensation management is 

an element of the HRM strategy for raising organisational efficiency. It focuses on 

developing, putting into practice, and overseeing compensation plans that are 

typically meant to improve the performance of individuals, teams, and 

organizations. Compensation management is centred on developing and putting into 

practice plans and procedures that aim to compensate people regularly, fairly, and 

in line with their values for the company (Jaiswal et al., 2022). 

 

There are two ways to measure compensation: monetary and non-monetary 

compensation (Nguyen et al., 2020). According to Susanto et al. (2023), financial 

and non-financial compensation are two categories of compensation. A type of 

compensation known as financial compensation is given to workers in the form of 

services or money, which the company provides in exchange for their contributions. 

Compensation offered by the company that is not monetary in nature is known as 

non-financial compensation. It includes benefits linked to job satisfaction, 
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opportunities for advancement, performance bonuses, and a supportive 

environment that are tied to the company and work environment. 

 

In addition to non-financial compensations like retirement plans, health insurance, 

and paid time off, compensation can take the form of financial payments like 

commissions, bonuses, salaries, and stock options. Compensation can be 

determined based on different variables such as working experience, performance, 

duties, sector, and place of employment. To guarantee that the policy on 

compensation of employees is competitive and equitable in the market, many 

businesses have a reward and pay philosophy in place (Haider, 2024). Additionally, 

a business must connect compensation to its primary objectives and plans; in 

particular, its HR strategy and compensation system complement each other. This 

indicates that a business’s compensation approach serves as an HR tactic designed 

to inspire employees to raise their performance (Yakubu et al., 2023). 

 

2.2.4 Independent Variable – Workload 

 

Workload is the volume of jobs that must be completed by an individual or an 

organization within a predetermined amount of time (Montani et al., 2020). Another 

way to categorize workload is as qualitative, which is the degree of difficulty of the 

task, or quantitative, which is the quantity of work that needs to be done (Maindoka 

et al., 2022). A worker’s workload can be further classified as either too little or too 

much quantitative workload, depending on how much or how little work they are 

assigned to do in a specific amount of time. The qualitative workload is when 

someone feels unable to complete a task or when a task does not make use of their 

talents or potential (Karyatun et al. 2023).  

 

Different specialists have provided different definitions of workload. Since that 

labor is physical and mental, with varying loading levels for each, the workload is 
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defined as the difference between an employee’s capacity to meet the demands of 

the job. If the loading level is too low, it can lead to a feeling of boredom. If the 

loading level is too high, it can cause excessive energy consumption and overload. 

Thus, it is essential that an ideal loading level of intensity is identified before these 

two extreme limits and that it differs between individuals (Susiarty et al., 2019). A 

shortage of processing power leads to the concept of workload (Said, 2024).  

 

The interaction of task demands, employee abilities, attitudes, and perceptions, and 

the working environment results in the workload (Susiarty et al., 2019). People who 

work too much frequently have difficulties sleeping, depression, anxiety, 

restlessness, nervousness, as well as furious behavior. Unmanaged workloads can 

affect emotions, thinking, physiological stress, and general health. When employees 

are overworked, they will become tired (Herawati et al., 2023).  

 

The indicators of workload include task demands, working conditions, and working 

time. Task demands may be found by looking at the work that staff members 

complete (Ibrahim et al., 2022). The amount of work assigned to staff members 

needs to be matched with their skills and competencies (Swedana, 2023). Working 

conditions include the opinions that people have about their work situations. For 

instance, be fast in deciding when working on products and managing unforeseen 

circumstances, like working over the allocated time. Besides, the indicator of 

workload includes working time. Working time refers to the time spent on tasks at 

work that are directly relevant to productivity (Raharjo et al., 2022).  
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2.3 Proposed Conceptual Framework 

 

 

 

We proposed the conceptual framework by learning the existing model through 

reading prior study research. The proposed conceptual framework is to ascertain the 

relationship between IV (training, workload, and compensation) and the DV 

(employee job performance of SMEs in Malaysia). Thus, these three IV provide 

hypotheses to investigate the connection between IV and DV (employee job 

performance) in Malaysia. 

 

2.4 Hypothesis Development 

 

2.4.1 The relationship between training and employee job 

performance 
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According to Razak (2021), training variables significantly influence employee 

performance. If employees receive technical instruction, their job performance will 

improve, and they can use it to finish the work. The upper management of the 

corporation must prioritize training if it hopes to improve and grow the attitudes, 

actions, abilities, and expertise of its workers who carry out its directives to enable 

them to operate more productively and successfully and ultimately receive 

performance evaluation. In addition, the study of Nzimakwe & Utete (2024) showed 

that employee training positively influences in improving job performance.  

 

In addition, Biswal & Taunk (2021) indicate that training significantly affects 

employees’ work performance. Staff members stated that getting adequate training 

enhanced their expertise and abilities and brought them higher levels of satisfaction 

in their jobs. However, the contradicting findings of Pramono & Prahiawan (2021) 

indicated that training has a positive but insignificant effect on employee 

performance. This indicates that training's impact on raising employee performance 

is less decisive. 

 

Training has positive and significant affects on employee job performance. This 

implies that enhancing employee training will ultimately result in an improvement 

in the workers' productivity (Niati et al., 2021). In addition, poor training will 

likewise result in subpar job performance. This research result is also in line with 

Kuruppu et al. (2021) indicating that companies can enhance worker productivity 

through training in the garment industry and other sectors. 

 

According to Kanapathipillai & Azam (2020), training has strongly and 

significantly affected employee performance. Employees may eliminate negative 

behaviors and develop positive attitudes toward their work through training. The 

findings of the study of Esthi (2022) showed that training variables significantly 

affect employee performance. Employee efficiency at work can be enhanced by 
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training alone with respect to quantity, quality, being timely, efficiency, initiative, 

and independence. 

 

Employee performance of quantity of work accomplished, quality of work 

produced, delivery times of completion, and accountability for assigned tasks 

increases with more efficient and focused training given to staff members in terms 

of determining training needs, planning suitable instruction, and assessing the 

effects of training. Employees engage in give-and-take exchanges and feel morally 

obligated to improve their performance as a return on their investment in training 

(Saputra et al., 2023). This research result is also in line with Zia et al. (2020), and 

this research also indicates that employees are conscious of the training objectives 

at the targeted organization, which makes it easier for them to utilize their newly 

developed abilities at their jobs and inspires them to raise their work efficiency meet 

the established goals. In addition to being an attempt to increase employee 

competency, training is a perk offered by the company.  

 

However, the study of Salim et al. (2023) indicates that training has no effect on 

employee performance. Likely, a lack of a complete and consistent approach to 

executing the job training is the cause of the inefficiency of the training with respect 

to job performance. In addition, the research results of Ramadhany et al. (2022) 

stated that training did not significantly impact worker performance. This happened 

because the workers felt the training they were given was unsuitable for their 

positions. Hence, the hypothesis development is as follows:  

 

𝐻1: Training has a significant impact on employee job performance in SMEs in 

Malaysia. 
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2.4.2 The relationship between compensation and employee job 

performance 

 

The lifestyle and social level of employees are often determined by their 

compensations received. Moreover, employee performance and behaviour are 

significantly impacted by the significance of pay. Compensation is determined 

based on the amount, level, and value that employees provide to the organization 

where they are employed (Sitopu et al., 2021). 

 

With more compensation, employee performance generally improves, and vice 

versa when lower compensation is received. Financial rewards like bonuses, 

overtime pay, and incentives all have a direct impact on employee motivation as 

they allow workers to put in more effort and earn more money overall. As a result, 

employees do better or above what is needed to receive direct rewards, which boosts 

performance at work. Therefore, depending on the organization, both monetary and 

non-monetary aspects are important, and that, to enhance performance, the 

organization needs to create a balance between both (Jaiswal et al., 2022). 

 

Employees are more driven and have greater job satisfaction when they believe their 

compensation is attractive and reasonable, which raises the performance levels. 

Employee performance is probably positively impacted by financial compensation. 

On the other hand, non-cash incentives like acknowledgement and appreciation also 

have an influence on workers' output. Those whose efforts are praised and 

acknowledged typically exhibit increased motivation and engagement, which 

results in improved performance (Thapa, 2023).  

 

However, in another study, there is no meaningful significant relationship between 

employee performance and compensation. Employee performance in the SME 

cannot be improved by the compensation derived from performance outcomes. 
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When contributions are not matched by income, and when compensation is not in 

accordance with the amount of work performed, it may not lead to an improve in 

an employee's performance (Setiawan et al., 2023). 

 

Employee performance is not much impacted by compensation. An effective 

compensation plan is one that can ensure and help the organization attract, retain, 

and hire a large number of highly productive individuals for everyone's mutual 

advantage. Employee performance is not directly impacted by compensation. This 

is due to the fact that the pay that each person receives is determined by their role, 

level of responsibility, and duration of work. Pay, benefits, and remuneration 

packages influence employee performance favourably but not significantly, and 

there is an indirect weak association among them (Basalamah et al., 2022). 

Additionally, non-monetary compensation was proved to have a slight but positive 

impact on job performance. This suggests that the compensation provided is helpful 

but not noteworthy (Yakubu et al., 2023). 

 

The study by Khabibulloh et al (2023) indicate that employee performance is 

positively and marginally impacted by compensation. Hence, there is a slight but 

positive impact on employee performance when compensation gain. This is due to 

the fact that improving employee performance does not primarily depend on 

compensation. The study's findings demonstrated that employee performance was 

not significantly impacted by compensation. Hence the hypothesis development is 

as follows:  

 

𝐻2: Compensation has a significant impact on employee job performance in SMEs 

in Malaysia. 

 



Impact of training, compensation, and workload on employee job performance in SMEs in 

Malaysia 

 

Page 32 of 138 
 

2.4.3 The relationship between workload and employee job 

performance 

  

According to Nur Affini & Hikmah Perkasa (2021), workload positively and 

significantly impacts employee performance. The greater the amount of work 

assigned to employees, the more accountable they feel to complete their tasks and 

enhance their performance. The amount of work employees have will rise with their 

level of expertise. Insufficient workload can lead to a deficiency of stimulation, 

ultimately resulting in less desire and enthusiasm to work. This is because workers 

will believe they are not making progress and will be unable to demonstrate their 

abilities. Therefore, the employee’s performance will be impacted. 

 

An excessive workload can impact the mental and physical health of employees. 

However, performance will improve when workload management is done well. 

Providing workload might enhance an employee’s performance. It implies that 

raising labor standards for employees will result in improved output. It is crucial to 

do duties in line with one’s comfort level and abilities at work. Even if there is an 

increase in workload, both are crucial to improving employee performance 

(Herawati et al., 2023). 

 

The study by Siswanto et al. (2019) indicates that workload has significant and 

positive impact on employee performance. The research indicates that workers’ 

performance will improve with an increase in workload. Performance may be 

enhanced by allocating tasks to employees based on their aptitude and proficiency. 

The majority of the present outcomes are produced by youthful employees who 

enjoy difficulties. Workers who enjoy difficulties and a heavy workload are 

motivated to do well.   
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However, in another study, workload negatively and significantly impact on 

employee performance. This is because employers frequently request overtime 

from their staff and that complicated tasks need complete attention and mental effort 

while working.  Therefore, workers frequently experience fatigue, delaying work 

that needs to be finished on time (Karyatun et al., 2023). 

 

According to Silaban et al. (2021), workload has a negative and significant impact 

on employee performance. Heavy workloads make employees feel that they are not 

performing at their best. Based on this research, the amount of extra labor that 

employees have to perform is increasing. Therefore, this will cause worker 

performance to decline. The amount of working hours is unbalanced with the 

amount of work they do. The performance of the employees is decreased by 

workloads that are not disproportionate. Hence the hypothesis development is as 

follows:  

 

𝐻3: Workload has a significant impact on employee job performance in SMEs in 

Malaysia. 

 

2.5 Chapter Summary 

 

The dependent variable and literature review on the factors influencing employee 

job performance of SMEs in Malaysia are both described in this part. The theories 

and correlations between the variables are supported by the pertinent results and 

theoretical frameworks of earlier scholars. Finally, a description of the research 

technique will be given in Chapter 3. 
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CHAPTER 3: RESEARCH METHODOLOGY 

 

3.0 Introduction 

 

A methodological study is any research that outlines or examines techniques 

(design, conduct, analysis, or reporting) in available or undiscovered literature. As 

a result, methodological studies cover a wide range of subjects, which includes but 

is not restricted to developing research questions, following reporting rules, 

maintaining continuity in reporting, using various ways for conducting analysis, 

and determining the validity of analysis (Mylvaganam & Zulkipli, 2023). The 

research design, sample design, datasheet compilation methodologies, construction 

measurement, data analysis, and processing (descriptive and inferential analysis) 

are all covered in detail in Chapter 3. 

 

3.1 Research Design 

 

The structure of strategies and techniques the researcher has selected to properly 

address the research issue by integrating different study components in a relatively 

logical manner is known as the research design. It provides guidance on "how" to 

do research using a certain approach. A research design is a rational, systematic 

structure developed to direct a study. It describes the study's objectives as well as 

the methods and tactics that will be employed to achieve them. It acts as a guide for 

obtaining, processing, and analyzing data (Khanday & Khanam, 2023). 

 

Qualitative research is employed when a correlation between collected data and 

observation is ascertained using mathematical computations. Researchers aim to 

ascertain the "why" behind a particular theory as well as what participants are 
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saying about it by employing a qualitative methodology. However, when a 

researcher needs to draw statistical results to gather practical insights, they employ 

quantitative research. When making important business decisions, figures provide 

a more neutral perspective.  Any business looking to grow has to use a quantitative 

research approach since inferences drawn from data and analysis alone will be 

advantageous to the enterprise (Khanday & Khanam, 2023). 

 

This study decides to employ quantitative research as our research method through 

surveys like questionnaires, to distribute to the respondents to get accurate numeric 

data or results, carry out statistical analysis, and establish the objective of our 

research. Moreover, this study also needs to apply causal research because causal 

research allows us to establish a cause-and-effect relationship between IVs and DV. 

This causal research aims to ascertain the connection and to test hypotheses and 

related theories about the relationships between the IVs: training, compensation, 

and workload, and the DV, employee job performance in SMEs in Malaysia. 

 

3.2 Data Collection Method 

 

To meet the research’s outcomes, respond to the research questions, or test the 

hypotheses, data collecting is a method. The term "data collection" describes a 

range of techniques used to obtain information regarding particular research 

variables. By lowering the possibility of mistakes happening during the project 

through the stage of the research process where data is collected, which is the first 

step, may undermine the quality of the outcomes.  As a result, alongside having a 

well-constructed study, a substantial amount of time should be devoted to obtaining 

pertinent data, since inaccurate or missing data makes it impossible to ensure that 

the conclusions are accurate (Taherdoost, 2021). In this study, primary and 

secondary data were employed.  
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3.2.1 Primary Data 

 

Primary data are those that the scholar himself collected directly from the source. 

For example, it includes surveys, observations, questionnaires, and focus groups. 

Primary data is gathered to solve the current problem (Ajayi, 2023). This study 

decided to employ questionnaires as the method is a quick, effective, and cost-

effective method of gathering a lot of data from a large sample size. This study also 

used Google Forms to generate the questionnaires for this study, and the 

questionnaires were distributed to participants via email, WhatsApp, and other 

methods. 

 

3.2.2 Secondary Data 

 

Secondary sources are information gathered from earlier sources. Secondary data is 

information that was previously collected by someone unaffiliated with the study at 

a different time and for a different purpose. If such data is used by the researcher, it 

might turn into secondary data for the current readers. Examples of secondary data 

sources include official websites, journal papers, and internal documents (Ajayi, 

2023). This study also reviewed articles and sources from any available websites, 

such as the UTAR database, ResearchGate, Google Scholar, and others. In 

conclusion, primary data is our main information. However, secondary data can 

only be supplementary sources. 

 

3.3 Sampling Design 

 

The techniques and tactics used to select a sample from the target population and 

the estimation approach formula for calculating sample statistics are known as the 

sampling design (Kabir, 2016). The elements of sampling design include the 

sampling elements, target population, sampling techniques, sample size, sampling 

frame and location. 
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3.3.1 Target Population 

 

Target population refers to a certain group or subset of the general public that is the 

subject of the research, intervention, or marketing plan.  It stands for a smaller, 

selective group of people who fit requirements or characteristics.  Based on the 

study topic or the goals of a certain program, the target group is chosen (Willie, 

2023). According to the latest data in the year 2023 from the SME Corp, there are 

a total of 7.86 million employees working in SMEs. Therefore, the target population 

for this research study is the employees who are employed by SMEs in Malaysia. 

 

3.3.2 Sampling Frame and Location 

 

Putting the characteristics (names, addresses, or phone numbers) of the population 

being studied on a list from which a sample is taken is referred to as the sampling 

frame design (Kölln et al., 2019). Due to the large number of employees, the 

research is impossible to know the exact list of employees within SMEs; therefore 

could not obtain the sampling frame.   

 

The precise place or region from which samples are taken for investigation, 

especially in scientific and ecological investigations, is referred to as the sampling 

location. The study's findings and conclusions may be greatly impacted by the 

sampling site selection, which makes it extremely important. According to the SME 

Corp 2023, it is clearly shown that there are a total of 1,101,725 establishments 

around Malaysia in 2023.  

 

In addition, Malaysia's largest SME number is found in Selangor (272,262), with 

Kuala Lumpur (168,176) and Johor (127,747) following closely behind. Due to 
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their higher concentration of SMEs than other states, these three states were used in 

this study to represent all SMEs in Malaysia.  

 

Table 3.3.2.1 Total establishments of SMEs by state 

 

 

 

3.3.3 Sampling Elements 

 

Any position or category inside an SME company may be included in the elements 

of sampling for this study, covering nonmanagerial staff, manufacturing employees, 

services crews, top, senior, and middle-management personnel, entry-level roles, 

and personnel aged 18 to 60 and older. However, only full-time workers who work 

in SMEs are qualified to participate in this survey by completing the questionnaire, 

regardless of demographic characteristics. 
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The reason why investigating full-time employees is that the majority of payroll 

and benefits costs for a firm are often borne by full-time workers. In addition, 

recognizing that full-time workers typically have more regular job schedules and 

duties, it is simpler to monitor their output, effectiveness, and value to the company. 

Lastly, respondents can provide researchers with more information on how training, 

compensation, and workload affect employee job performance through 

questionnaire. 

  

3.3.4 Sampling Techniques 

 

Techniques for sampling can be classified as either probability or non-probability. 

In probability sampling, every individual has an identical chance of getting selected 

for the sample throughout the entire population. The likelihood that any given 

individual will be selected for a sample is significantly higher in extremely 

homogeneous populations. When using a nonprobability sampling technique, it is 

unknown how likely it is that any given member of the overall population will be 

chosen for the sample (Makwana et al., 2023). 

 

This study utilized non-probability as a sampling technique. This is because it is a 

fast, straightforward, and cost-effective way to gather the data. Besides, we are also 

unaware of the population list. Thus, the non-probability sampling method was 

employed. One type of non-probability sampling is convenience sampling, and we 

utilized it in this study due to no population list available, a large population, and 

being divided into several areas. Physically distributing the questionnaire and 

helping to explain the content to target respondents who do not understand. Thus, 

Google Forms is an important mechanism to distribute the questionnaire to eligible 

employees to fill up the form to get accurate data. 
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3.3.5 Sample Size 

 

 

 

According to the latest data provided by SME Corp, there are a total number of 7.86 

million workers working in small and medium enterprises. This study decides to set 

the sample size on a wider demographic range of 75,000 to 1,000,000 people to try 

to accommodate the anticipated number of respondents in this research, which they 

expected to be 384. 
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3.4 Research Instrument 

 

3.4.1 Questionnaire Design 

 

This study used a survey instrument to gather data regarding the components that 

impact employee job performance in SMEs in Malaysia. This research contains five 

parts to its questionnaire and comprises 30 questions. Firstly, Section A presented 

the respondents’ demographic profile of this study. The questions in Section B are 

based on the DV, employee performance. In Section C, the questions are based on 

the IV, training. The questions in Section D are based on the IV, compensation. Also, 

Section E consists of questions on the last IV, workload. In Section A, the ordinal 

and nominal scales are used in the questions, while all the questions included from 

Section B to E apply the interval scale’s five-point Likert scale. The respondents 

are estimated to answer all the questions in five to ten minutes.  

 

3.4.2 Pilot Study 

 

The pilot study is a portion of a feasibility study carried out on a smaller scale with 

a special focus on a design element specified for the main trial, either whole or in 

part (Pearson et al., 2020). 

 

A pilot study examines the feasibility of a particular concept, whether further 

research should be done on it, and how it should be done. Still, the study also has a 

distinct design feature in that the scale is smaller than that of full-size investigations. 

Stated differently, the pilot study is to improve the standard and effectiveness of the 

main investigation. More precisely, it often takes place before the larger trial of 

clinical studies to determine the results’ validity (Anupama et al., 2023).  
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Thirty sets of questionnaires were given to eligible respondents in the pilot test. The 

researchers of Bujang et al. (2024) have stated that 30 sets is the least number that 

should be included in a pilot study. The questionnaire was completed by 

respondents in a short period. After completing the questionnaire, all data were 

inserted into the SPSS software to generate Cronbach's alpha. Thus, results with 

more than 0.6 are a must to ensure the reliability of the questions set. As a result, 

the pilot study may prove to get more respondents and carry out the full study. 

 

Table 3.4: Reliability Statistics for Pilot Study 

 

Source: Developed for Research 

 

The reliability was tested using the SPSS software to assess the 30 sets of 

questionnaires. The Cronbach’s alpha value of the DV (employee performance) and 

three IVs (training, compensation, workload) is 0.827, 0.913, 0.827, and 0.806, 

respectively. The DV and two IVs (workload and compensation) showed good 

reliability as the variables’ Cronbach’s alpha value fell between 0.8 and 0.9. 

Meanwhile, training variables show a very good reliability level as the value falls 

between 0.9 and more.  
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3.5 Constructs Measurement 

 

Five segments are classified in the questionnaire, representing Sections A to E. 

Section A gathers data about the responder's demographics. Section B measures 

dependent variables, whereas Sections C to E measure independent variables. 

 

3.5.1 Scale of Measurement 

 

In Section A, the ordinal and nominal scales are used in the questions, while all the 

questions included in Sections B, C, D, and E apply the interval scale’s five-point 

Likert scale. It is expected that it will take the responders five to ten minutes to 

complete all of the questions.  

 

3.5.1.1 Nominal Scale 

 

The most basic evaluation level employed in research is the nominal scale. It 

consists of giving a variable or component a value to identify or classify it. There 

are no quantitative numbers shown, hence, the value might or might not be 

numerical.  

 

Example from the questionnaire: 
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3.5.1.2 Ordinal Scale 

 

The second level of measurement, the ordinal scale, ranks and orders the data 

without actually assessing how different they are from one another. Demographic 

questions in this research study have applied the ordinal scale.  

 

Example from the questionnaire: 
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3.5.1.3 Likert Scale 

 

An opinion, attitude, or behavior rating scale is called a Likert scale.  

A statement or question is asked, and then five or seven answer statements follow. 

Respondents choose the response that most reflects how they feel about the 

statement or question. Options ranging from 1 to 5 were given to respondents, 

representing Strongly Disagree to Strongly Agree, respectively. Sections B to E will 

apply the Likert scale. 
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Example from Questionnaire: 

 

Table 3.5.1.3 Likert Scale 

 

 

3.5.2 Origins of Construct Measurement 

 

Table 3.5.2 Table of Origins of Construct Measurement 
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Independent Variables: Training 
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Independent Variables: Compensation 
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Independent Variables: Workload 

 

 

3.6 Data processing 

 

The process of collecting data and turning it into useful information is known as 

data processing. Proper data processing is necessary to prevent negative effects on 

the output or end outcome of the data (Olukunmi, 2024). 

 

3.6.1 Data checking 

 

Verifying the completeness and accuracy of each questionnaire is known as data 

checking. If a data set is entirely or partially missing, it might not be sufficient 

(Mohapatra, 2018). This questionnaire is our primary data source for completing 

the research. Thus, we carried out the pilot test to assess the viability of the 

suggested major research to identify the mistakes and errors to make the necessary 

changes right away. 



Impact of training, compensation, and workload on employee job performance in SMEs in 

Malaysia 

 

Page 51 of 138 
 

 

3.6.2 Data editing 

 

The process of examining collected raw data, frequently from surveys, to look for 

and, if feasible, correct any omissions or errors is known as data editing. It is to 

make sure that the data is complete and consistent with the information obtained 

and organized to make coding and tabulation easier (Alem, 2020). 

 

3.6.3 Data coding 

 

The coding process involves giving them digits or other symbols to answer and 

classifying them into a finite number of groups or categories (Alem, 2020). 
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Table 3.6.4 Data Coding 
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Coding in Sections B, C, D, E 

Example from Questionnaire: 
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3.6.4 Data Transcribing 

 

Regarding data transcribing, SPSS software was used to transcribe the collected 

data from the responses of the questionnaire into useful information for conducting 

the data analysis. 

 

3.7 Data analysis 

 

Thoughts and facts that may be evaluated in a qualitative or quantitative way are 

created from the gathered data through data analysis. Finding underlying 

implications or facts requires evaluating the tabulated data. To assist in 
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interpretation, complicated factors were broken down into smaller components and 

rearranged (Alem, 2020).  

 

3.7.1 Descriptive statistics 

 

Descriptive statistics offer a broad overview of the research topic under study. The 

clarification of the data obtained through these methods is anticipated to present a 

preliminary understanding of the issue under investigation (Ilham et al., 2022). 

 

3.7.2 Reliability analysis 

 

Reliability is a measurement of stability or constancy (Bornstein, 2018).  

 

3.7.3 Cronbach’s alpha reliability coefficient 

 

One tool available to researchers to assess the degree of data consistency is 

Cronbach's alpha. Prior to proceeding to the next stage of analysis, the researcher 

must take this important part into account (Nawi et al., 2020).  

 

 

 

Source: Nawi et al. (2020) 
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3.7.4 Inferential analysis/statistics 

 

In inferential statistics, formally based techniques are used to conclude the 

population from sample data as a whole. It uses descriptive statistics' data to draw 

conclusions or assumptions about unknown data (Allanson & Notar, 2020). 

 

3.7.5 Pearson Correlation Coefficient 

 

The Pearson's correlation coefficient represents the linear relationship between two 

variables. A scatter diagram, which visually represents the relationship between data 

pairs, is usually the first step in the analysis process. Correlation coefficient values 

range from -1 to +1 (Kirch, 2019). 

 

 

 

Source: Schober et al. (2018) 

 

3.7.6 Multiple Regression Analysis 

 

Multiple regression analysis allows researchers to assess the hypotheses and 

conceptual model by looking at the explained variance, statistical significance, and 

path coefficients (Bloemert & Saraceni, 2024). 
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3.8 Chapter Summary 

 

In summary, this chapter covered the research methodology, involving how to 

obtain data, create and distribute questionnaires, and use SPSS software for the pilot 

test to verify study reliability. Additionally, it introduced the methods for analyzing 

data, such as inferential and descriptive analysis, which are covered in Chapter 4. 
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CHAPTER 4: DATA ANALYSIS 

 

4.0 Introduction  

 

In Chapter 4, 384 responses from SME employees were collected and analyzed with 

SPSS software. The descriptive analysis results were presented in pie charts and 

tables. Besides, the study conducted a reliability test to determine whether the 

results of the questionnaire were reliable. Lastly, Multiple Linear Regression was 

also conducted to examine the impact of the IVs on the DV. 

 

4.1 Descriptive Analysis 

 

Descriptive analysis was tested to reflect the respondents’ demographic 

characteristics, which included gender, age, education level, monthly income, 

educational level, ethnic group, position, and location.  

 

4.1.1.1 Gender 

 

Table 4.1.1.1: Respondents’ Gender 
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Figure 4.1.1.1 

 

Statistics of Respondent’s Gender 

 

 

 

Source: Developed for the research 

 

According to Table 4.1.1.1, there are 44.3% (170) of male respondents, and the 

female respondents consist of 55.7% (214). 

 

4.1.1.2 Age 

 

Table 4.1.1.2: Respondent’s Age 
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Figure 4.1.1.2 

 

Statistics of Respondent’s Age 

 

 

 

Source: Developed for the research 

 

Based on Table 4.1.1.2, the largest proportion belongs to the 28-37 age group, 

making up 141 (36.7%) respondents, followed by the 18-27 age group with 126 

(32.8%) respondents. The 38-47 age group consists of 74 (19.3%) respondents, 
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while only 33 (8.6%) are aged 48-55. The smallest age group is 56 and above, with 

only 10 (2.6%) respondents. 

 

4.1.1.3 Education level 

 

Table 4.1.1.3: Respondent’s education level 

 

 

Figure 4.1.1.3  

 

Statistics of education level 
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Source: Developed for the research 

  

The pie chart or table of statistics reveals the respondent’s education level and is 

classified into eight categories. Based on the results from the 384 respondents, 0.8% 

(3) of respondents don’t have formal qualifications, and 1.6% (6) of respondents 

are from primary-level backgrounds, 12.2% (47) of respondents are from 

secondary-level backgrounds. There has a total of 2.1% (8) of respondents come 

from foundation-level backgrounds, 22.4% (86) of respondents have from Diploma/ 

Advanced-Diploma, 48.4% (186) of respondents are from Undergraduate Degrees, 

11.5% (44) of respondents are from Master’s Degrees, and 1.0% (4) of them are 

from PhD. 

 

4.1.1.4 Monthly Income 

 

Table 4.1.1.4: Respondent’s monthly income 
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Figure 4.1.1.4  

 

Statistics of monthly income 

 

 

 

Source: Developed for the research 

 

The pie chart and the table results explicitly reveal that Below RM2,000 monthly 

income level consists of 12.5% (48) of respondents, RM2,001-RM3,000 are 15.1% 
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(58) of respondents, RM3,001-RM4,000 are 24.2% (93) respondents, RM4,001-

RM5,000 are 21.4% (82) respondents, RM5,001-RM6,000 are 12.2% (47) 

respondents, RM6,001 and above are 14.6% (56) respondents. 

 

4.1.1.5 Ethnic group 

 

Table 4.1.1.5: Respondent’s ethnic group 

 

 

Figure 4.1.1.5 

 

Statistics of ethnic group 
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Source: Developed for the research 

 

Based on the findings from the above table show that there are a total of 71.4% (274) 

respondents who are Chinese, 19.0% (73) respondents who are Malay, and 9.6% 

(37) respondents who are Indian. 

 

4.1.1.6 Position 

 

Table 4.1.1.6: Respondent’s position 
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Figure 4.1.1.6 

 

Statistics of Respondent’s position 

 

 

 

Source: Developed for the research 
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Based on the above statistic, 27.6% (106) of respondents are junior level, 22.4% 

(86) of respondents are supervisory level, 32% (123) of respondents are executive 

level, and 18% (69) of respondents are managerial level. 

 

4.1.1.7 Location 

 

Table 4.1.1.7: Respondent’s location 

 

 

Figure 4.1.1.7 

 

Statistics of Respondent’s location 
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Source: Developed for the research 

 

Based on the above statistics of tables, 42.2% (162) of respondents work in Selangor, 

33.9% (130) of respondents work in Kuala Lumpur, and 24% (92) of respondents 

work in Johor.  

 

4.1.2 Central Tendencies Measurement of Constructs 

 

Table 4.1.2 Central Tendencies Measurement of Constructs 
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The table above shows the central tendency measurement of constructs for our DV, 

employee performance, and the IVs, training, compensation, and workload. 

Information, including the size of the sample, means, and SD for the variables, was 

provided. The size of the sample is 384, and no missing data is presented. According 

to the table above, the DV, employee performance, has the highest mean, 4.2474. 

The second highest mean value is found in training, which is 3.9852. Moreover, 

compensation has the second lowest mean value, 3.9188, while the lowest mean 

value is observed for workload, 3.7130. 

 

However, workload, the construct with the lowest mean value, shows the highest 

standard deviation, 0.86259. Training and compensation ranked the second and 

third highest, with SD values of 0.75919 and 0.72253, respectively. Conversely, 

training recorded the highest mean value while showing the lowest SD value, which 

is 0.65625. 

 

4.2 Scale Measurement 

 

4.2.1 Reliability Test 

 

Table 4.2.1 Cronbach’s Alpha Reliability Test 
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Source: Developed for the Research 

 

Table 4.2.1 shows reliability test results for Cronbach’s alpha value of the dependent 

variable and independent variables. Employee performance has a Cronbach’s alpha 

value of 0.801, which shows very good reliability. Training has a Cronbach’s alpha 

value of 0.842, which shows very good reliability. This variable obtains the highest 

Cronbach’s alpha value among these four variables. Besides, compensation has a 

Cronbach’s alpha value of 0.776, which shows good reliability. Workload has a 

Cronbach’s alpha value of 0.800, which shows very good reliability. Overall, all the 

variables have extremely high reliability because the range of their Cronbach’s 

alpha value scores is 0.70 to 0.85. 

 

4.3 Inferential Analysis 

 

4.3.1 Multiple Linear Regression Analysis 

 

Table 4.3.1 Model Summary 
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Source: Generated from SPSS software 

 

Based on the results in Table 4.3.1, it shows that the R-value is 0.719, meaning a 

strong and positive correlation exists between the DV and IVs. In addition, the 0.517 

of R-Square value means that the ability of the three IVs to account for 51.7% of 

the variation in the DV. The remaining R square scores of 0.483 indicate that 48.3% 

is still unexplained in this study.  

 

Table 4.3.2 Anova 

 

 

 

Source: Generated from SPSS software 
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The p-value (<0.001) is < 0.05 of the alpha value, as seen in the above table. This 

shows that the model for this study is a reasonable descriptor of the relationship 

between the DV and IVs, and the F-statistic is significant. The IVs (training, 

compensation, and workload) are significant in explaining the variation in 

employee performance. In sum, the data support the alternative hypothesis. 

 

Table 4.3.3 Coefficients  

 

Source: Generated from the SSPS software 

 

According to Table 4.3.3's findings, the training, compensation, and workload p-

values are all < 0.001, which is lower than the research's alpha value of 0.05. These 

results indicate that all the independent variables play an important role when 

measuring employees’ job performance. As a result, this study will accept all 

alternative hypotheses.  
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Regression Equation 

 

Y= a + b1(X1) +b2(X2) +b3(X3) 

Y= Employee’s Job Performance 

a= constant 

X1= Training 

X2= Compensation 

X3= Workload 

Employee’s Job Performance = 1.386 + 0.235 + 0.299 + 0.203= 2.123 

 

Highest Contribution 

 

Among the IVs, compensation has obtained the highest beta value in this research, 

which is 0.329, indicating that it has played a crucial role in affecting employee job 

performance as compared to other variables. Additionally, it offers the most 

distinctive explanation for the variation of employee job performance in SMEs in 

Malaysia. 

 

Second Contribution 

 

Among the IVs, training has obtained the second-highest beta value in this research, 

which is 0.272, showing that, when compared to the other variables, it has the 

second-strongest impact on employees' job performance. Additionally, it is the 

second most significant distinctive contribution to the explanation of the variation 

of employee job performance in SMEs in Malaysia. 
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Lowest Contribution 

 

Finally, the workload has the lowest beta value in this study, which is 0.267, 

showing that it has a lower impact on employee job performance among the 

independent variables. Additionally, it has contributed the least to the explanation 

of the variance in determining employee job performance in Malaysian SMEs. 

 

Recommendation 

 

According to this study, workload has the lowest contribution, and compensation 

has the most. Instead of focusing on workload and training variables, SMEs should 

focus more on compensation variables to determine the aspects that impact 

employee job performance. This is because compensation has the highest beta value 

among other variables. 

 

4.4 Chapter Summary 

 

In this chapter, data from 384 respondents were analyzed using SPSS software. 

Descriptive statistics, which include SD and mean, were also calculated. 

Cronbach’s alpha was used to decide the reliability, and Multiple Linear Regression 

was conducted, which showed that all the IVs have a significant impact on the DV. 

Discussion of findings, implications, limitations, and recommendations may be 

included in Chapter 5. 
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CHAPTER 5: DISCUSSION, CONCLUSION, AND 

IMPLICATIONS 

 

5.0 Introduction  

 

In addition to providing additional specifics regarding the data study overview, 

Chapter 5 will go into greater detail regarding the preceding chapter. Moreover, this 

chapter will present a summary of the original data. Our hypothesis and the 

objective of our study will be supported by some significant findings that we will 

present in the analysis of key findings. Moreover, the subsequent part will also 

address the research's implications. Finally, before drawing any conclusions, it is 

important to analyse the limitations and suggestions. 

 

5.1 Summary of Statistical Analysis  

 

The results from the reliability test, multiple linear regression, and descriptive 

analysis produced in Chapter 4 are summarized and analyzed in this chapter. 

 

5.1.1 Summary of Descriptive Analysis 

 

Table 5.1.1 Summary of Descriptive Analysis 
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The table above shows the characteristics of the 384 responders' demographics in 

the study. There are 44.3% (170) of male respondents, and the female respondents 

consist of 55.7% (214). The largest proportion belongs to the 28-37 age group, 

making up 141 (36.7%) respondents, and the smallest age group is 56 and above, 

with only 10 (2.6%) respondents. In the study, the majority are from 

Diploma/Advanced Diploma and Undergraduate Degrees, with percentages of 22.4% 

(86) and 48.4% (186) of respondents, respectively. Nearly half of the responses 

from respondents have a monthly income of RM3,001 - RM4,000 and RM4,001 - 

RM5,000. Furthermore, there are a total of 71.4% (274) of respondents are Chinese, 

19.0% (73) of respondents are Malay, and 9.6% (37) are Indian. One-third of 

respondents are executive level, followed by junior level (27.6%), supervisory level 

(22.4%), and managerial level (18%). Lastly, the majority of the respondents work 

in Selangor (42.2%), 33.9% work in Kuala Lumpur, and 24% work in Johor. 

 

5.1.2 Summary of Inferential Analysis 

 

5.1.2.1 Reliability Test 

 

Based on Table 4.2.1, it shows that the DV (employee job performance) and the two 

IVs (training and workload) have very good reliability since their Cronbach’s alpha 

values are equal to or higher than 0.80. One of the independent variables 

(compensation) has good reliability since its Cronbach’s alpha value is higher than 
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0.70. Training has the highest Cronbach’s alpha value, which is 0.842, followed by 

employee performance (0.801), workload (0.800), and compensation (0.776). 

 

5.1.2.3 Multiple Linear Regression Analysis 

 

Table 5.1.4: Summary of Multiple Regression Analysis Result 

 

  

According to the table above, the sum of all IVs can explain 51.7% of the 

discrepancy in the employee job performance of SMEs in Malaysia, as indicated by 

0.517 of the R-Square value of while the other 0.483 may not be measured on 

dependent variables. The R-value of this research study is 0.719, which indicates 

that there is a strong and positive impact between the IVs and DV. Besides, the p-

values of all variables are < 0.001 which means that they are less than the alpha 

value (0.05). Among all the IVs, compensation has the highest and most significant 

impact on employee job performance in SMEs in Malaysia, followed by the training 

variables, and the workload has the least impact on the DV based on the 

standardized coefficients.  
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5.2 Discussions of Major Findings 

 

Table 5.2: Summary of findings 

 

Source: Developed for the research 

 

5.2.1 Hypothesis 1: Training has a significant impact on employee 

job performance in SMEs in Malaysia 

 

Table 5.2 shows that the IV, training, has a p-value of less than 0.001, which is < 

0.05 of the alpha value, which has proven that training significantly impacts 

employee job performance in SMEs in Malaysia. This result is consistent with Garg 

& Khatik (2020), showing that training affects employee performance. They 

explain that employees receive training and updates on the behavioral competencies, 

knowledge, and abilities that foster a feeling of community, trust, and motivation to 

perform better. The research result is also in line with Yani et al. (2020), proving 

that employee performance will rise as a result of receiving quality training since it 

will make them more efficient and productive. 

 

According to Vokshi (2020), training positively affects employee performance. It 

shows that providing employees with adequate training improves their performance 

by enhancing their knowledge, abilities, and attitudes and making them competent 
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at their jobs. Additionally, the research findings show that staff stability, 

organizational culture, climate, and internal environment are all improved by 

employee training, as are responses to crises, staffing shortages, and knowledge 

continuity issues; thereby, training has a significant impact on employee 

performance (Flegl et al., 2022). According to Gange & Barongo (2024), essential 

components, including interpersonal relationships, teamwork, critical thinking, and 

central managerial behavior, are enhanced through training. Thus, the hypothesis 

𝐻1 has been accepted. 

 

5.2.2 Hypothesis 2: Compensation has a significant impact on 

employee job performance in SMEs in Malaysia 

 

Based on Table 5.2, the p-value of the IVs, compensation, is <0.001. It shows a 

lower value than the alpha value of 0.05, which clarified that compensation has a 

significant impact on employee performance in SMEs in Malaysia. The result is 

consistent with Sitopu et al. (2021), which claimed that the importance of 

compensation has a major influence on worker performance. Besides, Jaiswal et al. 

(2022) have concluded that with more compensation, employee performance 

generally improves, and vice versa when lower compensation is received. As a 

result, employees do better or above what is needed to receive direct rewards, which 

boosts performance at work. Other than that, the result is also consistent with the 

research conducted by Thapa (2023), which has concluded that employees raise 

their performance level when they believe their compensation is attractive and 

reasonable. Therefore, employee performance is positively affected by 

compensation. The result is also aligned with the underlying theory, SET theory. 

When a company offers its workers supportive practices, the workers will put in 

more contributions in return. Employees will typically perform at a higher level for 

the organization if they are paid according to the work they have done. Employees 

will thus make an effort to maintain and raise their level of performance within the 

organization. The research question has been answered, it is proven that 

compensation has a significant impact on employee job performance in SMEs in 

Malaysia. Thus, the hypothesis 𝐻2 has been accepted. 
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5.2.3 Hypothesis 3: Workload has a significant impact on employee 

job performance in SMEs in Malaysia. 

 

Based on Table 5.2, the p-value of the IVs, workload, is <0.001. It shows a lower 

value than the alpha value of 0.05, which proves that workload significantly impacts 

employee job performance in SMEs in Malaysia. The outcome aligns with the 

findings of previous studies conducted by Nur Affini & Hikmah Perkasa (2021), 

Herawati et al. (2023), Siswanto et al. (2019), Karyatun et al. (2023), and Silaban 

et al. (2021). Employee performance will be impacted due to the amount of work 

assigned to employees. The motivation of employees may be increased, and they 

are motivated to do well if the assigned work increases. On the other hand, a heavy 

workload will affect the employees' performance because they will experience 

fatigue since the workloads are not appropriate well. As a result, the study question 

and objective have been answered and reached. It is proven that workload has a 

significant impact on employee job performance in SMEs in Malaysia. Thus, the 

hypothesis 𝐻3 has been accepted.  

 

5.3 Implications 

 

5.3.1 Theoretical Implications 

 

This study provides theoretical implications by integrating SET theory and JD-R 

theory to explain how training, compensation, and workload affect employee 

performance. These theories are supported by the findings of the study, 

demonstrating how they influence employee performance.  

 

According to SET theory, training will reinforce the idea among staff members that 

they are valued by the company, and they will feel motivated to work even harder 
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for it as they reciprocate to the company. The relationship between training and 

dedicated effort is explained by the theory and the norm of reciprocation, which 

also demonstrates how they would react to perceived organizational support. 

Besides, SET theory also indicates that the ties between employees and companies 

are inherently reciprocal. When a company offers its workers supportive practices, 

such as associating their output with fair compensation, the workers will put in more 

contributions in return. Employees will typically perform at a higher level for the 

organization if they are paid according to the work they have done. Employees will 

thus make an effort to maintain and raise their level of performance within the 

organization. The results of the study have shown that employees who receive 

adequate training opportunities and fair compensation tend to show higher levels of 

performance. Therefore, it suggests that it is ideal for an organization to foster a 

supportive environment and invest in training and compensation to strengthen the 

ties between the organization and employees. The findings indicate that SET theory 

is a useful framework for explaining why well-trained employees and compensation 

lead to better performance. 

 

Also, according to the JD-R theory, workload may be viewed as a job demand by 

the model. Workload is one of the requirements or determinants that will influence 

employee performance. The workload is significant to the JD-R Model as a job 

demand because it claims that work becomes stressful when demands like workload 

exceed an individual's capacity to manage them. Specifically, heavy workloads 

appear to decrease employee performance. Based on the findings of the study, 

workload has a significant impact on employee performance. The findings in 

consistent with the theory, emphasizing the need to balance job demands like 

workload to maintain or raise the level of employee performance. 

 

These theoretical frameworks highlight the importance of developing a work 

context where training and compensation are used as positive incentives, and 

workload is handled and controlled properly. The results contribute to extending 

knowledge on employee performance by showing how workplace dynamics affect 
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performance. Subsequent research can build on these results by investigating other 

variables, such as organizational culture, to further extend these theoretical models. 

 

5.3.2 Managerial Implication 

 

In this research, the results reveal that training has a notable impact on employee 

performance. According to Yek et al. (2024), employees who participate in training 

initiatives could be able to perform better on the job and show a stronger 

commitment to sticking with and contributing to their company, which would lessen 

the chance that they will leave their jobs. Consequently, it is critical that the 

organization's management recognizes the value of employee training and increases 

its investment in this area (Vokshi, 2020). In addition, to enhance employee 

performance, firms should also prioritize fostering a good learning environment and 

providing chances for applying practical skills (Beza & Satyendra, 2023). In 

conclusion, Malaysian SMEs should allocate resources to training programs to 

increase employee performance and growth.  

 

Also, this research study highlights the significance of compensation variables that 

will positively affect employee performance. Employee incentive and stimulation 

programs are useful tools for balancing the company's and its employees' interests. 

According to the above results in this research, small and medium-sized businesses 

should attempt to improve their pay or compensation policies by implementing an 

equity-based policy rather than an equality-based one. This would ensure that 

employees who contribute more to the business receive higher compensation than 

others. Therefore, SMEs may enhance employee performance by putting in place 

efficient pay and benefits plans that will help them retain top talent, lower attrition, 

and boost output (Kristanti & Yunanto, 2024).  

 

Furthermore, this study also highlights the significance of workload variables that 

will affect employee performance. The workload of employees needs to be managed 
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effectively. Managers need to strike a balance between the amount of work that 

needs to be done and the quality of the work. Therefore, the employees can finish 

the appropriate amount of work while still doing good work. Besides, giving 

employees more work without making them overburdened can help them do their 

best. Moreover, it is important that employees are given tasks appropriate to their 

skills and that the amount of work aligns with their abilities. Therefore, employees 

will contribute more to the company even though they have more work. 

 

5.4 Limitation 

 

Firstly, the influence of training, compensation, and workload variables that affect 

employee performance in SMEs in Malaysia can apply to other contexts, like 

Multinational Companies and large enterprises were not examined by the researcher.  

However, SMEs were the exclusive focus of this study. The explanation why 

focusing on SMEs is because SMEs account for 96.9% of total business 

establishments in Malaysia.  

 

Secondly, one of the limitations is the respondents’ participation. The data 

collection was completed by distributing the questionnaire papers physically and 

via Google Forms. Some employees were busy doing their work, and they may not 

have had much time to take part.  

 

Thirdly, the study applies a 5-point Likert scale as a measurement tool. Although 

this can quantify the respondents’ perception effectively, limitations to the study 

may exist. Firstly, the Likert scale provides fixed response options, which can 

restrict the precision of respondents’ expressions. Respondents can only select from 

the scale “strongly disagree” to “strongly agree”, restricting them from providing 

more useful information or perspective. As a result, this may reduce the sensitivity 

of the data collected. Also, the closed-ended nature of the 5-point Likert scale 

prevents researchers from knowing the reason respondents choose a particular 
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option. The questionnaire does not allow respondents to elaborate on their answers, 

this can lead to a challenge when researchers try to interpret the results of the 

response. This will in turn limit the depth of the findings and the overall 

comprehensiveness of the results. 

 

5.5 Recommendations for future research 

 

Firstly, future researchers are suggested to expand the extent of the research. The 

researchers do not necessarily collect the survey data only from SMEs, but also 

need to take the large-scale enterprises and multinational Companies into 

consideration. This is because the employees in SMEs may be different from other 

types of corporate entities in terms of culture, perception, and norms. Besides, it 

ought to examine the factors listed above that will impact employee performance 

because these types of entities also account for almost half of the employment 

opportunities in Malaysia.  

 

Secondly, one of the recommendations is to cut down the number of questions. The 

deduction of the number of questions may increase the response rates.  When 

creating a questionnaire, the time and energy constraints of the targeted respondents 

need to be considered. Keeping the survey short may increase the participation of 

the targeted respondents. 

 

Lastly, future researchers could consider using qualitative techniques, which allow 

them to have a deeper insight into respondents’ opinions. It is recommended that 

interviews with open-ended questions be carried out. Interviews provide 

interviewees the opportunity to clarify their arguments and express their 

perspectives in greater depth, solving the limitations when the fixed Likert scale is 

applied. This way, researchers can uncover other points or findings that may be 

overlooked. Moreover, interviews allow researchers to ask follow-up questions at 

the moment they have doubts or are unclear about the response. This allows 
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researchers to seek immediate explanation, ensuring the response is interpreted 

more accurately and reducing the chance of misinterpretation.  

 

5.6 Conclusions 

 

In this research, the IVs like training, compensation, and workload already 

demonstrate that employee job performance is significantly impacted in Malaysian 

SMEs. Therefore, the research objective has been examined and achieved. This 

study also lists some limitations and recommendations to improve the studies to 

avoid making the same mistakes. In addition, compensation has the highest impact 

on employee job performance in SMEs. This may imply that SMEs need to increase 

the compensation no matter direct, indirect, monetary, or non-monetary 

remuneration, to increase the job performance of employees in SMEs. To sum up, 

this research may be useful to employers of SMEs, the government, or other 

stakeholders to propose effective strategies for increasing employee performance or 

to learn more about ways to be of assistance to employees in upskilling their skills.



 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 87 of 138 
 

References 

 

Achackzai, N., Siddiq, A., & Khishkai, A. (2024, June 5). The Impact of Training 

on Employees Performance: A Survey in the Ministry of Education, 

Afghanistan. International Journal of Innovation and Research in 

Educational Sciences. 

https://www.ijires.org/index.php/issues?view=publication&task=show&id

=723 

Achmad , C., Efendi, S.,  Anwar, A. I., & Asdar, M. (2020, December 24). Impact 

of training and learning organization on employee competence and its 

implication on job satisfaction and employee performance of Bank in 

Indonesia. Psychology and Education Journal. 

http://psychologyandeducation.net/pae/index.php/pae/article/view/753  

Ahmad, N. N., & Jamil, N. N. (2020, October 20). Measuring the Financial and 

Nonfinancial Performance of Micro-Enterprise in Pahang, 

Malaysia. International Journal of Academic Research in Business and 

Social Sciences, 10(10). https://doi.org/10.6007/ijarbss/v10-i10/8004 

Ahmad, N., Pillai, A. S., Mamat, T. N. A. R., & Yusak, N. A. M. (2022, November 

28). The impact of training and development on employee performance in 

agriculture sector. Research in Management of Technology and Business. 

https://publisher.uthm.edu.my/periodicals/index.php/rmtb/article/view/972

7  

Ahmad, R., Nawaz, M. R., Ishaq, M. I., Khan, M. M., & Ashraf, H. A. (2023, 

January 12). Social Exchange theory: Systematic review and Future 

Directions. Frontiers in psychology. 

https://www.ncbi.nlm.nih.gov/pmc/articles/PMC9878386/  

Ajayi, V. O. (2023, May).  a review on primary sources of data and secondary 

sources of data. Research Gate. 



 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 88 of 138 
 

https://www.researchgate.net/publication/370608670_A_Review_on_Prim

ary_Sources_of_Data_and_Secondary_Sources_of_Data  

Alem, D. D. (2020, March 16). An overview of data analysis and interpretations in 

research. International Journal of Academic Research in Education and 

Review, 8(1), 1-27. 

https://www.researchgate.net/publication/365668845_An_Overview_of_D

ata_Analysis_and_Interpretations_in_Research 

Allanson, P. E., & Notar, C. E. (2020). Statistics as Measurement: 4 Scales/Levels 

of Measurement. Education Quarterly Reviews, 3(3), 375–385. 

https://doi.org/10.31014/aior.1993.03.03.146 

Alsafadi, y. (2021, January 30). Human Resource Management Practices and 

employee performance: The Role of Job Satisfaction. The Journal of Asian 

Finance, Economics and Business. 

https://koreascience.kr/article/JAKO202100569425324.page  

Amalia, R., & Gunarto, M. (2022, July 26). The effect of remuneration and work 

environment on job satisfaction and its impact on performance at Public 

Institution. IEOM Society. 

https://index.ieomsociety.org/index.cfm/article/view/ID/10939  

Ambad, S. N. A., & Ali, M. M. (2024). A Systematic Literature Review on 

Strategies for enhancing international SMEs’ performance in Malaysia and 

future research agenda. In Advances in business strategy and competitive 

advantage book series (pp. 49–76). https://doi.org/10.4018/979-8-3693-

3518-5.ch003 

Ambarwati, T., Ery Tri Djatmika Rudijanto Wahyu Wardhana, Wardoyo, C., 

Churiyah, M., & Jihadi, M. (2023, July 25). The role of compensation, job 

rotation, employee engagement and employees performance of smes. 

International Journal of Professional Business Review. 

https://openaccessojs.com/JBReview/article/view/3045  



 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 89 of 138 
 

Anupama, K., Chaudhary, P., & Lakshmi, T. (2023). Introduction of a Pilot Study. 

International Journal of Ethics, Trauma & Victimology, 9(2), 33-35. 

https://www.researchgate.net/publication/378303766_Introduction_of_a_P

ilot_Study 

Apriyanti, R., Sudiarditha, I. K. R., & Saptono, A. (2021, January 21). Effect of 

reward and work environment on employee performance through work 

satisfaction as a mediation (study on employees of Pt. International 

Chemical Industry). Dinasti International Journal of Economics, Finance & 

Accounting. https://dinastipub.org/DIJEFA/article/view/718  

Arif, M., Syaifani, P. E., Siswadi, Y., & Jufrizen. (2019). Effect of Compensation 

and Discipline on Employee Performance. Proceeding UII-ICABE, 1(1), 

263-276. https://journal.uii.ac.id/icabe/article/view/14723 

Arifah, S., Hadiyati, E., & Muawanah, U. (2023, December 23). The effect of 

motivation and workload on employee performance by mediating 

organizational commitment to the Blitar City Regional secretariat. Jurnal 

Indonesia Sosial Teknologi. 

https://jist.publikasiindonesia.id/index.php/jist/article/view/837  

Arip Marianto. (2021). The effects of workload and work environment on local 

police performance: A test of work-related stress' mediating effect. Britain 

International of Humanities and Social Sciences (BIoHS) Journal, 3(1), 

159-173. https://doi.org/10.33258/biohs.v3i1.390 

Aripin, N. (2023, September). the effect of training towards employee performance: 

An Evidence from a public university in Malaysia. Research Gate. 

https://www.researchgate.net/publication/374176242_THE_EFFECT_OF_

TRAINING_TOWARDS_EMPLOYEE_PERFORMANCE_AN_EVIDEN

CE_FROM_A_PUBLIC_UNIVERSITY_IN_MALAYSIA  

Aspita, D. N. P., & Edastama, P. (2023, May 21). The influence of work from home, 

workload and work environment on employee performance. Jurnal Simki 

Economic. https://jiped.org/index.php/JSE/article/view/347 

https://doi.org/10.33258/biohs.v3i1.390


 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 90 of 138 
 

Atikur Rahaman, Md., Taru, R. D., Julfikar Ali, Md.,  Ibn Ali, A. R. S., & Gupta, A. 

(2021, September 30). Identification of determining factors of employee 

performance of SME Business. Academy of Entrepreneurship Journal. 

https://www.abacademies.org/articles/identification-of-determining-

factors-of-employee-performance-of-sme-business-12736.html  

Atiya, T., Huabis, A. M., & Islam, M. K. (2023, May 8). The impact of HRM 

practices, transformational leadership and organization commitment on 

employee performance at the Ministry of Agriculture and Fisheries in Oman 

the moderating role of organizational justice. International Journal of 

Professional Business Review. 

https://www.academia.edu/105763759/The_Impact_of_Hrm_Practices_Tr

ansformational_Leadership_and_Organization_Commitment_on_Employe

e_Performance_at_the_Ministry_of_Agriculture_and_Fisheries_in_Oman

_the_Moderating_Role_of_Organizational_Justice  

Attar, M., Sari, I. P., & Suryaneta. (2023, April 30). A field study on evaluating 

mental workload in “Kerupuk emping” small and medium-sized enterprise 

in Hanau Berak Village, Lampung. Indonesian Journal of Economic & 

Management Sciences. 

https://journal.formosapublisher.org/index.php/ijems/article/view/3890  

Bakker, A. B., & Demerouti, E. (2017). Job demands–resources theory: Taking 

stock and looking forward. Journal of Occupational Health Psychology, 

22(3), 273-285. https://doi.org/10.1037/ocp0000056 

Barpanda, S., & Saraswathy , G. (2023, May). The impact of excessive workload on 

job performance of ... International Journal of Management and Applied 

Research. https://ijmar.org/v10n1/23-002.pdf  

Bujang, M. A., Foo, D., & Khee Hon, Y. (2024, January). (PDF) sample size 

determination for conducting a pilot study to assess reliability of a 

questionnaire. Research Gate. 

https://www.researchgate.net/publication/378552516_Sample_size_determ

https://doi.org/10.1037/ocp0000056


 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 91 of 138 
 

ination_for_conducting_a_pilot_study_to_assess_reliability_of_a_question

naire  

Basalamah, I., Ramli, H. M., Sinring, H. B., & Alam, R. (2022). Effect of 

commitment, compensation, and leadership on employee performance and 

sharia engagement as variable intervening. International Journal of 

Accounting & Finance in Asia Pasific, 2(1). 

https://doi.org/10.32535/ijafap.v2i1.360 

Beza C. & Satyendra S. (2023). The Effect of Training on Employee Performance 

in the Public Sector of Rwanda, A Case Study of The Ministry of Finance 

and Economic Planning. Journal of Human Resource & Leadership. Vol 7(6) 

pp. 130- 140 https://doi.org/10.53819/81018102t2295  

Bhardwaj, B., & Kalia, N. (2021). Contextual and task performance: role of 

employee engagement and organizational culture in hospitality industry. 

Vilakshan - XIMB Journal of Management, 18(2), 187–201 

Birhanu, M., Tareke, M., & Gebrekidan, B. (2018, November 26). Workload 

determines workplace stress among health professionals working in Felege-

Hiwot Referral Hospital, Bahir Dar, Northwest Ethiopia. Journal of 

environmental and public health. 

https://pubmed.ncbi.nlm.nih.gov/30598668/  

Biswal, L., & Taunk, A. (2021). The effect of training on employee’s work 

performance and Career Development. Webology. 

https://webology.org/abstract.php?id=4861  

Bloemert, P., & Saraceni, A. (2024, September). European ports transition to 

carbon-neutral energy: A multiple regression analysis. Transportation 

Research Interdisciplinary Perspectives, 27, 101187–101187. 

https://doi.org/10.1016/j.trip.2024.101187 

Bornstein, M. H. (2018). The SAGE Encyclopedia of Lifespan Human 

Development. Sage Publications. https://doi.org/10.4135/9781506307633 



 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 92 of 138 
 

Bui, H., Liu, G., Ko, W. W., & Curits, A. (2021, March 10). Harmonious Workplace 

Climate and Employee Altruistic Behavior: From Social Exchange 

Perspective. International Journal of Manpower. 

https://oro.open.ac.uk/70415/  

Chen, B., Wang, L., Li, B., & Liu, W. (2022, November 8). Work stress, mental 

health, and employee performance. Frontiers in psychology. 

https://www.ncbi.nlm.nih.gov/pmc/articles/PMC9679506/  

Chen, X. (2024). Exploring the factors that affect employee performance. SHS Web 

of Conferences, 181, 01038. https://doi.org/10.1051/shsconf/202418101038 

Chin, H. W., Ibrahim, F., & Ringim, K. J. (2020, January 1). The impact of Human 

Resource Management Practices on smes PE. International Journal of Asian 

Business and Information Management (IJABIM). 

https://ideas.repec.org/a/igg/jabim0/v11y2020i2p68-87.html  

Choiriyah, S., & Riyanto, S. (2021, June).  Effect of training and competence on job 

satisfaction and its impact on employee commitment (Case Study at BPJS 

ketenagakerjaan). Research Gate. 

https://www.researchgate.net/publication/353173702_Effect_of_Training_

and_Competence_on_Job_Satisfaction_and_Its_Impact_on_Employee_Co

mmitment_Case_Study_at_BPJS_Ketenagakerjaan  

Cropanzano, R., Anthony, E. L., Daniels, S. R., & Hall, A. V. (2017). Social 

Exchange Theory: A Critical Review with Theoretical Remedies. Academy 

of Management Annals, 11(1), 479–516. 

https://doi.org/10.5465/annals.2015.0099 

Cultivate the internal talent: Smes Chapter - HRD Corp. (2020). 

https://hrdcorp.gov.my/wp-

content/uploads/2021/03/10_2020_INDUSTRY-TRAINING-

INTELLIGENCE-REPORT.pdf 

Dalal, H. R., Tanbur, R., & Abbas, N. (2022, June 30). the impact of training on 

employee performance: An empirical study of hospitals in North Lebanon. 



 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 93 of 138 
 

Research Gate. 

https://www.researchgate.net/publication/361682905_The_Impact_of_Trai

ning_on_Employee_Performance_An_Empirical_Study_of_Hospitals_in_

North_Lebanon  

Daniel, C. O. (2019). Effects of job stress on employee’s performance. 

International Journal of Business Management and Social Research, 6(2), 

375–382. https://doi.org/10.18801/ijbmsr.060219.40 

Debets, M., Scheepers, R., Silkens, M., & Lombarts, K. (2022). Structural equation 

modelling analysis on relationships of job demands and resources with work 

engagement, burnout and work ability: An observational study among 

physicians in Dutch hospitals. BMJ Open, 12(12), e062603. 

https://doi.org/10.1136/bmjopen-2022-062603 

Dodi, S. R., Wulandari, W. A., & Shaddiq, S. S. (2023, June 10). (PDF) the 

influence of organizational culture on employee performance mediated by 

Job Satisfaction and organizational commitment. Research Gate. 

https://www.researchgate.net/publication/371490482_The_Influence_of_O

rganizational_Culture_on_Employee_Performance_Mediated_by_Job_Sati

sfaction_and_Organizational_Commitment  

Don’t be fixated on minimum wage, upskill workers instead, says SME body. (2024, 

March 15). Free Malaysia Today. 

https://www.freemalaysiatoday.com/category/nation/2024/03/15/dont-be-

fixated-on-minimum-wage-upskill-workers-instead-says-sme-body/ 

Donna, L. S. B., & Soehari, T. D. (2024, February 1). The effect of workload and 

organizational commitment on employee performance with employee 

engagement as mediating variable. Dinasti International Journal of Digital 

Business Management. https://dinastipub.org/DIJDBM/article/view/2192  

Esthi, R. B. (2022, July 23). The effect of competence and job training on the 

performance of Crab Meat Agro-industry employees in West Java. JURNAL 

ILMIAH AGRINECA. 

https://ejournal.utp.ac.id/index.php/AFP/article/view/2005  

https://doi.org/10.18801/ijbmsr.060219.40
https://doi.org/10.1136/bmjopen-2022-062603


 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 94 of 138 
 

Etalong, T. A., & Chikeleze, F. O. (2023, November 11). Effect of Organizational 

Culture on Employee Performance: A Survey of Selected Public Sector 

Organizations in Enugu. Research Gate. 

https://www.researchgate.net/publication/375415356_Effect_of_Organizat

ional_Culture_on_Employee_Performance_A_Survey_of_Selected_Public

_Sector_Organizations_in_Enugu  

Fei, T. L. K., Law , K. A., &  Rahman, A. (2018, November). Social Exchange 

theory: An interdisciplinary review. Research Gate. 

https://www.researchgate.net/publication/234021447_Social_Exchange_T

heory_An_Interdisciplinary_Review  

Flegl, M., Depoo, L., &  Alcázar, M. (2022, March 31). The impact of employees’ 

training on their performance improvements. Quality Innovation Prosperity. 

https://www.qip-journal.eu/index.php/QIP/article/view/1665  

FMT Reporters. (2022, August 29). FMT. Nearly all employees want training, but 

chances slim, survey finds. 

https://www.freemalaysiatoday.com/category/nation/2022/08/30/nearly-

all-employees-want-training-but-chances-slim-survey-finds/  

Fripp, G. (2023, November 26). Schein’s model of organizational culture - 

organizational behavior. My Organisational Behaviour Notes. 

https://www.myorganisationalbehaviour.com/scheins-model-of-

organizational-culture/  

Garg, P., & Khatik, R. K. (2020, October). THE EFFECT OF TRAINING ON 

EMPLOYEE PERFORMANCE: THE MEDIATING ROLE OF WORK 

MOTIVATION. International Journal of Advanced Research in Commerce, 

Management & Social Science. 

https://www.inspirajournals.com/uploads/Issues/1301438257.pdf  

Gange, V., & Barongo, F. (2024, October). The effects of training on employee 

performance: A case of tanzania police headquarters. African Journal of 



 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 95 of 138 
 

Empirical Research. 

https://www.ajol.info/index.php/ajempr/article/view/283828  

Ghebregiorgis, F. (2018). Factors influencing employee performance in hotel-A 

Comparative Study of Government and Privately Owned Hotels in Eritrea. 

International Journal of Research in Business Studies and Management. 

http://www.ijrbsm.org/papers/v5-i11/1.pdf  

Giday, D. G., & Elantheraiyan , P. (2023, May 30). A study on the effect of training 

on employee performance in the case of Mekelle City, Tigray, Ethiopia. 

Social Sciences & Humanities Open. 

https://www.sciencedirect.com/science/article/pii/S2590291123001729  

Habsi, A. H. A., Farhana, N., & Karim, A. M. (2021, September 18). Impact of HR 

practices on employee retention in oil and gas industries of Oman. 

International Journal of Academic Research in Business and Social Sciences. 

https://hrmars.com/index.php/IJARBSS/article/view/10847/Impact-of-HR-

Practices-on-Employee-Retention-in-Oil-and-Gas-Industries-of-Oman  

Haider, I. (2024, June). The Effect of Direct and Indirect Compensation on 

Employee Performance Moderated by Perceived Equity and Value. 

Research Gate. https://www.researchgate.net/profile/Irfan-Haider-

19/publication/381376000_The_Effect_of_Direct_and_Indirect_Compensa

tion_on_Employee_Performance_Moderated_by_Perceived_Equity_and_

Value/links/666a98e6b769e769192fae05/The-Effect-of-Direct-and-

Indirect-Compensation-on-Employee-Performance-Moderated-by-

Perceived-Equity-and-Value.pdf 

Hajiali , I., muddin, M. nurnaja muddin, & Suriyanti. (2021, May 8). View of effect 

of information technology, training, and compensation on employee work 

motivation. Point of View Research Management. 

https://journal.accountingpointofview.id/index.php/POVREMA/article/vie

w/131/103  



 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 96 of 138 
 

Halim, N. N. A., Rashid, A. H. A., Zulkifli, N. N., & Ibrahim, A. (2023, October 1). 

The impact between on-the-job training and employee performance. 

International Journal of Academic Research in Business and Social Sciences. 

https://hrmars.com/index.php/IJARBSS/article/view/18677/The-Impact-

Between-on-The-Job-Training-and-Employee-Performance  

Hameed, S. A., & Mohamed, N. S. (2016, November 16). HRM practices and 

organizational performance in Hospitals. IOSR Journal of Business and 

Management (IOSR-JBM. http://www.iosrjournals.org/iosr-

jbm/papers/Vol18-issue11/Version-1/F1811013441.pdf  

Hariyanto, F., Sugiono, E., & Efendi, S. (2023). The influence of layoffs, workload 

and financial compensation on job satisfaction and its impact on employee 

performance at Sirclo group Jakarta. International Journal of Social Service 

and Research, 3(10), 2445-2458. https://doi.org/10.46799/ijssr.v3i10.553 

Haidoura, H. M. (2020, January). The Impact of Training and Development Programs on 

Employees Performance: The Case of Lebanese SMEs. Research Gate. 

https://www.researchgate.net/publication/346667643_The_Impact_of_Training_a

nd_Development_Programs_on_Employees_Performance_The_Case_of_Lebane

se_SMEs  

Haryono, S., Supardi, S., & Udin, U. (2020, January 27). The effect of training and 

job promotion on work motivation and its implications on job performance: 

Evidence from Indonesia. Management Science Letters. 

http://growingscience.com/beta/msl/3742-the-effect-of-training-and-job-

promotion-on-work-motivation-and-its-implications-on-job-performance-

evidence-from-indonesia.html  

Herawati, H., Setyadi, D., Michael, M., & Hidayati, T. (2023). The Effect of 

Workload, Supervisor, and Coworker Supports on Job Performance through 

Job Satisfaction. International Journal of Finance, Economics and Business, 

2(1), 13–33. https://doi.org/10.56225/ijfeb.v2i1.168 

Herdiana, R. P., & Sary, F. P. (2023, July). How workload impacts the employee 

performance and how work stress acts as a mediating variable in shoes 

https://doi.org/10.46799/ijssr.v3i10.553
https://doi.org/10.56225/ijfeb.v2i1.168


 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 97 of 138 
 

manufacturing company. 

https://www.researchgate.net/publication/372731310_How_workload_imp

acts_the_employee_performance_and_how_work_stress_acts_as_a_media

ting_variable_in_shoes_manufacturing_company  

Hidayat, A., & Aziz, Muh. A. (2022, July 28). The role of job training in improving 

employee performance. Adpebi International Journal of Multidisciplinary 

Sciences. https://journal.adpebi.com/index.php/AIJMS/article/view/186  

Ibrahim, M., Saputra, J., Adam, M., & Yunus, M. (2022). Organizational culture, 

employee motivation, workload and employee performance: A mediating 

role of communication. WSEAS TRANSACTIONS ON BUSINESS AND 

ECONOMICS, 19, 54-61. https://doi.org/10.37394/23207.2022.19.6 

Ilham, R. N., Sinta, I., & Sinurat, M. (2022). The Effect Of Technical Analysis On 

Cryptocurrency Investment Returns With The 5 (Five) Highest Market 

Capitalizations In Indonesia. Jurnal Ekonomi, 11(02), 1022–1035. 

https://ejournal.seaninstitute.or.id/index.php/Ekonomi/article/view/481 

Iqbal, J., & Khan, A. J. (2020, April 30). Training and employee commitment: The 

Social Exchange Perspective. Journal of Management Sciences. 

https://econpapers.repec.org/article/geijournl/v_3a7_3ay_3a2020_3ai_3a1

_3ap_3a88-100.htm  

Jahan, N., & Seung, W. K. (2020, May). Understanding Online Community 

Participation Behavior and Perceived Benefits: A Social Exchange Theory 

Perspective. Research Gate. 

https://www.researchgate.net/publication/341726267_Understanding_onlin

e_community_participation_behavior_and_perceived_benefits_A_social_e

xchange_theory_perspective  

Jaiswal, S., Kushe, K., & Lucky, V. (2022, September). Impact of Compensation on 

the Employee’s Performance. International Journal of Research 

Publication and Reviews, 3(9), 183-

188.https://ijrpr.com/uploads/V3ISSUE9/IJRPR6882.pdf 

https://doi.org/10.37394/23207.2022.19.6


 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 98 of 138 
 

Jalil, M. F., Ullah, W., & Ahmed, Z. (2021). Training Perception and Innovative 

Behavior of SME Employees: Examining the mediating effects of firm 

commitment. SAGE Open, 11(4), 

215824402110672.https://doi.org/10.1177/21582440211067250 

Jamaludin M., & Subiyanto D. (2022). The Influence of Leadership Style, 

Organizational Culture, and Job Satisfaction on Employee Performance. Al-

Kharaj : Jurnal Ekonomi, Keuangan & Bisnis Syariah, 5(4), 1711-1731. 

https://doi.org/10.47467/alkharaj.v5i4.1892 

Janiah, samrotul. (2022, January 7). The influence of work discipline, 

organizational culture, and work environmental on employee performance. 

Academia.edu. 

https://www.academia.edu/67577602/The_Influence_of_Work_Discipline

_Organizational_Culture_and_Work_Environmental_On_Employee_Perfo

rmance 

Jaya, I. W. P., & Rahyuda, A. G. (2020, March). The influence of transformational 

leadership and workplace spirituality on employee performance in mediated 

by organizational commitments in village credit institutions in Kediri 

District. The International Journal of Business & Management. 

https://www.internationaljournalcorner.com/index.php/theijbm/article/view

/153665  

Juru, P., & Wellem, I. W. (2022, March 25). The effect of workload on employee 

performance with job stress as intervening variable in the Land Agency 

Office of sikka regency. International Conference of Business and Social 

Sciences. https://debian.stiesia.ac.id/index.php/icobuss1st/article/view/216  

Kabir, S. M. S. (2016, July).  basic guidelines for research: An introductory 

approach for all disciplines. Research Gate. 

https://www.researchgate.net/publication/325390597_BASIC_GUIDELIN

ES_FOR_RESEARCH_An_Introductory_Approach_for_All_Disciplines  

Kanapathipillai, K., & Azam, S. M. F. (2020). The impact of employee training 

programs on job performance and job satisfaction in the telecommunication 



 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 99 of 138 
 

companies in Malaysia. European Journal of Human Resource Management 

Studies. https://oapub.org/soc/index.php/EJHRMS/article/view/857  

Karim, R. A. (2019, March). Impact of different training and development programs 

on employee performance in Bangladesh perspective. International Journal 

of Entrepreneurial Research, 2(1), 8–

14.https://doi.org/10.31580/ijer.v1i2.497 

Karyatun, S., Wahyono, T., Apriadi, I., Priyono, P., Arief, H., Rachman Hakim, M. 

A., & Soelton, M. (2023). Determinants of Employee Performance in the 

Manufacturing Industry. American International Journal of Business 

Management (AIJBM), 6(9), 79-89.  

Khabibulloh, M. N., Khuzaini, K., & Suwitho, S. (2023, September). The Effect of 

motivation and compensation on employee performance mediated by 

organizational citizenship Behavior (Study on Sinergia Group Indonesia). 

Jurnal Syntax Transformation, 4(9), 141–155. 

https://doi.org/10.46799/jst.v4i9.822 

Khanday, S. A., & Khanam, D. (2023, February). (PDF) the research design. 

Research Gate. 

https://www.researchgate.net/publication/368257495_THE_RESEARCH_

DESIGN  

Khudhair, F. S., Rahman, R. A., & Ahmad Amri Bin Zainal  Adnan. (2020, January 

30). The relationship between compensation strategy and employee 

performance among academic staff in Iraqi Universities: A Literature 

Review. International Journal of Academic Research in Business and Social 

Sciences. https://hrmars.com/index.php/IJARBSS/article/view/6848/The-

Relationship-between-Compensation-Strategy-and-Employee-

Performance-among-Academic-Staff-in-Iraqi-Universities-A-Literature-

Review  

Kirch, W. (2019). Pearson’s Correlation Coefficient. Encyclopedia of Public Health, 

1090–1091.https://doi.org/10.1007/978-1-4020-5614-7_2569 



 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 100 of 138 
 

Kobis, Y. S., Fanggidae, R., & Timuneno, T. (2023, June 28). Effect of Workload 

and Job Stress on Employee Performance. Ekuitas: Jurnal Pendidikan 

Ekonomi, 11(1), 48–56. https://doi.org/10.23887/ekuitas.v11i1.56585 

Kölln, A.-K., Ongena, Y. P., & Aarts, K. (2019). The effects of sampling frame 

designs on nonresponse and coverage error: evidence from the Netherlands. 

Journal of Survey Statistics and Methodology, 7(3), 422–439. 

https://doi.org/10.1093/jssam/smy016 

Krishnan, G., & Rani, A. O. (2024, February). Market-based Financing for SMEs 

in Malaysia: Issues, Challenges, and Way Forward. Institute for Capital 

Market Research Malaysia. https://www.icmr.my/wp-

content/uploads/2024/02/ICMR_SME-Financing-

Report_FINAL_23022024.pdf 

Kristanti, D., Yunanto, Y., & Komari, A. (2024, May 31). Compensation and 

benefits as a tool to improve the performance of MSME employees in Gabru 

Village, Gurah District. Jurnal Manajemen Bisnis, Akuntansi dan Keuangan. 

https://journal.formosapublisher.org/index.php/jambak/article/view/8767  

Kuruppu, C., C.S., K., & Karunarathna, N. (2021, February). the impact of training 

on employee performance in ... Research Gate. 

https://www.researchgate.net/publication/349676889_The_Impact_of_Trai

ning_on_Employee_Performance_in_a_Selected_Apparel_Sector_Organiz

ation_in_Sri_Lanka  

Lee, N. S. M. S., Hussain, S., Rashid, R. A., Raffar, M. A., & Aripin, N. M. (2023, 

September 21). The effect of training towards employee performance: An 

evidence from a public university in Malaysia. International Journal of 

Industrial Management. https://journal.ump.edu.my/ijim/article/view/9760  

Lim, C. T., & Ahmad, N. (2021, June 10). The relationship between human resource 

management practices and employee performance. Research in 

Management of Technology and Business. 

https://publisher.uthm.edu.my/periodicals/index.php/rmtb/article/view/198

6  



 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 101 of 138 
 

Lloyd, E. M. and C. (2024, March 12). Understanding the effects of discrimination 

in the workplace. Gallup.com. 

https://www.gallup.com/workplace/349865/understanding-effects-

discrimination-workplace.aspx  

Mahfouz, S., Bahkia, A. S., & Alias, N. (2021, October 22). The impact of human 

resource management practices on employee performance and the 

mediating role of employee commitment. Virtus InterPress. 

https://virtusinterpress.org/The-impact-of-human-resource-management-

practices-on-employee-performance-and-the-mediating-role-of-employee-

commitment.html  

Maindoka, C., Pangemanan, S. S., & Tielung, M. V. (2022). The effect of workload 

and work environment toward workers performance in Dinas Energi Dan 

Sumber Daya mineral Daerah Provinsi Sulawesi Utara during COVID-19 

pandemic. Jurnal EMBA : Jurnal Riset Ekonomi, Manajemen, Bisnis dan 

Akuntansi, 10(3), 487. https://doi.org/10.35794/emba.v10i3.41783 

Maizar, N., Persada, N. I. N., & Nabella, N. S. D. (2023). THE INFLUENCE OF 

COMPENSATION, TRAINING, COMPETENCE AND WORK 

DISCIPLINE ON EMPLOYEE PERFORMANCE PT. LUAS RETAIL 

INDONESIA. International Journal of Accounting Management 

Economics and Social Sciences (IJAMESC), 1(4), 291–303. 

https://doi.org/10.61990/ijamesc.v1i4.37 

Makwana, D., Engineer, P., Dabhi, A., & Chudasama, H. (2023, June). sampling 

methods in research: A Review. Research Gate. 

https://www.researchgate.net/publication/371985656_Sampling_Methods_

in_Research_A_Review  

Malau, T. S., & Kasmir, K. (2021, September 28). Effect of workload and work 

discipline on employee performance of pt. XX with job satisfaction as 

intervening variable. Dinasti International Journal of Digital Business 

Management, 2(5), 909-922. https://doi.org/10.31933/dijdbm.v2i5.896 

https://doi.org/10.35794/emba.v10i3.41783
https://doi.org/10.31933/dijdbm.v2i5.896


 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 102 of 138 
 

Manalu, W. A., Lubis, Y., & Syaifuddin, S. (2022). Effect of Workload and Work 

Stress on Employees Performance Through Job Satisfaction as Intervening 

Variable in Rubber Plantation, Serdang II District, PT. Perkebunan 

Nusantara III. Enrichment : Journal of Management, 12(2), 1960-1970. 

https://doi.org/10.35335/enrichment.v12i2.508 

Marianto, A. (2021, February 27). The Effects of Workload and Work Environment 

on Local Police Performance: A Test of Work-related Stress’ Mediating 

Effect. View of the effects of workload and work environment on local 

police performance: A test of work-related stress’ mediating effect. 

https://biarjournal.com/index.php/biohs/article/view/390/413  

Mariati, & Mauludin, H. (2018, August 20). The influence of organizational culture 

and work motivation on employee performance, job satisfaction as 

intervening variable (study on secretariat staff of pasuruan regency). SSRN. 

https://papers.ssrn.com/sol3/papers.cfm?abstract_id=3228300  

Mbuagbaw, L., Lawson, D. O., Puljak, L., Allison, D. B., & Thabane, L. (2020, 

September 7). A tutorial on methodological studies: The what, when, how 

and why - BMC medical research methodology. BioMed Central. 

https://bmcmedresmethodol.biomedcentral.com/articles/10.1186/s12874-

020-01107-7  

Meira, J. V. de S., & Hancer, M. (2021, January 23). Using the social exchange 

theory to explore the employee-organization relationship in the hospitality 

industry. International Journal of Contemporary Hospitality Management. 

https://www.emerald.com/insight/content/doi/10.1108/IJCHM-06-2020-

0538/full/pdf?title=using-the-social-exchange-theory-to-explore-the-

employee-organization-relationship-in-the-hospitality-industry  

Mitchell, M. S., Cropanzano, R. S., & Quisenberry, D. M. (2012). Social exchange 

Theory, exchange resources, and Interpersonal Relationships: a modest 

resolution of theoretical difficulties. In Critical issues in social justice (pp. 

99–118). https://doi.org/10.1007/978-1-4614-4175-5_6 



 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 103 of 138 
 

Mochamad, A. N., & Indradewa, R. (2022, September 10). Influence of 

Organizational Culture, Work Environment, and Work Motivation on 

Employee Performance. Research Gate. 

Mohapatra, H. (2018). Data Collection and Sampling. 

https://doi.org/10.13140/RG.2.2.16052.55688 

Momina, A. (2020, July 15). THE EFFECT OF WORKING ENVIRONMENT ON 

EMPLOYEE PERFORMANCE: IN COMERCIAL BANK OF ETHIOPIA, 

JIMMA DISTRICT OFFICE AND JIMMA TOWN BRANCHES. 

https://repository.ju.edu.et/bitstream/handle/123456789/4464/Momina%20

Abanaccha%20.pdf?sequence=1&isAllowed=y  

Montani, F., Vandenberghe, C., Khedhaouria, A., & Courcy, F. (2020). Examining 

the inverted U-shaped relationship between workload and innovative work 

behavior: The role of work engagement and mindfulness. Human Relations, 

73(1), 59–93. https://doi.org/10.1177/0018726718819055 

Mook, R. V. (2019). The Relationship between Career Development Practices and 

Performance: The Moderating Role of Workload.  

Muda, S., & Musman, M. (2022). SMEs in Malaysia: History and Development. 

UiTM Cawangan Negeri Sembilan Kampus Seremban. 

https://ir.uitm.edu.my/id/eprint/68417/ 

Muhammad, I. G., & Abdullah, H. H. (2016). Assessment of Organizational 

Performance: Linking the Motivational Antecedents of Empowerment, 

Compensation and Organizational Commitment. International Review of 

Management and Marketing, 6(4), 974-983. 

https://dergipark.org.tr/en/download/article-file/367434 

Mulder, P. (2024, June 3). Schein’s model of organizational culture. Toolshero. 

https://www.toolshero.com/leadership/organizational-culture-model-

schein/  

Mulyono, M., Hendarsyah, D., & Bahri, S. (2024, April 27). Compensation and 

Working Time in relation to Employee Performance. JURISMA Jurnal 

https://doi.org/10.1177/0018726718819055


 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 104 of 138 
 

Riset Bisnis & Manajemen, 14(1), 33–48. 

https://doi.org/10.34010/jurisma.v14i1.12477 

Muslih, M., & Damanik, F. A. (2022, January 2). Effect of Work Environment and 

Workload on Employee Performance. International Journal of Economics, 

Social Science, Entrepreneurship and Technology (IJESET), 1(1), 23–35. 

http://journal.sinergicendikia.com/index.php/ijeset/article/view/24 

Mylvaganam, K., & Zulkipli, H. (2023, May 29). Factors influencing employees’ 

performance in hotel industry at Batu Pahat. Research in Management of 

Technology and Business. 

https://publisher.uthm.edu.my/periodicals/index.php/rmtb/article/view/116

85  

Naibaho, Y. A. U., Absah, Y., & Rini, E. S. (2021, February 20). The effect of 

leadership and workload on the performance of palm oil employees at PT 

X. International Journal of Research and Review. 

https://www.ijrrjournal.com/IJRR_Vol.8_Issue.2_Feb2021/IJRR-

Abstract034.html  

Nair, S., Liew, W. N., Tabianan, K., Jayabalan, N., & Perumal, I. (2023, February 

17). 西 南 交 通 大 学 学 报 FACTORS AFFECTING EMPLOYEE 

PERFORMANCE IN THE MANUFACTURING INDUSTRY: A STUDY ON 

MALAYSIAN SMES 影响制造业员工绩效的因素:马来西亚中小企业研

究. Research Gate. 

https://www.researchgate.net/publication/369304589_xi_nan_jiao_tong_da

_xue_xue_bao_FACTORS_AFFECTING_EMPLOYEE_PERFORMANC

E_IN_THE_MANUFACTURING_INDUSTRY_A_STUDY_ON_MALA

YSIAN_SMES_yingxiangzhizaoyeyuangongjixiaodeyinsumalaixiyazhong

xiaoqiyeyanjiu  

Nama, K., Daweti, B., Lourens, M., & Chikukwa, T. (2022, October 13). The impact 

of training and development on employee performance and service delivery 

at a local municipality in South Africa. Problems and Perspectives in 



 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 105 of 138 
 

Management. 

https://www.businessperspectives.org/index.php/journals/problems-and-

perspectives-in-management/issue-415/the-impact-of-training-and-

development-on-employee-performance-and-service-delivery-at-a-local-

municipality-in-south-africa  

Nasir, J., Ibrahim, R. M., Sarwar, M. A., Sarwar, B., Al-Rahmi, W. M., Alturise, F., 

Samed Al-Adwan, A., & Uddin, M. (2022, March 7). The effects of 

transformational leadership, organizational innovation, work stressors, and 

creativity on employee performance in smes. Frontiers. 

https://www.frontiersin.org/journals/psychology/articles/10.3389/fpsyg.20

22.772104/full  

Nawarathna, K. J. N. M. D. V., Abeykoon, M. W. M., & Harshani, M. D. R. (2021, 

August 30). The impact of “on the job training” on employee performance: 

A study of production assistants in Noritake Lanka (pvt) limited, Mathale, 

Sri Lanka. Sri Lanka Journal of Marketing. 

https://sljmuok.sljol.info/articles/10.4038/sljmuok.v7i2.67  

Nawi, F. A. M., Tambi, A. M. A., Samat, M. F., & Mustapha, W. M. W. (2020). A 

Review on The Internal Consistency of a Scale: The Empirical Example of 

The Influence of Human Capital Investment on Malcom Baldridge Quality 

Principles in TVET Institutions. Asian People Journal (APJ), 3(1), 19–29. 

https://doi.org/10.37231/apj.2020.3.1.121 

New Straits Times. (2023, November 20). “Burnout” a serious issue at Malaysian 

workplaces: New straits times. NST Online. 

https://www.nst.com.my/news/nation/2023/11/980154/burnout-serious-

issue-malaysian-workplaces  

Nguyen, P. T., Yandi, A., & Mahaputra, M. R. (2020). FACTORS THAT 

INFLUENCE EMPLOYEE PERFORMANCE: MOTIVATION, 

LEADERSHIP, ENVIRONMENT, CULTURE ORGANIZATION, WORK 

ACHIEVEMENT, COMPETENCE AND COMPENSATION (A STUDY 

OF HUMAN RESOURCE MANAGEMENT LITERATURE STUDIES). 



 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 106 of 138 
 

Dinasti International Journal of Digital Business Management, 1(4), 645–

662. https://doi.org/10.31933/dijdbm.v1i4.389 

Niati, D. R., Siregar, Z. M. E., & Prayoga, Y. (2021). The effect of training on work 

performance and Career Development: The role of motivation as 

intervening variable | niati | Budapest International Research and Critics 

Institute-Journal (BIRCI-Journal). https://www.bircu-

journal.com/index.php/birci/article/view/1940  

Nmadu, T., Idris, A., Aidelokhai, D. I., & Adamu, I. (2021, April 21). The effects of 

training on employee performance in an organization. Zamfara Journal of 

Politics and Development. 

https://zjpd.com.ng/index.php/zjpd/article/view/58  

Nur Affini, D., & Hikmah Perkasa, D. (2021). Relationship model of workload, 

work motivation, and work discipline on the performance of sharia banking 

employees in Jakarta. Dinasti International Journal of Digital Business 

Management, 2(5), 754-771. https://doi.org/10.31933/dijdbm.v2i5.949 

Nzimakwe, T. I., &  Utete, R. (2024, March). Staff training and employee 

performance: Perspectives of workplace Research Gate. 

https://www.researchgate.net/publication/379232587_Staff_training_and_e

mployee_performance_Perspectives_of_the_workplace  

Nzimakwe, T. I., & Utete, R. (2024). Staff training and employee performance: 

Perspectives of the workplace. International Journal of Business Ecosystem 

and Strategy (2687-2293), 6(1), 80–

86.https://doi.org/10.36096/ijbes.v6i1.475 

Olukunmi, L. O. (2024, March). DATA PROCESSING. Health Promotion and 

Environmental Health Education - Health Education. 

https://www.researchgate.net/publication/378693349_DATA_PROCESSI

NG 

Onuorah, A. N., Okeke, M. N., & Ikechukwu, I. A. (2019). Compensation 

management and employee performance in Nigeria. International Journal 

https://doi.org/10.31933/dijdbm.v2i5.949


 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 107 of 138 
 

of Academic Research in Business and Social Sciences, 

9(2).https://doi.org/10.6007/ijarbss/v9-i2/5552 

Oraby, M., & Elsafty, A. (2022, April). the impact of training on employee retention: 

An empirical research on the private sector in Egypt. Research Gate. 

https://www.researchgate.net/publication/359742966_The_Impact_of_Trai

ning_on_Employee_Retention_An_Empirical_Research_on_the_Private_

Sector_in_Egypt  

P. H., & Fetty, P. S. (2020, July 10) Investigating Success Factors on Employee 

Performance of Accommodation and Food Service Industry in Penang, 

Malaysia. International Journal of Business and Management, 4(5), 32–42. 

https://doi.org/10.26666/rmp.ijbm.2020.5.5 

Pearson, N., Naylor, P., Ashe, M. C., Fernandez, M., Yoong, S. L., & 

Wolfenden, L. (2020). Guidance for conducting feasibility and pilot studies 

for implementation trials. Pilot and Feasibility Studies, 6(1). 

https://doi.org/10.1186/s40814-020-00634-w 

Pembangunan Sumber Manusia Berhad (PSMB). (2018). Training incentives for 

Malaysian smes: An impact evaluation. International Journal of Human 

Resource Development: Practice, Policy & Research, 3(1), 73–88. 

https://doi.org/10.22324/ijhrdppr.3.103 

Pinto, P. (2024, May 21). Schein’s model: Unpacking organizational culture layers. 

LinkedIn. https://www.linkedin.com/pulse/scheins-model-unpacking-

organizational-culture-layers-pedro-pinto-6wpbf/  

Por, Z. en. (2023, April 3). Campus view:  compensation and benefits affect workers’ 

performance. The Edge Malaysia. 

https://theedgemalaysia.com/node/661859  

Pramono, A. C., & Prahiawan, W. (2021, November 26). Effect of training on 

employee performance with competence and commitment as intervening. 

APTISI Transactions on Management. 

https://ijc.ilearning.co/index.php/ATM/article/view/1742  

https://doi.org/10.1186/s40814-020-00634-w


 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 108 of 138 
 

Putra, R. S., Eliyana, A., Agustina, T. S., Khusnah, H., & Anshori, M. Y. (2024). 

The influence of workload and working environment on employee 

performance through job satisfaction as a mediation variable at CV. Kebab 

Bosman food Indonesia. Revista de Gestão Social e Ambiental, 18(5), 

e05633. https://doi.org/10.24857/rgsa.v18n5-088 

Qhisbullah, A., Mohyi, A., & Hilmi, L. D. (2023). The effect of workload and job 

satisfaction on outsourced employee performance. Jamanika (Jurnal 

Manajemen Bisnis dan Kewirausahaan), 3(01), 23-30. 

https://doi.org/10.22219/jamanika.v3i01.25448 

Rahaman, M. A., Gupta, A., Ali, A. I., Ali, M. J., & Taru, R. D. (2021). 

Identification of determining factors of employee performance of SME 

business. Academy of Entrepreneurship Journal, 27(6), 1-6. 

https://www.abacademies.org/articles/Identification-of-determining-

factors-of-employee-performance-of-sme-business-1528-2686-27-6-

632.pdf 

Raharjo, D. S., Widayati, C. C., Purnama, E. D., & Siahaan, C. Y. (2022). The effect 

of transformational leadership, workload, and compensation on employee 

performance. Advances in Social Sciences Research Journal, 9(11), 311-

324. https://doi.org/10.14738/assrj.911.13474 

Rahmat, A., & Christina, C. (2024, January 19). The Influence of Organizational 

Culture, Work Environment and Workload on Employee Performance. 

DINASTI INTERNATIONAL JOURNAL OF MANAGEMENT SCIENCE. 

file:///C:/Users/60167/Downloads/2214-Article%20Text-7748-1-10-

20240131%20(8).pdf  

Rahmawati, T., Fadli, U. M. D., & Ery, R. (2024, June). The effect of workload on 

employee performance with work stress as a mediating variable in Satuan 

Polisi pamong praja Kabupaten Bekasi. Research in Management of 

Technology and Business. 

https://publisher.uthm.edu.my/periodicals/index.php/rmtb/article/view/160

10  Rizky,  

https://doi.org/10.24857/rgsa.v18n5-088
https://doi.org/10.22219/jamanika.v3i01.25448
https://doi.org/10.14738/assrj.911.13474


 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 109 of 138 
 

Ramadhany, S. R., Taba, M. I., & Umar, F. (2020, June). The effect of training and 

job satisfaction on employee engagement and performance of Millennial 

Generation employees of PT Midi Utama Indonesia tbk in Makassar. 

International Journal of Innovative Science and Research Technology. 

https://www.ijisrt.com/the-effect-of-training-and-job-satisfaction-on-

employee-engagement-and-performance-of-millennial-generation-

employees-of-pt-midi-utama-indonesia-tbk-in-makassar 

Rashid, P. D. A., Hamzah, S. A. S., & Ramli, A. H. (2020, December 4). On-the-

job training versus off-the-job training: Impact on employee performance 

at franchise restaurants in Klang Valley. International Journal of Business 

and Economy. 

https://myjms.mohe.gov.my/index.php/ijbec/article/view/11405  

Razak, N. (2021, July 26). The effect of training, competence and work motivation 

on employee performance. Jurnal Economic Resource. https://jurnal.feb-

umi.id/index.php/JER/article/view/467  

Redy, M. (2023, January). Implementation of Social Exchange Theory in the 

Urgency of Compensation and Job Satisfaction in Improving Employee 

Performance. International Journal of Multicultural and Multireligious 

Understanding, 10(1), 641-650. 

http://dx.doi.org/10.18415/ijmmu.v10i1.4969 

Rinny, P., Purba, C. B., & Handiman, U. T. (2020). The influence of compensation, 

job promotion, and job satisfaction on employee performance of 

Mercubuana University. International Journal of Business Marketing and 

Management, 5(2), 39-48. https://www.researchgate.net/profile/Unang-

Handiman-

2/publication/362488344_The_Influence_Of_Compensation_Job_Promoti

on_And_Job_Satisfaction_On_Employee_Performance_Of_Mercubuana_

University/links/62ec76f245322476937dcdfb/The-Influence-Of-

Compensation-Job-Promotion-And-Job-Satisfaction-On-Employee-

Performance-Of-Mercubuana-University.pdf 



 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 110 of 138 
 

Said, B. (2024, April 4). The role of job satisfaction in mediating the workload on 

employee performance in the canned fish industry sector in Bitung City, 

North Sulawesi. Journal of Economics, Finance and Management Studies, 

07(04). https://doi.org/10.47191/jefms/v7-i4-06 

Salim, N. A., Sutrisno, S., Maango, H., Yusuf, M., & Haryono, A. (2023, November 

29). Employee performance and the effects of training and the Workplace. 

Jurnal Darma Agung. 

http://jurnal.darmaagung.ac.id/index.php/jurnaluda/article/view/2267  

Sannagy, P. B., & Hassan, R. (2023, October 9). Impact of training and development 

and employee engagement on employee performance among Medium 

Manufacturing Enterprises. Global Business Management Review 

(GBMR). https://e-journal.uum.edu.my/index.php/gbmr/article/view/20528  

Saputra, G. W., Kurniawati, K., Johan, A., & Sulistyan, R. B. (2023, September 29). 

Analysis of Employee Performance Improvement: The Role of Social 

Exchange theory. Wiga. 

https://ejournal.itbwigalumajang.ac.id/index.php/wiga/article/view/1129  

Schober, P., Boer, C., & Schwarte, L. A. (2018). Correlation coefficients. Anesthesia 

& Analgesia, 126(5), 1763–

1768.https://doi.org/10.1213/ane.0000000000002864 

SMEs in Malaysia: Training Landscape among SMEs (2019). 

https://hrdcorp.gov.my/wp-content/uploads/2021/03/11.-

issue_Sept01_2019-Human-Capital-Report-SMEs-in-Malaysia.pdf  

Setiawan, A., Nabela, N., & Indah, P. K. (2023, June). The Impact of Compensation, 

Work Discipline, and Work Motivation on Employee Performance (Case 

study on students working in the MSME sector). Economic Education and 

Entrepreneurship Journal, 6(1), 71–82. 

https://doi.org/10.23960/e3j/v6i1.71-82 

Shammout, M. (2021, November 11). The impact of work environment on 

employees  performance 



 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 111 of 138 
 

https://www.irjmets.com/uploadedfiles/paper/volume_3/issue_11_novemb

er_2021/16987/final/fin_irjmets1636223450.pdf  

Shamsudin, A., Ghapar, M. A., Ngah, N. E., & Adenan, N. D. (2023, April 9). SME 

performance: Examining the relationship between training and 

development, employee performance evaluation and rewards. International 

Journal of Academic Research in Business and Social Sciences. 

https://hrmars.com/index.php/IJARBSS/article/view/16531/SME-

Performance-Examining-the-Relationship-Between-Training-and-

Development-Employee-Performance-Evaluation-and-Rewards  

Sharif, K. I. M., Udin, Z. M., & Palak, A. A. (2023). RELATIONSHIP OF 

ATTITUDE OF EMPLOYEES IN SME PERFORMANCE IN 

MALAYSIA. Journal of Global Business and Social Entrepreneurship 

(GBSE), 9(27). 

Sheeraz, A., Sarwar, A., Zafar, A., & Zafar, M. (2021, January). (PDF) impact of 

compensation practices on employee job performance: An empirical study. 

Research Gate. 

https://www.researchgate.net/publication/342567436_Impact_of_Compens

ation_Practices_on_Employee_Job_Performance_An_Empirical_Study  

Silaban, R. L., Handaru, A. W., & Saptono, A. (2021). Effect of Workload, 

Competency, and Career Development on Employee Performance with 

Organizational Commitment Intervening Variables. The International 

Journal of Social Sciences World (TIJOSSW), 3(1), 294-311. 

http://doi.org/10.5281/zenodo.5091470 

Silveira, C. T., & Barreto, N. (2022). The impact of Trainnig and developemnt on 

employee engagement components in the service industry of Goa. 

International Journal of Special Education. 

http://www.internationaljournalofspecialeducation.com/submission/index.

php/ijse/article/view/943  

Singkali, E. K., Nagel, P. J. F., & Wulani, F. (2023, June). [PDF] job performance 

of administrative employee in Surabaya: The role of work environment and 

http://doi.org/10.5281/zenodo.5091470


 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 112 of 138 
 

Career Development. Semantic Scholar. 

https://www.semanticscholar.org/reader/12da55db1cc8692940a008c83fd8

e260aa67591b  

Siswanto, S., Supriyanto, A. S., Ni’mah, U., Asnawi, N., & Wekke, I. S. (2019). 

Does a workload influence the performance of bank employees? 

Management Science Letters, 639-650. 

https://doi.org/10.5267/j.msl.2019.2.007 

Sitopu, Y. B., Sitinjak, K. A., & Marpaung, F. K. (2021). The influence of 

motivation, work discipline, and compensation on employee performance. 

Golden Ratio of Human Resource Management, 1(2), 72–83. 

https://doi.org/10.52970/grhrm.v1i2.79 

SME VS Corporate: Who pays more?. Malaysiakini. (2023, September 8). 

https://www.malaysiakini.com/announcement/678528  

SMEs Corp. (2024, January). MSME Insights 2022/23 (new release). SME 

Corporation Malaysia. 

https://smecorp.gov.my/index.php/en/?option=com_content&view=article

&id=4918  

Sok, J., Blomme, R. J., De Ruiter, M., Tromp, D., & Lub, X. D. (2018). Home to 

work spillover and turnover intentions: The mediating role of training and 

development practices. European Journal of Training and Development, 

42(3-4), 246-265. https://doi.org/10.1108/EJTD-07-2017-0060 

Somu, H., Halid, H., Nasurdin, A. M., Lim, Y. Y., & Tan, C. L. (2020, May 18). 

Human Resource Management Practices (training and development, 

performance appraisal, and reward system) as latent predictors of job 

performance: A technology-based model development. Atlantis Press. 

https://www.atlantis-press.com/proceedings/abeats-19/125940416  

Spagnoli, P., Haynes, N. J., Kovalchuk, L. S., Clark, M. A., Buono, C., & Balducci, 

C. (2020, September 8). Workload, Workaholism, and Job Performance: 

Uncovering Their Complex Relationship. International Journal of 

https://doi.org/10.5267/j.msl.2019.2.007


 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 113 of 138 
 

Environmental Research and Public Health, 17(18), 6536. 

https://doi.org/10.3390/ijerph17186536 

Sridharan, M. A. (2024, January 20). Schein’s organizational culture model. Think 

Insights. https://thinkinsights.net/consulting/schein-organizational-culture/  

Sulistyan, R. B. (2020, August 26). Lecturer E-learning training: The role of Social 

Exchange theory. Empowerment Society. 

https://ejournal.itbwigalumajang.ac.id/index.php/eps/article/view/589  

Susanto, F. L., Maulani, A., Nuri, S. N., & Safrizal, H. B. A. (2023, October 23). 

The Effect of Financial Compensation and Non-financial Compensation 

towards the Performance of Civil Servants at Regional Financial and Asset 

Management Agency (BPKAD) of Bangkalan Regency. Proceeding 

International Conference on Economy, Management, and Business, 1(1), 

1278-1289. 

https://conference.trunojoyo.ac.id/pub/icembus/article/view/303 

Susanto, P., Hoque, M. E., Jannat, T., Emely, B., Zona, M. A., & Islam, M. A. (2022, 

June 21). Work-Life balance, job satisfaction, and job performance of 

SMES employees: The Moderating role of Family-Supportive Supervisor 

Behaviors. Frontiers in Psychology, 13. 

https://doi.org/10.3389/fpsyg.2022.906876 

Susiarty, A., Suparman, L., & Suryatni, M. (2019). The effect of workload and work 

environment on job stress and its impact on the performance of nurse 

inpatient rooms at mataram city general hospitalk. Scientific Research 

Journal, VII(VI). https://doi.org/10.31364/scirj/v7.i6.2019.p0619661 

Swedana, I. N. (2023). The role of workload and work motivation in influencing 

performance through job satisfaction. Jurnal Manajemen, 27(2), 401-427. 

https://doi.org/10.24912/jm.v27i2.1309 

Taherdoost, H. (2021, August). data collection methods and tools for research; a 

step-by-step guide to choose data collection technique for academic and 

business research projects. Research Gate. 

https://doi.org/10.31364/scirj/v7.i6.2019.p0619661
https://doi.org/10.24912/jm.v27i2.1309


 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 114 of 138 
 

https://www.researchgate.net/publication/359596426_Data_Collection_Me

thods_and_Tools_for_Research_A_Step-by-

Step_Guide_to_Choose_Data_Collection_Technique_for_Academic_and_

Business_Research_Projects  

Tasik, J. A. E. (2023, August 5). An influence of organizational culture and work 

environment on the performance health workers through motivation as an 

intervening variable. Jurnal Ekonomi. 

https://ejournal.seaninstitute.or.id/index.php/Ekonomi/article/view/2650  

Teoh, K. B., Cordova, M., Hor, S. N., Lim, C. H., Yeoh, L. K., Madhu, A., Warrier, 

U., Chan, J. J., Kee, D. M. H., Tan, F. E-Vern., Chia, J. X., & Chuah, Y. J. 

(2021). The Factors of Employee Performance: A Study of SearchNEasy. 

Asia Pacific Journal of Management and Education, 4(1), 82–96. 

https://doi.org/10.32535/apjme.v4i1.1053 

Teoh, M. F., Ahmad, N. H., Abdul-Halim, H., & Ramayah, T. (2022). Is Digital 

Business Model Innovation the Silver Bullet for SMEs Competitiveness in 

Digital Era? Evidence from a Developing Nation. Vision the Journal of 

Business Perspective, 097226292210747. 

https://doi.org/10.1177/09722629221074771 

Thapa, R. (2023, April). The Impact of Compensation towards Employees’ 

Performance: Employees’ Motivation as the Mediating Role. The Spectrum, 

1(1), 79–95. https://doi.org/10.3126/spectrum.v1i1.54942 

Toton, & Saptarini, V. (2022, July). The effect of the environment and work stress 

on employee performance. International Journal of Research and Review. 

https://www.ijrrjournal.com/IJRR_Vol.9_Issue.7_July2022/IJRR-

Abstract50.html  

Tummers, L. G., & Bakker, A. B. (2021). Leadership and Job Demands-Resources 

Theory: A Systematic Review. Frontiers in Psychology, 12(12). 

https://doi.org/10.3389/fpsyg.2021.722080 

https://doi.org/10.32535/apjme.v4i1.1053
https://doi.org/10.3389/fpsyg.2021.722080


 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 115 of 138 
 

Ugheoke, S. O. (2019, September 30). Organizational culture and employee 

performance: Moderation effect of transformational leadership style. 

Academic Journal of Business and Social Sciences. 

https://myjms.mohe.gov.my/index.php/AJoBSS/article/view/11652  

Vokshi, B. (2020, December). Effects of training on employee performance. 

International Journal of Economics, Commerce and Management. 

http://ijecm.co.uk/wp-content/uploads/2020/12/81216.pdf  

Wang, L., Song, F., & Zhong, C. (2021). High compensation and unethical 

reciprocity. Journal of Management, 48(8), 2223–2254. 

https://doi.org/10.1177/01492063211040557 

Wiguna, M. (2020, August 10). The effect of discipline and training toward 

employee performance. Almana : Jurnal Manajemen dan Bisnis. 

http://journalfeb.unla.ac.id/index.php/almana/article/view/1353  

Willie, M. M. (2023, June 9). (PDF) distinguishing between population and target 

population: A mini review. Research Gate. 

https://www.researchgate.net/publication/372078996_Distinguishing_Bet

ween_Population_and_Target_Population_A_Mini_Review  

Wu, Z. (2023, May 3). Developmental Human Resource Management Practices: 

Literature Review and Prospect. SHS Web of Conferences. 

https://www.shs-

conferences.org/articles/shsconf/abs/2023/14/shsconf_cike2023_02020/shs

conf_cike2023_02020.html  

Yani, A. S., Lukiyana, & Prasojo, R. E. (2024, June 3). The effect of employee 

training and development on employee performance moderated by Job 

Satisfaction in the north jakarta administrative city water resources 

department. IJHCM (International Journal of Human Capital Management). 

https://journal.unj.ac.id/unj/index.php/ijhcm/article/view/43700  

Yakubu, M. M., Abubakar, H., & Daniel, C. O. (2023, June 30). Effect of 

compensation on employee job performance of deposit money banks in 



 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 116 of 138 
 

Kano State, Nigeria. International Journal of Economics Business and 

Management Research, 07(06), 353–371. 

https://doi.org/10.51505/ijebmr.2023.7622 

Yang, W. & Alves, J. C. (2021). Impact Of HRM Practices on Employee Turnover 

Intentions Through Organizational Climate: A Social Identity Perspective. 

International Journal of eBusiness and eGovernment Studies, 13 (2), 260-

280. Doi: 10.34109/ijebeg. 202113215 

Yee, W. C., & Ee, S. L. (2018, July 15). SME policies and performance in Malaysia. 

SME Policies and Performance in Malaysia. https://www.iseas.edu.sg/wp-

content/uploads/pdfs/ISEAS_EWP_2018-3_ChinLim.pdf  

Yek, S. L., Ki, Y. P., & Lim, A. S. S. (2024). The Influence of Training And 

Development Towards Employee Performance and Turnover Intention 

Among Millennials in Malaysia. International Journal of Entrepreneurship 

and Management Practices, 7 (28), 39-62. 

Yimam, M. H. (2022). Impact of training on employees performance: A case study 

of Bahir Dar university, Ethiopia. Cogent Education, 9(1). 

https://doi.org/10.1080/2331186X.2022.2107301Work_Environment_and_

Work_Motivation_on_Employee_Performance  

Yuen, Y. Y., Teoh, M. Y., & Liew, J. X. (2021, April 10). Bibliomed. Employee’s 

Performance in Small and Medium Enterprises (SME). 

https://www.bibliomed.org/mnsfulltext/218/218-

1619458505.pdf?1631541690  

Zafar, M., Sarwar, A., Zafar, A., & Sheeraz, A. (2020). Impact of compensation 

practices on employee job performance: an Empirical study. In Advances in 

intelligent systems and computing (pp. 315–

324).https://doi.org/10.1007/978-3-030-49889-4_26 

Zahari, A. S. M., Kamaruddin, R., & BaniamIn, R. M. R. (2020, December). The 

Relationship Between Compensation Systems And Employee Performance: 

A Literature Review. International Journal of Arts Humanities and Social 



 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 117 of 138 
 

Sciences Studies, 5(12). 

https://www.ijahss.com/Paper/05122020/1179451327.pdf 

Zaid, W. M. A. B. (2019, April 20). The impact of job burnout on the performance 

of staff ... International Journal of Business and Social Science. 

http://ijbssnet.com/journals/Vol_10_No_4_April_2019/15.pdf  

Zhenjing, G., Chupradit, S., Ku, K. Y., Nassani, A. A., & Haffar, M. (2022, May 

13). Impact of employees’ workplace environment on employees’ 

performance: A multi-mediation model. Frontiers in public health. 

https://www.ncbi.nlm.nih.gov/pmc/articles/PMC9136218/  

Zia-ur-Rehman, M., Ansari, R. H., & Ali, H. (2020). Impact of Training on 

Employees’ Performance. Global Management Sciences Review, V(III), 

120-128. https://doi.org/10.31703/gmsr.2020(V-III).13 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 118 of 138 
 

Appendices 

Appendix 1: Questionnaire 
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Section A: Demographic 
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Section B: Dependent Variable - Employee Performance 

The following statement indicates the general information on employee 

performance. The numbers 1 to 5 reflect a scale, with 1 representing strongly 

disagree and 5 representing strongly agree. Please choose the option that best 

represents your view regarding that statement based on your opinion. 

Level of Agreement: 

1- Strongly Disagree; 2- Disagree; 3- Neutral; 4- Agree; 5-Strongly Agree 

 

 

 

 

 



 

 Impact of training, compensation, and workload on employee job performance in 

SMEs in Malaysia 

 
 

Page 123 of 138 
 

Section C: Independent Variable - Training 

The following statement indicates the general information on employee 

performance. The numbers 1 to 5 reflect a scale, with 1 representing strongly 

disagree and 5 representing strongly agree. Please choose the option that best 

represents your view regarding that statement based on your opinion. 

Level of Agreement: 

1- Strongly Disagree; 2- Disagree; 3- Neutral; 4- Agree; 5-Strongly Agree 
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Section D: Independent Variable - Compensation  

The following statement indicates the general information on employee 

performance. The numbers 1 to 5 reflect a scale, with 1 representing strongly 

disagree and 5 representing strongly agree. Please choose the option that best 

represents your view regarding that statement based on your opinion. 

Level of Agreement: 

1- Strongly Disagree; 2- Disagree; 3- Neutral; 4- Agree; 5-Strongly Agree 
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Section E: Independent Variable -Workload 

The following statement indicates the general information on employee 

performance. The numbers 1 to 5 reflect a scale, with 1 representing strongly 

disagree and 5 representing strongly agree. Please choose the option that best 

represents your view regarding that statement based on your opinion. 

Level of Agreement: 

1- Strongly Disagree; 2- Disagree; 3- Neutral; 4- Agree; 5-Strongly Agree 
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Appendix 2: Descriptive Analysis 

Demographic Profile: Gender 

 

 

Demographic Profile: Age 

 

 

Demographic Profile: Education Level 
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Demographic Profile: Monthly Income 

 

 

Demographic Profile: Ethnic Group 

 

 

Demographic Profile: Position 
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Demographic Profile: Location 
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Appendix 3: Reliability Test for Pilot Study 

 

Dependent Variable: Employee Performance 
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Independent Variable: Training  
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Independent Variable: Compensation  
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Independent Variable: Workload  
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Appendix 4: Correlations for Pilot Study 

 

Employee Performance Average & Training Average 

 

 

Employee Performance Average & Compensation Average 

 

 

Employee Performance Average & Workload Average 
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Appendix 5: Reliability Test for Actual Study 

 

Dependent Variable: Employee Performance 
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Independent Variable: Training 
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Independent Variable: Compensation 
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Independent Variable: Workload 
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Appendix 6: Multiple Linear Regression Analysis 

 

 

 

 

 

 

 

 

 


