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ABSTRACT 

 

Demographic characteristics such as age, gender and level of education, training, 

organizational commitment, knowledge sharing and work-life balance are the important 

variables as an independent variable that closely related with job satisfaction and job 

performance. On the other hands, some of the independent variables are mediating the 

relationship between independent variables and job performance as dependent variable with 

job satisfaction as a mediator. This study examined the direct relationship between 

independent variables with dependent variable and using mediation variable. In addition, this 

study focusing on staff from SMK Sri Tapah (N = 76). Through this study, there is three age 

group (below 30 years old, 31 years old – 40 years old and 41 years old and above) included 

and there are also five level education involved which are SPM, STPM/Matriculation, 

Diploma, Degree and Master’s Degree. On the other hand, 21 respondents were male while 

55 respondents were female. Both male and female. The data of all variables (independent 

variables, mediator and dependent variable) were analysed by SPSS for direct relationship 

while SmartPLS for mediation analysis.  

 

 

Keywords: Demographic Characteristics, Age, Gender, Level of Education, Training, 

Organizational Commitment, Knowledge Sharing, Work-life Balance, Job Satisfaction, Job 

Performance 
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ABSTRAK 

 

Ciri-ciri demografi seperti umur, jantina dan tahap pendidikan, latihan, komitmen 

organisasi, perkongsian pengetahuan dan keseimbangan kerja-kehidupan adalah pemboleh 

ubah penting sebagai pemboleh ubah bebas yang berkait rapat dengan kepuasan kerja dan 

prestasi kerja. Sebaliknya, beberapa pemboleh ubah tidak bersandar menjadi perantara 

hubungan antara pemboleh ubah bebas dan prestasi kerja sebagai pemboleh ubah bersandar 

dengan kepuasan kerja sebagai orang tengah. Kajian ini mengkaji hubungan langsung antara 

pemboleh ubah bebas dengan pemboleh ubah bersandar dan menggunakan pemboleh ubah 

pengantaraan. Di samping itu, kajian ini memfokuskan kepada staf dari SMK Sri Tapah (N = 

76). Melalui kajian ini, terdapat tiga kumpulan umur (di bawah 30 tahun, 31 tahun - 40 tahun 

dan 41 tahun ke atas) yang disertakan dan terdapat juga lima tahap pendidikan yang terlibat 

iaitu SPM, STPM / Matrikulasi, Diploma, Ijazah dan Ijazah Sarjana. Sebaliknya, 21 

responden adalah lelaki manakala 55 responden adalah perempuan. Lelaki dan wanita. Data 

semua pemboleh ubah (pemboleh ubah bebas, mediator dan pemboleh ubah bersandar) 

dianalisis oleh SPSS untuk hubungan langsung sementara SmartPLS untuk analisis mediasi. 

 

 

Kata kunci: Ciri-Ciri Demografi, Umur, Jantina, Tahap Pendidikan, Latihan, Komitmen 

Organisasi, Perkongsian Pengetahuan, Keseimbangan Kerja-Kehidupan, Kepuasan Kerja, 

Prestasi Kerja
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CHAPTER ONE 

INTRODUCTION 

 

1.1 Background of Study  

 

Training is really important in every organizations because training the most crucial 

development of the organization and its success. Training is the main opportunity of all 

employees to expand their basic knowledge. Through training, it can improve employee 

performances where they had a suitable training provided to them. So, they are able 

to perform their job better than before. Plus, by getting more understanding through training 

about their responsibilities within the role, it would build the employee’s confidence. 

Additionally, the confidence is not only enhancing their performance and had a benefit, but 

it contributed to the company productivity. It would be a win-win situation. Employees 

that are highly competent and getting in a higher position of the changing industry standards 

help your company hold a leader’s a position and strong rival within the industry and 

continue to persist competitive in the industry.  

  

On the other hand, training is very important in this era because the most of the business 

sector are using technology to ensure their business run smoothly. In order to 

remain survive in providing a new service the people and able to face many challenges from 

every inch of organization around the world, the organization must be ready from all aspects. 

Plus, in maintaining the organization to remain competitive and sustain in a dynamic 

environment are not easy because the organization need to a step ahead to make futuristic and 

advance improvement. On top of that, in achieve the organization goals through the 

excellence result of the employee performance, the organization must prepare their employee 

by providing complete training program and acknowledge the job performance to by giving 

them a sense of job satisfaction. As stated by Armstrong (2001) where “Training will 

perceive the systematic development of the knowledge-skills and attitudes that required by an 

individual to perform adequately to given task or job”. Through a previous study 

where Naita et.al (2009) mentioned the employees will get more thought in moving to other 

workforce within or out of their organization if they are less satisfied with the content they 

have high job performance.  

  



2 
 

Organizational commitment is one of the most basic concepts that has been explore 

which relate to the motivation and productivity of the workforce in an organization since it 

cannot be underrated. This is because researcher believes that employee with a strong 

organizational commitment are work harder in order to contribute into their organization’s 

performance. According to Robbins (2011), organizational commitment can be define as “a 

state in which the employee identifies with a particular organization and its goals, 

and wishes to maintain membership in the organization”. On the other hand, organizational 

commitment plays an important role in determining which employees that will remain with 

the organization for a longer period and work passionately in achieving the organization’s 

target. According to Benkhoff (1997), organizational commitment is a major variable in 

clarify work-related behaviour and its impact on performance. So, in linking to the issues, the 

main reason of this study will be the impact of training and organizational commitment on 

job performance among the employees in an organization.  

 

 Next, knowledge sharing is also important in strengthening our job performance. 

Knowledge sharing teaches to be better. This is because with the sharing of knowledge, one 

will be more diligent in digging for more useful knowledge to share with other friends. 

Furthermore, through the sharing of knowledge, one can exchange knowledge with each 

other where we will acquire a new knowledge. It can be said where more you give, more you 

will get back. On the other hands, according to (Masa’deh, Obeida, & Tarhin, 2016), 

knowledge sharing can thus be enhanced by understanding what motivates employees to 

share knowledge. These motives may include personal growth, operational autonomy, 

achievement of task, money, sense of accomplishment, recognition, challenge, responsibility, 

and the opportunity for promotion (S.M Tseng, 2011). 

 

Last but not least, work-life balance also affects a person's behaviour and work 

performance. This is because it is closely related between emotions and behaviour with the 

results of our work. If our emotions are in a positive phase, it indirectly has a positive effect 

on our work. Indirectly, it affects the development of productivity in the organization. If the 

emotion is in the negative phase, it happens the opposite. According to (Bataineh, 2019), a 

person can live a life that is happy, healthy and successful when there is work-life balance. 

employee who feel good and deal with less stress at work and at home are more likely to 

experience satisfaction towards their work, and this can significantly affect their well-being 

and also their organization (Bataineh, 2019). 
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1.2 Statement of Problem  

 

Job performance of the employee is an important element to increase industry 

productivity and build a good reputation for the outsider that the company having good 

relationship between employees. But, what are the factors that influences the employee’s 

performance? Is it demographic characteristics such as age, gender and level of education 

affect the job performance? Are training and organizational effect the job performance and 

mediates by job performances? The studies done by Saks & Waldman, (1998) between age 

and job performance showed a negative relationship between age and job performance. This 

is because Saks & Waldman, (1998) stated perhaps the accounting profession may not be 

choice of some older newcomers who have chosen it as an alternative to other professions not 

work out for them; whereas, it may more likely be the first choice for younger newcomers 

who have not job-hopped. Similarly, older newcomers may have failed in other professions 

turned to accounting as an acceptable alternative (Saks & Waldman, 1998). Thus, they may 

be less proficient and/motivated than younger newcomers (Saks & Waldman, 1998). Job 

hoppers might also be more 'frozen' in terms malleability and willingness to learn and change 

compared to younger newcomers experiencing organizational entry and socialization (Saks & 

Waldman, 1998).   

  

Unlike the study done by Hendrawijaya, Imsiyah, & Gumanti, (2019) where the finding 

of this study proved that age has a positive and significant effect on employee’s performance. 

According to Hendrawijaya, Imsiyah, & Gumanti, (2019), the useless performance relates to 

a person’s ability to make decisions, think rationally, control emotions, and tolerate the views 

of others, thus affecting their performance. Plus, as cited by Hendrawijaya, Imsiyah, & 

Gumanti, (2019), they highlighted that their finding is not in line with Saks and Waldman 

(1998) or Fauzilah (2012), but, it is in support of Ng and Feldman (2013) and Chung, et al. 

(2015). It showing that the study between age and job performance give an inconsistent 

results.  

  

Next, gender also influences the employee’s job performances. According to Business 

Wire (2016) one gender does not received better performance ratings consistently than the 

other. However, determine that women receive a bit higher rating in some settings compare to 

the males who receive higher ratings in others. For example, women dominant in areas such 

as caring, building relationships and teamwork, while men dominant in risk management, 
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initiative, achievement orientation and self-confidence (Business Wire, 2016). The study 

done by Green, Jegadeesh, & Tang (2009) showed that women close one fewer stock than 

men do and tend to forecast less accurately on average compare to male counterparts. Other 

than that, this study showed that women are obviously more likely than men to be designated 

by Institutional Investor magazine as members of the All-America Research Team, which 

indicates that women surpass men from their clients’ perspective (Green, Jegadeesh, & Tang, 

2009).   

  

In this the other study performed by (Hendrawijaya, Imsiyah, & Gumanti, 2019) showed 

that gender is found to have a positive and significant effect on employees’ performance 

where women have a higher perception of performance than men. While study by (Joshi, 

1993) stated that this finding substantiates previous research findings as well as popular 

belief and perception that women workers are less committed to their company as compared 

to men workers. To a large extent, women's perceptions of the unfairness of rules and norms 

of the organisation and the low status of their jobs combined to produce these 

perceptions (Joshi, 1993). But, a study performed by (Shayo, 1997) showed that the gender 

study results show that women experience more limited career advancement than men even 

though women received similar rating of the job performance compare to men, while 

supervisors might less likely to attribute the performance of the female IS employees due to 

internal factors such as efforts and skills. So, this showed that the study between gender and 

job performance also showed an inconsistent result between male and female on job 

performance. There are also a study that showed a different/inconsistent results of study and 

consist of limited sources of study. For example, the area of study between level of education 

with job performance and also job satisfaction, organizational commitment with job 

satisfaction, job satisfaction that mediates the relationship between training and job 

performance and also job satisfaction mediates the relationship between 

organizational commitment and job performance show a limited resource of study. While the 

area of study that showed a differences or inconsistent results are age and job satisfaction, 

level of education on job performance and also job satisfaction and lastly job satisfaction with 

job performance.  

  

Other than that, there are a study that need a further study such as the impact of 

training and also organizational commitment on job performance. Even though the studies 

showed a positive result and have significant impact on job performance, the 
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studies was performed overseas and not in Malaysia. Plus, the main focus of studies focusing 

on different sector finance, public universities, oil and gas sector and others. For example, a 

study by Dabale, Jagero, & Nyauchi (2014) showed a positive relationship between training 

and performance by focusing on the case of Mutare City Council, Zimbabwe. While for the 

impact of organizational commitment on job performance’s study performed by Rafiei, 

Amini, & Foroozandeh (2014) highlighted that the role of organizational 

commitment give an impacts for a staff’s performance significantly in this organization and 

this study was conducted at Markazi Province, Iran.  

  

Last but not least, there are no previous studies that related to the demographic attributes 

among the populations, job satisfaction that mediates the relationship between age, gender 

level of education and job performance in a Malaysia context. By having no previous study 

that related topics, it’s hard to see the results of the study.  
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1.3 Objectives  

 

1.3.1 General Objective  

 

To explore on the relationship between demographic characteristics with job satisfaction 

and job performance and the relationship between training, organizational commitment, 

knowledge sharing and work-life balance on job performance mediating by job satisfaction as 

a mediator. 

 

 

1.3.2 Specific Objectives  

 

1) To determine the demographic attributes among populations of this study.  

2) To determine the relationship between age and job satisfaction.  

3) To determine the relationship between age and job performance.  

4) To determine the relationship between gender and job satisfaction.  

5) To determine the relationship between gender and job performance.  

6) To determine the relationship between level of education and job satisfaction.  

7) To determine the relationship between level of education and job performance.  

8) To determine the relationship between training and job satisfaction.  

9) To determine the relationship between training and job performance.  

10) To determine the relationship between organizational commitment and job 

satisfaction.  

11) To determine the relationship between organizational commitment and job 

performance.  

12) To determine the relationship between knowledge sharing and job satisfaction.  

13) To determine the relationship between knowledge sharing and job performance.  

14) To determine the relationship between work-life balance and job satisfaction.  

15) To determine the relationship between work-life balance and job performance.  

16) To determine the relationship between job satisfaction and job performance.  

17) To find out if job satisfaction mediates the relationship between training and job 

performance.  

18) To find out if job satisfaction mediates the relationship between organizational 

commitment and job performance.  
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19) To find out if job satisfaction mediates the relationship between knowledge sharing 

and job performance.  

20) To find out if job satisfaction mediates the relationship between work-life balance and 

job performance.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 




