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ABSTRACT 
Higher learning institution has always looks at the need of continuous competency among 
academicians performance in order to meet the continuous and demanding academic development. 
The study determines the effect of motivation, leadership and organizational culture on academicians 
work performance in selected private universities in Malaysia. Data were collected through a 
questionnaire and responses from 126 academicians provide for the research model. Leadership and 
motivation showed significant and positive correlation with academician performance whereas for 
organizational culture indicated otherwise as negative correlation. This study contributes towards 
organizational and national policy making for the academics in the higher learning institutions towards 
making Malaysia as worldwide educational hub. 
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INTRODUCTION 
The human resource related factors and employee well being has been linked with employee 

performance [34]. As stated by [15], performance is an important employment indicator.  
    By identifying factors that affect employees performance, it can improve recruitment, retention 

and organisation results [21]. According to [21], indicate the performance of the employees has 
significantly affected by different factors including individual, organisational, and job-related factors. 
This study focuses on organisational culture, motivation, leadership style examined on the 
academician’s performance in the education sector of Malaysia.  Performance is a measure of the 
effectiveness of the work of employees, the productivity of their production activities [25]. As noticed 
by [20], bearing in mind the specificity of the education industry, a feature of academician’s labour, the 
social significance of his work, research can confidently assert that the relationship between 
performance and salary in education has its own characteristics. The performance theory argues that 
the work in the form of wages gets the full product of labour used as the theoretical framework of the 
study.  

As per [1], most American workers under more and work better, if they will be able to participate in 
decision issues affecting their job. It is not surprising that workers also felt that additional effort on 
their part should be rewarded and recognised. [35], his review found that stressful situations affect 
worker performance and the organisation. Conflicts between individuals and groups of workers also 
have an adverse impact on performance, because it diverts energy from activities aimed at achieving 
the goals of the organisation. 

RELATIONSHIP BETWEEN LEADERSHIP AND ACADEMICIANS PERFORMANCE 
 As composed by [37] and[38] one of the roles of leadership is to ensure the duration of constant 

work, the performance of certain systems and processes, continuous customer satisfaction, quality, and 
profitability. It is possible to move forward only when there is a stable base.   
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      [38]leadership aimed at maintaining high performance, focused on improving the efficiency, 
quality, ensuring optimal performance functioning of systems and processes, providing the conditions 
for acquisition of staff with adequate skills and maintain quality. It is focused on optimising results 
with available resources. Its purpose is to make the organization more efficient, to achieve the goals 
and objectives, respect for continuity, achieve more with lower cost, guarantee a right attitude to 
people, strict and efficient company management. Therefore, it is hypothesised that: H1: There is 
significant relationship between leadership and academicians’ performance  

EFFECT OF ORGANISATIONAL CULTURE ON ACADEMICIANS PERFORMANCE 

The way of life of the association ought to be created to bolster constant change in representatives 
'execution so workers can relate to the qualities, standards, and curious of the association, henceforth 
the requirement for authoritative culture [24]. For example, [36], discovered that the execution of a 
decent remunerating framework and consistent inspiration urges the representative to do best to target 
accomplishments of the association, rather than giving more concentrate on structures and strategies. 
Prior reviews demonstrated a relationship between hierarchical culture and workers 'execution. [19], as 
referred to in [2], contended that authoritative culture is innately associated with hierarchical practices 
which impact workers 'execution, yet [13] battle that hierarchical culture can improve representatives 
'execution if what manages it can be caught on. As indicated by [40], the different qualities and 
convictions based upon worker execution help in association affiliation.  

In another review, [41] on the effect of hierarchical culture on worker execution and profitability, the 
outcomes demonstrated a positive relationship between a solid culture and execution change. It was in 
this manner on the premise of this review; authoritative culture positively affects the employees ‘job 
execution. Schein (1990), as cited to in [42] additionally expresses that an association standards and 
qualities strongly affect every one of the individuals who is joined to the association and, as 
considered by the researcher, standards are undetectable. Therefore, it is hypothesised that: H2: There 
is significant relationship between motivation and academicians’ Performance  

EFFECT OF MOTIVATION ON ACADEMICIANS 
PERFORMANCE 

Inspiration is the most important variables efficient hierarchical execution. Worker inspiration is one 
of the strategies of directors to increment strong occupation administration among representatives of 
associations [29]. A propelled representative is responsive to the clear objectives and goals people 
must accomplish, along these lines people coordinate its endeavours in that heading. Representative 
inspiration and execution are entering calculate advancing a business. Proprietors, leaders, and chiefs 
know real inspiration prompts to better implementation and higher efficiency yet may depend on the 
wrong instruments that will make disappointment among representatives and prompts to poor 
execution. Inspiration builds the ability of the specialists to work, therefore expanding adequacy of the 
association. Association objective is to create spurred representatives and bolster their confidence 
regarding their works for better execution [29]. Therefore, it is hypothesised that: H3: There is 
significant relationship between Organisational Culture and Academicians Performance  

!  
Figure 1. Research Framework 

   
METHODOLOGY, DATA ANALYSIS AND INTERPRETATION 

Figure 1 indicates the research framework for this study. To test hypothesis quantitative and primary 
data were collected from academicians’ in several universities in Malaysia. Thus, the organisational 
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factors (independent variables: organisational culture, motivation, leadership) affecting to 
academicians’ performance (dependent variable). However, research has a limitation on time, therefore 
research testing relation between independent and dependent variables at present time, and adopting 
cross-sectional study. There are 400 questionnaires were distributed. However, 126 valid responses 
were collected. 

There are several sections of research questionnaire. The first part of the device addressed issues of 
demographic information, section two addressed organisational culture, section three addressed 
leadership, section four addressed motivation, and section five addressed employee performance. 
Respondents are asked to indicate the extent of their agreement or disagreement with the specified 
statement by using a five-point Likert scale to answer options ranging from minimum to maximum. 
The questionnaire was used for the main data collection.  Sampling which is used for this research was 
non-probability simple random sampling [26]. The estimated number of academicians in high 
education industry of Malaysia is 18018 [22]. The sample size was conducted by using online sources. 
The calculated sample size (based on Raosoft analysis) was 377 with 5% of margin of error and 95% 
of confidence level.  

ANALYSIS AND RESULT 
. 
The variables were tested for consistency and reliability testing, and the Cronbach alpha was 

presented in Table 1. The Cronbach alpha value is 0757- 0.834, as shown in Table 2. Since [12] 
explains that the safety factor is acceptable, when the Cronbach alpha value is greater than 0.7, 
whereas this study consists of a factor exceeding 0.8, which is even better for the reliability and 
consistency of the result. 

Table 1. Reliability Statistics 

Normality test obtained in this study as shown in Table 2 p-value for observations of organisational 
culture, motivation, leadership, and performance columns amount of α-level >0.05 and, therefore, with 
a certain probability, it can be argued that the distribution of the observed values is normally 
distributed. 

Table 2. Normality test 

PROFILE OF THE RESPONDENTS 
The survey was conducted to gain knowledge on which factors affecting to increase academicians’ 

performance among private universities in Malaysia.  This study distributed 400 questionnaires, and 
after removing 24 questionnaires that were invalid, there were 126 valid questionnaires Refer to the 
questionnaire, Section A asked about personal information of the respondent, such as age, 
qualification, experience, gender. Thus, in section B the respondents gave their opinion on how factors 

 Variables Cronbach's Alpha N of Items

Organisational culture 0.715 5

Motivation 0.788 5

Leadership 0.814 7

Performance 0.717 5

Variables Statistic N Sig.

Organisational culture 0.589 126 0.29

Motivation 0.703 126 0.44

Leadership 0.537 126 0.64

Performance 0.483 126 0.05
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like leadership, organisational culture and motivation plays role in increasing academicians’ 
performance. The survey is adopted from previous studies where these factors are a key element of 
research. The Table 3 below shows the breakdown of academicians by age, gender, qualification, 
working experience, position, and nationality. 

Table 3. Respondent’s profile, in frequency and percentage 
               (%) 

        Variable F r e q -
uency

Percentag-e 
(%)

Cumula t i -
ve Percentage

Age 

21-30 22 17.5 17.5

34-40 52 41.3 58.7

41-50 46 36.5 95.2

above 50 6 4.8 100

Gender 

Male 56 44.4 44.4

Female 70 55.6 100

Race 

Malay 33 26.2

Chinese 53 42.1

Indian 23 18.3

Other 17 13.5

Position title 

Lecturer 17 13.5 13.5

senior lecturer 33 26.2 39.7

Assistant professor 30 23.8 63.5

associate professor 39 31.0 94.4

Professor 7 5.6 100

Working experience 

below 10 28 22.2 22.2

11-20 58 46.0 68.3

20 above 40 31.7 100

Qualification 

Diploma 1 8 0.8

Degree 28 22.2 23.4

master degree 46 36.5 60.5

Doctorate 45 35.7 96.8
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ORGANISATIONAL CULTURE 
Table 4. Itemised for organisational culture, in percentage  (%) 

Note: 1=Strongly Disagree; 2=Disagree; 3=Neutral; 4=Agree; 5=Strongly Agree 

The dimension of organisational culture is determined by using five statements as shown in Table 4, 
63.5% of the respondents agreed that they expect to have more responsibility to increase individual job 
performance. Likewise, 61.9% of academicians perceive that they are flexible and adaptable when 
changes are necessary for the organisation and 55.6% of them are honest in any situation in the 
workplace. Thus, most of the academicians feel free to voice to top management which is 50.8% of 
overall population size. Hence, 40.5% of research respondents would be happy to spend the rest of 
career in the current workplace.  

MOTIVATION 
Table 5. Itemised for motivation, in percentage (%) 

Note: 1=Strongly Disagree; 2=Disagree; 3=Neutral; 4=Agree; 5=Strongly Agree 

As demonstrated in Table 5, over fifty percent of respondents agreed that when employee put more 
effort into the job, the quantity and quality of work go up and salary level motivates employees to stay 
with the current organisation. Moreover, 31.0% of the respondents neutral that level of effort 
determines the quantity and quality of work. 

Post Doctorate 4 3.2 100

N Statement               
1

            
2

             
3

             
4

             
5

Organisational culture 

A1 Honest  0.0 1.6 21.4 55.6 21.4

A2 free voice 4.0 2.4 20.6 50.8 22.2

A3 Responsibility 0.0 4.8 11.1 63.5 20.6

A4 Changeable 0.8 4.0 5.6 61.9 27.8

A5 Happy with workplace 5.6 13.5 28.6 40.5 11.9

N Statement 1 2 3 4 5

            Motivation

B1 Q u a n t i t y a n d 
quality 

2.4 23.8 31.0 31.0 11.9

B2 Effort 1.6 21.4 31.0 32.5 13.5

B3 N o e f f e c t o n 
quantity 

2.4 15.9 31.7 31.7 18.3

B4 More effort 1.6 4.8 19.8 53.2 20.6

B5 Salary 1.6 2.4 23.8 50.0 22.2
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 LEADERSHIP 
Table 6. Itemised for leadership, in percentage (%) 

Note: 1=Strongly Disagree; 2=Disagree; 3=Neutral; 4=Agree; 5=Strongly Agree 

According to Table 6 majority of the academicians agreed that superior tells group members what 
they are supposed to do (48.4%) 60.3% of academicians agreed that superior helps others feel 
comfortable in the group. Likewise, over sixty percent of academicians agreed that superior shows 
flexibility in making decisions and encourages group members to do quality work. Thus, from 52.4% 
to 57.9% of academicians agreed that superior acts friendly with members of the group makes 
suggestions on how to solve problems, and develops a plan of action for the group. 

ACADEMICIANS’ PERFORMANCE 

Table 7. Itemised for academicians’ performance, in  percentage (%) 

Note:1=StronglyDisagree;2=Disagree;3=Neutral;4=Agree;5=StronglyAgree  

To measure performance five statements are used. Table 8 showed most of the respondents agreed 
that they do work on time and spend available time for other activities and work dependably, neat, and 
accurately. In addition, more that 50 % of them agreed that they promote feelings of self-esteem, 
goodwill and carry out job functions without either having to request superior assistance or requiring 
superior intervention, and their volume of work produced under normal conditions is high. 

Table 8.  Correlation table of performance with independent  variables 

Statement 1 2 3 4 5

group 0.0 8.7 27.8 48.4 15.1

Help 0.0 3.2 15.9 60.3 20.6

Act friendly 0.8 4.0 19.0 57.9 18.3

Suggestion 0.0 5.6 24.6 54.0 15.9

Plan of action 0.0 3.2 27.0 52.4 17.5

Flexibility 0.8 0.0 10.3 69.0 19.8

Encourage 4.0 5.6 12.7 61.9 15.9

N Statement 1 2 3 4 5

Perf.

D1 Time 0.0 0.0 7.1 61.1 31.7

D2 Accurately 0.0 0.8 11.1 60.3 27.8

D3 Volume 0.8 2.4 21.4 54.0 21.4

D4 Goodwill 0.0 0.0 7.9 59.5 32.5

D5 Job functions 2.4 2.4 11.9 53.2 30.2

Variable Motivation Organisational 
Culture

Leadership Perform
ance

Motivation 1
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Note: ** =p≤0.01, * =p≤0.05 

Table 8 showed all the independent variables, including organisational culture, motivation, and 
leadership have a correlation with the dependent variable, academicians’ performance. More 
specifically, there was a very significant correlation found between motivation and performance (r= 
0.623; p≤0.01). Moreover, at the same time, independent variables such us: leadership and 
organisational culture have a significant correlation with dependent variable academicians’ 
performance (r=0.539, r=0.424; p≤0.01).  

Table 9 is the summary table of multiple regression analysis in academicians’ performance. Two 
independent variables of this study showed a positive significant relationship with performance. 
Multiple regression is an extension of simple linear regression that used for measuring the overall fit 
(variance explained) of the model and the relative contribution of each of the independent variables or 
predictors to the total variance explained.  

Table 9.  Summary of Multiple Regression Analysis for Academicians’ Performance 

The F statistic for the overall goodness of fit of the model is 34.7, which is significant at α =0.01. 
After excluding the non-significant variables, the final regression model produced by entering method 
for performance is: 

Academicians’ Performance = 1.903+ 0.010 organisational culture +0.315 motivation + 0.274 
leadership. 

This model explains 44.8 % of the variance in academicians’ performance. This indicates that 44.8% 
of the dependent variables (academicians’ performance) was explained by the linear combination of 
the three predictor variables: motivation, leadership, organisational culture. Among the three predictor 
variables, motivation was found to contribute more significantly towards academicians’ performance. 
Of the three predictor variables, two variables have shown the positive relationship (leadership) with 
academicians’ performance. However, last independent variable (organisational culture) showed a 
positive relationship, but not significant 0.888 with academicians’ performance. Therefore, motivation 
and leadership are that predictors which contribute more significantly towards academicians’ 
performance among Malaysian private universities. 

Table 10.  Result of Hypothesis Testing 

Organisational 
Culture

0.539** 1

Leadership 0.487** 0.525** 1

Performance 0.623** 0.424** 0.539** 1

Model U n s t a n d a r d i z e d 
Coefficients

Standardi-
z e d 
Coefficients

t Sig.

B S t d . 
Error

Beta

1

(Constant) 1.903 .256 7.423 .000

A-Organisational      
Culture .010 .069  .012 .1420 .888

B-Motivation .315  .055  .468 5.680 .000

C-Leadership .274  .073  .305 3.743 .000

a. Dependent Variable: D-Performance (r square=44.8; df=3; 
 F=34.754; p=0.000) 
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In the hypothesis testing, as given in Table 10, hypothesis 1 was not accepted. However, two null 
hypotheses were rejected. The finding showed two independent variables (motivation, leadership) 
have a significant positive relationship with the dependent variable (academicians’ performance). 
Organisational culture does not indicate the relationship on academicians’ performance in Malaysian 
private universities. Therefore, first, the null hypothesis was rejected.  

DISCUSSION 

The study found positive significant correlation of performance with all independent variables 
(organisational culture, motivation, leadership). Among all, the strongest correlation within the 
framework is motivation and academicians’ performance, with a correlation value of 0.623. In other 
words, motivation has the strongest correlation towards the performance among three private 
universities in Malaysia. Overall, there was a significant correlation of performance with leadership 
and organisational culture-independent variable (r=0.539, r=0.424; p≤0.01), (Table 10). In the nutshell, 
independent variables: motivation, leadership, and organisational culture have significant correlation 
towards academicians’ performance among private universities which were in Malaysia.  

After collecting data and research analysis this research concludes, that the determinant 
organisational factor which affecting to increase academicians’ performance in three private 
universities of Malaysian education industry is motivation. Thus, based on correlation result, 
motivation effect and can increase academicians’ performance by 62%. 

The next objective of the study is to find out how leadership affects to the academicians’ 
performance. Therefore, the research found that there is a significant relationship between leadership 
and performance r=0.000, which means that for academicians important and very specific privilege is 
understanding superior and the ability to directly understand the problem of the individual 
academician and go to meet him. Superior should guide the efforts of groups and individuals to 
achieve certain goals facing the university. Moreover, the leader must always be prepared to evaluate 
and, if necessary, the appropriate change management. Therefore, the superior must learn to use all 
styles, methods, and types of impact, most suitable for the situation to increase performance in the 
workplace. According to [6], in their research on leadership in University of Michigan all superiors are 
trying to improve their team, however, the majority is seeking old methods.  
        Hence, this research has similar findings with earlier scholars, therefore, it can be concluded, If 
the company introduces a positive and conscientious practice, it reaches higher levels of organisational 
performance, greater productivity, greater profits for themselves. The better the relationship, the more 
impact - the involvement of personnel, performance, job satisfaction. 

Therefore, it was found that there is a significant relationship between motivation and performance 
r=0.000. Thus, salary, her size and regularity of payment are factors which may contribute to the 
formation and strengthen high performance in an organisation. Therefore, found that a higher salary is 
the main and the main motive for a job change. Salary is a significant factor influencing the complex 

Statement Findings Result 

H1 There is  significant relationship between 
organisational culture and academicians’ 
performance

r=0.88,      
p>0.05

           rejected 

H2 There is significant relationship between 
motivation and academicians’ performance  

r=0.00,  
p≤0.05

       accepted

H3 There is significant relationship leadership 
and academicians’ performance 

r=0.00,  
p≤0.05 

        accepted
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relationship of the academician to the university. However, data analysis research showed a direct 
correlation to the performance (the bigger the benefits noted respondents, the more common positive 
feelings toward their work. Set key benefits to employee sense of performance in their organisation 
and are the motivation: to use funds (technical, communication, resource, etc.). Moreover, convenient 
schedule of work, timely payment of wages, proximity to home are several affecting factors under 
motivation. At the same time, the research found that there is a significant relationship between 
leadership and performance, which means that for academicians important and very specific privilege 
is understanding superior and the ability to directly understand the problem of the individual 
academician and go to meet him.   

The research finds out that there is no relationship between organisational culture and academicians’ 
performance r=0.88. Therefore, multiple regression tests found that for academicians of three 
universities that organisational culture does not play an important role. Therefore, organisational 
culture not affecting to academician’s performance in Malaysia. 

The findings were consistent with previous studies such as [18], found organisational culture has a 
significant positive influence on the performance of employees in College of Computing and 
Information Sciences (CoCIS), Makerere University. This research finds out that relationship between 
stuff in workplace play important role and employees can become family members and college will be 
the not just workplace. [18], study findings are in the same position and result with earlier scholars [3], 
who found that organisational culture has a positive effect not only on individual performance but also 
to the organisational performance itself. Moreover, organisation’s norms and values considered and 
based on different cultures. 

CONCLUSION 

According to specialists, two-thirds of the growth of employee performance is ensured through 
technical progress. Technical progress includes not only new production methods but also new forms 
of management and organisation of production, under technical progress means the discovery of new 
knowledge, allowing a new combine these resources to increase the final output. A special place 
among the factors of performance growth holds education and training. Investment in human capital is 
an important productivity tool. Another important factor is the working conditions. It is the totality of 
the factors of the production environment, affecting the health, human health, developing it as an 
individual, on the results of his work. 
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