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ABSTRACT

Purpose: The aim of this study was to investigate the relationship between workplace mindfulness, cognition,
emotion, behaviour and psychology on job performance. In addition, age was tested as the moderating factor
on the relationship between workplace mindfulness, cognition, emotion, behaviour and psychology on job
performance. Method: The research was conducted on nurses working in Malaysian government hospitals
among 127 respondents were chosen. Data was collected from the respondents using a structured
questionnaire. The data were analysed with factor analysis, reliability test and multiple regression analysis.
Results: Results indicated that only workplace mindfulness, cognition and behaviour had a positive
significant influence on job performance. Age moderated the relationship between the cognition, behaviour
and psychology positively and significantly on job performance. Contribution: The Malaysian government
hospital management is suggested to focus on these three factors in order to overcome job performance issue
among nurses.
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Psychology, Age

INTRODUCTION

Job performance has been declining over the past
years in the Malaysian health care industry among
nurses, due to several reasons. Shortage of nurses has
been identified to massively contribute to low job
performance, and the shortage was identified to be due
to two major reasons. From the year 2005 to 2010, ten
thousand nursing students graduated yearly. When the
announcement regarding the entry requirement was
made in August 2010 by the Malaysian Nursing Board,
the yearly number of nursing graduates dropped to less
than three thousand students. The entry requirement
increased from three credits to five credits, and the
National Higher Education Fund Corporation (PTPTN)
decreased their loans for nursing students (Ismail,
2017).

According to the World Health Organization
(WHO), the ratio of nurses to population should be

1:200, however, in Malaysia the ratio is 1:300; and ratio
of nurses to doctors should be 1:2.5, however in
Malaysia, the ratio is 1:2.10; indicating a huge shortage
of nurses. So, the current nurses’ job is extremely tough
as they manage more patients, which subsequently
affects their job performance (Goh, 2017).

To achieve World Health Organization (WHO) goal
with respect to nurse population ratio must be achieved
in order to provide excellent service to patients (Ling,
2015). Malaysia’s former Chief Nurse, Bibi Florina
Abdullah, referred the world today as an “oyster” for
nurses due to limited nurses in developing countries
with an ageing population (Augustin, 2017).

Malaysian Mental Health Association Deputy
President Datuk Dr Andrew Mohanraj said, that
Malaysian workforce started inheriting workplace-
related depression, and it could be Malaysia’s biggest
challenge as it is not easy to identify the problems due to
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hidden symptoms (Muthiah, 2017).

According to Dr. Ahmat Fakrudin, most nurses in
government hospitals were overworked due to the
shortage of nurses which makes their work more
challenging, causing them to quit from their profession,
due to stress and health issues (Andexer, 2016).

This study aimed to address job performance issue
from the view of workplace mindfulness, cognition,
emotion, behaviour and psychology and if age
moderates the relationship between these variables and
job performance among nurses in Malaysian
government hospitals. This study aimed to enhance job
performance among nurses in Malaysian government
hospitals.

METHODOLOGY

The research theoretical framework was formulated
based on the theory called RACE (Muthuveloo & Teoh,
2017), SWIM Strategic Management Process Model
(Muthuveloo & Teoh, 2014) and I-TOP Strategic
Agility Model (Muthuveloo & Teoh, 2013) as shown in
Figure 1. The independent variables consisted of
workplace mindfulness, cognition, emotion, behavior
and psychology. The dependent variable was job
performance and age was the moderating variable. The
research gap addressed in this research was age. As
previous studies found that age had a moderating effect
on job performance, this research addressed age as a
moderating variable to identify if it influenced the
relationship between the independent variables and the
dependent variable.
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Figure 1 : Theoretical Framework
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A structured questionnaire was used as the research
instrument. Data were collected via the convenient
sampling method through online survey. The online
questionnaire was distributed through emails to the
respondents whom were retrieved from the Ministry of
Health website and the response of the respondents was
submitted automatically. The minimum sample size
needed to analyze using IBM Social Sciences (SPSS)
Statistics Data Editor at 95% confidence level is 120.
Thus, 127 respondents received was enough to run the
analysis.

RESULTS

This statistical result which has been obtained from
the IBM Statistical Package for the Social Sciences
(SPSS) Statistics Data Editor software as below.

Respondents Profile

The profile of the respondents was based on the data
analyzed in descriptive analysis from 127 respondents.
In the demographic profile, the respondents were being
asked about their age, gender, marital status, academic
qualification, state and their nurse grade. Most of the
respondents were from the age group over 41 years (58
respondents, 45.7%) of the total respondents. The
second largest was 23 (18.1%) from the age group 26 to
30 years oldand 21 (16.5%) from the age group 31 to 35
years old; closely followed by 15 (11.8%) who were
ranging from 36 to 40 years old. The least number of
respondents was from the age of 21 to 25 years old
which 10 was (7.9%). There were no respondents for the
age group below 20 years old. The results indicated that
most of the respondents were elderly nurses in the
Malaysian government hospitals.

All the respondents were female 127 (100.0%). This
indicated that the females were the dominant gender in
the nursing industry in the Malaysian government
hospitals. The marital status of the respondents showed
that 98 (77.2%) of the respondents were married, whereas
28 (22.0%) were single and 1 (0.8%) was a divorcee.
Most of the respondents were Diploma qualified which
consist of 83 (65.4%), followed by nurses with a
bachelor's degree 35 (27.6%), then a master's degree 4
(3.1%), SPM 4 (3.1%) and STPM 1 (0.8%). No
respondents had a PhD/Doctorate degree. The
respondents were from all the thirteen states in Malaysia.
Most respondents were from three states, Perak 29
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(22.8%), Sabah 23 (18.1%) and Sarawak 20 (15.7%). The
respondents were also asked on the nursing grade they
belonged to. Majority of them were from Grade U32 54
(42.5%), followed by Grade U29 48 (37.8%), Grade U36
13 (10.2%) and Grade U41 12 (9.4%).

Goodness of Data

The dependent variable being analyzed using factor
analysis with regard to job performance. The
independent variable being analyzed using factor
analysis were workplace mindfulness, cognition,
emotion, behaviour and psychology. Table 1 showed the
results of factor analysis. The Kaiser-Meyer-Olkin
(KMO) measuring the sampling adequacy for job
performance, workplace mindfulness, cognition,
emotion, behaviour and psychology indicated enough
inter-correlation. The Barlett's Test of Sphericity was
significant for all variables. Both KMO and Barlett's
Test of Sphericity done for job performance, workplace
mindfulness, cognition, emotion, behaviour and
psychology indicated the dependent variable and
independent variables were reliable for further analysis.

Table 1: Results of Factor Analysis

Variables hfﬁjfl::-lz)lkin Bartlett's Test of Sphericity
(KMO) Approx. Chi- | df | Significance
Square

Job Performance 0.918 1486.592 45| 0.000
Workplace 0.951 2730.364

Mindfulness 105] 0.000
Cognition 0.931 1219.882 45| 0.000
Emotion 0.905 1211.267 45| 0.000
Behaviour 0.920 1035.306 45| 0.000
Psychology 0.894 992.728 45| 0.000

Reliability of Instrument

All the items have Cronbach's Alpha value more
than 0.90, hence all items were accepted and considered
excellently reliable as shown in Table 2.

Table 2: Results of Reliability Analysis

Factor No. of |No. of No. of Items| Cronbach’s
Item | Items Added| Deleted Alpha

Job Performance 10 0 0 0.963
Workplace 15 0 0 0.976
Mindfulness

Cognition 10 0 0 0.955
Emotion 10 0 0 0.950
Behaviour 10 0 0 0.932
Psychology 10 0 0 0.940

Mean of Key Research Variables

Table 3 showed the descriptive statistics that
includes the mean and standard deviation for
independent variables, dependent variable and
moderating variable. Both dependent and independent
variable were measured in 6 Likert scale. The 6 Likert
scale ranging from 1 being strongly disagree to 6 being
strongly agree. The dependent variable, job
performance mean value was 5.1866 and standard
deviation 0.84688. The highest mean value for
independent variable was behaviour at 4.9425
(standard deviation=0.74976), cognition at 4.9339
(standard deviation=0.80141), emotion at 4.8591
(standard deviation=0.91177), psychology at 4.6976
(standard deviation=0.88492) and workplace
mindfulness at 3.5407 (standard deviation=1.43359).
Moderating variable mean value was 4.6929 and
standard deviation 1.40584.

Table 3: Results of Descriptive Statistics

Variables Mean Standard N
Deviation

Job Performance 5.1866 0.84688 127
Workplace 3.5407 1.43359 127
Mindfulness

Cognition 4.9339 0.80141 127
Emotion 4.8591 091177 127
Behaviour 4.9425 0.74976 127
Psychology 4.6976 0.88492 127
Age 4.6929 1.40584 127

Multiple Regression Analysis

Multiple regression analysis was done to identify the
influence of independent variables towards dependent
variable and if the moderating variable impacted the
relationship between the independent variables and the
dependent variable predicated in the research objective
and research questions.

Multiple Regression Analysis without Moderator

Multiple regression analysis was used to investigate
the significance of the relationship between the
dependent variable and independent variables.
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Table 4: Summary of Multiple Regression Analysis without Moderator

R? Adjusted R? Model Standardized beta t-value | p-value VIF Sig. F Change | Durbin-Watson
0.414 0.389 Workplace 0.142 1.746 0.083** 1.356 0.000 1.799
Mindfulness
Cognition 0.355 3.085 0.003* 2.738
Emotion -0.075 -0.648 0.518 2.802
Behaviour 0.399 4.757 0.000* 1.451
Psychology -0.012 -0.124 0.902 2.093

Note: *-Significant at p<0.05; **-Significant at p<0.1

Table 4 above showed the results from multiple
regression analysis (MRA) tested on the model without
a moderator. R-square value was 0.414, which means
41.4% of the variation in job performance can be
explained by workplace mindfulness, cognition,
emotion, behaviour, and psychology. The Durbin-
Watson statistic was used to test the presence of serial
correlation among the residuals. Durbin-Watson
statistic was 1.799 which was approximately 2 indicated
no serial correlation.

The results indicated that the effects of workplace
mindfulness (=0.142, p<0.1), cognition (£=0.355,
p<0.05) and behaviour ($=0.399, p<0.05) showed a
positive significant influence on job performance and
the effect of emotion (f=-0.075, p>0.05) and
psychology (5=-0.012, p>0.05) showed a negative and
not significant influence on job performance. As such,
hypothesis H1, H2, and H4 were supported, whereas H3
and H5 were not supported. The VIF (variance inflation
factor) values for all independent variables were below
5, indicating that there was no problem of
multicollinearity (Besley et al., 1980).

Multiple Regression Analysis with Moderator

Multiple regression analysis was done to analyze the
significant interaction between the dependent variable
and the independent variables through the moderating
variable.

Table 5 showed the relationship of workplace
mindfulness on job performance was not conditioned by
the age level. The result showed the interaction effect
between workplace mindfulness and job performance
($=0.037, p>0.05.). Hence, age did not moderate the
relationship between workplace mindfulness and job
performance.
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Table 5: Interaction between Dependent, Independent
and Moderating Variable

Interaction Standardized | z-value | p-value| R?
beta

Workplace Mindfulness + 0.037 0.160 | 0.873 0.080

Age + Job Performance

Cognition + Age + Job 0.061 1.689 | 0.094%*| 0.301

Performance

Emotion + Age +Job 0.058 0.655 | 0.514 | 0.205

Performance

Behaviour + Age +Job 0.062 2911 | 0.004* | 0.363

Performance

Psychology + Age +Job 0.056 2.169 | 0.032*% | 0.210

Performance

Note: *-Significant at p<0.05,; **-Significant at p<0.1

Besides that, the relationship of cognition on job
performance was conditioned by the age level. The
result showed the interaction effect between cognition
and job performance (5=0.061, p<0.1). Hence, age
moderated positively and significantly the relationship
between cognition and job performance. At a low level
of age, the effect of cognition on job performance was
weak, at a higher level of age, the effect of cognition on
job performance was stronger.

The relationship of emotion on job performance
was not conditioned by the age level. The result showed
that the interaction effect between emotion and job
performance ($=0.058, p>0.05). Hence, age did not
moderate the relationship between emotion and job
performance.

The relationship of behaviour on job performance
was conditioned by the age level. The result showed
that the interaction effect between behaviour and job
performance (=0.062, p<0.05). Hence, age moderated
positively and significantly the relationship between
behaviour and job performance. At a low level of age,
the effect of behaviour on job performance was weak, at
a higher level of age, the effect of behaviour on job
performance was stronger.
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The relationship of psychology on job performance
was conditioned by the age level. The result showed the
interaction effect between psychology and job
performance (=0.056, p<0.05). Hence, age moderated
positively and significantly the relationship between
psychology and job performance. At a low level of age,
the effect of psychology on job performance was weak,
at a higher level of age, the effect of psychology on job
performance was stronger.

DISCUSSION

The objective of the study was to identify if
workplace mindfulness, cognition, emotion,
behaviour, and psychology impacted job performance
and moderating role of age. This study aimed to
enhance job performance among nurses in Malaysian
government hospitals.

Based on the multiple regression results, ten
hypotheses were tested where workplace mindfulness,
cognition, and behaviour were found to have a positive
significant influence on job performance and age
moderated the relationship between cognition,
behaviour, and psychology on job performance among
nurses working in the Malaysian government hospitals.

Workplace mindfulness was found to have a
positive significant influence on job performance
among nurses working in Malaysian government
hospitals, (#=0.142, p<0.1). Therefore, hypothesis H1
was accepted. The results aligned with the researchers
Dane & Brummel, 2013; Reb, et al., 2015; Bea et al.,
2018; Morgan et al., 2015; Good et al., 2016 who
concluded in their studies that workplace mindfulness
showed a significant positive impact on job
performance. Nurses working in the Malaysian
government hospitals have indicated that being
mindful at work was necessary to contribute to job
performance.

Based on the study done by Good et al., (2016),
workplace mindfulness had four dimensions which
were cognition, emotion, behaviour and psychology
and these dimensions were proven to have had a
positive significant impact on job performance.
However, in this study the dimensions were measured
individually; the results obtained from this research
only proved that two variables which were cognition
and behaviour, had a positive significant influence on
jobperformance.

Cognition had a positive significant influence on
job performance among nurses working in Malaysian
government hospitals, (5=0.355, p<0.05). The result
was aligned with the study done by Good et al., (2016)
where cognition had a positive significantimpact on job
performance. This also indicated that nurse's reactions,
thoughts, and feelings in a certain situation were
associated with their job performance. The ability to
remain calm and have positive thoughts during difficult
situations was vital for performing well. Hence,
hypothesis H2 was accepted.

Emotion has a negative but no significant influence
on job performance among nurses working in
Malaysian government hospitals, (f=-0.075, p>0.05).
The result contradicted with the study done by Good et
al., (2016) where emotion had a positive significant
impact on job performance. The results indicated that
nurses' emotional experience and emotional
expressions did not affect their job performance.
Hence, hypothesis H3 was not accepted.

Behaviour had a positive significant influence on
job performance among nurses working in Malaysian
government hospitals, (6=0.399, p<0.05). The result
was aligned with the study done by Good et al., (2016)
where behaviour had a positive significant impact on
job performance. Being responsible for the assigned
duties and helping each other under the nursing
community helped better job performance. An attitude
that posed benefit to the organization and went a step
ahead than their normal job scope significantly
influenced job performance among nurses in the
Malaysian government hospitals. Therefore, hypothesis
H4 was accepted.

Psychology has a negative but not a significant
influence on job performance among nurses working in
Malaysian government hospitals, (f=-0.012, p>0.05).
The results contradicted with the study done by Good et
al., (2016) where psychology had a positive significant
impact on job performance because nurses were very
much exposed to stressful situations and they were
aware of the work stress which was why stress did not
psychologically affect them in order to perform.
Therefore, hypothesis H5 was rejected.

As for the moderating effect, age did not moderate
the relationship of workplace mindfulness and job
performance among nurses working in the Malaysian

THE MALAYSIAN JOURNAL OF NURSING | VOL.11(1) July 2019 | 7



mN ANTECEDENTS OF JOB PERFORMANCE AMONG NURSES

government hospitals, (5=0.037, p>0.05). Therefore,
hypothesis H6 was not supported.

Age moderated the relationship of cognition and
job performance among nurses working in the
Malaysian government hospital, (5=0.061, p<0.1).
Therefore, hypothesis H7 was supported. Age did not
moderate the relationship of emotion and job
performance among nurses working in the Malaysian
government hospitals, (5=0.058, p>0.05). Therefore,
hypothesis H8 was not supported.

However, age moderated the relationship of
behaviour and job performance among nurses working
in the Malaysian government hospitals, $=0.062,
p<0.05). The results contradicted with the study done
by Zacher (2015) and Griffin et al., (2016) where older
workers had poor job performance compared to
younger workers. This showed that the older the nurses
were, the stronger their behaviour influenced job
performance. Therefore, hypothesis H9 was supported.

Age also moderated the relationship between
psychology and job performance among nurses working
in the Malaysian government hospitals, (£=0.056,
p<0.05). The results contradicted with the study done by
Zacher (2015) and Griffin et al., (2016) where older
workers had poor job performance compared to younger
workers. This showed that the older the nurses were, the
stronger is their psychological influence on job
performance. Therefore, hypothesis H10 was
supported.

Limitations

Although the questionnaire was sent to over 150
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