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Abstract: Problem statement: The importance of agriculture industry in enhagcithe country
economy cannot be denied. Recently, a total of USDbillion has been allocated by the government
to boost this industry. Beside of this huge allarat do the policy implementers which are the
agriculture extension officers have adequate weanifgpmance to carry out the responsibility given to
them? Approach: This study would like to discover whether quality work life among the
agriculture extension employee do have impact thark performance or not. It is necessary to
estimate quality of work life function in enhancingprk performance, analyze the most important
factor and variables on this work performance. ifis¢ruments used for collecting data were: A scale
on individual and family life, a scale on safetydasecurity on the organization, a scale on
interpersonal relationship in the organization,cales on job satisfaction, a scale on organizational
policies and management style, a scale on persomeglth and well being, a scale on work
environment, a scale on remuneration and a scalergamizational support. The data were analyzed
PASW software.Results: Results depict that all of the nine qualities obrkv life studied have
significant and positive relationship with work f@mance where the highest relationship occurred
between individual and family life with work perfoance. Multiple regression analysis demonstrated
that five factors which are individual and familife| job satisfaction, organization policy and
management style, work environment and remuneratierthe main contributors to work performance
among government agricultural extension employd&gsnclusion/Recommendations. From the
results gained, it can be concluded that aspeiciddfidual and family life is the highest contrilontto
work performance among government agriculture esieemofficer. It can be noted that more courses
on how to manage individual and family life shoble intensified. A specific counseling department
should be established within agriculture agenaiellalaysia. From this study, it is recommended for
the future researchers to investigate more on tifleeince of individual and family life on work
performance and work satisfaction in Malaysia.
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INTRODUCTION catalyst to boost the economy sector, while regentl
through the Malaysia 2010 budget, almost USD 2
Malaysia is often acknowledged as one of the fronbillion has been allocated for agriculture secfhis
runners in implementing agriculture developmenthuge allocation is hoped to develop the agriculture
programs. Agriculture has been used intensivelgress sector as one of the pertinent industries for this
of the main devices to uplift the economy of themtoy  country. To ensure the success of this plan, @lss
for more than half a century. In The Ninth Malaysiaimportant to have quality implementers, which ig th
Plan (RMK-9), it has been planned to be used as government Agriculture Extension Employee (AAE).
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Their work performance is indeed one of thetheir best. Remuneration also can be seen as adbrm
fundamental determinants for the success of tlise recognition from the employer to their employeee3é
There are a number of agriculture agencies in Mdday three studies further strengthen the studies bya@kp
The main agency, which is the Ministry of Agricutu (2004); Oshagbemi (2000) and Sloane and Williams
and Agro-Based Industry (MAAI), plays the vital @ol (1996) who highlighted differences in remuneration
in implementing the policies determined by theaspects received by the employee will suddenlycaffe
government. Under MAAI, there are a number oftheir work satisfaction and work performance.
agriculture departments, institutes and boards ssch Besides the remuneration aspect, it can be nated i
Department Of Agriculture (DOA), Department Of the literature, interpersonal communication aspects
Fisheries (DOF), Malaysian Agriculture Research andrequently are raised as one of the main factors
Development Institute (MARDI) and Malaysian Palm contributing to work performance. The interpersonal
Oil Board (MPOB), each plays a significant and communication aspect such as respecting others,
specific roles determined by MAAI. AAE are among working together, believing others and information
1.2 million government employees in Malaysia whosharing if emphasized by the organization, willngri
hold the responsibility of servicing the community benefit to both sides, the employees and the eraploy
especially the agriculture community. The main guer Candaceet al. (2008); Daley (2003) and Madlock
that can be raised here, is the work performance of2008) in their researches have concluded that
AAE adequate enough to carry out the responsibilityinterpersonal communication does have an impact on
given to them? Does the Quality Of Work Life employees’ work performance. Conversely, Littersl a
(QOWL) affect their work performance? This study Eyo (1982) have other view where they accentuate on
will provide the answer. interpersonal communication as a positive elemiesit t

In order to gain better understanding of theshould be cultivated among the employees in order t
relationship between QOWL and work performancereduce any problem that can be caused by
there are abundance number of literature that dry tmiscommunication. Referring to Mastuegal. (2006),
summarize the connection between these two importanwvork satisfaction and work performance depend on
elements. In order to ensure the success of ahygiene and motivation factors. The important hggie
organization, it cannot be denied that the orgdinima aspects are organization performance and intermpakso
“engine” which is the employee must be focusedsThi communication while the important motivation asgect
“engine” must be serviced accordingly to ensure thaare responsibility and job promotion.
they will give their best. Employees whose needs ar Work environment also has been identified as one
not fulfiled by the organization always demonsrat of the important determinants for work performance.
their dissatisfaction by performing below theirwdt Working environment such as ergonomics, recent ICTs
ability. Porter and Lawler (1968) identified thrgges  availability, harmony environment and safety wogkin
of performance. First is concerning to productivity environment will bring comfort to employees thus
Second, concerning ratings of individuals by soneeon providing them a better environment to perform rthei
other than the person whose performance is beingest. Hardin (1960) in his study had noted thatkwor
considered. Self-appraisal and self-ratings bectiree environment has an impact on work performance while
third type of performance. Thus, job performanceDarlene and Borman (1989) proved that working
measures the level of achievement of business anghvironment such as physical environment, office
social objectives and responsibilities from thecolleague, job satisfaction and management supenvis
perspective of the judging party (Hersey and Blamdh can construct work performance.
1993). It cannot be argued that job security and safety

There are rising literature that tries to seek theaspects can reflect employee work performance. Job
association between quality of work life and work security and safety aspects such as retirementrsshe
performance. Among the main focus included in thisworkers association and accident free work plage fo
literature is the remuneration aspect. Remuneratioexample, can produce higher motivation among the
aspects such as salary, salary increment, bonusemnployees in order for them to perform accordingly.
allowances, pension and medical benefits are artteng study accomplished by Luchak and Gellatly (2002 ha
best examples that can motivate employee to giee th noted that systematic and established pension schem
best for their employer. Studies done by Wan (2007)can enhance employees’ work performance. Kiral.
Martzler and Renzl (2007) and Davies al. (2001) (1999) has produced interesting outcomes to besdhar
concluded that remuneration is an important aspact  where they concluded that aspect such as freeatcid
organization wants to see their “engine” performingwork place is indeed an important key to intensify
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employees work performance. Another study byTable 1: Selected agriculture agencies

Vloisky and Aguilar (2009) emphasized that stabid a Organization Frequency Percentage
secured job have significant and positive relafigms Malaysian Agriculture Research and 53 29.4
ith emplovee work performance Development Institute (MARDI)

Wi ploy P . 7 L . Department of Agriculture (DOA) 27 15.0
Based on the previous studies, organization policalaysian Timber Board Industry (MTIB) 21 11.7

and management style found to have influence ork worDepartment of Fisheries (DOF) 18 10.0

performance. Organization policy and managemen Ll"’__‘,ﬁ)ﬁ;a” Pineapple Industry Board 14 8

style that put so muph pressure on the.'r emplo;asee_s Malaysian Fisheries Development Board 11 6.1

not encouraged as it can create negative acceptatio (Lkim)

the policy among the employees. It can lessen th#lalaysian Rubber Board (LGM) 10 5.6

motivation, increase turnover possibility and résgl ~ Malaysian Paim Oil Board (MPOB) 9 5.0

. p . y g Federal Agriculture Marketing Authority 9 5.0
the employee opting for other organization as theiv FAMA)
employer. This is indeed demonstrated by a study b¥armers Authority Organization (FOA) 8 4.4

Keininghamet al. (2006) where they noted that among
the aspects expected by employee in their orgaoizat only 200 respondents were selected. Twenty
po“cy are fair Organization po||Cy and Systematicquestionnaires Were excluded due to some incomplt_ate
management style. Organization support is also afata. The sampling procedure used here was stchtifi
important tool to strengthen employee work "@hdom sampling. The data collection process far th
performance. Employer should be reminded thatgirth Study was completed in the period of two months
“main engine” is left working alone without any Whereby drop and pick method was used. The
support or supervision, their performance will less questionnaire was earlier pre tested to test lighibty

- - o . and validity. The pre test process was done on 30
thus affects the quality of their productivity. $hs not University Putra Malaysia staff.

surprising as it is in tandem with studies done by The independent variables for this study are the
Phattanacheewapul and Ussahawanitchakit (2008) armne aspects gf Qualities Of Work Life (QOWI)_/) which

Hutchln_spn and Garstlka_l (20.06): . are remunerations, job satisfaction, interpersonal
_ Individual and family life is another important re|ationship, work environment, work environment,
driver for employee work performance and this iSgrganizational support, organizational policies and
proved through studies accomplished by Mazeml®.  management style, safety and security, individuad a
(2008); Mulvaneyet al. (2006) and Ezra and Deckman famijly life and personnel health and well being.eTh
(1996). In their studies, it can be seen that stabldependent variable for this study is AAE work
individual and family life will produce higher work performance_ For the purpose of analysis' PASW
performance among employee. Unstable individual andoftware was used where descriptive and inferential
family life were found to cause unstable emotidmsst analyses were employed. Descriptive statistics agh
bring negative impact to the work performance. @b frequency, percentage, mean and standard deviaton
health and well being were found to have influenpe utilized to summarize the demographic data of th&A
employees work performance. Piqueras (2006) in higor determining any relationship between QOWL and
study focused on the significant relationship bemwthis ~ work performance, analyses such as Pearson Carelat
aspect and employee work performance. It cannot band Multiple Linear Regression were employed.
denied that aspects such_ as personal health, ,stress RESULTS AND DISCUSS ON
personal problems, physical fitness and personal
happiness are important for employee. Vanhala angkespondents socio-demographic profile: Before we
Tuomi (2006) in their Study have found aSSOCiationgo to the main Objective of this Study' it is befmr us
between work performance and personal well beingy get a clear picture of the respondents studeged
human resource management and work satisfaction.  on the results depicted in Table 2, it can be aated
that majority of the respondents are male (57.22)%
MATERIALSAND METHODS <40 years (58.9%), married (78.3%), posses Diploma
certificates as their highest education achievement
A total of 180 government  Agriculture (38.4%), among the support staff (77.8%), receive
Extension Officers (AAE) were chosen as respondentbetween RM1501-2500 a month (45.0%), have 1-
for this study (Table 1). Due to the main criteria 5years of working experience (34.4%), working int&t
selection, which was selecting department thabf Selangor (39.4%), able to buy their own house
practice work systems such as International Stahdar(56.1%) and live in the range between 1-10 km from
Organization (ISO) and Key Performance IndexIJKP their home to their office.
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Table 2: Respondents socio-demographic profile 186) Table 3: Level of work performance among AAE (n891L

Variables Frequency Percentage Mean SD Level Frequency Percentage Mean SD
Gender 7.84 1.27

Female 103.0 57.2 Low (0-3.33) - -

Male 77.0 42.8 Moderate (3.34-6.67) 28.00 15.6

Age 37.4 11.2 High (6.68-10) 152.00 84.4

<40 years 105.0 58.9

>40 years 750 411 Table 4: Work quantity (n = 180)

Marital status Level F P v sD
Married 141.0 78.3 eve requency ercentage ean
Unmarried/ 39.0 21.7 7.73 1.32

widow/widower Low (0-3.33) - -

Education attainment Moderate (3.34-6.67) 32 17.8

Post graduate/degree 51.0 28.3 High (6.68-10) 148 82.2

Diploma/Certificate 69.0 38.4

Jsggggt';;v;f 60.0 33.3 Work performance: In order to reveal the level of
Management staff 40.0 222 work performance among AAE, four aspects which
Support staff 140.0 77.8 are work quantity, work quality, punctuality and nko
Salary (valuein ringgit 2,486.9 13185 system have been emphasized. Table 3 depicts the
Z"lﬁgglés'a) 400 222 overall level of work performance among AAE. The
1501-2500 81.0 25.0 value was gained by cumulative value of the four
2501-3500 30.0 16.7 aspects. It can be concluded that the overall work
>3501 _ 29.0 16.1 performance among AAE is at high level based on the
Working experience 14.7 128 mean score of 7.84 (from maximum 10.0).

1-5 years 62.0 34.4

6-15 years 43.0 23.9 .

16_2gyears 23.0 128 Work quantity: Table 4 presents the level of work
>26 years 52.0 28.9 guantity of the AAE studied. More than four fift the
State AAE (82.2%) posses high level of work quantity, ghu
Selangor 1.0 39.4 give an early prediction that AAE in Malaysia are
Kuala Lumpur 50.0 27.8 . . L .

Putrajaya 45.0 25.0 productive in their job. Less than one fifth of tAAE
Johor 14.0 7.5 (17.8%) posses’ moderate level of work quantityisit
Type of residential interesting to know that none of the AAE who regpon
gsv‘;‘zrgme”tq“arters 10550'0 5é3l'9 to the questionnaire have low level of work quantit
Rent 540 30.0 thus supporting the early prediction that AAE in
Distance to work 18.2 13.6 Malaysia is productive in their job.

place (from home) The results of analysis done is showed in Table 5
i'll_gok?m gg'g gg'g and it can be seen that statement of “l alwayseaehi
521 km 540 333 the quantity of customer demand” recorded the Hghe

mean score (M = 7.80). There is a possibility thare
W a higher customer satisfaction within these agsn

ue to positive response towards their demand. The
owest mean score recorded by statement “I always
achieve the team work objectives” (M = 7.70). Even
lﬁ4ough it is the lowest, but the difference betwéss
highest mean score and the lowest is just .10.

The percentage of those who receive salary belo
RM1500 (22.0%), raise some concerns. Even thoug
there are quit a big number on those who receive lo
salary, the percentage on those who are able to b
their own houses are very encouraging (56.1%). @ne
the possible reasons that lead to this is the edse
procedure in obtaining housing loan by AAE. On@p \yqri guality: Based on the overall mean score
it, the government recently has announced that thg,.orded for work quality aspect (M = 7.98), it dam
government employees have the options to choosgoteq that AAE recorded a good score on the work
either to have their pension at the age of 56 ovBiBh  guality aspects. A total of 151 AAE or 83.9% posses
lowered the monthly payment cost of their housmanl  high level of work quality thus it proves that tites of
thus increasing their financial ability to buy thewn  having the ability of being productive, AAE in
house. AAE found to admit the importance of edwarati Malaysia also have the quality on the job producd.
on their work where a total of 66.7% of them founod total of 16.1% were found to have moderate level of
posses university certificates such as diplomaredeg work quality while none of them posses low level of
master or PhD. work quality.
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Table 5: Percentage on work quantity statements180)

Score percentage

Statement 1 2 3 4 5 6 7 8 9 10 Mean SD
| always achieve the quantity - - - 1.7 6.1 10.6 .116 32.8 23.3 9.4 7.80 1.41
of customers’ demand

| always achieve my personal - - 0.6 1.1 6.1 10.6 891 333 22.2 7.2 7.71 1.38

work objectives

| always achieve the - - - 1.7 6.1 8.9 20.6 339 822 6.1 7.71 1.33

organizational goals

| always achieve the - - - 2.8 4.4 9.4 23.9 289 923 6.7 7.70 1.37

team work objectives

Table 6: Work guality (n = 180)

Level Frequency Percentage Mean SD
7.98 1.30

Low (0-3.33) - -

Moderate (3.34-6.67) 29.00 16.1

High (6.68-10) 151.00 83.9

Table 7: Percentage on work quality statementsX{86)
Score percentage

Statement 1 2 3 4 5 6 7 8 9 10 Mean SD
| strive for work excellence - - 0.6 1.1 4.4 8.3 .ao 244 33.9 17.2 8.21 1.46
| have always ensured continual - - - 11 6.7 56 4 9 300 32.8 14.4 8.17 1.41
improvements on my works

| have always responded to - - - 1.1 5.6 8.3 13.3 942 283 13.9 8.05 1.41
customer

complaints accordingly - - - 1.1 6.7 5.6 13.9 26.1 38.9 7.80 8.05 1.35

In general, my job performance
measures up to expected quality

| have always fulfilled - - 0.6 0.6 7.2 6.7 19.4 B0 278 7.20 7.82 1.37

customer needs

| always work systematically - - - 1.7 6.7 8.3 17.2 33.9 23.9 8.30 7.80 1.38
| do my work with accuracy - 0.6 11 6.7 7.8 20.6 1.13 31.1 25.0 7.20 7.76 1.39

Table 8: Punctuality (n = 180)

Level Frequency Percentage Mean SD
7.94 1.40

Low (0-3.33) - -

Moderate (3.34-6.67) 32.00 17.8

High (6.68-10) 148.00 82.2

Results revealed in Table 7 found that thelevel of work quality and work quantity among AAE i
statement of “I strive for work excellence” recoldbe  Malaysia is very encouraging, but can the tasks
highest mean score (M = 8.21) thus it gives anyearlassigned to AAE accomplished within the specifioeti
prediction that AAE are committed towards the taskggiven to them? Table 8 provides the answer. Based o
given to them. This is followed by the statementlof the overall mean score obtained (M = 7.94) and
have always ensured continual improvements on mynajority of the AAE (82.2%), were found to punciyal
works” (M = 8.17). Two statements recorded thecthir submit the tasks given to them, this study noteat th
highest mean score which are “I have always respibnd AAE not only are able to fulfill the expectation of
to customer complaints accordingly” and “In gengral delivering high level of work quantity and work ditya
my job performance measure up to expected qualitybut also able to meet the specific date in accahipig
(M =8.05). the tasks given to them.

Six items have been selected to construct the
Punctuality: Table 8 narrates the punctuality possessegunctuality aspects. Data presented in Table 9at$gn
by AAE in delivering and completing tasks and dsitie that the statement of “I always do my job accordimg
given to them. Earlier, Table 4 and 6 concluded the  stipulated time” recorded the highest mearresco
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(M = 8.03). This is followed by the statement of “I thus it can be noted that AAE are able to adapt the
always make decision promptly when necessaryéstablished work system in their work. AAE also
(M = 7.97). The lowest mean score was scored by thperceived that the work system would support them i
statement of “I always delivered my work on tfme achieving the mission and vision of the organizatio
(M = 7.89). It can be seen that even though ithst (M = 7.59) and accomplishing their teamwork
lowest, but there is only a slight difference bedweéhe  objectives (M = 7.52).

highest mean score and the lowest mean score wgich
0.14. Quality Of Work Life (QOWL) among AAE: The

next discussion is identifying the level of qualiby

Work systems. Systematic work can be the main work life among AAE. On this part, each aspect of
determinant of any success. To have a good worQOWL will be mentioned further on its level. To
system is a must for an organization in order fmmt  construct QOWL, nine aspects has been selectechwhic
to strive for excellence. The main question shadvdd are individual and family life, safety and secuiitythe
raised here is do AAE perceived positively the workorganization, interpersonal relationship in the
systems designated to them? Table 10 provideseus tlorganization, job satisfaction, organizational piels
answer. A total of 78.9% of AAE have high perceptio and management style, personal health and welgbein
on work systems while 20.6% of AAE were found towork environment, remuneration and organizational
have moderate perception on work systems. Only 0.6%upport.
AAE have low perception on work systems. The overal Each of the aspect was constructed by number of
mean score recorded for work systems aspectis 7.57 items. Table 12 explains the number of items

Table 11 narrates the percentage recorded by eachpresenting each of the QOWL aspect. On eacheof th
of the statement prepared to measure perception dtems, AAE were asked to indicate their answer thase
work systems. The range of overall mean scoren the 10-likert scales ranging from 1 (very low)10
recorded for all the statements range from 7.48-7.6(very high). To get the mean score of each of the
(from maximum 10.0) based on this it can be coredud QOWL aspects, all of the items values were cumdlate
that all of these statements recorded high mearesco Then, the values were divided into three levelsictvh
The highest mean score is the statement of “thé worare low (0-3.33), moderate (3.34-6.67) and high&s.
system fulfills the customer’s requirement” (M 68)  10.0).

Table 9: Percentage on punctuality statementsi®0¥

Score percentage

Statement 1 2 3 4 5 6 7 8 9 10 Mean SD

| always do my job according to stipulated time - - - 1.7 6.1 6.7 16.7 27.2 25.6 16.1 8.03 147
| always make decision promptly when necessary - 6 0.- 06 67 78 16.7 27.8 25.6 144 797 149
| am always consistent in meeting my work targets - - - 1.7 67 78 15.0 294 27.2 122 794 145
| am always consistent in completing my work - - 60.17 61 72 16.1 294 27.8 111 792 146
| always do my job promptly - 06 - 1.7 61 72 38.272 26.7 122 790 150

| always delivered my work on time - - 0.6 1.7 7.283 12.8 30.6 27.8 111 7.89 150

Table 10: Work system (n = 180)

Level Frequency Percentage Mean SD
7.57 1.42

Low (0-3.33) 1.00 0.60

Moderate (3.34-6.67) 37.00 20.60

High (6.68-10) 142.00 78.90

Table 11: Percentage on work system statementd 80

Score percentage

Statement 1 2 3 4 5 6 7 8 9 10 Mean SD
The work system fulfills the 11 - - 1.7 8.3 111 o0.@ 31.7 21.7 4.4 7.68 1.41

customer’s requirement

The work system fulfills the mission - 0.6 0.6 17 7.8 10.6  20.6 32.8 211 4.4 7.59 1.60
and vision of organization

The work system fulfills the team 1 0.6 1.7 1.7 8.9 8.9 16.1 31.1 24.4 6.7 7.52 1.45
work objectives

The work system fulfills my - - 0.6 1.1 8.3 9.4 16. 33.3 25.0 5.6 7.49 1.53

personal work goals
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Table 12: Quality of work life aspects studied Table 13: Level of QOWL among AAE (n = 180)
QOWL aspects No. of items QOWL Aspect Frequency Percentage Mean SD
Individual and family life 6 Overall QOWL 6.95 120
Safety and security in the organization 5 Low (0-3.33) 1 0.6
Interpersonal relationship in the organization 7 Moderate (3.34-6.67) 62 344
Job related 8 High (6.68-10.0) 117 65.0
Organizational policies and management style 9 L';?/\L"('f%?‘gaé‘g)fam"y life L 06 762 142
\F;\forrslfgﬁwgﬁ:qheﬁ?d well being ° 9 Moderate (3.34-6.67) 35 19.4
R ; 9 High (6.68- 10.0) 144 80.0
em“’.‘e"’.‘“o” Safety and security in the 7.15 1.54
Organizational support 8 organization
Low (1.0-3.33) 4 2.2
The mean score obtained for overall QOWL isL"i‘;‘:]e(rgtgs(_Si%46§3-57> o7 289
quite impressiye (M =6.95, from maximu_m 10.0),3_hu. I nter personal relationship ' 713 158
it can be considered that QOWL of AAE in Malaysia i in theorganization
at a high level. It is interesting to discover thatow (1-0-3:33) 3 L7
. X Moderate (3.34-6.67) 53 294
remuneration is not the aspect that records theeStg  Hign (6.68- 10.0) 124 68.9
mean score. Besides, the highest mean score recordab satisfaction 7.09 142
by individual and family life aspects (M = 7.62hi§ is ,';Aoc;’(vjéfé?j(g’?é)% 6 o 2627
not surprising as it is in tanqlem_ Wi_th study doyé/%’tt High (6.68- 10.0) 128 711
and Carlson (2006). Family is indeed an importantOorganizational policiesand 7.07 185
supporter for us, probably their support are alole tE“O"’\‘;"’gegjg”;;;y'e 8 a5
provide motivation and strength for the AAE to @ vioderate (3.34-6.67) 60 333
better in their work. The second highest mean sa@®  High (6.68- 10.0) 112 62.2
recorded by safety and security in the organizatiorf’g_frfo”a' heslth and wll 685 121
aspects M = 7._15). To feel safe and secured is ajfhw (1.0-3.33) 2 11
important determinant for enhancing work perforngnc Moderate (3.34-6.67) 66 36.7
among employees (Spytak al., 1999; Cascio, 1992). wg?k(gh‘f/?r'oﬁcgﬂ 112 62.2 676 145
Safety and security aspects on job such as rethEm_eLOW (1.0-3.33) 2 11 ' '
scheme, compensation on accident at workplace, joloderate (3.34-6.67) 78 43.3
security and job safety (e.g., Chemical free) cae @  Hi9h (6.68- 10.0) 100 56.6
. . Remuneration 6.65 1.57
vibrant _f_o_rce on work performance. _It is the Low (1.0-3.33) 3 1.7
responsibility of the employer to play the pivotale in ~ Moderate (3.34-6.67) 79 43.9
providing more secured and safety job for theirtioh (6-68-100) % 544
K . . Organizational support 6.23 1.46
employees. W_or_k environment indeed can createigerta oy (1.0-3.33) 3 17
feelings that will influence their work performance Moderate (3.34-6.67) 107 59.4
The third highest mean score recorded by theigh (6.68-10.0) 170 38.9

aspect of interpersonal relationship in the orgation
(|\/| = 7_13)_ Conversely, this portrays the importaﬁt Table 14: Relationship between QOWL and work pentoice

communication aspect as a splendid mechanism for_ among AAE
the thriving of better work performance. This ist no Variables _ r p
surprising as it is pertinent with studies demcatst ~ 'ndividual and family life 0.758  0.000
by Ogunjimi et al. (2008); Goriset al. (2000) and 0P satisfaction . 0.597 0,000
y Lgunj _ : Personnel health and well being 0587  0.000
Pettitet al. (1997) who claimed that poor interpersonalnterpersonal relationship in the organization 851 0.000
relationship did significantly affect the work work environment 0.498 0.000
performance. The lowest mean score recorded bgafety andt_security in the organization o 254;56 o 86%00
H H — emuneration . .
organlzat|0nal support (M N 6'23) (Table 13)' Organizational policies and management style 0.328 0.000

Table 14 depicts the relationship between nir_1eOrganizational support 0.306 0.000
QOWL aspects and work performance. For this
purpose, inferential analysis using Pearson Cdiogla , i
was employed. From the results presented, it can b can be concluded that the relationship between
clarified that all of the nine QOWL aspects haveindividual and family life (r = 0.758) portrays agtive
positive and significant relationship with work and high relationship, while job related (r = 0.597
performance. The data gained here bring us to gersonal health and well being (r = 0.587),
clearer picture that all these nine QOWL aspectinterpersonal relationship in the organization {8)%
have something to do with work periance. work environment (r = 0.498) and safety and segumit
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the organization (r = 0.456) have positive and Organizational policy and management style were
moderate relationship with work performance. THeeot also found to lay an important role in influencing
three aspects of QOWL studied, which are remurarati work performance of the employees as stressed by
(r = 0.359), organizational policies and managementella et al. (2007). Study done by Telkt al. (2007)
style (r = 0.328) and organizational support (0)306 further strengthen the studies done by Mastiral.
were found to have positive and low relationship. (2006) and Shibat&t al. (1991) who claimed that

Multiple linear regression was employed in orderorganization management has tremendous effect in
to reveal the significant contribution among thedetermining their work performance. For them, in
predictors variable in explaining work performance.order to create more effective and productive
From the multiple linear regression done, it can beemployee, organization will have to move to more
concluded that five independent variables provite t organic and participative management style. Work
best prediction for work performance and explainedenvironment also found to have significant and tpaesi
about 65% of variation in work performance. Theserelationship with work performance. To have a pesit
five variables are individual and family life, job work environment is one of the important elements f
satisfaction, organizational policy and managemengchieving organizational success. The results fdannd
style, work environment and remuneration. this study are consistent with what have been done

From the data provided in Table 15, it can be dote earlier by Westerman and Simmons (2007) and Judge
that AAE who are satisfied with their individualdan 544 caple (1997).

family life, are more likely to have better work Other important aspect that must not be denied its
performance. This is in line with number of pre8ou jhqrtance in intensifying work performance is the

stu(;jifes t_ratl_ffocu_shon rilatio?ship betw\?\?nbindialdlé remuneration aspect. Better remuneration schenmes ca
:l/ln kanwr:yzjoe();/v!t E\;vor hper (érmpancetz. 'nlgg% and he a catalyst of an organization to intensify their
o Lol and Poeter, (1999 Smpioyecs vork performarce thus inereasig e
individual and fa(mil )factors drin affect the work organization productivity. Things such as_salary,
amily bonuses, salary increment, medical benefits and
performance. This study also has demonstrateddhat ; . oo
allowances are indeed will sway employees motivatio

satisfaction is one of the factors for work satisifan. }0 perform more in their tasks. Doloi (2005): Ajikad

This is expected as there are growing number of ! .
literatures that associated job satisfaction anakwo Abiola (2004) and Nwachukwu (1994) through their
researches have proved that remuneration will boost

performance. Studies accomplished by Wrightal. )
(2007); Bauer  (2004); Schleichet al. (2004); employe_es performance as they gmpha5|zed thatseffor
Judgeet al. (2001) and Hochwartezt al. (1999) has [ Provide the best remuneration scheme must be
noted that job performance has significant relatiop !nmated in cultivating workers interests toyvartluew
with work satisfaction. Based on their studiesthié  10b SO as to make them happy in giving their beshe
employee job satisfaction reaches at its best ,Ievel’Vork-

organization will have bigger opportunity to achéev

higher flexibility, higher product quality and more CONCLUSION
importantly higher performance. Their studies
concluded that the relationship between job satisfa Results presented obviously prove that quality of

and job performance is complex and likely cyclical.work life elements are indeed important determisant
Studies have shown that increased job satisfatdmets for work performance. Agriculture agencies in
to increased motivation, less apathy and bettekevor Malaysia have to conduct and encourage their
mood, all of which increase efficiency and overallemployees to attend any course or seminar that are
quality of work performance. related to individual and family life management
because it has been proved that this element is the
Table 15: QOWL factors that contribute to work pemfance using higher contributor to work performance among AAE.

multiple linear regression Agriculture agencies have to take the respongybifit

Independent variables Standardize beta  t . PR . . . .

Con_ftam 6230 5.000 intensifying aspects of job satisfaction, organoal
Individual and family life ~ 0.610 10066 0000 Policy and management style, work environment and
Job satisfaction 0.388 5.234 0.000 remuneration. Conversely, more open, employee
Organizational P?“Cy and friendly and tolerate organization policy has prbie
anagemen sy 60'1%%9 é2é72138 06%%7 enhance employee work performance as stressed by
Remuneration _0:147 _022174 0.'031 Tellaet al. (2007) and Masturet al. (2006) It is also

R = 0.803; R= 0.645; R adjusted = 0.635; F = 63.263; sig =0.00  the responsibility of agriculture agencies to easthat
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work environment in their department, board orGoris, J.R., B.C. Vaught and J.D. Pettit, 2000 c&H
institute is always in harmony. Any damage regaydin of communication direction on job performance
the technical aspects within the office should het and satisfaction: A moderated regression analysis.
taken for granted and must be repaired instantafgou J. Bus. Commun., 37: 348-368. DOL:
thus it can produce comfortable environment for the  10.1177/002194360003700402

employee to uplift their work performance. Hardin, E., 1960. Computer automation, work
Remuneration is indeed an important aspect for work ~ environment and employee satisfaction: A case
performance. Agriculture agencies must think ofayw study. J. Ind. Labor Rel. Rev. 13: 559-567.
that can enhance the remuneration scheme. Oneeof th  http://www.jstor.org/pss/2520205 _
alternatives here is to enhance the bonus that they€rsey, P. and K.H. Blanchard, 1993. Leadershie:sty
received once a year. Support staff must be abocat Attitudes and Behaviors, Prentice Hall, Englewood

- Cliffs New Jersey.
more over time work so that they can generate extra > .
money while the management staff should be left the  NttP:/www.scribd.com/doc/6893750/Hersey-and-
ban for them doing part time work Blanchard-Leadersh|p-Style-AtUtudes-and-Beh
' Hochwarter, W.A., P.L. Perrewe, G.R. Ferris and

R.A. Brymer, 1999. Job satisfaction and
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