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Abstract 
The study investigates the factors influencing employee performance within the logistics 
sector in Klang Valley, Malaysia. Included in this study is one dependent variable (employee 
performance) and three independent variables (job satisfaction, work environment, and 
employee engagement). The quantitative approach of analysis using data gathered by 
questionnaire distribution among samples was used in this study.  In this study, primary data 
was employed, and a survey questionnaire that had been adopted and modified from earlier 
studies is used to gather the data. The analysis of the data encompassed the use of descriptive 
statistics (mean and standard deviation) as well as inferential statistics (correlation and 
multiple regressions) by using SPSS 22.0. The results indicate a important connection between 
job satisfaction, employee engagement, work environment, and employee performance. In 
addition to the empirical findings, this study contains substantial theoretical implications, 
highlighting job satisfaction emerged as the most impactful, followed by employee 
engagement and lastly work environment. This study provides additional knowledge to 
identify challenges faced by employees in balancing job satisfaction, work environment, 
employee engagement, and employee performance in this sector. 
Keywords: Job Satisfaction, Work Environment, Employee Engagement, Employee 
Performance, Logistics Industry. 
 
Introduction 
The logistics industry is an ever-growing industry not only in Malaysia but also in other parts 
of this world. Logistics was once considered an additional industry to other functional areas, 
but it is now has evolved from being considered a secondary service to a primary one, 
becoming a key driver of competitive advantage and a crucial sector in its own right (Grand 
View Research., 2021).  According to the Allied Market Research (2021), the Asia-Pacific 
region has a very promising future for growth. From being only a means of facilitating trade, 
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logistics has developed into an important sector that measures a nation's competitiveness. 
Its increasing importance stems from the growth of global trade and the globalization strategy 
of companies in their respective business. Malaysia has no exception on this particular issue 
(Muhammad et al., 2014). Due to Malaysia's advantageous location, strong infrastructure, 
and government attempts to improve logistics capabilities, the country's logistics sector is 
expected to grow dramatically (MIDA., 2020). 
 
Andrejić et al (2022), indicated that the logistics industry is one of the main forces behind 
Malaysia's industrialization, which is linked to international trade. The performance of the 
sector will have an impact on the country's industrialization process and its ability to compete 
in international trade. The development of logistics management has facilitated easier access 
to the global market and reduced the processes involved in manufacturing and distribution. 
The growth of global trade raises the need for human resources as well as logistics and 
transportation services (Hitka, et al., 2021).  
 
In the past decade, numerous organizations have placed significant emphasis on enhancing 
their logistics and supply chain operations, acknowledging it as the fundamental pillar of any 
economy (Jia et al., 2018). The rise in global sourcing and manufacturing in recent decades 
has led to a heightened focus on the efficient and effective management of supply chains and 
the accompanying logistics, marking them as a primary concern (Andrejić et al., 2022).  
 
Accroding to Aldoseri and Almaamari (2020), the majority of firms place a great deal of 
emphasis on managing employee performance. Employers utilize employee performance 
management as a means of motivating staff to achieve set goals. In today's competitive 
market, businesses are facing an increasing number of problems with employee engagement, 
satisfaction, career advancement, hiring, and retention. The organization was impacted by 
significant elements that affected employee performance, and it was supported by adequate 
organizational capability (Rinny et al. 2020). A few factors that influence employee retention 
are job happiness, the nature of the workplace, and employee involvement. Logistics 
Company is dedicated to promoting innovation in society, providing highly efficient working 
capacity, and having personnel with the necessary training (Tiwasing et al., 2021).  
 
To increase productivity and efficiency, companies in the logistics industry, for instance, want 
workers who are not just extremely motivated but also satisfied and well-balanced. However, 
many companies in the 20th century failed to provide a safe workplace, job satisfaction, or 
employee involvement. All of these components have a higher likelihood of failing if they are 
unable to attain the necessary efficiency while making inefficient use of their labor (Osborne 
& Hammoud, 2017). Moreover, the majority of businesses encounter the most difficult 
obstacles in inspiring their staff members to perform better (Lejsková, et al., 2021). In 
addition, many logistics companies are facing a challenge from the labor shortage in the 
industry (Strenitzerová et al., 2019). 
 
Many workers had to become used to working remotely since they were unable to stop 

unforeseen changes in the workplace (Hite & McDonalds, 2020). For example, because the 

COVID-19 pandemic lasted so long, the "New Normal" workplace that developed after the 

epidemic showed significant shifts in how businesses operate and how their employees 

interact. These modifications have an impact o 
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n workers' expectations, values, and preferences in addition to their job happiness (Lejsková, 
et al., 2021). Therefore, job happiness may have an effect on employees' physical and mental 
health (Ko et al., 2021).  
 
Hence, the goal of this study is to determine the elements that contribute to employee 
performance so that workers in the logistics sector may guarantee that they are able to draw 
in new customers and offer outstanding services. 
 
Research Objectives 
In this study, the research objectives have been developed after investigating the problem 
are as follows: - 
 

i) To examine the relationship between job satisfaction and employee’s 
performance in the logistics industry. 

ii) To examine the relationship between work environment and employee’s 
performance in the logistics industry. 

iii) To examine the relationship between employee engagement and employee’s 
performance in the logistics industry. 

 
Literature Review 
Relationship between Job satisfaction & employee performance 
Job satisfaction, defined as an employee's emotional response to their job conditions, has 
consistently been linked to various positive outcomes such as higher productivity, reduced 
turnover rates, and increased organizational commitment (Judge et al., 2001; Harter et al., 
2002). Employees who are satisfied with their jobs are more likely to exhibit proactive 
behaviors, contribute creatively, and stay longer with the organization, all of which contribute 
to enhance performance. Job satisfaction affects not just performance on the job but also 
morale, quality, relationships with co-workers, absenteeism and attrition, well-being, and 
organizations to a certain extent.  
 
The Relationship between Work environment & Employee performance 
The workplace atmosphere has a significant impact on everyone, including the business, 
(Athirah et al., 2019).  According to  Bangwal and Tiwari (2019), positive work environment is 
essential to the development of any firm; job success is contingent upon a positive work 
environment. The majority of industries have unhealthy work environments. They include 
badly constructed workstations, poor furniture, minimal ventilation, dim lighting, needless 
noise, inefficient fire evacuation systems, and a deficiency of personal protective equipment. 
A study had shown that conducive physical working environment can reduce absenteeism, 
and enhance employee performance (Chandrasekar, 2011). Research indicates that a positive 
work environment characterized by supportive leadership, clear communication channels, 
equitable policies, and opportunities for growth fosters higher levels of job satisfaction, thus 
increased and employee performance (Parker, 2014; Schneider et al., 2013).  
 
Relationship between Employee engagement & Employee performance 
Employee engagement refers to the emotional connection and commitment employees have 
towards their work and organization's goals (Hendrik et al., 2021). Engaged employees are 



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 1 4 , No. 8, 2024, E-ISSN: 2222-6990 © 2024 
 

1188 
 

more likely to invest discretionary effort, exhibit higher levels of performance, and align their 
behaviors with organizational objectives (Saks, 2019; Shuck & Wollard, 2010).  
According to  Selvarasu and Sastry (2014), employee engagement has been defined in a 
variety of ways, such as the employees' positive attitudes about the organization and its 
values. Success on an individual basis is mostly based on how dedicated a person is to their 
organization and values. A concerned employee collaborates with co-workers to improve job 
performance for the company's benefit while being aware of the competitive environment. 
(Sendawula and others, 2018). 
 
Research conducted by (2014), described employee engagement as a catalyst for employee 
performance, engagement is defined by intensity, absorption, dedication, inspiration, resolve, 
enthusiasm, and a supportive environment. Moreover, a high correlation has been shown 
between enhanced employee engagement and job success. This is attributed to the positive 
sensations that engaged workers experience, which in turn foster optimism and increase their 
likelihood of focus and engagement at work (Sendawula and others, 2018). Research 
constantly shows that organizational outcomes, including as profitability, customer 
satisfaction, and innovation, are positively correlated with employee engagement. 
 
The interrelationships among job satisfaction, work environment, and employee engagement 
show their collective impact on employee performance. When employees perceive their work 
environment positively and experience high levels of job satisfaction, they are more likely to 
become engaged in their work, resulting in improved job performance (Bakker et al., 2012; 
Demerouti et al., 2014). Conversely, negative work environments or low job satisfaction can 
lead to disengagement, reduced motivation, and lower performance levels (Bahsri and 
Zakaria., 2022). 
 
By aligning these elements organizations can not only enhance individual employee well-
being but also drive collective success and sustainable competitive advantage in today's 
dynamic business environment. As such, research should continue to explore these 
interventions that optimize these factors to maximize both employee and organizational 
performance. The research model is shown in figure 1. 
 
Therefore, the following hypotheses were proposed: 
 
H1. There is significant and positive relationship between job satisfaction and employee 
performance. 
 
H2. There is significant and positive relationship between work environment and employee 
performance. 
 
H3. There is significant and positive relationship between employee engagement and 
employee performance. 
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Figure 1 Research model 
 
Methodology  
This study is characterized by its quantitative approach, which examines the association 
between independent variables (job satisfaction, work environment, and employee 
engagement) and the dependent variable (employee performance). According to Sekaran & 
Bougie (2016), the use of quantitative methods is not only widespread but also appropriate 
for gathering empirical evidence in the fields of social sciences and business.  
 
Respondents of this research merely come from logistics industry in Klang Valley, Malaysia. 
The survey questionnaires were then emailed to selected participants, utilizing convenience 
sampling due to the unavailability of a comprehensive population list. A total of 48 variables 
were scrutinized, including exogenous variables such as job satisfaction using an 18 items 
scale (Brayfield et al., 1951); work environment, assessed with 10 items (Keat et al., 2011); 
employee engagement, evaluated through 10 items from Vorina et al (2017), while the 
dependent variable was employee performance, appraised via 10 items (Keat et al., 2011). A 
Likert scale featuring five response choices, ranging from strongly disagree to strongly agree, 
was employed to measure elements within each construct. Out of 145 surveys disseminated, 
132 were collected, resulting in a high response rate of 91%. From the collected surveys, 100 
were identified as clean and suitable for analysis. For data analysis and hypothesis testing, 
researchers selected the SPSS software version 22. 
 
Respondents’ Profile 
The majority of the respondents are male (74%), with females making up 26%. This suggests 
a male-dominated respondent pool in the logistic industry. A significant majority of 
respondents are married (78%), while a smaller proportion are single (22%). Only 2% are 
above 36 years old, indicating a predominantly younger to middle-aged group. The data on 
years of service illustrate a various level of experience among respondents. The higher 
proportion of respondents with 6-10 years of service (38%) may indicate a critical juncture 
where employees seek new challenges or career progression opportunities.  
 
Data Analysis 
Normality test has been conducted in this research to determine if the data follows a normal 
distribution. A symmetric and bell-shaped curve is commonly known as "normality”. As 

Job Satisfaction

Working Environment 

Employee Engagement

Employee 

Performance  
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indicated by Hair et al (2014), data is considered normally distributed if both skewness and 
kurtosis values fall within the range of -1.98 to +1.98. Skewness is a statistical measure that 
indicates the symmetry of a variable's distribution and kurtosis is characterizes as the extent 
of the peak or flat distribution in comparison to a normal distribution (Hair et al., 2017). 
Figure 2 shows employee performance, with a mean of 3.81 with a standard deviation of 
0.966 indicating moderate variability, a positive skew due to more lower scores, and 
deviations from normality primarily because of the high concentration at 4.00. 

 
Figure 2 
 
Figure 3 reveals job satisfaction, with a mean of 4.09 and a standard deviation of 1.053 
indicating moderate variability, a slight positive skew due to a longer tail on the left side, and 
a normal distribution overlay showing that the actual data has some deviations from 
normality, particularly in the lower range. 

 
Figure 3  
 
Figure 4 shows work environment with a mean of 4.02 and a standard deviation of 1.157 
indicating moderate variability, a slight positive skew with a longer tail on the left, and a 
normal distribution connection revealing some deviations from normality, particularly with a 
higher concentration of scores around 4.00 and fewer extreme values. 

 
Figure 4 
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Figure 5 shows employee engagement with a mean of 3.82 and a standard deviation of 0.973, 
are roughly normally distributed but have a significant peak around a score of 4.0, indicating 
a high concentration of employees at this engagement level. 

 
Figure 5 
 
Based on Table 1 below, the values for Kolmogorov and Shapiro for all the variables fall within 
the range of -1.98 to +1.98. Therefore, it can be concluded that the data in this study fall 
within the normal distribution range. 
 
Table 1 

 
 
On the other hand, Cronbach's Alpha is employed in this test to measure the instrument's 
reliability (Hair et al., 2010). The acceptable alpha coefficient is more than 0.7. (Nunally, 
1978). Based on table 2 below, the reliability analysis yields high Cronbach's alpha coefficients 
for all metrics indicate excellent internal consistency reliability. 
 
Table 2 
 

 Cronbach’s Alpha 

Job satisfaction 0.993 

Work environment 0.994 

Employee engagement 0.994 

Employee performance 0.994 

 
Correlation Analysis 
Correlation process examines the linear link between two variables: IV (independent 
variables) and DV (dependent variables) (Sekaran, 2003). The findings of Pearson's 
correlations in Table 3, shows that employee performance is strongly and positively 
correlated with job satisfaction (r = 0.925, p < 0.001), work environment (r = 0.925, p < 0.001), 
and employee engagement (r = 0.721, p < 0.001), with all correlations being significant at the 
0.001 level, indicating robust relationships among these variables, while job satisfaction is 
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also highly correlated with work environment (r = 0.925, p < 0.001) and employee 
engagement (r = 0.721, p < 0.001), and work environment is positively correlated with 
employee engagement (r = 0.714, p < 0.001), suggesting that improvements in job 
satisfaction, work environment, and employee engagement are all significantly associated 
with enhanced employee performance. Therefore, all the hypothesis, H1, H2 and H3 are 
accepted.  
 
Table 3 

 
 
Multiple Regression Analysis 
Multiple regression is a method employed to determine the predictive capability of 
independent variables on the dependent variable, as elucidated by Zikmund et al., (2013). The 
impact of job satisfaction, work environment, and employee engagement on employee 
performance is demonstrated and explained in Table 4 and Table 5.  
 
The coefficients table for the regression model with employee performance as the dependent 
variable reveals that job satisfaction (B = 0.407, β = 0.444, t = 2.682, p = 0.009) and employee 
engagement (B = 1.008, β = 1.016, t = 10.988, p < 0.001) positively and significantly predict 
employee performance, while work environment (B = -0.399, β = -0.478, t = -3.814, p < 0.001) 
negatively and significantly predicts employee performance, indicating that higher job 
satisfaction and employee engagement enhance performance, whereas a better work 
environment unexpectedly decreases it.  
However, the high variance inflation factor (VIF) values for job satisfaction (121.849), work 
environment (69.857), and employee engagement (38.005) suggest multicollinearity issues 
among the predictors, potentially affecting the reliability of these regression coefficients. 
 
Table 4 

 
On the other hand, the ANOVA table indicates that the regression model, which includes the 
predictors employee engagement, work environment, and job satisfaction, significantly 
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explains the variance in employee performance (F (3, 96) = 1449.184, p < .001), accounting 
for a sum of squares of 90.322 compared to a residual sum of squares of 1.994, resulting in a 
mean square of 30.107 for the regression and 0.021 for the residual. 
Table 5 

 
 
Discussion and Conclusion  
The relationship between job satisfaction, the work environment, employee engagement, 
and employee performance are a multifaceted and crucial subject within the organizational 
psychology and management. This study investigates into the interconnection of these 
variables and their influence on improving employee performance in various organizational 
settings. 
 
Job satisfaction serves as a fundamental component in this association, indicating the level of 
satisfaction employees derive from their duties, roles, and overall work atmosphere. 
Numerous studies consistently indicate that higher job satisfaction is linked with enhanced 
productivity, decreased turnover, and increased commitment to the organization (Judge et 
al., 2001; Harter et al., 2002). When employees experience satisfaction in their jobs, they are 
more inclined to dedicate their efforts, display positive attitudes, and make meaningful 
contributions towards organizational objectives. 
 
The impact of the work environment is further intensified by these factors. An encouraging 
work environment, defined by effective leadership, clear communication channels, equitable 
policies, and opportunities for advancement, not only boosts job satisfaction but also 
nurtures a sense of inclusion and involvement among employees (Parker et al., 2014; 
Schneider et al., 2013). Favorable work environments promote higher levels of employee 
motivation, morale, and overall well-being, which are crucial catalysts for sustained high 
performance. 
 
Employee engagement plays a vital role in this connection. Engaged employees exhibit a 
profound dedication to their tasks and organization, surpassing their official job 
responsibilities to contribute innovatively and proactively (Saks, 2019; Shuck & Wollard, 
2010). Engaged employees are more inclined to harmonize their individual objectives with 
organizational goals, leading to enhanced job efficiency, client contentment, and creativity 
(Bakker et al., 2012; Demerouti et al., 2014). 
 
 
The relationship among job satisfaction, work environment quality, and employee 
engagement highlights the synergistic effects these factors have on employee performance. 
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Organizations that strategically invest in creating positive work environments, fostering job 
satisfaction, and promoting employee engagement reap significant benefits in terms of 
enhanced productivity, reduced absenteeism, and improved employee retention rates.  
In conclusion, this study highlights the importance of understanding and optimizing the 
factors of job satisfaction, work environment, and employee engagement to cultivate a 
workforce that is not only satisfied and engaged but also highly productive and aligned with 
organizational goals. By adopting proactive strategies to enhance these elements, 
organizations can create a positive cycle of employee performance improvement, 
contributing to long-term success and competitiveness in today's dynamic business 
landscape.  
 
Theoretical Implications 
The theoretical implication suggests that employee engagement, work environment, and job 
satisfaction are crucial determinants of employee performance. Higher levels of employee 
engagement can lead to increased motivation, commitment, and a sense of ownership among 
employees, resulting in better performance. A positive work environment that includes 
supportive management, adequate resources, and a healthy work-life balance can reduce 
stress and enhance job satisfaction, further contributing to improved performance. Job 
satisfaction itself, stemming from factors such as recognition, career development 
opportunities, and fair compensation, can lead to higher morale and reduced turnover, which 
are essential for maintaining a skilled and experienced workforce. Overall, these factors 
collectively influence employee performance, highlighting the need for logistics companies to 
invest in their human resources to achieve operational efficiency, increased productivity, and 
competitive advantage in the industry. 
 
Practical Implications 
This study provides practical implications for the logistics industry, employees, and the 
government by highlighting the critical factors that influence employee performance and 
offering actionable insights for each stakeholder. For the logistics industry, the study 
underscores the importance of fostering a work environment that enhances employee 
engagement, satisfaction, and performance. By investing in employee development 
programs, improving workplace conditions, and implementing effective recognition and 
reward systems, companies can boost productivity, reduce turnover rates, and achieve higher 
operational efficiency. This, in turn, can lead to cost savings, improved service delivery, and a 
stronger competitive position in the market. To the employees, the study emphasizes the 
benefits of working in a supportive and engaging environment. It suggests that when 
employers prioritize employee well-being and satisfaction, workers are likely to experience 
increased motivation, job satisfaction, and professional growth opportunities. This can lead 
to higher morale, better job performance, and a more fulfilling career, ultimately enhancing 
overall quality of life. For the government, the study highlights the broader socio-economic 
benefits of supporting policies and regulations that promote healthy and productive work 
environments. By encouraging and incentivizing companies to adopt best practices in 
employee engagement and satisfaction, the government can help improve workforce 
stability, reduce unemployment and turnover rates, and enhance national productivity. 
Additionally, such policies can contribute to the overall well-being of the population, leading 
to lower healthcare costs and a more robust economy. Overall, the study's findings offer a 
roadmap for all stakeholders to collaborate in creating a more efficient, productive, and 
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satisfying work environment in the logistics industry, ultimately benefiting the entire 
economy. 
 
Suggestion for Future Study 
The recommendation for future study involves exploring the longitudinal effects of employee 
engagement, work environment, and job satisfaction on employee performance in the 
logistics industry across diverse geographical regions and cultural contexts, incorporating 
advanced analytical techniques to assess potential mediating and moderating variables, and 
examining the role of emerging technologies and industry trends in shaping these dynamics 
to provide a comprehensive understanding that can inform targeted interventions and policy-
making. 
 
Conclusion 
The conclusion of the study emphasizes that employee engagement, work environment, and 
job satisfaction are significant determinants of employee performance in the logistics 
industry, highlighting the need for companies to prioritize these factors through strategic 
initiatives and supportive policies to enhance productivity, reduce turnover, and achieve a 
competitive edge, ultimately contributing to better organizational outcomes and overall 
industry growth. 
 
The theoretical contribution of this study exist in its integration of job satisfaction, work 
environment, and employee engagement as interrelated determinants of performance. It 
does this by providing a comprehensive framework that advances our understanding of 
organizational behavior and contextualizing these factors specifically within the logistics 
sector. This fills a gap in the literature and offers practical insights for companies to implement 
customized strategies that can boost productivity, foster long-term growth, and improve 
employee well-being. In this way, human resource management plays a crucial role in helping 
businesses achieve a competitive advantage in a sector marked by hectic operations and rapid 
changes. 
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