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In the context of organizational effectiveness, enhancing job performance 
is crucial for achieving optimal outcomes. The concept of job performance 
is complex and consists of three main components: contextual 
performance, encompassing behaviours that enhance organizational 
effectiveness like creativity and teamwork, adaptive performance, which is 
concerned with adapting to changes in the workplace, and task 
performance, which involves delivering direct contributions to tasks 
specific to the job. Understanding these dimensions is pivotal for 
organizations as it informs the design of performance management 
systems, facilitates the evaluation and improvement of employee 
effectiveness, and ultimately fosters organizational success. This study 
reviewed the literature on the dynamic nature of job performance, 
compared and analyzed job performance-related dimensions, clarified the 
significance of job performance, and offered recommendations for 
additional research in addition to providing a new definition and 
explanation of the topic. Future research endeavors should leverage these 
theoretical frameworks and dimensions to deepen insights into and refine 
strategies for enhancing job performance across diverse organizational 
settings. 

 

INTRODUCTION 

In the academic and practical fields of management, the idea of job performance has long been a 
fundamental concern. To put it simply, it's the assessment of an individual's job (Campbell et al., 
1993; Aguinis, 2019; Schmitt, 2023). Job performance is the purpose and premise of the operation 
and development of any enterprise, or organization, including organizational performance and 
employee individual performance (Ding, 2002). Campbell (1990) describes job performance as a 
variable at the individual level, or as a single person performance. This distinguishes it from a more 
inclusive structure, such as organizational performance or national performance, which are higher-
level variables. In conclusion, job performance, as described by Campbell (1990), is distinctly an 
individual-level variable that focuses on the performance of a single person. This distinguishes it 
from a more inclusive structure, such as organizational performance or national performance, which 
are higher-level variables (Ilgen & Pulakos, 1999). To summarize, Campbell (1990) characterises job 
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performance as a variable at the individual level that concerns the work output of a particular 
individual. This concept is further emphasized by Ilgen and Pulakos (1999), who highlight that job 
performance is distinct from broader constructs like organizational or national performance, which 
involve higher-level variables and collective outcomes. When taken as a whole, these viewpoints 
highlight how crucial it is to differentiate between individual performance and broader all-
encompassing performance indicators within society and organizations. 

Examining work performance is essential for both individuals and organizations since it is a vital sign 
of both personal and organizational success (Aguinis, 2019). Understanding job performance allows 
organizations to evaluate the extent to which employees are meeting job requirements, achieving 
organizational goals, and contributing to overall productivity. As noted by Saks and Gruman (2014), 
"job performance represents the extent to which an employee contributes to organizational goals.". 
Organizations can pinpoint areas of strength and weakness in their workforce and implement 
focused interventions to optimize employee output by evaluating job performance. 

Moreover, studying job performance provides valuable insights for talent management and 
employee development strategies. By analyzing factors that influence job performance, such as job 
satisfaction, organizational commitment, and leadership effectiveness, organizations can tailor 
training and development programs to enhance employee skills and competencies (Luthans, Youssef-
Morgan, & Avolio, 2015; Chen & Kao, 2020). According to Latham and Pinder (2005), "creating 
efficient training programmes, performance rating systems, and selection processes all depend on an 
understanding of job performance. As stated by Saks and Haccoun (2016) and Rothwell and 
Lindholm (2019), "Investing in employee development not only improves job performance but also 
enhances employee engagement and retention, ultimately leading to a more resilient and competitive 
organization". These insights underscore the importance of comprehensively understanding and 
investing in job performance for organizational success. 

Furthermore, studying job performance facilitates evidence-based decision-making in human 
resource management practices. By incorporating performance metrics and utilizing data-driven 
methodologies, organizations can systematically assess and evaluate various aspects of employee 
performance. This enables them to make well-informed decisions across a spectrum of crucial areas 
such as recruitment, promotion, compensation, and succession planning. Through the analysis of 
quantifiable data, organizations gain deeper insights into the strengths and areas for improvement 
of their workforce, facilitating strategic decision-making processes aimed at optimizing human 
capital utilization and organizational performance (Bauer et al., 2019; Cascio & Boudreau, 2016). As 
highlighted by Cascio and Boudreau (2016), "studying job performance enables organizations to link 
HR practices to business outcomes and demonstrate HR's strategic value." By aligning HR practices 
with organizational goals and objectives, organizations can maximize their human capital investment 
and gain a competitive advantage in the dynamic business environment. Accordingly, analyzing job 
performance is crucial for promoting employee growth, increasing organizational effectiveness, and 
advancing strategic HRM goals (Borman & Motowidlo, 1993; Cascio & Boudreau, 2008). In 
conclusion, studying job performance is crucial for effective HR management and organizational 
success. By using performance metrics and data-driven approaches, organizations can make 
informed decisions on recruitment, promotion, compensation, and succession planning. This aligns 
HR practices with business goals, maximizes human capital utilization, and boosts competitiveness. 
Overall, investing in job performance analysis enhances organizational effectiveness and drives 
strategic HR initiatives. 

This study examines the meanings, characteristics, and effects of job performance on organizational 
success, utilizing theoretical frameworks from organizational psychology and human resource 
management. Starting with an explanation of work performance from both the person and the 
organizational point of view, the study aims to characterize its complexity. The study examines how 
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elements such role clarity, job satisfaction, and organizational support affect job performance using 
theories like role theory and social exchange theory. After that, it explores the several aspects of job 
performance, such as contextual performance, adaptive performance, and task performance, which 
are theoretically derived from competency-based and job demands-resources models. By 
understanding these dimensions through theoretical lenses, a more comprehensive assessment of 
employee contributions beyond mere task completion can be achieved. Subsequently, the paper 
examines the implications of job performance for organizational success, highlighting its impact on 
key outcomes such as productivity, innovation, and employee satisfaction. Recognizing this intricate 
relationship enables the formulation of strategies informed by theoretical insights to optimize 
performance, foster employee development, and ultimately drive sustained organizational success. 

DEFINITION 

Recognizing the effectiveness of individuals in their roles is pivotal for the success of organizations. 
Job performance encompasses more than task completion; it involves employees' integration into 
their work settings and their ability to adjust to shifts. Establishing a clear definition of job 
performance assists companies in devising measurement criteria and understanding its significance. 
This introduction delves into the meaning of job performance, examining its various components and 
underscoring its critical importance for businesses. The table below illustrates several typical 
interpretations of employee performance on an individual scale. 

Table 1: The definitions of Job Performance Given by Researchers 

Year Researcher Definition 
1968 Porter & Lawler Job performance is made up of the quantity of 

performance, the quality of performance, and the degree 
of work effort.  

1986 
 
 
1989 

Hall & Goodale 
 
 
Murphy 

Job performance is a way for employees to work on their 
own, including their own arrangement of learning, 
technical skills, interaction with others, obedience to 
leadership, etc. 
Job performance can be defined as the extent to which 
an individual accomplishes the activities that make up 
his or her job. 

1990 Campbell Job performance represents behaviors employees 
engage in while at work that contribute to 
organizational goals. 

1993 Campbell Job performance is different from effect or productivity, 
employee performance involves the performance of the 
individual, etc. The effect involves assessing 
performance results, and productivity means how the 
individual or organization behaves. 

1994 Byars & Rue Job performance refers to the net effect of employee 
effort, influenced by the ability of employees and the 
role cognition. This means that in a particular case, 
employee performance can be seen as the result of the 
relationship between effort, competency, and role 
cognition. 

1997 Borman & 
Motowidlo 

Job performance is assessable, multi-dimensional, 
continuous behavioral structure associated with 
organizational goals. 
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1997 
 

Motowidlo, Borman, 
& Schmit 

Job performance refers to the level of effectiveness with 
which an individual fulfills the requirements of his or 
her job. 

1998 Guion Job performance is the degree to which an employee 
successfully fulfills the factors included in the job 
description. 

2002 Rotundo & Sackett Job performance is a result of an individual achievement 
at a particular time by some way 

2013 Aguinis Job performance encompasses the outcomes achieved 
and the behaviors exhibited by employees in carrying 
out their job duties. 

2016 Landy & Conte Job performance represents the overall effectiveness of 
an individual in fulfilling the duties and responsibilities 
of their job. 

2019 Rothwell & 
Lindholm 

Job performance is the overall effectiveness and 
efficiency of an individual in executing their job 
responsibilities, resulting in the achievement of 
organizational goals. 

2021 Chen & Kao Job performance refers to the quality, quantity, and 
consistency of an employee's work output, directly 
impacting organizational effectiveness and success. 

2020 Latham & Wexley Job performance is the extent to which an employee's 
actions contribute to achieving the goals and objectives 
of the organization." 
 

 

The table above illustrates varying definitions of job performance across different researchers, 
indicating a lack of consensus similar to many other concepts in human resource management. 
Initially, scholars predominantly viewed job performance in two ways: as an outcome or as individual 
behavior. However, in the 1990s, research began to adopt a multidimensional perspective, 
recognizing job performance as encompassing not only results but also the behaviors necessary to 
achieve those results, such as cognitive and physical efforts. Consequently, scholars offer diverse 
definitions of job performance based on their research perspectives and angles. 

In the realm of academic discourse, diverse definitions of job performance have been posited by 
scholars, reflecting both shared foundational concepts and nuanced differences in focus, scope, and 
viewpoint. Many of the definitions emphasize the effectiveness of an individual in fulfilling their job 
requirements or contributing to organizational goals. This suggests a common understanding that 
job performance is about achieving desired outcomes and focus on effectiveness. 

However, several definitions highlight that job performance involves observable behaviors or actions 
exhibited by employees while carrying out their job responsibilities. This behavioral aspect implies 
that job performance is not solely about results but also about how those results are achieved. At 
same time, a recurring theme in the definitions is the idea that job performance is linked to 
organizational objectives. Employees' actions and outcomes are expected to contribute to the overall 
success and effectiveness of the organization. 

While these definitions share core concepts, they diverge in granularity and focus. Variations emerge 
in the perspective on job performance at individual versus organizational levels, as well as in the 
methods of measurement and assessment. These nuances highlight the multifaceted nature of job 
performance. While most definitions cover the fundamental aspects of job performance, such as 



Saidin et al.                                                                                                          A Synthesis Towards the Construct of Job Performance 

304 
 

effectiveness and alignment with organizational goals, they vary in their scope and specificity. Some 
definitions provide broad conceptual frameworks, while others offer more detailed insights into the 
components or dimensions of job performance.  

Some definitions emphasize job performance at the individual level, focusing on the actions and 
outcomes of individual employees. Others consider job performance in the context of organizational 
effectiveness, highlighting its broader implications for the entire organization. At the same time, the 
definitions are different in their perspectives on how job performance is measured and assessed. 
Some emphasize the observable behaviors or outcomes, while others consider factors such as effort, 
competency, and role cognition in evaluating job performance. Overall, while there are variations in 
the nuances and emphasis of these definitions, they collectively provide a comprehensive 
understanding of job performance as a multidimensional construct that involves achieving desired 
outcomes through observable behaviors aligned with organizational goals. 

In conclusion, the concept of job performance remains dynamic and multifaceted, as evidenced by 
the diverse definitions provided by various researchers. While early perspectives viewed job 
performance either as an outcome or as individual behavior, the evolution of research in the 1990s 
emphasized its multidimensional nature, encompassing both results and the behaviors required to 
achieve them (Borman & Motowidlo, 1997). This demonstrates how difficult it is to evaluate and 
comprehend work performance in the context of human resource management. Going forward, 
comprehensive frameworks and tactics to measure, assess, and improve job performance in 
organizational contexts must recognize and take into account these varied viewpoints (Aguinis, 
(2019).  

JOB PERFORMANCE DIMENSION 

After thoroughly discussing the definition of job performance, the exploration now progresses to 
delve into its various dimensions. It is imperative to recognize that job performance encompasses 
multiple facets beyond mere task completion, reflecting the diverse ways employees contribute to 
organizational goals. From previous study, most researchers divided job performance into two 
dimesions: task performance and contextual performance (Borman & Motowidle, 1993; Özçelİk & 
Uyargİl, 2018; Scotter & Motowidlo, 1994; Wang, Li & Luo, 2007). Borman & Motowidle (1993) has 
made outstanding contributions to the research on job performance. In their research, Borman & 
Motowidle (1993) firstly divided job performance into two dimensions: task performance and 
contextual performance, which are the basis for future research on job performance. The focus of 
task performance is the degree of skill proficiency required to complete the task, and the degree of 
achievement of the goal. Contextual performance emphasizes the interpersonal relationships of 
organizational members, organizational atmosphere, and organizational environment, 
organization’s social network and the psychological climate which can support task performance. 
Therefore, it could be said that Borman and Motowidle (1993) significantly advanced job 
performance research by introducing the foundational dimensions of task performance and 
contextual performance, with task performance focusing on skill proficiency and goal achievement, 
and contextual performance emphasizing interpersonal relationships and supportive organizational 
factors. 

Borman and Motowidlo (1993) proposed two dimensions of job performance: task performance and 
contextual performance. This dimension focuses on how well employees execute their assigned job 
duties and responsibilities. The second dimension is contextual performance. This dimension also 
known as organizational citizenship behavior (OCB), pertains to voluntary actions that contribute to 
the effective functioning of the organization beyond formal job requirements. 

In order to further study the two-dimensional structure model of job performance, Scotter & 
Motowidlo (1994) took the air force mechanics as the research participant, and studied the difference 



Saidin et al.                                                                                                          A Synthesis Towards the Construct of Job Performance 

305 
 

between the organization's task and contextual performance dimension of the air mechanic 
mechanics group through the superior evaluation method. The results show that there are significant 
differences in the task performance and contextual performance of the air force mechanics group, 
which affects the overall performance individually, and the correlation between the contextual 
performance and the individual characteristics of the sample studies is higher. Wang, Li and Luo 
(2007) used the confirmatory factor analysis to verify the structural differences in task performance 
and contextual performance in the Chinese cultural context. The results show that task performance 
and contextual performance can be distinguished in structure. It can be seen that the dual structure 
model of job performance in the Chinese cultural context is also applicable.  

On the basis of the two-dimensional structure model of job performance, many scholars have further 
explored and expanded the dimension. Scotter and Motowidlo (1996) divided contextual 
performance into interpersonal promotion and work dedication based on the distinction between 
task performance and contextual performance. The Chinese scholar Wen Zhiyi took managers at the 
middle level as the research object, explores the exploratory factor analysis of their job performance, 
and divides the job performance into four dimensions: task performance, interpersonal performance, 
adaptability and effort performance (Chen & Duan, 2008). On the basis of summarizing the previous 
research, Han (2006) constructs a conceptual model of four-dimensional job performance through 
exploratory factor analysis. Based on task performance and contextual performance, Han (2006) also 
derives both learning performance and innovation performance. There are some progressive 
ascending relationships in these four dimensions (Hu, 2009). 

The division of job performance has undergone a different process, which only focused on results in 
the beginning, that is, task performance, and later not only focused on results, but also paid attention 
to processes, that is, contextual performance, as well as learning performance which is controversial 
to a certain extent. As the connotation and extension of job performance at different times and 
different organizational backgrounds are not the same, it is bound to involve the evolution of the 
dimensionality of job performance (Zhao, 2012). In order to evaluate the job performance in this 
paper, it is necessary to take a thorough look at the features of university administrative 
performance, with a primary focus on results and process performance. Furthermore, a number of 
academics have acknowledged and given the greatest emphasis to the two aspects of job 
performance—task and contextual performance (Özçelİk & Uyargīl, 2018). 

In conclusion, job performance is a multifaceted construct encompassing various dimensions that 
extend beyond mere task completion. Historically, research has primarily divided job performance 
into two key dimensions: task performance and contextual performance. Task performance focuses 
on the degree of skill proficiency and goal achievement, while contextual performance, also known 
as organizational citizenship behavior (OCB), emphasizes interpersonal relationships, organizational 
atmosphere, and voluntary actions that support organizational functioning. 

UNDERLYING THEORIES AND THEORETICAL FRAMEWORK  

Investigating the underlying ideas and theoretical frameworks that shape the dimensions and 
dynamics of job performance is crucial to gaining a thorough understanding of it. These theoretical 
stances offer a strong framework for examining the ways in which different elements affect work 
performance and direct the creation of instruments and actions for assessment. Well-known theories 
that shed light on the social, cognitive, and motivational foundations of job performance include the 
Job Characteristics Model, Expectancy Theory, Social Exchange Theory, and Attribution Theory. 

 

From the above statemen, the Job Characteristics Model emphasizes the role of job design in 
enhancing employee motivation and performance by focusing on core job dimensions like skill 
variety and task significance (Hackman & Oldham, 1976). Expectancy Theory elucidates how 
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individuals' beliefs about their ability to perform tasks, the rewards they expect, and the value they 
place on those rewards impact their performance (Vroom, 1964). The reciprocal ties between 
workers and their organizations are examined by social exchange theory, which emphasises how 
worker perceptions of fair treatment and organizational support can improve output (Blau, 1964). 
Heider (1958) created the theory of Attribution, which studies how people assign reasons to their 
own and other people's behaviors, thereby affecting their motivation and output. Researchers and 
practitioners may create a sophisticated understanding of job performance by combining these and 
other theoretical frameworks, which makes it possible to create practical plans that will increase 
worker productivity and organizational success. 

The Job Characteristics Model (Hackman & Oldham, 1976) 

The Job Characteristics Model (JCM), developed by Hackman and Oldham in 1976, is a widely 
recognized framework that aims to understand how certain job attributes affect employee 
motivation, satisfaction, and performance (Fried & Ferris, 1987). The model posits that job design 
can significantly influence employee outcomes and identifies five core job characteristics that 
enhance intrinsic motivation and job performance: 

1. Skill Variety: The extent to which a job requires a variety of different activities and skills. Jobs that 
utilize multiple skills can make work more engaging and meaningful. 

2. Task Identity: The degree to which a job involves completing a whole, identifiable piece of work 
from start to finish. When employees can see a job through from beginning to end, they are likely to 
feel a greater sense of accomplishment. 

3. Task Significance: The impact that a job has on other people, whether inside or outside the 
organization. Jobs perceived as important and impactful can increase employees' sense of purpose 
and motivation. 

4. Autonomy: The degree of freedom and independence an employee has in carrying out their work. 
High levels of autonomy can lead to a greater sense of responsibility and control over one's job. 

5. Feedback: The extent to which employees receive direct and clear information about their 
performance. Regular and specific feedback helps employees understand how well they are doing 
and where they can improve (Hackman & Oldham, 1976). 

From above list, according to the JCM, these five core job characteristics influence three critical 
psychological states: experienced meaningfulness of the work, experienced responsibility for 
outcomes, and knowledge of the actual results of the work activities. When these psychological states 
are positively influenced, they lead to higher intrinsic motivation, job satisfaction, and job 
performance. 

In studying job performance, for researchers who intend to study on job performance, the JCM theory 
can serve as a theoretical framework by guiding them to focus on how job design influences employee 
outcomes. By examining the presence and impact of the five core job characteristics, researchers can 
determine how changes in job design might enhance performance. For example, increasing skill 
variety and task significance can make work more meaningful and engaging, thereby improving 
performance. Providing greater autonomy can empower employees, leading to higher levels of 
responsibility and motivation. 

Furthermore, organizations can also use the JCM theory to redesign jobs to improve performance 
outcomes. By assessing the current state of the five job characteristics, managers can identify areas 
for improvement and implement changes that enhance these characteristics. For instance, jobs can 
be restructured to include a broader range of tasks or more significant roles, increasing skill variety 
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and task significance. Additionally, feedback mechanisms can be established to ensure employees 
receive regular, actionable information about their performance. 

Overall, the Job Characteristics Model provides a comprehensive framework for understanding and 
improving job performance through strategic job design. By focusing on enhancing the core job 
characteristics, organizations can foster a more motivated, satisfied, and high-performing workforce 
(Hackman & Oldham, 1976). This approach leads to a workforce that is more engaged, productive, 
and committed, ultimately contributing to organizational success and effectiveness. 

Expectancy Theory (Victor Vroom, 1964) 

The Expectancy Theory, which Victor Vroom developed in 1964, is another theory that is frequently 
used to examine job performance. This idea, which is a cognitive motivational theory, describes how 
people choose their actions depending on what they hope to achieve. According to the theory, people 
are driven to engage in particular behaviors if they think that doing so would result in the 
performance levels and rewards they want. Three essential elements form the foundation of 
expectation theory: valence, instrumentality, and expectancy. 

Expectancy theory, as proposed by Vroom (1964), offers a structured approach to understanding and 
predicting individual motivation in the workplace. The theory posits that motivation is influenced by 
three key factors: expectancy, instrumentality, and valence. Expectancy refers to an individual's 
belief that their effort will result in the desired level of performance, based on their perception of the 
likelihood that exerting a certain level of effort will lead to achieving the performance goal (Vroom, 
1964). Essentially, if an employee perceives a high expectancy, they are more likely to be motivated 
to exert effort towards achieving their goals. 

Next factor is instrumentality. It is another crucial component of expectancy theory, centers on the 
belief that achieving the desired performance level will result in specific outcomes or rewards. It 
assesses the perceived linkage between performance and the attainment of rewards (Vroom, 1964). 
When employees perceive a strong instrumentality that is, they believe that achieving higher 
performance levels will directly lead to desirable rewards, their motivation to perform at high levels 
increases significantly. 

Examine the preceding Expectancy theory's third component, valence, includes an individual's 
assessment of the worth or significance of the benefits linked to reaching the targeted performance 
level. It expresses the value to the individual and the allure of the results or incentives associated 
with achievement (Vroom, 1964). Greater valence suggests that the recipient values the incentives 
greatly, which boosts motivation to meet the intended performance goals. All together, these 
components of expectancy theory offer a framework for comprehending how people, depending on 
their perceptions of the links between effort, performance, and rewards, decide how much effort and 
motivation to put forth at work. 

In job performance research, Expectancy Theory can be utilized to examine how employees' 
expectations influence their motivation and performance. By understanding the expectancy, 
instrumentality, and valence perceptions of employees, researchers can gain insights into what 
drives individuals to perform well in their jobs. For instance, if employees believe that their efforts 
will lead to high performance (high expectancy), that high performance will be rewarded (high 
instrumentality), and that the rewards are valuable (high valence), they are more likely to be 
motivated to perform at a high level. 

Expectancy Theory can also be used to design effective performance management systems. 
Organizations can ensure that employees have the necessary resources and training to enhance their 
expectancy. They can establish clear and fair performance-reward linkages to improve 
instrumentality, and they can offer rewards that are genuinely valued by employees to increase 
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valence. By addressing these components, organizations can create an environment that fosters high 
motivation and, consequently, high job performance" (Luthans, 2011). 

In summary, Expectancy Theory provides a valuable framework for studying job performance by 
highlighting the importance of employees' perceptions of effort-performance and performance-
reward relationships. It helps researchers and practitioners understand the motivational processes 
that drive employee behavior and performance, enabling the design of interventions that can 
enhance employee motivation and organizational effectiveness (Vroom, 1964). 

Expectancy Theory emphasises the significance of employees' views of effort-achievement and 
performance-reward links, offering a useful framework for researching job performance. This theory 
aids in the understanding of the motivational mechanisms influencing worker performance and 
behavior by academics and professionals. Expectancy Theory provides insights into what drives 
workers to perform well by concentrating on how people understand the relationship between their 
efforts and desired results.  

This understanding enables the design of interventions aimed at enhancing employee motivation and 
improving organizational effectiveness. Ultimately, by leveraging Expectancy Theory, organizations 
can create environments that support and sustain high levels of motivation, thereby fostering optimal 
job performance. 

Attribution Theory (Heider, 1958) 

Attribution theory is one of the social cognitive theories that explains the causes of people's behavior 
or performance. It explores what information is gathered and how it is combined to form a causal 
judgment (Fiske, & Taylor, 1991). For example, if someone is angry, it is because he or she has a bad 
temper or because something bad happened (Graham, 2014). In this study, attribution theory can be 
used to explain that job performance is attributed to perceived organizational support and work 
engagement. 

However, there are many different attribution theories proposed by different researchers from a 
different perspective, such as Heider's (1958) attribution theory, Jones & Davis (1965) 
correspondent inference theory, and Kelley's (1967) covariation model. In 1958, Heider in his book 
The Psychology of Interpersonal Relations firstly put forward the concept of attribution theory from 
the perspective of naive psychology. In his study, Heider (1967) pointed out that people's 
performance is related to internal attribution and external attribution, which also can be called 
dispositional attribution and situational attribution. Internal attribution refers to the factors that 
exist in the people themselves, such as needs, emotions, interests, attitudes, enthusiasm, beliefs, 
efforts, etc. External causes refer to factors surrounding the people's environment, such as 
expectations of other people, rewards, remuneration, penalties, instructions, orders, the weather is 
good or bad and so on (Heider, 1958). In another word, it can be considered that a person' 
performance can be attributed to their own or environment. Applying the theory of attribution to the 
management work reveals that when the employee's performance is not good, the manager should 
analyze which factors affect the employee's performance, internal attribution or external attribution. 
So that, they can help improve the employee's work performance (Shi, 2009). 

Victor Vroom's 1964 creation of Expectancy hypothesis is another hypothesis that is frequently 
employed in the study of job performance. This idea, which falls under the category of cognitive 
motivation, describes how people choose their actions depending on what they want to achieve. 
According to the hypothesis, people are more inclined to engage in particular behaviors if they think 
that doing so would result in the performance levels and rewards, they desire. Expectancy, 
instrumentality, and valence are the three main pillars upon which expectation theory rests. 
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Heider (1958) also pointed out that people often use the principle of covariance when doing 
attribution. The covariation principle states that "an effect is attributed to one of its possible causes 
with which, over time, it covaries" (Kelley, 1973). That is, a certain performance is attributed to 
potential causes that appear at the same time. Causes of the performance can be attributed to the 
person (internal, such as vigor, dedication and absorption), the stimulus (external, such as working 
support, identifying value and caring about well-being), or some combination of these factors 
Hewstone & Jaspars, (1987). Therefore, it could be said that job performance may be attributed to 
perceived organizational support and work engagement according to Attribution Theory (Heider, 
1958). 

Therefore, Attribution Theory suggests that job performance may be attributed to perceived 
organizational support and work engagement, highlighting the influence of both internal factors 
(such as vigor, dedication, and absorption) and external factors (such as working conditions and 
organizational support) on performance outcomes. 

DISCUSSION 

The Job Characteristics Model, Expectancy Theory, Social Exchange Theory, and Attribution Theory 
collectively provide comprehensive frameworks for understanding and enhancing job performance. 
These theories illuminate how job design, employee motivation, social relationships, and attributions 
of performance outcomes contribute to overall organizational effectiveness. By integrating these 
theories, researchers and practitioners can gain deeper insights into the complex interplay between 
job characteristics, employee motivation, social dynamics, and attributions of success or failure in 
the workplace, thereby enabling the development of targeted interventions to optimize job 
performance and foster a motivated and productive workforce. 

In conclusion, employing a multifaceted theoretical approach to studying job performance provides 
a comprehensive understanding of the myriad factors influencing employee productivity and 
satisfaction. The integration of the Job Characteristics Model, Expectancy Theory, Social Exchange 
Theory, Attribution Theory, Goal-Setting Theory, Self-Determination Theory, Equity Theory, Social 
Cognitive Theory, and Herzberg's Two-Factor Theory enables a nuanced analysis of job design, 
motivation, social interactions, and cognitive perceptions. 

The Job Characteristics Model highlights how job design elements like autonomy and feedback can 
enhance job performance. Expectancy Theory emphasizes the importance of aligning employee 
expectations and rewards, while Social Exchange Theory focuses on the impact of quality social 
exchanges on performance. Attribution Theory explores how employees’ interpretations of success 
or failure influence their motivation and behavior. Goal-Setting Theory provides insights into how 
specific and challenging goals can drive performance, and Self-Determination Theory underscores 
the significance of fulfilling intrinsic psychological needs. 

Equity Theory examines the effects of perceived fairness on employee attitudes and behaviors. Social 
Cognitive Theory adds another dimension by focusing on the role of self-efficacy and observational 
learning in performance. Herzberg's Two-Factor Theory distinguishes between hygiene factors that 
can cause dissatisfaction and motivators that can enhance job satisfaction and performance. 

Reinforcement theory can also clarify the ways in which both positive and negative reinforcements 
impact behaviour. Understanding how situational factors impact the connection between leadership 
styles and work performance is possible with the help of contingency theory. Ultimately, the Person-
Environment Fit Theory provides insight into how job satisfaction and performance are impacted by 
the alignment of personal traits with the workplace. 

By examining the interplay of these diverse factors, researchers can develop a holistic view of the 
mechanisms driving job performance. This integrative approach not only enriches the theoretical 
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landscape but also offers practical insights for organizations aiming to enhance employee 
performance through tailored motivational strategies, supportive work environments, effective 
feedback systems, fair treatment, and alignment of individual and organizational goals. Thus, 
combining these theories creates a robust framework for understanding and improving job 
performance in diverse organizational settings. 

Researching job performance presents several challenges that can complicate the ability to draw 
clear, actionable conclusions. One significant challenge is the multidimensional nature of job 
performance itself. As job performance encompasses task performance, contextual performance, 
adaptive performance, and counterproductive work behaviors, isolating and accurately measuring 
each component can be complex (Rotundo & Sackett, 2002). Additionally, individual differences such 
as personality traits, motivation levels, and personal circumstances can influence performance, 
making it difficult to generalize findings across diverse employee populations (Judge & Bono, 2001). 
The dynamic nature of modern work environments, characterized by rapid technological 
advancements and changing organizational structures, adds another layer of complexity, as it 
necessitates continuous adaptation of performance metrics and theoretical models to stay relevant. 

Notwithstanding these difficulties, there are many of chances for important discoveries and 
developments in theory and practice in the field of job performance research. Big data and advanced 
analytics are becoming more widely available, opening up new avenues for the collection and 
analysis of performance-related data and enabling a more complex understanding of the variables 
affecting work performance (Huselid, 2018). Furthermore, there are now more opportunities for 
studies that examine the interactions between work-life balance, mental health, organizational 
culture, and job performance due to the increased focus on employee well-being and sustainable 
work practices (Grawitch, Gottschalk, & Munz, 2006). Through the utilisation of interdisciplinary 
methodologies and the integration of perspectives from disciplines like psychology, organizational 
behaviour, and human resource management, scholars can formulate more comprehensive and 
efficient tactics to improve work output in contemporary workplaces. 

CONCLUSION 

In conclusion, the synthesis presented in this article provides a comprehensive overview and 
integration of various dimensions and theoretical approaches to the construct of job performance. 
By examining diverse perspectives from seminal works in organizational psychology and human 
resource management, the article highlights the multidimensional nature of job performance, 
encompassing factors such as task performance, contextual performance, and counterproductive 
behaviors. The theoretical frameworks reviewed, including those by Campbell, Borman and 
Motowidlo, and others, underscore the complexity and evolving understanding of what constitutes 
effective workplace performance. Moreover, the synthesis emphasizes the importance of considering 
both individual and contextual factors in assessing and enhancing job performance, thereby offering 
insights that can inform future research, practice, and policy in the field of organizational behavior 
and management. 
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