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Abstrak 

Kajian ini bertujuan untuk mengkaji hubungan antara motivasi pekerja dan prestasi 

kerja dengan memberi tumpuan kepada peranan perantaraan sistem digital berkaitan 

perakaunan di kalangan pekerja yang menggunakan perisian perakaunan. Dalam era 

transformasi digital kini, sistem perakaunan berasaskan teknologi seperti Sistem 

Maklumat Perakaunan (AIS) dan Perancangan Sumber Perusahaan (ERP) telah 

merevolusikan cara organisasi menguruskan data kewangan dan operasi harian. Walau 

bagaimanapun, pelaksanaan sistem ini tidak selalu menjamin peningkatan prestasi kerja 

tanpa tahap motivasi pekerja yang tinggi. Kajian ini menggunakan pendekatan 

kuantitatif dengan mengedarkan soal selidik kepada pekerja yang menggunakan 

perisian perakaunan dalam industri perkhidmatan kewangan dan perakaunan di 

Malaysia. Dapatan kajian menunjukkan bahawa motivasi pekerja mempunyai 

hubungan yang signifikan dengan prestasi kerja, dan sistem digital berkaitan 

perakaunan memainkan peranan perantaraan yang penting antara kedua-dua pemboleh 

ubah ini. Dapatan ini memberikan implikasi penting kepada pengurus sumber manusia 

dalam membangunkan strategi latihan dan pembangunan yang meningkatkan 

penerimaan teknologi dan prestasi organisasi secara keseluruhan. 

Kata kunci: Motivasi pekerja, prestasi kerja, sistem digital perakaunan, sektor swasta 
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Abstract 

This study aims to examine the impact of employee motivation and job performance by 

focusing on the mediating role of accounting-related digital systems among employees 

using accounting software. In today's era of digital transformation, technology-based 

accounting systems such as Accounting Information Systems (AIS) and Enterprise 

Resource Planning (ERP) have revolutionized the way organisations manage financial 

data and daily operations. However, the implementation of these systems does not 

always guarantee improved job performance without a high level of employee 

motivation. This study adopts a quantitative approach by distributing questionnaires to 

employees using accounting software in the financial and accounting service 

industry in Malaysia. The findings indicate that employee motivation has a significant 

impact on job performance, and accounting-related digital systems play a crucial 

mediating role between these two variables. These findings offer important 

implications for human resource managers in developing training and development 

strategies that enhance technology adoption and overall organisational performance. 

Keywords: Job performance, employee motivation, accounting-related digital systems 
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CHAPTER ONE 

INTRODUCTION 

1.1 Background of the Study 

Organizational effectiveness, productivity, and long-term sustainability are 

significantly influenced by employee job performance, particularly for those using 

accounting software within the organization. In accounting contexts, employee job 

performance influences the precision of financial reporting and the adherence to 

the rules and regulations, quality of audits, and the reliability of information for 

managerial decision-making (Diamantidis & Chatzoglou, 2019; Alase & Akinbo, 

2021). Employees who perform their jobs well enhance competitive advantage, 

whereas, on the contrary, substandard job performance puts organisations at risk 

financially, damages the firm's reputation, and creates operational inefficiencies. 

Prior studies show that factors causing declines in job performance are more likely 

to be of a human nature than a technical one. In this regard, employee motivation 

has been noted as a crucial factor affecting job performance in a variety of 

organisations (Diamantidis & Chatzoglou, 2019; Kuvaas et al., 2020). Motivated 

employees are more likely to be constructive, persistent, and take the initiative as 

well as be flexible, all of which are conducive to attaining the performance goals 

in an accounting position. On the contrary, low motivation results in high 

disengagement, low effort, and a decline in both task and contextual performance 

(Al-Kharabsheh et al., 2023). 
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Employees using accounting software may be adversely affected by job monotony, 

long hours, insufficient recognition, and unreasonably high expectations. 

Perceptions of monotony and of a lack of enough support lead to lower motivation, 

and as a result, lower productivity and even lower quality of work (Wahet et al., 

2020; Wege et al., 2019). Traditionally, firms would use financial incentives and 

promotion as motivators; however, in more recent studies, these extrinsic 

motivating factors have been viewed as inadequate to maintain high levels of job 

performance in a rapidly digitizing workplace (Hartoko & Fitri, 2023). 

In the face of performance problems, numerous employees using accounting 

software are integrated with Accounting Information Systems (AIS), Enterprise 

Resource Planning (ERP) Systems, Cloud Accounting, Artificial Intelligence (AI), 

and automated reporting tools. Accounting Related Digital System (ARDS) are 

intended to increase the productivity, precision, and rapidness of accounting 

functions by streamlining repetitive tasks, decreasing potential mistakes, and 

providing real-time fmancial data (Nassani et al, 2023; Davenport, 2019). The 

presence of digital accounting systems and their successful implementation can 

lead to organisational efficacy and performance (Alase & Akinbo, 2021; Zhang & 

Zhao, 2022). 

Despite ARDS being integrated into organisational systems, it does not guarantee 

improved job performance outcomes. Numerous researchers, employees, and 

system implementers speak of the perplexing adaptability to digital systems 

because of inadequate training, rudimentary user interfaces, overcomplex systems, 

chronic resistance to change, and heightened cognitive loads (Al-Kharabsheh et al., 

2 
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2022; Rachman et al., 2024). When the accounting systems available to employees 

are highly perceived to be of low usability and poorly congruent with tasks 

assigned within their positions, motivation can become quite low, thus decreasing 

job performance. Conversely, ARDS can be motivating and enhance job 

performance by task simplification and reallocation of employee effort away from 

repetitive accounting tasks to more valuable activities (AlNasrallah & Saleem, 

2022; DeLone & McLean, 2003). 

This implies that digital systems related to accounting may facilitate the connection 

between employee motivation and job performance. Motivated employees can 

perform better and, in this context, ARDS can encourage that motivation by 

streamlining work processes and providing greater autonomy over tasks (Nassani 

et al., 2023). 

Technology to be Used in the Next 3 Years 

Data Analytics Tools 

Accounting Software 

Cloud Applications 

Microsoft Applications 

Artificial Intelligence 

Audit Software 

Tax Software 

Practice Management 

Secretary Software 

Fintech 

Others 

Figure 1.1 Technology to be used in the next 3 years 
Source: Malaysian Institute of Accountants (MIA) (2019) 
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Figure 1.1 shows that the Malaysian Institute of Accountants (MIA) conducted a survey 

in 2019, which showed that accounting professionals wanted to increase the use of more 

sophisticated digital tools. The results indicate that 52% of participants wanted to use 

data analytics, 51 % planned to use accounting software, and 49% wanted to use cloud­

based services. Data analytics tool interest is notable and increased by more than a third, 

from 35% in 2017 to 52% in 2019. Also, 36% of participants planned to use tools that 

incorporate Artificial Intelligence (AI). Overall, the data demonstrates that there is a 

strong positive sentiment in the accounting field in utilizing technology to improve their 

efficiency, performance, and efficacy in their roles. 

Current Use of Technology 
Occaslooally / F1eqoenlly Used Ne,er / Ra"~ Used 
• 2017 . - 2011 

• 2019 2019 

80\ 

40 

20\ 

Micmsoll -· Cloud Oala P11ttice Tax Audit Artificiol F'rdech Setleta,y 
Appia· i11g Applka- Analytics Manage• Soltwa,t Sollwale lnteNi· Softwa,e 

ttons Software lions tools ment gence 

Figure 1.2 Current use of technology 
Source: Malaysian Institute of Accountants (MIA) (2019) 

Figure 1.2 shows that MIA surveys there is a table which depicts the different 

technologies employed within the profession. The most used technologies in the 

profession include Cloud Applications, Accounting software, and Microsoft 

Applications. 100% of the participates use Microsoft Applications and 90% use 

accounting software, however, the use of data analytics tools increased by 20% (from 
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20% in 2017 to 2019) which indicates that the profession is moving in the correct 

direction and adopting a more data oriented approach. The use of data analytics tools 

in this profession is a tier higher from previous uses of data and is more attributed to 

data, aided by technology, to improve accuracy, decision-making, and performance. It 

also increases the staff motivation, performance, and workflow, which is the directive 

of the increased use of technology within the profession. 

Barriers of Technology Adoption 

High Business Costs 

Lack of Talent to Utilise 
Technology Effectively 

Lack of Understanding on 
Benefits of Adopting 

Technology 

Lack of Clear Business Case 
to Justify Investment 

Lack of Regulation 

Others 

Figure 1.3 Barriers of technology adoption 
Source: Malaysian Institute of Accountants (MIA) (2019) 

The barriers to technology described in Figure 1.3 shows respondents ranking the 

barriers as, 71 % costly technology; 59% insufficient tech utilization; 57% lack of 

understanding of tech benefits) show the critical barriers that accounting firms need to 

overcome to realize the benefits of ARDS. MIA survey results highlighted the need to 

invest in training and education to overcome the critical barriers to effective utilization 

of ARDS in accounting practice. 

In Malaysia, where digital accounting systems have great potential, some accounting 

firms still experience the performance barriers of staff motivation, acceptance of the 
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system, and ARDS underutilisation. These issues highlight the need for more research 

in the Malaysian accounting field concerning the interplay between job performance, 

digital systems, and employee motivation. According to the MIA survey, there is an 

increasing reliance of accounting firms on technology, particularly cloud systems, data 

analytics, and AI, to improve performance. However, there is still a need to enhance 

the adoption and use of these technologies (Malaysian Institute of Accountants. (2025). 

This gap warrants attention, as declining employee engagement and job performance, 

as well as the potential long-term viability of employees using accounting software, are 

directly linked to the effective use of digital systems, particularly ARDS. 

Therefore, this study seeks to examine performance-related issues among employees 

using accounting software, as they pertain to employee motivation and the intermediary 

position of digital systems specific to accounting. With the closure of this gap, the study 

offers empirical insights into the motivational potential of employee digital accounting 

systems and performance improvement, thereby promoting sustained organisational 

performance in Malaysia's financial and accounting service industry. 

1.2 Problem Statement 

Theoretical Gap 

Although ARDS has helped the accounting profession manage fmancial data, the 

impacts of ARDS on accounting employee motivation and job performance remain 

largely unstudied. Even though the DeLone and McLean Information System Success 

(ISS) Model and the Job Demands-Resources (JD-R) Model capture the intersection of 

technology and organizational performance, the models have, in the case of ARDS, 

empirical and unassessed employee performance through motivation (Senin & Rashid, 
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2025). In particular, the associations between motivation and performance and the 

dimensions of system quality, information quality, and user satisfaction are virtually 

non-existent in the case of the Malaysian accounting field (Alase & Akinbo, 2021; 

Hartoko & Fitri, 2023). 

Even though the JD-R model analyzes how particular job resources help motivate 

performance, it does not explain how tools, such as ARDS, are job resources that can 

help improve employee engagement and performance in accounting jobs (Kuvaas et al., 

2020). In addition, motivational theories, such as Self-Determination Theory (SDT), 

have not been incorporated into studies examining ARDS and the socio-psychological 

dimensions of the user in the case of rapidly evolving digital environments, such as 

Malaysian SMEs (Nasar et al., 2021). With ARDS now integral to accounting, it is 

important to analyze the various dimensions of influence that ARDS has on employee 

motivation and job performance. Therefore, this study is designed to address this gap 

theoretically by examining the context of Malaysian accounting finns and the mediating 

effect of ARDS on employee motivation and job performance. 

Practical Gap 

Currently, Malaysian organizations have ARDS implemented for most accounting 

streamlining processes; however, they are still facing motivational and performance 

result issues. Integrated ARDS systems are designed frustrate user employees, and 

constant resistance to system utilization is documented. (Al-kharabsheh et al., 2022; 

Resende, 2024). System user interface, design, and insufficient training negatively 

affect resistance and overall utilization. Malaysian organizations face significant 

dilemmas concerning the underutilization of ARDS systems. Given the sustained and 

7 



I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 

constant pressure placed upon employees to achieve organizational deadlines and 

remain compliant with mandates (Nassani et al., 2023). 

In addition to the investment in digital equipment, there are still numerous accounting 

specialists who report experiencing system malfunctions, overly complicated 

processes, and mental overload, which reduce their efficiency and satisfaction (Hartoko 

& Fitri, 2023; Al-kharabsheh et al., 2023). These problems are worsened by the absence 

of individual coaching, where employees receive training that is overly generalized, 

misaligned to their specific job functions, and tips about problems are not addressed at 

all (Kurniasih et al., 2023). As a result, motivational factors of competence, autonomy, 

and /or relatedness are unmet, and job performance is reduced while turnover intentions 

are increased (Najeeb et al., 2021; Kuvaas et al., 2020). 

Practical gaps outlined in the research may include the issues most organizations face 

with ensuring ARDS systems not only work, but also fit with the employee's tasks and 

are psychologically. The implementation of ARDS needs to be approached from 

different angles, such as ensuring technical assistance, training concerning specific 

tasks, and regular adjustments of the systems in line with the demands of the industry 

(Resende, 2024; Alase & Akinbo, 2021). This research aims to provide empirical 

evidence to organizations in Malaysia on how to best integrate ARDS to enhance 

employee motivation, decrease work overload, and improve job performance. This help 

to bridge the gap between the theory and practice of the digital transformation of the 

accounting profession. 
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1.3 Research Questions 

1. What is the influence of motivation on job performance among employees using 

accounting software? 

2. What is the influence of motivation on ARDS among employees using 

accounting software? 

3. What is the influence of ARDS on job performance among employees using 

accounting software? 

4. What is the ARDS function as a mediator to employee motivation and job 

performance among employees using accounting software? 

1.4 Research Objectives 

1. To examine the influence of motivation on job performance among employees 

using accounting software. 

2. To examine the influence of motivation on ARDS among employees using 

accounting software. 

3. To examine the influence of ARDS on job performance among employees using 

accounting software. 

4. To determine the mediating influence of ARDS between employee motivation 

and job performance among employees using accounting software. 
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1.5 Significance of the Study 

The rapid pace of technological adoption and digital accounting systems has 

strengthened the impact on employee motivation and job performance, highlighting its 

importance for successful organisations (Al-kharabsheh et al., 2022). Digital 

accounting tools such as cloud-based accounting, artificial intelligence, automation, 

and enterprise resource planning tools are increasingly used for improving the 

effectiveness and precision of accounting functions, as well as overall business 

decision-making (Lutfi et al., 2022; Victolia et al., 2023; Rachman et al., 2024). Most 

research on these systems has focused on the technical aspects and performance 

implications of digital accounting tools, leaving the primary concern of employee 

motivation and job performance relatively neglected. This is particularly the case in 

developing economies such as Malaysia, where the accounting-related digital systems 

still have little empirical evidence regarding their impact on the workforce (Al-Hattami 

& Almaqtari, 2023; Nurain et al., 2024). 

Previous studies indicate that workers' motivation leads to successful performance at 

the individual level, as well as at the organizational level (Al-kharabsheh et al., 2022; 

Hartoko & Fitri, 2023). However, the majority of studies that examine the intersection 

of motivation and digital technologies are concerned either with digital human resource 

management systems or with general information technologies, and not with digital 

systems in accounting (Al-kharabsheh et al., 2022). Consequently, the understanding 

of how ARDS affects motivating factors and, subsequently, how motivators affect the 

level of performance of accounting professionals, is limited. By theorizing ARDS as a 

mediating variable, this research attempts to reposition motivation-performance theory 
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within the context of digital accounting and, thus, provide a better understanding of the 

impact of accounting technologies on employees' attitudes and performance. 

This study's significance aligns even more with the focus on Malaysia as an emerging 

digital economy with swiftly adopted technologies. Most literature on digitalised 

accounting systems and the motivation of employees comes from the West or 

developed countries, which draws a lot of the motivation literature to a lack of 

applicability in developing countries with different institutional, cultural, and 

technological settings (Al-Hattami & Almaqtari, 2023; Victolia et al., 2023). This 

research study focuses on employees who actively engage with accounting software in 

Malaysia and attempts to fill this gap by providing context-specific empirical evidence 

in relation to the literature on the development of human capital and digital 

transformation in developing countries (Nurain et al., 2024; Rachman et al., 2024). 

The practical perspective of this study's findings provides the basis for value-added 

contribution to the leaders of the organisations, managers of accounts, and professionals 

who implement any digital accounting systems. Malaysian organisations are still at the 

basic level of the digital transformation and, at times, focus on technological 

investments, leaving the employees' motivation, engagement, and change readiness 

unaddressed (Lutfi et al. 2022). Addressing the gaps in relational aspects of ARDS and 

employee motivation, performance, and productivity would assist Malaysian 

organisations in developing effective employee-oriented digital strategies, training, and 

change management frameworks (Hartoko & Fitri, 2023; Al-kharabsheh et al., 2022). 

This study also carries implications for digital transformation stakeholders among 

Malaysian policymakers and regulators, given the importance of such studies to the 

nation's digital economy. Current policy efforts stress the importance of technological 

11 
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adoption and operational improvements; however, there is still insufficient 

understanding regarding the implications of digital technologies on employee behaviors 

and work outcomes (Nurain et al., 2024). This study's outcomes can serve to inform 

policymaking relating to the need to integrate digitalisation and human resource 

management to improve organisational outcomes, individual employee outcomes, and 

quality of work life. 

This research also adds to emergent scholarship in constructing a viable empirical and 

conceptual basis for subsequent work that explores the dynamics between digital 

instruments and human capital. In empirically verifying the mediating effect of ARDS, 

the study has offered a construct that can be applied to other organisational roles, 

sectors, and geographical contexts. Subsequent researchers may augment this construct 

by the incorporation of other mediating and/or moderating variables such as digital 

competence, organisational culture, or leadership support, which contribute to the 

ongoing dialogue regarding digital transformation and the outcomes for employees (Al­

kharabsheh et al., 2022; Lutfi et al., 2022; Victolia et al., 2023). 

1.6 Scope of the Study 

This research aims to examine the impact on employee motivation and job performance, 

specifically investigating the role of Accounting-Related Digital Systems (ARDS) as a 

mediator in the financial and accounting service industry within the private sector in 

Malaysia. The study targets employees in positions such as Top Management, Senior 

Management, Managerial Level, and Executive Level who use accounting software as 

a core component of their job functions. The study excludes employees who do not use 

accounting software and those outside the accounting functions. 

12 
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Within this research, ARDS is specifically considered a mediating construct and not as 

a direct independent variable. ARDS encompasses digital technologies in accounting, 

such as cloud accounting systems, automation, and AI accounting applications, and 

other tools that assist in accounting processes. The study does not analyze the different 

digital accounting tools individually, as it is intended to study ARDS as a system, and 

how it affects the motivation of employees in relation to job performance. 

The study is primarily focused on Malaysia as its geographical scope. This is because 

most Malaysian organisations have adopted digital accounting systems, and the 

majority of research is focused on emerging digital economies; there is little research 

on the human-related outcomes of this technology. Therefore, results cannot be 

extended to developed economies or countries that are at a different digital 

transformation stage. 

From an organisational perspective, the focus is restricted only to organisations based 

in Malaysia that have implemented some form of accounting-related digital systems. 

Organisations that are in the early stages of digitalisation, or those that have not 

implemented accounting software, are excluded. Variances in organisational size, type 

of industry, level of digital maturity, and culture are considered as contextual factors 

that could have an impact on employees' motivation, ARDS usage, and performance, 

but are not explored as moderating factors in this study. 

13 



1.7 Definition of Key Terms 

1.7.1 Job Performance 

Job performance is a central issue in organizational behavior and encompasses both the 

in-role and the innovative components. In-role job performance encompasses all the 

tasks described in an employee's job description and is the basis the organization uses 

to evaluate and reward performance. This performance type captures work behaviors 

that are instrumental in helping the unit achieve its objectives. Conversely, innovative 

job performance is the development and execution of original ideas for the 

improvement of the organization. It is assessed based on the articulation and 

implementation of consequential ideas and activities that transcend the functional 

responsibilities of the position (Chen et al, 2019). 

1.7.2 Employee Motivation 

n1vers1t1 Utara Ma ays1a 

Employee motivation refers to the different internal or external stimuli that explain, 

guide, or maintain an individual's commitment to perform work-related activities. It 

determines the way and approach in which employees perform their duties and the goals 

of the organization. When employees are motivated, they demonstrate a higher level of 

productivity, creativity, and commitment to the organization (Abdulkareem, 2025). 

1.7.3 Accounting-Related Digital Systems (ARDS) 

Accounts Related Digital Systems (ARDS) refer to digital tools and technologies 

tailored to assist the financial activities of companies, mostly small and medium 

enterprises (SMEs ). These systems include digital services such as cloud accounting, 

14 
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as well as automation and AI-based applications that enhance and streamline 

accounting and financial management services (Mediaty et al., 2025). 

1.8 The Organisation of the Study 

The study is organized into five chapters. This material serves as the introductory 

section of the project paper. This chapter explains the context of the research topic and 

the rest of the study's components, starting with the Background of the Study and the 

Problem Statement, which pinpoints the gaps in the literature. It also contains the Study 

Questions and the Objectives of the Research that steer the research, and the Study 

Significance, which describes the contribution of the research to the field and practice. 

Also included are the Scope of the Study and Definition of Key Terms to outline the 

boundaries of the study and the key components. 

Chapter 2 about Literature Review. This chapter analyses the previous research 

conducted on employee motivation, job performance, and accounting-related digital 

systems, especially Accounting Information Systems (AIS). The chapter explains the 

major motivation theories and their position towards job performance and their 

relations to each of Vroom's Expectancy Theory and Herzberg's Two-Factor Theory. 

The chapter also assesses the impact of ARDS on organisational performance and the 

possible influence on employee motivation and job performance. 

Chapter 3 about Research Methodology. This chapter describes the research design, 

including the methods for data collection and analysis. It explains the Population and 

Unit of Analysis, Sample Size and Sampling Technique, and the Instrumentation (e.g., 

questionnaires). It also describes the Data Collection Procedures and the Methods used 

for Data Analysis in hypothesis testing. 
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Chapter 4 about Results and Findings. This chapter describes the analysis carried out 

on the data, including the descriptive statistics, correlation analysis, and regression 

results. It addresses the findings in relation to the research questions and hypotheses, 

discussing the most important impact and the patterns identified in the data. 

Chapter 5 about Conclusion and Recommendations. This chapter presents the study's 

key fmdings and their implications. It discusses the recommendations for employees 

using accounting software in organisations on the use of ARDS to improve employee 

motivation and job performance. This chapter also presents the Research Implications, 

Limitations, and Recommendations for Future Research. 

16 
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2.1 Introduction 

CHAPTER TWO 

LITERATURE REVIEW 

This chapter dives into the foundational aspects of employee job performance, 

motivation, and the positive influence of Accounting-Related Digital Systems (ARDS) 

on both. Job performance is a multifaceted construct, defined here as primary, 

contextual, and adaptive performance. While primary performance is described as 

accomplishing essential core tasks, contextual performance is characterized by 

behaviors that facilitate a better workplace, and adaptive performance relates to the 

ability to work flexibly and respond to new and varied challenges. 

2.2 Job Performance 

Job performance is a central issue in organizational behavior and encompasses both the 

in-role and the innovative components. In-role job performance encompasses all the 

tasks described in an employee's job description and is the basis the organization uses 

to evaluate and reward performance. This performance type captures work behaviors 

that are instrumental in helping the unit achieve its objectives. Conversely, innovative 

job performance is the development and execution of original ideas for the 

improvement of the organization. It is assessed based on the articulation and 

implementation of consequential ideas and activities that transcend the functional 

responsibilities of the position (Chen et al, 2019). 

The literature agrees that job performance is a multidimensional construct, most 

commonly defined as task, contextual, and adaptive performance (Guzman-Ortiz et al., 

2020). Task performance is the behavioral dimension that relates to the achievement of 
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the fundamental job role, the provision of goods and services, and other related 

functions. In contrast, contextual performance includes extra-role discretionary and 

cooperative behaviors that enhance the organizational, social, and psychological 

climate of work. Adaptive performance has received considerable scholarly focus and 

refers to the behavioral flexibility of the employee to the various changes in job tasks, 

technology, and work arrangements (Bravo-Duarte et al., 2025). Adaptive performance 

is especially relevant for organizations undergoing digital transformation and operating 

in rapidly changing market environments. It helps workers develop constructive skills, 

learn new processes, and cope with new challenges (Raed et al., 2023). This includes 

adaptable problem-solving, new-approach advocacy, and perseverance in the face of 

change or uncertainty (Bravo-Duarte et al., 2025). Adaptive performance is a 

cornerstone for the continued effectiveness of employees as work environments 

become increasingly reliant on technology. 

Because job performance is personal, it must be evaluated through behavioral indicators 

rather than mere observation. It combines results with observed behaviors, and hence, 

a performance evaluation must be multidimensional (Nangoy et al., 2019). Job 

performance is best characterized by work quality, output quantity, deadlines, 

effectiveness, commitment, and adaptiveness, as these define the extent to which 

employees contribute to the organization (Rachman et al., 2024). 

The recently expanded understanding of job performance is in stark contrast to previous 

definitional, conceptual, and empirical understandings of performance that focused 

solely on the volume of output produced in a given period. Recent studies reflect a more 

balanced consideration of the definitional components of job performance that include 
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not only the completion of assigned tasks, but also the performance of activities that 

are constructive, proactive, and adjust to the overall strategic direction of the 

organization (Alase & Akinbo, 2021; Ramos-Villagrasa et al., 2019). Additionally, 

factors such as employee motivation, digital human resource management, and 

organizational support the increasingly influencing employee performance in digitally 

enabled environments (Alase & Akinbo, 2021; Al-Kharabsheh et al., 2022). 

The continued evolution of job roles and the processes that underpin work, driven by 

the application of digital tools and platforms, means the criteria for performance must 

be continually reviewed to ensure they remain appropriate. Adaptive performance, 

complemented by appropriate knowledge management and decision-making processes, 

is vital for helping employees manage technological and organizational change 

(Fogoro~ et al., 2020). Therefore, organizations that develop adaptive, digitally enabled 

performance management systems are likely to be the ones that are best able to support 

employee performance, organizational improvement, and organizational sustainability 

(Cosa & Torelli, 2024). 

2.3 Employee Motivation 

Employee motivation is defined as the enthusiasm, energy and lasting dedication 

employees demonstrate towards their tasks, which in turn affects their performance, 

attitude, and engagement in the organization (Wahet et al., 2020; Hartoko & Fitri, 

2023). Motivation is the reason behind employees' exerted effort and persistence over 

tasks, and their performance at the high levels required for the organization to hit its 

target (Muliati et al., 2022). Motivation as a psychological factor plays a role in shaping 
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behavior by driving people towards the attainment of personal and organizational goals 

(Nasar et al., 2021; Njeje et al., 2018). 

Motivation of employees is usually described as intrinsic and extrinsic motivation. As 

Mosuin et al. (2019) and Elamalki et al (2024) indicate, intrinsic motivation, 

empowered by internal factors, is a result of personal accomplishment, interest in the 

work, professional development, and personal values congruent with the values of the 

organization. Employees with intrinsic motivation show high engagement, creativity, 

and long-term commitment because their motivation is due to personal satisfaction and 

self-fulfillment (Hartoko & Fitri, 2023; Widjaja et al., 2025). On the contrary, extrinsic 

motivation, as described by Lifang & Ali (2024) and Akerele (2023), is the result of 

external factors which include organizational rewards such as salary, organizational 

recognition, promotion, and job security, as well as good work environment. Although 

extrinsic motivation is effective in stimulating employees' short-term performances, its 

effect is maximized and the environment of motivation becomes imbalanced when 

intrinsic factors are involved (Al-kharabsheh et al., 2022). 

The effective fostering of employee motivation requires organizations to identify and 

embed both intrinsic and extrinsic motivators into their people and performance 

management strategies (Mohammed, 2024). Motivation is defined as the set of beliefs, 

values, and expectations that guide individuals toward goal attainment (Njeje et al., 

2018; Muliati et al., 2022). These motivational drivers, albeit intangible, serve as 

critical catalysts that drive employees to perform specific tasks and to high levels of 

performance (Nasar et al., 2021). 

In addition to the drivers of motivation, the organization's ability to motivate employees 

is itself an important organizational competency, and is instrumental in attaining 
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positive organizational performance (Wege et al., 2019; Winamo et al., 2015). Wahet 

et al. (2020) differentiate positive motivation from welding motivation. Positive 

motivation is the offering of incentives and rewards for the attainment of specific 

targets, and in tum, results in enhanced employee morale, motivation, and operational 

effectiveness (Wege et al., 2019; Winarno et al., 2015). In contrast, welding motivation 

focuses on punishment and coercion to drive behavioral change. While this tactic may 

result in compliance, it is damaging to employee morale and their motivation in the 

long term (Wahet et al., 2020). 

Enthusiasm and motivational energy tend to correlate highly with employee motivation 

and performance (Hartoko & Fitri, 2023). Motivation focused on goals and task 

completion derives from participation, managerial backing, recognition, workplace 

stress, and appreciation (Hartoko & Fitri, 2023). Employees tend to exert even more 

effort and persist longer on assigned tasks when they expect intrinsic and extrinsic 

meaningful rewards and recognition (Akerele, 2023; Mohammed, 2024). 

In most contemporary digital transforming organizations, employee motivation has 

increasingly been based on the adoption and perceived relevance of IT systems 

(AlNasrallah & Saleem, 2022; Al-kharabsheh et al., 2022). When employees perceive 

digital and e-accounting systems as necessary for their work, supportive of their 

performance, and beneficial, they tend to adopt and use them more (AlNasrallah & 

Saleem, 2022). Motivation is increased when training encourages the use of the systems 

and when employees are assisted with their roles (Junaidi, 2022). 

The motivational impact of digitalization, as highlighted in some recent studies, is 

mainly attributable to the fact that it enables employees to spend less time on repetitive 

tasks, as they can now concentrate on value generating activities (Resende, 2024; 
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Kuvaas et al., 2020). This reduces the monotonous nature of tasks and leads to greater 

job satisfaction, engagement, and motivational levels (Berghaus & Back, 2016; 

Gon9alves et al., 2022; Kaya et al., 2019). Increased feelings of control, contribution, 

and achievement, resulting :from the use of automation and digital tools, have been 

documented in the accounting profession and other fields (Taib et al., 2022; Rahman et 

al., 2023). 

Junaidi (2022) also mentions employee involvement in the design and implementation 

of accounting information systems as a strong motivational factor. Employees often 

experience an increase in motivation and job performance when they feel a sense of 

ownership, which is often the case when they take part in system design and 

implementation (Junaidi, 2022; Kuvaas et al., 2020). 

Despite technological advancement, motivation the issues related to the disparity of 

rewards, lack of recognition, and inefficient systems. Rachman et al. (2024) 

demonstrated that while the quality of accounting information systems was satisfactory, 

the performance of the systems was greatly affected by data inaccuracies, the costs of 

the systems, and errors made by humans. In addition, employees indicated that lack of 

recognition of the outstanding achievers was a motivation suppressor and in this regard, 

the need for recognition as an indicator was appreciated and reinforced the need for 

reward systems to be simple and understandable to employees (Rachman et al., 2024; 

Al-kharabsheh et al., 2022). 

Most research agrees that motivation and achievement enhance performance and 

productivity in the workplace, especially in the new digital work settings (Kuvaas et 

al., 2020; Alkhawaja et al., 2022). Great motivation is created and greatest system 

quality, superb client (user) satisfaction, and recognition and empowering employees 
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provides motivation (Alkhawaja et al., 2022; Widjaja et al., 2025). For this reason, 

having a grasp of the motivational factors in order to enhance an individual's 

performance and creating a conducive environment for an organization to thrive is 

paramount (Akerele, 2023). 

2.4 Accounting- Related Digital System 

Throughout the years, the academic community has pointed out the close relationships 

between Accounting-Related Digital Systems (ARDS) and Accounting Information 

Systems (AIS), as well as Digital Accounting, both of which are well-documented. An 

Accounting Information System is a people-centered system that, among other 

constituents such as procedures, data, software, and company resources, collects, 

processes, stores, and disseminates financial and other transactional data (i.e. 

operational data) to support planning, control, and managerial decision making 

(Hartoko & Fitri, 2023; Nassani et al., 2023). In the same vein, digital accounting 

describes the application of computer-based technologies and software applications to 

support accounting tasks and financial data management, which allows immediate 

access to the information, greater accuracy, and less the possibility of human errors 

(Hartoko & Fitri, 2023; Marr, 2018). 

According to Marr (2018), automation, intelligent systems, and autonomous decision­

making through advanced digital technologies describe the characteristics of the Fourth 

Industrial Revolution. These characteristics are the primary reason driving the 

development of ARDS. In this light, accounting digitization is a defining change in the 

accounting profession as it ushers in the movement away from tedious, manual, and 

paper-based bookkeeping to systems that integrates real-time data to support advanced, 

predictive financial management (Hartoko & Fitri, 2023). Digital accounting systems 
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not only enhance the speed and accuracy of information and the accessibility of 

accounting information but also minimize the risk of errors that are usually associated 

with traditional accounting practices (Hartoko & Fitri, 2023). 

The range of ARDS includes various types of digital technologies and tools. For 

example, Enterprise Resource Planning (ERP) systems merge an organization's 

accounting modules with other functions such as procurement, inventory, and human 

resource management to enhance process integration and centralized data management 

(K.ieso et al., 2016). Furthermore, accounting software, like QuickBooks, Xero, and 

Sage, streamlines other accounting activities including invoicing, accounts receivables 

and payable, and financial report generation (Nassani et al., 2023). Also, cloud-based 

accounting systems provide real-time and remote accessibility to financial data, thus 

fostering collaborative work and timely decision-making (Zhang & Zhao, 2022; Kieso 

et al., 2016). More sophisticated ARDS utilizes artificial intelligence, big data analytics, 

and automation to evaluate financial data, identify missing transactions, and automate 

predictions to decrease the extent of manual work and improve the accuracy of analyses 

(Lee et al., 2023). 

Improved organizational productivity has been attributable to the implementation of 

ARDS. These systems help achieve better operational productivity, internal control, 

and managerial decision quality by streamlining processes and providing real-time and 

more precise data (Tran, 2023). Routine accounting processes, such as data entry and 

reconciliation, can be automated, which frees up organizational resources that can be 

redirected to more valuable activities such as analysis, planning, and risk assessment 

(Taib et al., 2022). From the evidence available in the United States, firms that fully 

implement accounting information systems observe increased productivity and 
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operational efficiencies (Davenport, 2019). In the same way, European studies cite 

cloud accounting systems to foster decision-making more quickly and accurately while 

enhancing the transparency and confidence of stakeholders (Kieso et al., 2016; Hidayat, 

2023). 

The successful implementation of Automated Reporting and Data Systems (ARDS) 

rests considerably on the human and organizational roles involved. When employees 

take part in collaboration when designing and implementing accounting information 

systems, they foster a sense of ownership, which subsequently increases motivation and 

improves job performance (Junaidi, 2022). Motivated and adequately skilled 

employees have a positive impact on organizational performance, and this has been 

documented with systems of high-quality accounting information (Y azdifar & 

Askarany, 2023; Khan & Ali, 2023). Employee engagement and productivity in 

accounting digitization are positively influenced, particularly in small and medium­

sized enterprises where IT capabilities are critical (Bounfour & Golembiewski, 2023; 

Kuo & Yang, 2023). 

The most recent literature outlines the use of emerging technologies such as artificial 

intelligence, big data, blockchain, and cloud computing in ARDS as transformational. 

From a rudimentary design and recording of transactions, AI systems have evolved to 

complex and sophisticated systems capable of supporting predictive analytics, 

performance management, and strategy (Lee et al., 2023) have shown the improvement 

of timeliness and accuracy of financial reporting as a result of big data analytics, 

whereas artificial intelligence offers intelligent automation, forecasting, and decision 

support. Transaction recording that is resistant to modification improves the security, 
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transparency, and integrity of data. This is a description of how blockchain technology 

strengthens (Al-Okaily et al., 2025). 

The use of ARDS in banking and finance in Malaysia is also practical. As noted in 

several studies, Malaysia's banking and finance sector is gaining some competitive and 

managerial advantages, stemming from enhanced financial reporting and improved 

management from computerized accounting information systems (Daoud & Triki, 

2013; Al-Okaily et al., 2025). While the integration of cloud and AI (Artificial 

Intelligence) helps enhance the productivity of employees in the use of accounting 

software, the financial and digital divide challenges of SMEs (Shamsudin et al., 2024). 

In an effort to stimulate the digital divide in Malaysia, digital reporting efficiency at 

MIA (Malaysian Institute of Accountants) explained how XBRL (eXtensible Business 

Reporting Language) does to reduce fraud and improves transparency in reporting 

(MIA, 2023). In the case of Malaysia, the accounting blockchain also improves the 

fraud and integrity of financial records 

The studies show that Accounting-Related Digital Systems, defined in the context of 

digital accounting and accounting information systems, offer benefits in increasing 

efficiency, transparency, decision-making, and productivity. However, these benefits 

are correlated to the level of advancement in technology, organizational structure, and 

employee commitment; therefore, continuous training or upskilling is necessary to 

remain competitive in the increasingly digitalized environment. 

2.5 Underpinning Theories 

The last few years have seen digital technologies rapidly becoming part of the 

accounting equation. This has created a multifaceted impact on employee motivation 
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and job performance. Work-related digital accounting systems (Accounting-related 

Digital Systems (ARDS), such as Accounting Information Systems (AIS), Enterprise 

Resource Planning (ERP) systems, cloud accounting, and artificial intelligence (AI) 

tools), have changed the relationship accounting professionals have with their job. 

ARDS are designed to streamline processes, decrease the likelihood of error, and 

increase the quality of organisational decisions. However, the impact of these systems 

to the motivation and performance of employees continues to be under-researched. This 

chapter examine the effect of ARDS on motivation and performance using the Job 

Demands-Resource (JD-R) Model and Information Systems Success (ISS) Model. 

The JD-R model emphasizes the effect of job resources on employee motivation and 

performance. Considering ARDS, these systems act as essential job resources by 

streamlining repetitive activities, delivering information in a timely and accurate 

fashion, and enhancing decision-making, thus improving performance on the job. The 

ISS model extends this by analyzing the effectiveness of ARDS in terms of system, 

information, and service quality, which in tum impacts employee satisfaction and 

performance. This research analyzes the impact of ARDS as a job resource, in relation 

to motivation and performance, on employees working with accounting software in 

Malaysia, using the aforementioned theories to analyze digital systems as resources that 

yield constructive outcomes for employees. 
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2.5.1 Job Demands-Resources (JD-R) Model 
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Figure 2.1 
Job Demands-Resources (JD-R) Model 
Source: Demerouti, Bakker, Nachreiner, and Schaufeli (2001). 

Figure 2.1 shows the Job Demands-Resources (JD-R) Model by Demerouti, Bakker, 

Nachreiner, and Schaufeli (2001). The JD-R model has been applied in many Western 

studies to examine how the interaction between job demands and job resources affects 

employee engagement and motivation, as well as employee well-being. Research in 

non-Western contexts is equally important in establishing the JD-R model's cross­

cultural validation. Hossan, Mansor, and Jaharuddin (2023) studied the JD-R model in 

a Malaysian context, adding workaholism as a personal demand and examining the 

effect of both job and personal demands and resources on employee work engagement. 

Their study showed that the JD-R theory is valid for Malaysian employees, in that 

resources (both job and personal) are positively related to work engagement, and 

demands (both job and personal) are negatively related to work engagement. 

The theoretical concept of motivation related to resources is drawn from the Job 

Demands-Resources (JD-R) model by Demerouti et al. (2001) and is applied to 
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understand the role of resources in improving employee performance through 

motivation. Job resources such as autonomy, constructive feedback, and employee 

management technologies facilitate the balancing of disruptive job demands like stress, 

high workload, or time pressure. Thus, when employees are faced with disruptive job 

demands, motivating job resources facilitate coping through motivated performance. 

Demerouti et al. (2001) and Bakker and Demerouti (2014) posit that resources lessen 

the psychological and physical burdens associated with job demands and are aimed at 

personal deficiencies and foster development. This, in turn, improves performance. 

Developments in technology have given rise to systems like Accounting-Related 

Digital Systems (ARDS) that provide needed support to employees as essential job 

resources. By automating repetitive and mundane tasks, ARDS systems reduce tasks 

employees have to think about so that they can direct their efforts and attention to more 

valuable activities. By doing so, employees experience job gratification and 

motivational boosts, which have a positive impact on their productivity. Cloud 

technology and AI accounting systems, for instance, provide instantaneous and relevant 

data that aid in making decisions and speeding up activities, thereby improving 

efficiency (Al-Kharabsheh et al., 2023). Such tools perform the dual provision of 

improving job performance and increasing efficiency while decreasing the occurrence 

of mistakes. 

Moreover, ARDS as Tools to Enhance Employee Performance. The assimilation of 

ARDS into an organizational setup enhances employee performance by providing such 

systems as useful resources. ARDS, in the context of the JD-R framework, embody the 

job resources that assist employees in confronting job challenges more effectively and 

performing better. Numerous studies indicate that ARDS, such as the automated 
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accounting system and AI tools, alleviate the challenges associated with data entry, 

invoicing, and reporting. In so doing, employees can concentrate on high-level tasks 

that are strategic and possess high degrees of complexity and entail creativity and 

critical thinking (Resende, 2024). 

Scholze and Hecker (2023) showed that job-related stress can be alleviated and task 

efficiency increased with the use of new technologies in the workplace, such as ARDS. 

ARDS can offset the stress caused by job demands, such as workload pressure, and 

enhance motivating job characteristics, resulting in increased employee performance 

and engagement. Automated systems that streamline routine procedures and furnish 

employees with timely, correct information enhance employee performance and enable 

workforce members to engage in more value-added activities (Scholze & Hecker, 

2023). 

Furthermore, Al-Kharabsheh et al. (2023) stressed the importance of digital HRM tools, 

such as online training and digital performance appraisal, in boosting employee 

performance and motivating employees. Employees with digital tools and resources can 

meet performance criteria more successfully, resulting in a higher level of productivity 

at the organizational level (Al-Kharabsheh et al., 2023). 

Finally, Sufficient Resources Heighten Motivation and Performance. The JD-R model 

states that the presence of sufficient resources improves employee motivation and 

performance. When employees have sufficient resources, especially digital tools such 

as the Automated Receipt Data Systems (ARDS), they are most likely to achieve their 

job goals and manage their job demands. Digital resources serve as buffers to job 

demands, helping employees accomplish their tasks, experience lower levels of stress, 

and foster greater motivation and improved performance. 
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Lusia Victolia et al. (2023) argue that the intersection of motivation, digital accounting 

systems, and adequate resources positively impacts employee performance. The 

researchers discovered that employees with adequate digital tools, such as ARDS, in 

conjunction with high motivation, positively impacted their own productivity (Victolia 

et al., 2023). 

Scholze and Hecker (2023) strengthen this notion by stating that when workers have 

digital tools, they experience lowered stress levels and are better able to accomplish 

performance targets. This, in turn, boosts motivation and improves performance 

outcomes. Consistent with the JD-R model, having adequate resources is performance 

motivating and leads to better employee outcomes (Scholze & Hecker, 2023). 

2.5.2 Information System Success Model 

Delone and McLean IS success 
model (2002,2003) 

Figure 2.2 

Information 
Quality 

System 
Quality 

Service 
Quality 

Intention Use 
to Use 

User 
Satisfaction 

Information System Success Modal 
Source: DeLone and McLean (1992) 
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Figure 2.2 shows that one of the models that best evaluates the success of an 

information system is DeLone and McLean's (1992) Information Systems Success 

(ISS) Model. The model comprises six components, which are system quality, 

information quality, service quality, use, user satisfaction, and net benefits. All six 

components are critical for evaluating how ARDS assists the performance, motivation, 

and organizational outcomes of employees. 

The first dimension in the ISS model refers to system quality, which pertains to the 

ARDS system itself, including some of its attributes such as functionality, reliability, 

and usability. Navigable, stable ERP systems that are tailored to support employee tasks 

and processes bolster job performance and allow employees to avoid disruptions in their 

work. Employees experiencing poor quality systems become frustrated, leading to 

productivity and ultimately motivation to plummet (Nassani et al., 2023). 

Information quality refers to the degree of accuracy, relevance, timeliness, and 

completeness of information that ARDS possesses. In accounting, the financial data 

must be precise and reliable to facilitate good decision-making. Accurate and timely 

ARDS provide employees with the information they need to make appropriate 

decisions in the execution of their work roles and responsibilities. The perception of 

employees in their roles is also enhanced by the information quality, fueling their 

motivation to work (Goi, 2006). 

An example of the service quality dimension of the ISS Model is the support and 

training given to employees on the ARDS. Well-structured training initiatives are vital 

in helping employees master the systems. They help employees contribute to their 

enhanced job performance. Quality service support, which includes and is not limited 

to troubleshooting and ongoing support, is the quality-of-service employees receive 
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from their office systems. Service support shields employees from possible 

breakdowns, and they can continue to perform their tasks. Quality service support 

enhances the perception of employee support. The support also enhances the perception 

of competence and autonomy. This impacts the intrinsic motivation of the employees 

positively (Alkhawaja et al., 2022). 

In the ISS Model, use and user satisfaction are two sides of the same coin. The relation 

is two-way when it comes to the employees' use of ARDS. The systems would most 

positively impact their motivation and performance when they use and are adequately 

satisfied with the systems. The systems are easy to operate and provide substantial value 

to the completion of the employee's work, coupled with the accomplishment of the 

employee's job tasks, and the systems are welcomed. The system's user satisfaction 

positively impacts the motivation and performance of the employees, as the employees 

feel that the system enhances their performance (Purwanto et al., 2020). 

The last of the four dimensions of the ISS Model, net benefits, relates to the effect 

ARDS has on the organization as a whole. Positively motivating and performing 

ARDS, which are able to assist the employees in the performance of their tasks, lead, 

among others, to enhanced productivity, more favorable financial statements, and 

improved quality of decisions. ARDS assists employees in surpassing performance 

standards, thereby positively affecting all organizational goals. The net benefits of 

employee motivation and ARDS are organizational success (Rossin et al. 2021 ). 

The ISS Model applied in the context of ARDS shows that the success of these systems 

cannot be attributed to the technology alone; it is also dependent on how the system 

fulfills employees' motivational concerns. A positive ARDS system that meets system 
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quality, information quality, and service quality standards likely improves intrinsic 

motivation, performance, and organizational success. 

2.6 Hypothesis Development 

This section discusses several research hypotheses that have developed based on the 

research model as shown in Figure 3.1 . In regard to the variables developed for this 

study, several research hypotheses were formed to support the previous study that 

affirm there is an impact on both variables in an organization. Hypotheses are critical 

in guiding the direction of research. Sekaran (2003) outlines the importance of 

developing hypotheses that are based on theoretical frameworks and prior research. 

Hypotheses provide a structured, testable statement that links the independent and 

dependent variables. Well-constructed hypotheses help to focus the research and 

determine the appropriate statistical techniques for analysis (Sekaran, 2003). The 

following hypotheses were tested in this study: 

Hl: Employee motivation has a significant impact on job performance 

Motivation aids in the completion of individual employees' job responsibilities. It helps 

to describe the energy, effort, and willpower employees exert to complete their work. 

Motivation can be broken down into two categories. With respect to job performance, 

these are the motivational attributes that either draw the employee to perform at 

standard or above expectation, or the demotivational attributes that draw the employee 

away from performing at standard or above expectation. Motivation is known to play a 

key role in the level and quality of job performance in every field; this is especially true 

in employment fields such as accounting, which require a high level of precision and 

detail (Hartoko & Fitri, 2023; Alase & Akinbo, 2021; Nassani et al., 2023). 
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An example of a type of motivation is known as intrinsic motivation. This is the 

motivational drive employees feel when performing work that is meaningful to them. 

It has been demonstrated that this type of motivation directly improves job 

performance. An example of an employee with this type of motivation completes a 

work task at a high level of accomplishment, including doing the work themselves and 

showcasing their skills, because of the satisfaction that is achieved from being able to 

perform the work. Employees with this type of motivation may feel a sense of 

achievement from overcoming work challenges or gaining new skills, which in turn 

improves their job performance. On the contrary, paying someone for their work, such 

as providing bonuses, promotions, or other commendations, and recognition for their 

work are all examples of extrinsic motivation and are designed for external purposes. 

In any case, while extrinsic motivation has the potential to increase job performance 

improvement, most especially when people are motivated to do their jobs by other 

external factors, such as offering them incentives to achieve certain goals, it is also less 

likely to be effective than intrinsic motivation over the long term. Eventually, other 

employees who rely only on external incentives are likely to become less motivated 

when such extrinsic incentives do not meet their expectations, or when the incentives 

become less important to them (Deci et al, 1999). 

There is a distinct linkage of motivation to job performance in the most demanding 

positions, among employees using accounting software. As the accounting field has 

many jobs that entail a high degree of precision, concentration, and expeditiousness, 

not to mention the time commitment that is required of them, motivated employees, 

either by intrinsic or extrinsic factors, are likely to perform at their peak in reference to 

the completion of a financial statement, audits, and other compliance-related tasks. On 
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the contrary, for unmotivated employees, other tasks are likely difficult to perform, 

which in turn has a damaging effect on the overall performance of the organization. 

There are several performance-influencing factors besides motivation, such as 

workload, job satisfaction, and work environment, among employees using accounting 

software. Employees unsupported or overwhelmed are at risk of burnout, therefore, 

performing poorly. Additionally, high stress and repetitive tasks lead to a drop in both 

employee morale and productivity (Kuvaas et al., 2020). Hence, the importance of 

motivation in the workplace is crucial for both job performance and the overall 

achievement of the organization. 

H2: Employee motivation has a significant impact on the accounting-related 

digital system (ARDS) 

AI tools, big data, blockchain, and cloud computing all fall under the umbrella of 

Accounting-related Digital Systems (ARDS). These tools can improve the efficiency 

and accuracy of an employee's work, thus improving job performance. Motivation and 

ARDS are correlated because ARDS makes employees feel more proficient and in 

control of their work processes. Digital tools and systems streamline the workflow and 

remove repetitive processes, allowing employees to concentrate on more important, 

strategic, and high-level tasks, which increases their motivation on an internal level 

(Kuvaas et al., 2020). Motivation and employee engagement are correlated according 

to Najeeb et al. (2021). Employees who are motivated because of the system's relevance 

and usefulness are more likely to use the system, and this, in turn, enhances their 

performance. Increased job satisfaction and perceived competencies on the part of the 

employee are significant motivational benefits of ARDS that improve work 

performance and commitment. 
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H3: The Accounting-Related Digital System (ARDS) has a significant impact on 

job performance 

The most direct effect of ARDS among employees using accounting software is the 

impact of streamlining workflows, improving data accuracy, and reducing human error. 

Digital systems and services being employed offer workers more efficient tools, which 

positively affect productivity and enhance the quality of the results. Hidayat (2023) 

demonstrate how ARDS, more specifically, is one of the areas of AI and Big Data, 

enhancing the quality of choices and the effectiveness of operations. Employees using 

accounting software operating ARDS are equipped with the most current software. 

Ramsey (2023) cites facilitating timely shifts as a means of enhancing greater accuracy, 

as well as increasing the use of the most current software to assist employees in 

improving their performance. 

Routine accounting tasks such as data entry, reconciliation, and categorization of 

accounting transactions can free ARDS tools ( e.g., AI) from manual tasks. ARDS 

employees improve their performance in financial analysis, strategic planning, and 

client advising, which are all highly important tasks. Furthermore, ARDS as Blockchain 

increases the employees' job performance by enhancing their trust in the data to which 

they are (Davenport, 2019; Hossain et al., 2021). With the integration of ARDS, 

employees using accounting software can achieve greater operational accuracy, 

timeliness, and efficiency. Incorporating AI-driven tools, as cited in Husain et al. 

(2022), led to marked improvements in the performance of employees in Malaysian 

financial institutions, as employees were able to make decisions more quickly and based 

on better data. 
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H4: ARDS mediates the significant impact on employee motivation and job 

performance 

The involvement of ARDS in explaining the significant impact between employee 

motivation and job performance is critical. The fuformation Systems Success Model 

(DeLone & McLean, 1992) indicates that job performance is the result of digital 

systems (for example, system, information, and service quality) user satisfaction. 

ARDS addresses the motivational needs of employees, which are competence, 

autonomy, and relatedness, and subsequently drives performance. As Kuvaas et al. 

(2020) posit, employees' motivation and performance are influenced when they 

perceive ARDS to assist in enhancing their work performance. Moreover, ARDS can 

provide a sense of ownership and competence, making employees more engaged with 

their work. This is particularly true in contexts when ARDS considerably lessens the 

level 1 tasks (Alkhawaja et al., 2022). In such contexts, employees are able to self­

initiate work, particularly in more value-adding strategic tasks. Alase and Akinbo 

(2021) provide similar views, highlighting that motivated employees perform better 

when advanced digital systems are incorporated into their daily tasks. 

2. 7 Summary of the Chapter 

This chapter analyzed the key concepts, relevant empirical studies, and the theoretical 

framework explaining the impact on job performance and employee motivation by 

using Accounting-Related Digital Systems (ARDS). Literature on job performance has 

been comprehensive and conceptualized it as a three-dimensional construct consisting 

of primary (task) performance, contextual performance, and adaptive performance. In 

the past studies that were reviewed, employee performance is shown to be the result of 

a combination of a number of personal factors and a number of organizational factors. 
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From the individual perspective, the influencing factors are skills, competence, and 

motivation. From the organizational, influencing factors are leadership, training, the 

work (technological) environment, and tools. 

Both forms of motivation (intrinsic and extrinsic) of the employee are some of the most 

relevant factors influencing the performance of the job. In general, intrinsic motivation 

is especially good in holding people to do the job and do it well, and it is driven by 

enjoyment, personal growth, and meaningful work. Extrinsic motivation is also 

important and is rewarded with recognition, and it reinforces inward (intrinsic) 

motivating factors. The studies that were reviewed in the literature demonstrated that 

motivated employees increase productivity, increase the quality of work, increase 

organizational citizenship behavior, and are adaptive, especially in demanding and 

precision-oriented fields like accounting. 

The chapter has investigated more Accounting-Related Digital Systems (ARDS), such 

as ERP Systems, Accounting Software, Artificial Intelligence (AI), Big Data Analytics, 

Blockchain, Cloud Computing, etc. Studies indicate that ARDS improves job 

performance through the automation of repetitive and mundane tasks, increased 

accuracy, more timely reporting, and better and quicker decision-making. Further, job 

motivation is positively impacted by ARDS due to the decrease of monotony fatigue, 

greater perceived competence, and the ability to concentrate on more important and 

strategic activities. Whether the context is international or Malaysia, the literature is 

conspicuously clear on the fact that the positive effects of ARDS are felt by all the 

stakeholders, including employees and organizations as a whole. 

This study examines the impact of Accounting-Related Digital Systems (ARDS) on 

employee motivation. and job performance using the Job Demands-Resources (JD-R) 
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Model and the Information Systems (IS) Success Model. Motivational and 

performance-enhancing job resources, such as ARDS, assist employees in coping with 

job demands by optimizing processes, providing timely and accurate information, and 

minimizing stress. Employees' stress levels and motivation to perform are diversified 

by the ARDS Job Resource Model. Stress, motivation, and job performance in the 

ARDS Job Resource Model are influenced by the Quality ofISS Model. Employees are 

motivated to perform when ARDS service quality, user satisfaction, and benefits 

surpass the required performance. In the Malaysian accounting sector, the primary aim 

is to examine ARDS as a job resource and assess its function as a motivation and job 

performance driver and contributor to business success using the JD-R Model and ISS 

Model. 

Finally, based on the reviewed literature and theories, four hypotheses were developed: 

(1) Employee motivation has a significant impact on job performance, (2)Employee 

motivation has a significant impact on the accounting-related digital system (ARDS), 

(3) The Accounting-Related Digital System (ARDS) has a significant impact on job 

performance. (4) ARDS mediates the significant impact on employee motivation and 

job performance. Collectively, this chapter establishes a strong conceptual and 

empirical foundation for examining how ARDS influences employee motivation and 

job performance among employees using accounting software, particularly within the 

Malaysian context. 
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3.1 Introduction 

CHAPTER THREE 

RESEARCH METHODOLOGY 

This chapter seeks further explain the method to be used in this study. This chapter is 

essential to discuss because it describes the specific method for analysing the data to 

achieve the research problem by assessing validity and reliability (Kallet, 2004). The 

following sections explain the research frameworks, the study model, the hypothesis, 

the research design, the population and sample, and the sampling procedure. Moreover, 

the data collection procedure and measurement of the research instruments for every 

variable are explained in this chapter. The final section of this chapter discusses the 

methods for analysing data. 

3.2 Research Framework 

The model in this study is described in Figure 3.1. This model assumes that employee 

motivation, which is the independent variable, has a positive effect on employee 

performance, which is the dependent variable. In addition, digital systems in accounting 

act as a mediating variable, implying that they help bridge the gap between motivation 

and performance. 
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Employee Motivation Hl 
(Independent __. 

Variable) 

Accounting Related 
Digital System Use 

(ARDS). 
(Mediating V ari~ble) 

H3 

H2 _. Job Performance 
(Dependent Variable) 

H4: The mediation role of ARDS between motivation and job performance 

Figure 3.1 
Research Framework 

3.3 Research Design 

According to Sekaran (2003), research design is a time-based part that includes several 

stages of a rational decision-making process where the selections relating to decisions 

regarding the purpose of this study, which consist of exploratory, descriptive, location, 

hypothesis testing, type of investigation, and the level at which data is used or measured 

by the researcher. Hair et al. (2015) define research design as the fundamental 

techniques of conducting research. The blueprint shows the strategy and structure for 

the collection and analysis of data and shows how the study was executed for the best 

results and quality research. The better the research design, the fewer mistakes/errors, 

the better the quality of the research, the better the research accuracy, and the effective 

utilization of time and resources (Sileyew, 2019). 

The study examines the impact of employee motivation and their job performance, the 

mediating effect of Accounting-Related Digital Systems (ARDS) among employees 

using accounting software in Malaysia, through the adoption of quantitative and survey 
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designs. Also, the descriptive-correlational design seeks to draw the relationship that 

exists between the variables. 

The study employs surveys as a means of data collection to achieve quantitative data to 

meet the study objectives and aims. The employee motivation and job performance, 

ARDS use, and the sociodemographic section of the questionnaires were disaggregated 

to ensure that the data were collected in a heterogeneous manner. The technique allow 

many employees' motivation, job performance, and ARDS use heterogeneous 

responses to be collected while providing details to the research study. 

The objectivity and reliability of the data collected by means of questionnaires, their 

design and structuring, largely improve the quality of the study, since it could provide 

a great deal of quantitative data and, to some extent, qualitative data by means of the 

employees' experiences on ARDS through observations made by the researcher. 

3.4 Unit Analysis 

The unit of analysis for this study is the individual employee. Each respondent 

represents a single unit of analysis, as the study focuses on individual-level perceptions, 

attitudes, and experiences related to employee motivation,job performance, and the use 

of accounting-related digital systems. 

3.5 Population 

The population of this study includes end-users of accounting software who are 

working within the financial and accounting service industry in the private sector in the 

state of Perlis, Malaysia. These individuals are employed as Top Management, Senior 

Management, Managerial Level, and Executive Level. 

43 



I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 

According to Sekaran (2009), a study population refers to a large group of individuals 

or objects that a researcher intends to investigate. Employees who use accounting 

software in the daily execution of their tasks are part of the study population. This group 

includes users of a variety of accounting-related digital systems (ARDS) in accounting 

departments such as accounting information systems (AIS), enterprise resource 

planning (ERP) systems, and other digital accounting tools essential to the finance 

function of the accounting departments. 

A total of 88 members of the Malaysian Institute of Accountants (MIA) have registered 

in the state of Perlis. These individuals represent the target population for this study, 

which aims to assess the impact of ARDS on the motivational levels and job 

performance of employees who utilize accounting software in Perlis, the financial and 

accounting service industry. 

Perlis was chosen for this study because of the distinctively small population of state­

based accounting professionals cultivated, in part, by the membership documentation 

of the Malaysian Institute of Accountants (MIA). Compared to other states, the number 

of MIA affiliates in Perlis is lower; however, this presents an opportunity to engage a 

more focused population of respondents who utilize the Accounting-Related Digital 

Systems (ARDS) in their work. The study's geospatial limitation enables the analysis 

of the stroke-localized effects of ARDS on employees' motivation and job performance 

within the financial and accounting service industry, within the region. Furthermore, 

the limited attention devoted to Perlis in academic study makes this area a suitable 

candidate for examining the effects of ARDS tools on employees in more micro and 

localized contexts within Malaysia. 
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A bar chart is illustrated below showing the MIA members' count across different 

states, with Perlis marked. 
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Figure 3.2 : MIA Registered Accountant 
Source: Sweetmag (2026) 

3.6 Sampling Size 

One of the important elements of research methodology is to determine the sample size. 

It is essential to choose the correct sample size as it can affect the result and the 

achievement in any research method. A sample has been defined as the subset of the 

population that comprises some members selected from it (Sekaran & Bougie, 2009). 

Selecting the right sample size is a very crucial part, as it is impossible to collect data 

on the whole population. Besides, using the right sample from the targeted population 

results in more consistent and highly reliable research results (Sekaran,2003). For the 

sample selection, the sample size is determined based on the table produced by Krejce 

and Morgan (1970). According to Cohen (1997), the larger the sample size, the lower 

the error and the more precise the results are. When calculating the sample size 
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necessary for a study design, the significance threshold may be defined, and the 

appropriate level of statistical power can be reached. Krejcie and Morgan (1970) 

devised a table that uses the sample size formula for limited populations to determine 

sample size. 

Table I: Krejdc ond Morgan Table 

N s N s N s 
10 10 220 14) Ill) :l!ll 
15 14 230 144 ll)) 297 
20 19 Ml 148 l.ol 302 
25 24 250 152 1,:)() :ns 
30 28 260 155 Ill'.)() 310 
3$ 32 210 159 l'.00 313 
4) 36 280 162 1!00 317 
45 4) 290 165 1100 320 
50 44 300 169 2!00 322 
55 48 320 m zoo 327 
60 52 340 181 2.ol 331 
65 56 360 186 2dJO 335 
10 '9 380 191 28JO 338 
15 63 <OJ 196 3000 341 
80 66 420 201 3,:io 346 

i: :I 4«l 205 ,mo 351 
460 210 4m 3.54 

95 16 480 214 50Xl 351 
100 80 500 217 6COO 361 
110 86 550 226 7COO 364 
120 92 600 234 8(00 367 
130 91 650 241 9CDl 368 
140 103 700 248 IOCOO 370 
I.SO 108 750 254 150Xl 315 
160 113 800 260 200Xl m 
170 11& &.so 265 30JX) 319 
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190 127 950 274 50lX) 381 
200 132 1000 278 750Xl 382 
210 136 1100 285 IOOOIOO 384 
Nolo.:::;gllpopiliiiiii,m. Siuempesim. 
Source:Krejcie&M~ 1970 

Figure 3.3 
Determining sample size of a known population Source: 
Krejcie & Morgan, (1970) 

Figure 3.1 shows the Determining Sample Size of a Known Population from Krejcie & 

Morgan (1970). According to Krejcie and Morgan (1970), for a population of 88, the 

ideal sampling size would be 73. This population of 88 is based on the list of MIA 

registered accountants. Within the Krejcie and Morgan (1970) framework, populations 

of 85 to 90 can be sampled with a minimum of 73. Data collection and analysis are 
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feasible with this sample size, and the results of the study are statistically significant, 

making them applicable to the population. 

With 73 participants, this study was able to assess the effects of ARDS on the 

employees' motivation and job performance at the individual level. Study participants 

are restricted to individuals who employ ARDS tools in their work; data collection is 

based on actual work scenarios with a focus on the real determining factors of 

productivity and behavioral shifts. 

Among the sample population, the study assesses the outcomes of ARDS on employees, 

focusing on the study in Perlis financial and accounting service industry. Using this 

sample size, the study aims to provide outcomes that would enhance knowledge on the 

ARDS and employee performance relationship. 

3.7 Sampling Technique 

The study proposes to use a simple random sampling and probability method, it ensure 

that every member of the population has an equal chance of being selected. This reduces 

bias and provides a more accurate representation of the population. Furthermore, simple 

random sampling is used because there is no bias in selecting an employee over another, 

and the selection of an employee doesn't bias the researcher against the selection of 

another (Sekaran & Bougie, 2016). 

3.8 Operational Definition 

According to Sekaran (2003), operationalizing or operationally defining a concept to 

render it measurable is done by looking at the behavioral dimensions, facets, or 

properties denoted by the concept. These are then translated into observable and 

measurable elements so as to develop an index of measurement of the concept. 
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Table 3.1 
Operational Definition 

No. Variable Operational Definition (OD) Source 

1 

2 

Employee Employee motivation refers to the different internal or Abdulkareem 

Motivation external stimuli that explain, guide, or maintain an (2025) 

(Independent individual's commitment to perform work-related 

Variable) activities. It determines the way and approach in 

Accounting­

Related 

Digital 

Systems 

(Mediator) 

which employees perform their duties and the goals of 

the organization. When employees are motivated, 

they demonstrate a higher level of productivity, 

creativity, and commitment to the organization. 

Accounts Related Digital Systems (ARDS) refer to (Mediaty et 

digital tools and technologies tailored to assist al., 2025) 

financial activities of companies, mostly small and 

medium enterprises (SMEs ). These systems include 

digital services such as cloud accounting, as well as 

automation and AI-based applications that enhance 

and streamline accounting and financial management 

services. 
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No. Variable 

3 Job 

Performance 

(Dependent 

Variable) 

Operational Definition (OD) 

Job performance is a central issue in organizational 

behavior and encompasses both the in-role and the 

innovative components. In-role job performance 

encompasses all the tasks described in an employee's 

job description and is the basis the organization uses 

to evaluate and reward performance. This 

performance type captures work behaviors that are 

instrumental in helping the unit achieve its objectives. 

Conversely, innovative job performance is the 

development and execution of original ideas for the 

improvement of the organization. It is assessed based 

on the articulation and implementation of 

consequential ideas and activities that transcend the 

functional responsibilities of the position. 

3.9 Measurement of Variables and Instrumentation 

Source 

Chenet al. 

(2019) 

A structured questionnaire served as the primary instrument for data collection. This 

method was chosen for its practicality in obtaining standardized responses efficiently 

and within a relatively short timeframe (Sekaran & Bougie, 2020; Creswell & Poth, 

2021). The process of measurement entails organizing and analysing the data that has 
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been collected in surveys. As Miller (1962) explains, measurement "means assigning 

numbers to things according to some specified rules in the system of measurement". 

These numbers indicate the different values of variables and further assist with the 

analysis. The variables working with are covered by the nominal and ordinal scales of 

measurement in this research. A sample of 103 individuals took part in the study, all 

of whom were employees using accounting-related software in Malaysian that have 

ARDS in their company. 

The survey questionnaire was structured into four parts. In the first section the 

questionnaire was designed to capture demographic characteristics. The measurement 

used is "nominal" in the case where the variables have to be classified, and there is no 

existing order in any hierarchy. In this research, demographic data, including gender, 

and data concerning their section and educational background, are measured on a 

nominal scale. There are leader distinctions; as in categories, there are different 

functions, such as responding with Male and Female or position responses with Top 

management, Senior Management, Managerial Level, and Executive Level. The 

function of the nominal scale in this case is to classify respondents into specific 

categories without any order or hierarchy. As for the categories, they are exhaustive as 

they cover all the full options and they are mutually exclusive as only one can belong 

to the category. 

In the second section, explored the independent variable, namely employee motivation, 

while the third section focused on the dependent variables: Job Performance. Finally, 

Mediating Variable which is, Accounting Related Digital System. Conversely, ordinal 

measurement is used in this section to sort and arrange the information in a particular 

order. This is useful in the case of variables in which the response options represent an 
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aggregated or differentiated degree of agreement or performance. In the thematic 

sections of this study, questions related to employee motivation and employee 

performance measure on a Likert scale of minimum ordinal response options such as, 

"Strongly Agree", "Agree", "Neutral", "Disagree", and "Strongly Disagree". The 

Likert scale remains among the most utilized tools in quantitative research for 

measuring employee motivation and performance. It enables researchers to capture the 

degree of agreement or disagreement with specific statements that reflect underlying 

constructs (Alim et al., 2021). Hair et al. (2015) suggest that quantitative research is 

normally useful when a situation or features of a context need to be expressed in a 

numerical way. The measurement of the Likert scale can be referred in table 3.2. 

Table 3.2 
Likert Scale Measurement 

Scale Description 

1 Strongly Disagree 

2 Disagree 

3 Neutral 

4 Agree 

5 Strongly Agree 

Miller (1962) defined measurement as 'assigning numbers to things according to 

explicit rules'. Since this collect category data, such as demographics, and rank data, 

such as employee motivation and performance, the integration of both nominal and 
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ordinal measurement types allow researcher to maximize the breadth and depth of 

information draw from these measurements. Rather than looking at such data in 

isolation, nominal and ordinal scales draw from each other, providing the research with 

rich information to analyse. Identification and classification of data into nominal and 

ordinal scales is :fundamental in investigating how ARDS (Accounting-Related Digital 

Systems) influence employees motivation and performance among employees using 

accounting software. 

Table 3.3 
Measurement of Variables 

Variable No. of Items Instrument Measures Source/References 

Demographics 5 Gender, Age, Years of Experience, Self-developed 

Education Level, Current Job Position 

Employee 4 

Motivation 

(Independent 

Variable) 

1 )I am motivated to put forth my best The scale was 

effort in my job. adapted from the 

study by 
2)1 feel a strong sense of purpose in my 

Abdulkareem 
work. 

(2025). 

3)1 am enthusiastic about the work I do. 

4) I find my work personally meaningful. 
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Accounting- 4 The scale was 

I Related 
1) Using digital accounting can meet my 

adapted from the 

I Digital 
financial preparation service need 

study by Mediaty 

Systems et al (2025) 

I (ARDS) 
2)Digital accounting services can save 

I (Mediator) 
time. 

I 3)Digital accounting services can 

I 
improve efficiency. 

I 4)Overall, digital accounting services 

have benefited me. 

I Job 3 1 )I consistently perform well on the The scale was 

·I Performance core duties outlined in my job adapted from the 

(Dependent description. study by Chen et 

I Variable) al. (2019) 

I 2) I regularly meet or exceed the formal 

performance targets set for my job. 

I 
I 3) I am always proactive and responsible 

in completing all required tasks in my 

I job. 

I 
I 
I 
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3.10 Data Collection 

To meet the objectives of the research, data collection utilizes the self-administered 

questionnaire, being the first tool the researcher employ exploring the area of study. It 

has been suggested that questionnaires are a crucial resource, as they assist the 

researcher in learning more about the area of study (Taherdoost, 2016). This 

questionnaire focuses on the collection of variables in the research framework, 

employee motivation, job performance, and use of ARDS, as well as the employees' 

demographics and attitudes. A Google Form was used to design and distribute the 

questionnaire. The survey was distributed through email and the Facebook page, 

specifically for MIA members residing in Perlis. The questionnaire was carefully 

crafted to ensure that it is clear, concise, and relevant to the accounting professionals in 

the Perlis region, ensuring that only Perlis-based MIA members are invited to 

participate. This method provides convenience for the respondents and makes data 

collection and processing more effective. The survey obtained the following 

information. 

Demographic Data, which elicits information pertaining to the respondents' gender, 

age, years of experience in their current role, education level, and current job position. 

This information facilitates comprehension of the sample and aids in the analysis of the 

data. 

The employee motivation section includes questions to evaluate intrinsic and extrinsic 

motivations concerning the respondents' workplace motivation. This section employs 

a 5-point Likert scale ranging from Strongly Disagree' to Strongly Agree.' 

The job performance section focused on self-perception for the job performance of the 

target employee and assessed the qualitative and quantitative, timely, and teamwork 
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aspects of the job performed. Again, a Likert scale was used to analyze to what extent 

the respondents consider their self-performance to be a job overarching, and what 

standards of performance would be expected of such a job. 

The use of ARDS was evaluated using several statements based on Mediaty et al. (2025) 

that capture the perception of employees regarding the usefulness and productivity of 

digital accounting systems in performing their work. Employing a 5-point Likert scale 

ranging from "Strongly Disagree" to "Strongly Agree" to assess. These items focus on 

the various ways ARDS provides services to employees, and the extent to which it 

assists them in achieving their service needs, improves efficiency, and saves time. 

Moreover, ARDS's integration into everyday work and the extent to which employees 

perceive it as beneficial to their work are analyzed. 

3.11 Data Collection Procedures 

This research aims to collect the data through the usage of online survey instruments, 

which made available to the target population, employees using accounting software in 

Malaysia that have ARDS (Accounting-Related Digital Systems in their role. The 

objectives of the online survey include collecting responses for the research variables 

of employee motivation, job performance, and usage of ARDS tools, namely Artificial 

Intelligence (AI), Big Data, Blockchain, Cloud Computing, and other related tools. The 

online survey was developed to measure the three variables of the study: employee 

motivation, job performance, and usage of ARDS. 

Before the full rollout, this research conducted a pilot study involving several 

employees to verify that the questions on the survey are comprehensible and measure 

the correct variables. Results from this preliminary study were incorporated to improve 
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the survey before the full rollout. To enhance participant accessibility, the survey was 

administered via email and Facebook page, a commonly utilized platform. Employees 

in the financial and accounting service industry who frequently engage with ARDS are 

the recipients of the Google Forms survey. The cover message summarizes the research 

study, highlights that participation is completely voluntary, and includes a 

confidentiality agreement. Employees who have accounting roles and use ARDS on a 

regular basis are the only respondents to this survey. 

The first step in conducting the survey involves the participants being provided with 

informed consent, which states the purpose of the study, the ability to withdraw from 

the study at any time, and assurance of the confidentiality of their responses. This step 

complies with the ethical standards of conducting research. The survey was conducted 

on Google Forms, which is an excellent and straightforward method of collecting 

responses. Participants had the survey for approximately 5 to IO minutes, and the survey 

was active for I week. 

As for confidentiality, responses were anonymous, and no identifiable information was 

collected. The data is safely stored in Google Forms, and only the research team has 

access to it. Once the data collection period closes, the research team performs data 

validation and data cleaning to remove partially completed responses or responses with 

inconsistent information. This step is crucial in making sure that the data utilized in the 

analysis for writing a report is accurate and supported with evidence. The combination 

of utilizing Email, Facebook page, and Google Forms streamlines the survey 

distribution and collection process, while also giving participants a secure and efficient 

means of supporting the study. 
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3.12 Techniques of Data Analysis 

Sekaran (2003) provides a comprehensive discussion of vanous data analysis 

techniques, both descriptive and inferential. Descriptive statistics, such as mean, 

median, mode, and standard deviation, help summarize and interpret the data, while 

inferential statistics, such as regression analysis and hypothesis testing, allow 

researchers to draw conclusions and make predictions based on the data (Sekaran, 

2003). The findings in the current study were assessed using version 29 of SPSS. This 

is one of the most popular statistical software programs in the world, since it offers a 

wide variety of tools to conduct both descriptive and inferential analyses. A 0.05 (p < 

0.05) significance level was utilized, which is the standard in the social sciences. 

Sekaran (1992) accepts this significance level as reasonable for the social sciences to 

support hypotheses and is therefore valid for a variety of relationships. This study 

intends to investigate the impact of employee motivation and job performance on the 

application of Accounting-Related Digital Systems (ARDS). This involves determining 

the degree of association among variables, while not assuming directionality. 

The first part of the analysis involves the use of descriptive statistical techniques to 

summarize the characteristics of the data. For example, how the average, the midpoint, 

and the spread measure on key variables of employee motivation, job performance, and 

use of ARDS provide a first approximation to the general pattern in the data and how 

widely it varies. It measures understanding and relationship of the demographic 

variables age, gender, years of experience, and working position with the variables of 

prime interest. This first step provides a sketch of how the variables are distributed and 

lays the groundwork for further inferential analysis. 
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Once the descriptive analysis is complete, inferential statistics provide techniques for 

hypothesis testing. The most important technique to be used is correlation, specifically 

Pearson correlation. This technique examines employee motivation and job 

performance, and ARDS variables, estimating the strength and direction of linear 
l ~ 

relationships among the variables. This analysis provides a first approximation to the 

positive or negative relationships between the sets of variables, laying the groundwork 

for understanding the interdependence of the variables, although it stops short of 

establishing a cause-and-effect relationship. 

For the assessment of relationships among the constructs participating a multiple 

regression analytical strategy was utilized. In this case, the impact of employee 

motivation (independent variable) and job performance (dependent variable) was 

assessed. Furthermore, the role of ARDS as a mediator in the motivation-performance 

impact was assessed through PROCESS mediation analysis. 

The mediation model examines two key relationships which is, does employee 

motivation affects job performance, and whether motivation affects performance 

differently when ARDS is present? In this case, mediation means that ARDS might 

help explain the impact on motivation and performance. The model looks to confirm 

that ARDS adds to the motivational benefits that employees possess, allowing them to 

perform their job at a higher level. If mediation is significant, this means ARDS is 

important to motivation and performance. 

3.13 Summary of the Chapter 

Chapter Three describes the methodology applied for the research study concerning the 

financial sector of Malaysia, specifically the relation between employee motivation,job 
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performance, and the role of mediating Accounting-Related Digital Systems (ARDS). 

It starts by highlighting the research framework whereby employee motivation is 

independent, job performance is dependent, and ARDS is a variable that mediates the 

two. 

A quantitative methodology is utilized for the research study, with surveys for data 

collection adopting a descriptive-correlational framework. A simple random sampling 

technique is utilized with a total of 73 respondents out of 88 members of MIA from 

Perlis. This guarantees an unbiased and adequate representation of the employees who 

actively use accounting software in the course of their duty. 

All the critical variables, i.e., employee motivation, job performance, and ARDS, are 

defined operationally and attributed to each of the structured questions in the survey. 

Motivation and performance are measured using a Likert-type scale, and the 

respondents' demographics are measured using a nominal scale. 

The collection of the data was commissioned through a survey that circulated online to 

members of the MIA from Perlis. Ethical principles of informed consent and 

confidentiality were observed. In the study, descriptive and inferential statistics were 

used in the analysis of the data collected. Furthermore, regression analysis and 

PROCESS mediation were used to analyze the data in relation to the effect of ARDS 

on the dependent variables motivation and job performance. 

In summary, Chapter Three establishes a detailed methodology on the integration of 

ARDS and the motivation and performance of employees within the fmancial sector of 

Malaysia, employing a methodical and principled approach to data collection and 

analysis. 
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4.1 Introduction 

CHAPTER FOUR 

RESULTS 

This chapter presents the analysis of the data collected from employees using 

accounting software in Perlis, Malaysia and discusses the findings in relation to the 

study objectives. The chapter begins with a description of the demographic profile of 

the respondents, followed by a detailed examination of key variables, including 

employee motivation, Accounting-Related Digital Systems (ARDS), and job 

performance. Descriptive statistics, reliability tests, validity test, normality 

assessments, and linear regression analyses are employed to provide a clear 

understanding of the relationships between variables. In addition, mediation analysis is 

conducted to investigate the role of ARDS in linking employee motivation to job 

performance. The results are interpreted in light of relevant literature to highlight the 

implications of digital systems and motivational factors on employee performance and 

engagement. 

4.2 Demographic analysis 

Table 4.1 
Demofr!_aehic in(grmation 

Variables Frequency % 

Gender Female 36 48.0 

Male 39 52.0 

25-34 39 52.0 
J-\.gt; 

35-44 20 26.7 

44-54 16 21.3 

1-3 years 8 10.7 
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Variables Frequency % 
Years of 3-5 years 34 45.3 
t;.11.._l)t;Ut;Ul,;t; 111 Ult; 

5-10 years 21 28.0 current position 

More than 10 years 12 16.0 

Diploma 7 9.3 

Education level Bachelor's Degree 48 64.0 

Master's Degree 20 26.7 

Job Position Top Management 2 2.7 

Senior Management 5 6.7 

Managerial Level 34 45.3 

Executive Level 34 45.3 

Table 4.1 presents the demographic profile of this study participants, providing an 

overview of gender, age, years of experience, department, and education level. When 

we look at the gender, of the 100 respondents, 52 were male and 48 were female, 

meaning the sample had even representation between the two genders. 

In relation to age, the largest group of respondents (52%) were between 25-34 years, 

meaning most of them were fairly young. The next largest groups were 26. 7% of the 

respondents who were aged 35-44 years and 21.3% who fell between the 44-54 

years age category. This sample had a lot of younger and middle-aged respondents, and 

very few who fell into the older age category. 

With regards to the respondents' education level, the largest group (64%) had at least 

a Bachelor's Degree, meaning most of them were fairly educated. A good portion of 

the respondents (26.7%) claimed to have a Master's Degree, so a considerable number 

of them had advanced levels of qualifications. Adding to this, a portion of the 

respondents (9.3%) claimed to have a Diploma, indicating that the sample had 
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respondents with differing levels of education, but the overwhelming majority were 

educated at levels above a Bachelor's Degree. 

In terms of the job position description breakdown among the participants. Exactly 

45.3% ofrespondents were in executive-level roles. This points to a sizable number of 

respondents being in operations or entry to mid-level positions. Also, 45.3% were in 

managerial roles; thus, a notable portion of participants possesses positions entailing 

responsibility and the management of teams or divisions. A more limited distribution 

was found among the participants in senior management (6.7%) and top management 

(2.7%), reflecting the fact that the sample also includes a few respondents with higher 

degrees of responsibility and strategic roles within the firm. This spread of job position 

descriptions reveals a heterogeneity of professionals across varying levels of authority 

in the given sample. 

4.3 Descriptive analysis 

4.3.1 Employee motivation 

Table 4.2 

Descriptive analysis of employee motivation from the perspective of employees using 

an accounting-related digital system in Per/is. 

No. Statement 1 2 3 4 5 M 

1. I am motivated to put forth 0 4 1 15 55 4.61 
my best effort in my job. (5.3) (1.3) (20.0) (73.3) 

2. I feel a strong sense of 0 4 5 19 47 4.45 
purpose in my work. (5.3) (6.7) (25.3) (62.7) 

3. I am enthusiastic about the 0 3 5 22 45 4.45 
work I do. (4.0) (6.7) (29.3) (60.0) 

4. I find my work personally 0 2 5 29 39 4.40 
meaningful. (2.7) (6.7) (38.7) (52.0) 
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No. Statement 1 2 3 4 5 M 

Overall 4.48 

Notes: Strongly disagree (1), disagree (2), neutral (3), agree (4), strongly agree (5) 

Table 4.2 presents a descriptive analysis of employee motivation among employees 

using accounting software in Perlis, Malaysia. The first statement I am motivated to put 

forth the best effort in my job received 73.3% of the respondents strongly agreed to the 

statement. The mean score was 4.61 and the standard deviation was 0.77 leading to the 

conclusion that employees are highly motivated and agree strongly with the importance 

of effort in their job roles. The lower standard deviation also confirms that the 

employees views are congruent to their motivation levels. 

The second statement "I feel a strong sense of purpose in my work" shows 62.7% of 

the respondents felt a strong sense of purpose. The mean in this case was 4.45 and the 

standard deviation was 0.84. This means that a number of employees feel that the work 

they do has value. Value in work is also a key employee motivation. The higher 

standard deviation is referring to the dip in perception that some respondents feel 

affected their purpose in the employement. Some felt a \ strong purpose, while others 

felt a lower purpose. 

The third statement "I am enthusiastic about the work I do" shows 60% of all employees 

showcase a company enthusiasm average score of 4.45 with a standard deviation of 

0.79. This shows a bit of disparity in the distribution, as most employees show 

eagerness towards their job, while a few still show quite a bit of indifference towards 

their work. While enthusiasm may still be a great motivator for a large proportion of 

employees across the organization, the effect of enthusiasm may be limited for a smaller 

group of employees. 
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Fourth statement "I find my work personally meaningful" was also strongly agreed to 

by 52% of the respondents with an average of 4.40 and standard deviation of 0.73, 

showing that the employees have a large sense of job fulfillment. Similar to the previous 

case, in working with employees from multiple levels of the organization in terms of 

job responsibilities, there is quite a bit of variability in terms of the perceived levels of 

fulfillment that employees feel towards their job. While there is a large sense of job 

fulfillment, it is quite obvious that the job fulfillment that employees feel is quite 

inconsistent from employee to employee. 

Based on available data, employee motivation has a mean score of 4.48. The calculated 

standard deviation is 0.38, meaning there is a strong consensus with low variation 

among the employees. It shows that the employees are highly motivated, which, in 

return, correlates with the employee engagement in their roles. The employees find their 

work meaningful and are dedicated to putting in their maximum effort. 

4.3.2 Accounting-related digital systems (ARDS) 

Table 4.3 

Descriptive analysis of Accounting-Related Digital Systems (ARDS) from the 

perspective of employees using an accounting-related digital system in Perlis. 

No. Statement 1 2 3 4 5 M 

I. Using digital accounting (0) 3 5 22 45 4.45 
can meet my financial (4.0) (6.7) (29.3) (60.0) 
preparation service need. 

2. Digital accounting services (0) 3 (0) 22 50 4.59 
can save time. (4.0) (29.3) (66.7) 

3. Digital accounting services (0) 4 5 14 52 4.52 
can improve efficiency. (5.3) (6.7) (18.7) (69.3) 

4. Overall, digital accounting (0) (0) 5 24 46 4.55 
services have benefited me. (6.7) (32.0) (61.3) 

Overall 4.52 
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Notes: Strongly disagree (1), disagree (2), neutral (3), agree (4), strongly agree (5) 

Table 4.3 presents a descriptive analysis of Accounting-Related Digital Systems 

(ARDS) from the perspective of employees using accounting-related digital system at 

Perlis, Malaysia. The first statement "Using digital accounting can meet my financial 

preparation service need" shows 60% of employees stating that digital accounting 

fulfills their needs for financial preparation services is reflected by the mean score of 

4.45 and the standard deviation of 0.79. Employees seem to have the ability to use 

digital accounting tools to assist them in performing financial tasks, helping them 

improve their job experience. The lower variation of the responses shows it is likely 

that most employees share the same opinion regarding the effectiveness of the tools. 

The second statement Digital Accounting Services Can Save Time," shows majority 

(66.7%) of employees to save time. The mean score of 4.59 and standard deviation of 

0. 70 is the highest in this section, showing that employees overwhelmingly perceive 

digital accounting to provide time savings. The lower standard deviation shows that the 

responses are more concentrated and the employees are in agreement on the time 

effectiveness of the tools. 

The third statement, "Digital accounting services can improve efficiency," shows 

69.3% of employees in the study asserted that digital accounting services improve work 

efficiency. A mean score of 4.52 and a standard deviation of 0.84 reflect this, and 

although the mean score is significantly high, the standard deviation is high in 

comparison. This can lead to the conclusion that there is a minority of employees who 

do not find the tools efficient. 

Finally, the mean of 4.55 and a standard deviation of 0.62 is indicative of the positive 

sentiment expressed by employees when asked about digital services and their overall 
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benefit. Tools that save time and contribute to work efficiency are most likely a positive 

sentiment expressed by employees when asked about digital tools and their overall 

benefit. 

In conclusion, 4.52 is the overall mean for the digital services utilized in accounting 

and is accompanied by a miniscule standard deviation of 0.35 which suggests ·a large 

of digital accounting services, the mean being this high along with the services 

perceived in a positive light and the overall service is most likely positive sentiment 

expressed by employees when asked about digital tools and their overall benefit. 

4.3.3 Job performance 

Table 4.4 
Descriptive analysis of job performance from the perspective of employees using an 
accounting-related digital SJ!_stem in Perlis. 

No. Statement 1 2 3 4 5 M 

1. I consistently perform well (0) 4 1 22 48 4.52 
on the core duties outlined in (5.3) (1.3) (29.3) (64.0) 
my job description. 

2. I regularly meet or exceed (0) 1 4 20 50 4.59 
the formal performance (1.3) (5.3) (26.7) (66.7) 
targets set for my job. 

3. I am always proactive and (0) (0) 5 29 41 4.48 
responsible in completing all (6.7) (38.7) (54.7) 
required tasks in my job. 

Overall 4.53 

Table 4.4 presents a descriptive analysis of job performance from the perspective of 

employees using the accounting-related digital system at Perlis, Malaysia. The first 

statement, "I consistently perform well on the core duties outlined in my job description 

shows 64% of employees, or almost two-thirds, share a confidence level strong enough 

to completely agree, and this lends support to the mean of 4.52 and standard deviation 
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.078. Both appreciate the credibility employees feel to perform and meet core job 

descriptions. In comparison to other means, the high trend and relatively low standard 

deviation. Reinforce the belief that core job descriptions are being met by the 

overwhelming majority. 

The second statement "I regularly meet or exceed the formal performance targets set 

for my job" shows 66.7% of the entire population studied are performance achievers or 

exceeders. In this instance, 4.59 is the mean, and .66 is the standard deviation, indicative 

of strong confidence. The belief of core job description achievability and the imminent 

target achievement serve to characterize the overwhelming majority positively. 

The third statement "I am always proactive and responsible in completing all required 

tasks in my job" shows 54. 7% of employees state they are always proactive and 

responsible in completing their tasks. The average score and the standard deviation of 

4.48 and 0.62 respectively showed that the employees are in agreement to a high degree, 

but the response to the questions, who, in this case, are assuming responsibility and 

being proactive, may have a slightly higher variation and indeed may be lower than 

average. 

Overall, the average job performance score for all employees is 4.53, while the standard 

deviation is 0.42. These results clearly demonstrate that employees are performing their 

job duties at an average level and most likely at a level beyond the job description. The 

responsibility, proactivity, and effectiveness of the employees in performing their 

respective jobs shows that the organization is performing at an all-time high. 
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4.4 Reliability analysis 

Table 4.5 
Reliability analysis of variables in this study 

Variables 

Employee motivation 

Accounting-Related Digital Systems (ARDS) 
Use 

Job performance 

Total Item Reliability (a) 

4 0.97 

4 0.96 

3 0.97 

Table 4.5 presents the reliability analysis of the variables used in this study, showing 

that all constructs exhibit excellent internal consistency. Employee motivation and 

Accounting-Related Digital Systems (ARDS) both have a Cronbach's alpha of a = 

0.97, while job performance has a slightly lower but still very high alpha of a = 0.96 . 

These values indicate that the items within each variable are highly consistent and 

reliable for measuring the intended constructs. According to Tavak:ol and Dennick 

(2011), a Cronbach's alpha value above 0.90 is considered excellent, suggesting that 

the instruments used in this study are highly reliable for capturing employee motivation, 

ARDS usage, and job performance. 

4.5 Validity test 

Table 4.6 
KMO and Bartlett's Test of variables in this study 

Factorability Assessment 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 

Bartlett's Test of Sphericity Approx. Chi-Square 

df 
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Table 4.6 presents the results of the Kaiser-Meyer-Olkin (KMO) and Bartlett's Test of 

Sphericity, which assess the suitability of the data for factor analysis. The KMO value 

of 0.85 indicates meritorious sampling adequacy, suggesting that the correlations 

among the items are sufficiently strong to justify factor analysis (Kaiser, 1974). 

Bartlett's TestofSphericitywas significant (x2 = 3245.99, df = 105,p = 0.00), indicating 

that the correlation matrix is not an identity matrix and that the variables are correlated 

enough to proceed with factor extraction. Overall, these results confirm that the data 

are appropriate and suitable for conducting factor analysis in this study. 

4.6 Normality test 

Table 4.7 
Normality test of variables in this study 

Variables M 

Employee motivation 3.76 

Accounting-Related Digital Systems 3.81 
(ARDS) Use 

Job performance 3.81 

5% Trimmed 

Mean 

3.85 

3.89 

3.88 

Skewness Kurtosis 

-1.25 

-1.37 

-1.28 

0.16 

0.43 

0.18 

Table 4. 7 presents the normality test results for the variables in this study, including 

employee motivation, Accounting-Related Digital Systems (ARDS), and job 

performance. The comparison between the overall mean and the 5% trimmed mean 

shows minimal differences for all variables, with none exceeding one unit. This 

indicates that the data are largely free from extreme outliers that could potentially 

distort the results. Additionally, the skewness values range from -1.25 to -1.37, and the 

kurtosis values range from 0.16 to 0.43, all falling within the acceptable range of -2 to 

+2. 

69 



I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 

These results suggest that the distributions of the variables are approximately normal, 

supporting the appropriateness of parametric statistical analyses for this dataset ( George 

& Mallery, 2003). Overall, the findings indicate that the data meet the assumptions of 

normality, with no significant deviation that would compromise the validity of 

subsequent analyses. 

4. 7 Correlation Analysis 

Table 4.8 
Correlation Matrix 
Variable 
1. Employee Motivation 
2.ARDS 
3. Job Performance 

1 

.975** 

.961 ** 

2 3 

.957** 

The correlation analysis was performed to test the relationships between the study 

variables. Table 4.8 shows the results of Pearson correlation coefficients between 

Employee Motivation, Accounting-Related Digital Systems (ARDS), and Job 

Performance. The results showed a strong positive correlation among all variables. 

Employee Motivation showed a significant positive correlation with ARDS (r = .975, 

p< .01) and Job Performance (r = .961, p< .01). Similarly, ARDS was significantly and 

positively correlated with Job Performance (r = 0.967, p < .01). These findings offer 

tentative evidence to the hypothesized relationships that there are positive associations 

between employee motivation and ARDS effectiveness and job performance. The 

strong correlations indicate that all the variables are closely linked in the proposed 

research framework. 
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4.8 Regression Analysis 

Table 4. 9 
Linear regression analysis to analyse the impact of Employee Motivation and Job 
performance among employees using accounting software in Per/is. 

R R:z AdjustedR2 SE R2 Change 
.962 .925 .926 0.312 .924 

A simple linear regression was conducted to assess the direct impact on Employee 

Motivation and Job Performance to test Hypothesis 1. The model summary shown in 

Table 4.9 shows that Employee Motivation explained 92.8 percent of the variance in 

Job Performance (R2 = .925; Adjusted R2 = .926). These results support the existence 

of a strong predictive impact on the constructs. 

Table 4.10 
ANOVA 
Source ss df MS F p 
Regression 131.542 1 131.542 1320.636 <.001 
Residual 10.338 110 0.094 
Total 142.920 111 

The results of the analysis of variance (ANOVA) are presented in Table 4.10, and these 

results indicate that the regression model is statistically significant (F(l, 110) = 

1320.636, p < .001). This indicates that significant prediction of Job Performance is 

ensured by Employee Motivation. 

Table 4.11 
Coefficients 
Variable B SE p t p 
Constant 0.125 0.102 1.349 .177 
Employee Motivation 0.968 0.026 .965 36.560 <.001 
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Table 4.11 lists the regression coefficients. The unstandardized coefficient (B = 0.968, 

SE = 0.02) indicates for each one-unit increase in Employee Motivation, Job 

Performance increases by an average of 0.969 units. The standardized coefficient (/J = 

.965, t = 36.560, p < .001), a very strong positive effect. The intercept was not 

statistically significant (p = .177). These results provide strong support to Hl and thus 

confirm that Employee Motivation is positively related to Job Performance. 

Table 4.12 
Linear regression analysis to analyse the impact of employee motivation by using 
ARDS among employees using accounting software in Per/is. 

Model ANOV A Coeffiecients 
Variables Summary 

R2 df F Sig. Unstd. B Stand. B 

ARDS 0.94 1 2167.7 0.00 0.97 0.97 
3 

*p < 0.05 (significant at the 0.01 level, 2-tailed) 

In Table 4.12, the regression model shows that there is a strong impact on motivation 

by using ARDS among employees using accounting software in Perlis, with an R2 value 

of 0.94. This indicates that 95% of the variance in employee motivation can be 

explained by the use of ARDS. The ANOVA results are significant (F= 2167.73,p = 

0.00), confirming that the regression model is a good fit for the data. The 

unstandardized coefficient (B = 0.97) and standardized beta (/J = 0.97) further 

demonstrate a strong and significant impact on employee motivation by using ARDS, 

suggesting that increased utilization of digital accounting systems is closely associated 

with higher motivation among employees. 
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Table 4.13 
Linear regression analysis to analyze the significant impact between ARDS and Job 
performance among employees using accounting software in Per/is. 

Model ANOV A Coeffiecients 
Variables Summary 

R2 df F Sig. Unstd. B Stand.B 

ARDS 0.93 1 1578.8 0.00 0.96 0.97 
3 

*p < 0.05 (significant at the 0.01 level, 2-tailed) 

Similarly, Table 4.13 shows that there is a strong positive impact between ARDS and 

Job performance among employees using accounting software in Perlis, with an R2 

value of 0.93, indicating that 93% of the variance in job performance is explained by 

ARDS. The model is statistically significant (F = 1578.83, p = 0.00). The 

unstandardized coefficient (B = 0.96) and standardized beta (/J = 0.97) indicate a strong 

and significant effect, showing that employees who effectively use ARDS tend to 

demonstrate higher job performance. 

Overall, these findings suggest that ARDS play a crucial role in enhancing both 

employee motivation and job performance among employees using an accounting 

software in Perlis. The results align with previous research emphasizing the positive 

influence of digital systems on work efficiency, engagement, and productivity 

4.9 Mediation analysis 

Table 4.14 
Indirect effect in mediation analysis of employee motivation on job performance via 
Accounting-Related Digital Systems (ARDS) 

Effect 

Sig. 

0.00 

Indirect Effect 
(b) 

Standard 
Error (SE) 

p­
value 

95%CI 

Impact of the employee motivation ----+ 

job performance via Accounting­
Related Digital Systems (ARDS) 

0.54 

*p < 0.05 (significant at the 0.01 level, 2-tailed) 
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Table 4.14 presents the results of the mediation analysis examining the indirect effect 

of employee motivation on job performance through Accounting-Related Digital 

Systems (ARDS). The findings indicate a significant positive indirect effect, with a 

coefficient of 0.54, a standard error of 0.22, and a p-value of 0.00. The 95% confidence 

interval ranges from 0.23 to 1.03, which does not include zero, confirming that the 

mediation effect is statistically significant. 

This result suggests that ARDS act as an important mediator, strengthening the 

impact of employee motivation and job performance. In other words, motivated 

employees are likely to achieve higher job performance, in part because the use of 

ARDS facilitates more efficient, accurate, and effective work processes. These findings 

highlight the critical role of digital accounting systems in enhancing employee 

outcomes and are consistent with prior research indicating that technology adoption can 

mediate the impact of motivational factors and performance outcomes (Davis, 1989; 

Venkatesh et al., 2003). 

4.10 Summary of the chapter 

Table 4.15 
HyPothesis development 
Hypothesis 

HI: Employee motivation has a significant impact on 

job performance 

H2: Employee motivation has a significant impact on 

the Accounting-Related Digital Systems (ARDS) 
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H3: Accounting-Related Digital Systems (ARDS)has a 0.00 

significant impact on job performance 

H4: ARDS mediates the significant impact on employee 0.00 

motivation and job performance 

Accepted 

Accepted 

Table 4.15 presents a summary of the hypotheses tested in this study. Hypothesis 1 

(Hl), which proposed that employee motivation has a significant impact on job 

performance, was supported, with a p-value of0.00, indicating a strong and statistically 

significant positive impact. 

Hypothesis 2 (H2), which suggested that employee motivation has a significant impact 

on Accounting-Related Digital Systems (ARDS), was also accepted. The results 

showed a significant positive impact on employee motivation and ARDS, with a p­

value of 0.00, indicating that motivated employees are more likely to effectively utilize 

accounting-related digital systems. 

Hypothesis 3 (H3), which posited that Accounting-Related Digital Systems (ARDS) 

have a significant impact on job performance, was confirmed with a p-value of 0.00, 

demonstrating a strong and significant positive impact. This finding indicates that the 

effective use of ARDS contributes directly to higher levels of employee job 

performance. 

Finally, Hypothesis 4 (H4), which proposed that ARDS mediates the significant impact 

on employee motivation and job performance, was supported. The mediation analysis 

revealed a significant indirect effect with a p-value of 0.00, confirming that ARDS plays 
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a significant mediating role in translating employee motivation into improved job 

performance. 

Overall, the findings indicate that Accounting-Related Digital Systems play a critical 

role not only as a direct predictor of job performance but also as a key mechanism 

through which employee motivation enhances performance. These results highlight the 

importance of integrating digital accounting systems to improve employee efficiency, 

effectiveness, and overall performance within employee using accounting software in 

Perlis. 
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CHAPTER FIVE 

DISCUSSION 

5.1 Introduction 

Chapter 5 discusses the findings of the study on employee motivation, job performance, 

and the role of Accounting-Related Digital Systems (ARDS) in enhancing these factors 

within the context of Perlis, Malaysia. The results show that employee motivation has 

a significant positive impact on job performance, with ARDS acting as a key enabler in 

improving both motivation and performance. By integrating ARDS, such as accounting 

software and digital tools, employees were able to work more efficiently, leading to 

higher job satisfaction and productivity. This chapter also compares the findings with 

existing literature, highlighting the contributions of ARDS in the digital workplace, 

while addressing the study's limitations and suggesting directions for future research. 

5.2 Employee motivation has a significant impact on job performance 

The findings from this study validate hypothesis one suggested that employee 

motivation significantly impacts job performance. Employee motivation was able to 

predict 92.8% of job performance from the regression analysis. The R-Squared and 

Adjusted R-Squared values were 0.925 and 0.926, respectively. The regression model 

is statistically significant at F(l,110) = 1320.636, p < 0.001, thus confirming the 

positive impact employee motivation has on job performance. In addition to the positive 

impact, the unstandardized and standardized coefficients suggest that the relationship 

is close to 1, thus solidifying the relationship as positive. The regression equation will 
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suggest that, for every unit increase in employee motivation, we will achieve a 0.969 

unit increase in job performance. 

Regarding the use of accounting software by employees in Perlis, findings indicate that 

motivated employees tend to work better, especially in areas that require accuracy, 

precision, and detail. This observation is consistent with the Job Demands-Resources 

(JD-R) framework model, which states that motivation, as a job resource, serves to 

strengthen employees' performance. The research discovered that employees motivated 

by the meaning of their work (intrinsic motivation) and motivated by the organization 

(extrinsic motivation) through rewards like recognition and opportunities for 

advancement in the organizational hierarchy, improved their job performance. The 

results attest to the fact that extrinsic and intrinsic motivators in a digitalized accounting 

setting work to improve job performance. 

The results of this study reaffirm the work of Alase and Akinbo (2021) and Al­

Kharabsheh et al. (2022), who argued that motivation improves job performance, 

particularly in the digital work environment. This study contributes to this 

understanding by demonstrating the use of accounting software, especially in the Perlis 

context, increases intrinsic and extrinsic motivation and subsequently job performance. 

This underscores the need for organizations to enhance employee motivation by 

demonstrating to the employees that they are valued, recognized, and supported, in this 

case, by the provision of appropriate accounting software. 

This study's regression results highlight the importance of employee motivation in 

influencingjob performance. Motivated employees are engaged, creative, and efficient, 
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which is one of the most important attributes in accounting due to the need for accuracy 

and quality. Furthermore, the impact of employee motivation and job performance 

discovered in this study affirms the need for organizations to enhance employee 

motivation, both intrinsically and extrinsically, in order to increase job performance. 

When organizations combine motivation strategies and provide employees with 

advanced technology like accounting software, they will create a high-performing 

workforce that is prepared to meet the demands of the digital age. 

5.2.1 Employee motivation has a significant impact on the accounting-related 

digital system (ARDS) 

Employee motivation positively correlates with Accounting-Related Digital Systems 

(ARDS), where the use of ARDS motivates employees with an R2 value of 0.94. 94% 

of the variation in employee motivation is attributed to ARDS. The result of the 

regression model shows statistical significance (F = 2167.73, p < 0.00), which means 

the use of ARDS is highly likely to motivate employees. A positive unstandardized 

coefficient (B = 0.97) and standardized beta (� = 0.97) suggest a lack of ARDS. This 

means that the use of ARDS in Perlis accounting software is likely to motivate 

employees. 

Considering employees' use of accounting software in Perlis, this finding emphasizes 

the importance of ARDS in encouraging employees to work more constructively. 

Digital accounting systems, including ERP systems, AI software, and cloud-based 

systems, offer employees the means to complete their work with greater effectiveness 

and precision. By alleviating the tedium associated with performing the same tasks over 
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and over, these systems increase motivation by allowing employees to shift their 

attention to more important and strategic activities. The current study illustrates how 

motivation is greatly influenced by the perception of enhanced ability and the 

opportunity to make more rational choices. 

This study's finding that ARDS positively affects employee motivation corresponds 

with Al-Kharabsheh et al.'s (2022) study, which.stressed the impact digital tools had on 

motivating employees. Similarly, this study corroborates Junaidi's (2022) research that 

stated employees' motivation increased when they participated in designing and 

implementing accounting information systems. In the context of the JD-R model, 

ARDS aids employees in performing complicated tasks and therefore serves as an 

important resource. In this model, resources are paramount in helping employees 

manage job demands and motivating them. 

Furthermore, incorporating ARDS within the workplace increases employee 

encouragement and strengthens job satisfaction. Employees see the digital systems as 

an advantage and, as a result, work better and become motivated. This correlates with 

Kuvaas et al. (2020) and Resende (2024) as the use of ARDS systems while performing 

accounting functions motivates employees because of time saved on monotone and less 

fulfilling activities. Thus, it can be said that organizations utilize ARDS; employee 

motivation and job performance will increase. This further promotes the success of an 

organization. 
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5.2.2 The Accounting-Related Digital System (ARDS) has a significant impact 

on job performance 

According to the regression analysis, for ARDS and job performance, the positive effect 

is stated with the confidence interval ofR2 = 0.93, which explains that ARDS accounts 

for 93% of the job performance variance of employees with accounting software in 

Perlis. The model for this analysis is statistically validated as (F = 1578.83, p = 0.00), 

with unstandardized coefficient (B = 0.96) and beta (f3 = 0.97) respectively positioned 

at positive high and strong ARDS influence on job performance. These results indicate 

ARDS systems efficiency in improving employee job performance through process 

streamlining, precise and rapid decision making. 

In Perlis, the implementation of ARDS systems has helped improved employee 

productivity in using accounting software. Employees have been able to complete tasks 

in a more efficient, accurate, and automated manner with the use of state-of-the-art 

systems like cloud accounting and artificial intelligence. As noted in the literature, these 

systems remove repetitive tasks, including the entry of data, reconciliation, and 

financial reporting, allowing employees to focus on more important and sophisticated 

activities. The elimination of tedious tasks increases employees' job satisfaction, 

motivation, and performance. 

These results are comparable to other research, where ARDS was positively affecting 

job performance. For example, Davenport (2019) and Hidayat (2023) observed that 

ARDS in accounting departments increased operational efficiency, decision-making, 

and financial reporting. Similarly, in this research, Resende (2024) was referenced who 
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stated that ARDS is not only efficient but also describes a phenomenon less employee 

work errors. The combination of AI, cloud computing, and automation enables 

employees to work faster and more accurately, thus improving performance. 

5.2.3 ARDS Mediates the Significant Impact on Employee Motivation and Job 

Performance 

Per mediation analysis, there is a positive and significant mediating effect of employee 

motivation on job performance via ARDS, with a coefficient of 0.54, standard error of 

0.22, and p of 0.00. The 95% CI is between 0.23 and 1.03; thus, ARDS is a mediator 

for the impact of employee motivation and job performance. This means that motivated 

employees can achieve greater job performance because of ARDS, which allows 

employees to work more efficiently and effectively. The findings also suggest that the 

positive effects on performance of ARDS systems also serve to strengthen employee 

motivation, providing a positive feedback loop to the system. 

The mediating influence is in line with the JD-R model and the Information Systems 

Success Model, which underscore ARDS as a resource in the job moderation and 

enhancement framework. This study corroborated Al-Kharabsheh et al (2023), where 

the digitalization of HRM, including ARDS, positively shaped employee motivation 

and job performance. For instance, in the employment of ARDS in accounting software 

within Perlis, the ARDS systems not only advanced employee performance but also 

increased motivation by minimizing monotonous work and enabling employees to 

engage in more rewarding and constructive functions. 
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To summarize, this study confirms the hypotheses set out in Chapter 2 and shows how 

ARDS contributes to increasing employee motivation and performance. ARDS as a 

system resource improves employee engagement and job performance by providing the 

means to complete tasks more efficiently and accurately. This study's findings 

complement existing theories and literature, reiterating the value of digitally driven 

systems in the workplace to enhance and motivate employees, especially in the 

Malaysian accounting industry. 

5.3 Contribution of the study 

The current study adds to the body of knowledge on employee motivation, job 

performance, and the role of Digital Technology, specifically Accounting-Related 

Digital Systems (ARDS), in the workplace. The study helps to understand the ARDS 

role towards employee performance, particularly in the case of accounting software 

employees in Perlis, Malaysia. By evaluating ARDS influence on motivation and 

performance, the study furthers the understanding of the role of digital systems as job 

resources that boost employees' performance in their jobs. 

Furthermore, this research adds to the body of knowledge by utilizing established 

theory such as the Job Demands-Resources (JD-R) model and the Information Systems 

Success (ISS) model in the Malaysian context. These models have been largely utilized 

in Western studies, and this study tests their applicability in a non-Western context for 

cross-cultural contribution. The results affirm the ability of digital systems to alleviate 

the physical and psychological demands of the job, allowing for better coping, 

motivation, and performance of employees. The studies also demonstrate that 
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employees who are motivated by both internal and external ARDS consumer factors 

are likely to enhance their job performance. 

As such, it is only in this research that the researcher considers positive correlations 

existing between employee motivation, ARDS, and job performance. The need for 

motivation, as a concept, and digital systems, as a concept, are intertwined. For these 

organizations, there are practical contributions these findings provide to organizations 

concerned with optimum employee performance because of the ARDS technology in 

the formative period of job functions, employee satisfaction, the reduction of boredom, 

and the overall atmosphere of the workplace. The study will also serve the research and 

practice sides of the professions in the Human Resource, Information and Systems, and 

Accounting collaboration. The digitally supported ARDS in the organizational setting 

has, to a large extent, assisted the transformation of the holistic technological 

organizational structures. 

5.4 Limitation of the study 

Acknowledgment of a study's limitations is a positive demonstration of a researcher's 

integrity. Among the most prominent of the numerous limitations for this study is the 

frame of focus, which is the Perlis region of West Malaysia. Applied to the rest of the 

region or locations with distinct organizational arrangements, levels of technological 

integration, and prevailing work cultures, the findings may tell a different story. The 

level of technology integration disparities will also impact the extent of employee 

motivation and performance mediated by ARDS, thus cautioning the extent of 

dependence placed on these findings in other environments. 
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Other than that, measuring employee motivation and performance using surveys and 

questionnaires has also been primarily done in this study. Values of the employees 

perceived and experienced have a lot of value in understanding employee attitudes to 

ARDS; however, they provide an empirical performance data gap. Future studies on 

ARDS impact on employee performance may fill this gap using measured performance 

data with time to accomplish tasks and the number of errors made, in addition to self­

reporting measures. 

Ultimately, this study examines only the perceived effects of ARDS on employee 

motivation and performance and does not consider the actual effects and the systems' 

usage. Future research should focus on how often employees use these systems, how 

well employees incorporate ARDS into their daily routines, and the relationship 

between these variables and job performance. Comprehending the usage and 

effectiveness of the ARDS could yield more definitive evidence on the systems' effects 

on employees. 

5.5 Recommendation for Future Research 

This study aims to demonstrate how significant and where gaps, among other things, 

exist. First, researchers could examine the ARDS research across borders and 

contextualize the results of this study among the employees in Perlis and other countries 

to see how far the results can travel across varying economic, cultural, and 

organizational landscapes. Furthermore, the variations in the motivation of employees 

and the performance of their job as a result of ARDS across different cultures would 
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provide a richer understanding of the phenomena related to digital transformation in the 

workplace. 

Secondly, ARDS has long-lasting consequences on employee motivation and 

performance, which is a state of affairs that future research could investigate using a 

longitudinal design and adapting ARDS over the years. With the aid of a longitudinal 

design, researchers would be able to observe the motivational and performance-related 

impacts of ARDS as employees become increasingly accustomed to the systems. 

Moreover, a longitudinal study is best positioned to identify the impacts of ARDS over 

time (i.e., after the fact) that cross-sectional studies would not be able to identify. 

Lastly, while this study was based on self-reported data, future studies could merge 

self-reported data with objective data on performance to evaluate the impact of ARDS 

on job performance more fully. ARDS's impact on productivity would be evaluated 

more to the extent that performance is measured. For instance, researchers could assess 

the actual impact of ARDS on employees' productivity in terms of completion of tasks, 

time taken to complete tasks, and error rate, as well as financially quantifying 

productivity. In this regard, the subjective measures of motivation and performance 

would be supplemented by more objective measures of ARDS, productivity, and 

performance. 

It could also be important for researchers in the future to examine the different factors 

that may moderate or mediate the influence of ARDS on employee motivation and 

performance. For example, factors like employee self-tech, leadership, and 

organizational culture may shape employee interactions with ARDS and how these 
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systems influence employee motivation and performance. Understanding such factors 

would add to the stream of research investigating employee motivation and 

performance outcomes in relation to digital systems. 

The future also holds the potential for research to address the mechanisms whereby 

ARDS affect employee motivation. For example, ARDS may differ in how they impact 

employees' different components of the motivation system (i.e., competence, 

autonomy, and relatedness). Using a Self-Determination Theory framework, a study 

may examine the impact of different ARDS ( e.g., AI applications, cloud computing 

solutions, and ERP systems) on the components of motivation. Understanding these 

mechanisms would help organizations design and implement ARDS that are more 

effective in motivating employees and improving job performance. 

5.6 Conclusion 

This study brought new insights into the use of Accounting-Related Digital Systems 

(ARDS) and the respective impact on employee motivation and job performance. More 

specifically, the accounting software application in the study area, Perlis, Malaysia, was 

analyzed. The study confirmed the claim that motivated employees positively affect job 

performance under the conditions where precision, accuracy, and efficiency play 

critical roles. The study also confirmed the primary research claim of ARDS positively 

streamlining motivational and performance interrelationships, primarily due to the 

repetitive nature of the tasks and the empowering tools that foster employees' 

competence and autonomy. 

87 



I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 

The findings of the regression and mediation analyses convincingly demonstrated that 

ARDS improves job performance and also functions as mediators between employee 

motivation and performance. These findings are consistent with the theoretical 

constructs and frameworks highlighted in Chapter Two, primarily the Job Demands­

Resources (JD-R) and the Information Systems Success (ISS) models, both of which 

are heavily resource (ARDS) dependent, to boost employee performance. 

While acknowledging its limitations, including reliance on self-reported data and 

specific geographic boundaries, this study does examine some aspects pertaining to the 

digital tools used in today's workplaces, especially in the accounting field. It also assists 

organizations in understanding how the use of ARDS can positively impact employee 

performance and motivation, albeit the study also needs to be expanded. Future research 

needs to address ARDS and employee motivation and job performance by having more 

than self-reported metrics, additional performance factors, and other variables to 

contribute to the understanding of gaps associated with the use of digital systems in 

varying workplaces. 
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Appendix A 

Section A: Demographic Profile 

No. Statement 

1 Gender 

2 Age 

3 Years of Experiences in the Current Role 

5 What is your current job position? 

Section B: Employee Motivation (Independent Variable) 

The scale was adapted from the study by Abdulkareem (2025) 

2 =P-lsagree 3 = Neutral- 4 = Agree 5 = Strongly Agree 

No. Statement 1 2 3 4 5 

1 I am motivated to put forth my best effort in my job. □ □ □ □ □ 

2 I feel a strong sense of purpose in my work. □ □ □ □ □ 

3 I am enthusiastic about the work I do. □ □ □ □ □ 

4 I find my work personally meaningful. □ □ □ □ □ 
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Section C: Accounting-Related Digital Systems (ARDS) (Mediator) 

The scale was adapted from the study by Mediaty et al., 2025 

2=Di~agree 3 =Neutral 

No. Statement 

1 Using digital accounting can meet my financial 
preparation service need 

2 Digital accounting services can save time. 

3 Digital accounting services can improve 
efficiency. 

4 Overall, digital accounting services have 
benefited me. 
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4=Agree 

1 2 3 4 5 

□ □ □ □ □ 

□ □ □ □ □ 

□ □ □ □ □ 

□ □ □ □ □ 
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Section D: Job Performance (Dependent Variable) 

The scale was adapted from the study by Chen et al. (2019) 

1 = Strongly-Disagree 2 =Disagree 3 =Neutral 4 =Agree 

No. Statement 

1 I consistently perform well on the core duties outlined in 

my job description. 

2 I regularly meet or exceed the formal performance targets 

set for my job. 

3 I am always proactive and responsible in completing all 

required tasks in my job. 
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5 = Strongly Agree 

1 2 3 4 5 

□ □ □ □ □ 

□ □ □ □ □ 

□ □ □ □ □ 



I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 

Appendix B 

-
• u 

·1 . J~ . . 
J - • A •• 

] . . 
u " q u 

--
. 

I: 
L~~" .. -_.._ 

_,, 

,..,_04,..,. .. ....,.. ......... 

~-0-0-.. ~---- .... 
.. 

I - . 
1·· - --

. .. .. ., .. .. .. .. --

107 

_,. 



I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 

6. What is your current job position? 
75 responses 

Appendix C 

1. I am motivated to put forth my best effort in my job. 
75 responses 

• Top Management 

e Senior Management 

e Managerial Level 

e Executive Level 

e Strongly Disagree 

• Disagree 

• Neutral 

• Agree 

• Strongly Agree 

1. Using digital accounting can meet my financial preparation service need 
75 responses 
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e Strongly Disagree 

e Disagree 

• Neutral 

e Agree 

e Strongly Agree 
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