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ABSTRACT 

The study is conducted to identify the influencing of accountability and incentive system toward 

employees’ performance in Malaysian corporations. The literature review states that 

accountability and incentive systems are important factors in helping organizations to improve 

their employees' performance. Agency theory is applied in this study to show the relationship 

between employees and organizations and how managers / organizations practice accountability 

and incentive systems in their business activities. The survey instrument is distributed among 

employees in certain organizations in Malaysia. There were 120 respondents who have 

responded to this study. This study used Partial Least Squares (SmartPLS) to analyze data and 

validate the hypothesis of the study. The findings show that the accountability and incentives 

system have a positive significant impact on employees' performance. 
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ABSTRAK 

Kajian ini dijalankan untuk mengenalpasti faktor-faktor yang mempengaruhi akauntabiliti dan 

sistem insentif terhadap prestasi pekerja di syarikat-syarikat Malaysia. Semakan literatur 

menyatakan bahawa akauntabiliti dan sistem insentif merupakan antara faktor yang penting 

dalam membantu organisasi untuk meningkatkan prestasi pekerja mereka. Teori agensi 

diaplikasikan dalam kajian ini untuk menunjukkan hubungan antara pekerja dan organisasi dan 

bagaimana pengurus/organisasi mengamalkan akauntabiliti dan sistem insentif dalam aktiviti 

perniagaan mereka. Sosal selidik diedarkan di kalangan pekerja di beberapa organisasi di 

Malaysia. Terdapat 120 responden yang memberi respon ke atas kajian ini. Kajian ini 

menggunakan Partial Least Squares (SmartPLS) untuk menganalisis data dan mengesahkan 

ketepatan hipotesis yang terdaoat di dalam kajian ini. Hasil kajian menunjukkan sokongan positif 

untuk semua hipotesis kajian ini di mana penilaian sistem akauntabiliti dan insentif memberi 

kesan yang ketara ke atas prestasi pekerja. 

 

Kata Kunci: Prestasi pekerja; Akauntabiliti; Sistem insentif; Organisasi. 
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CHAPTER ONE 

INTRODUCTION 

1.1 Background 

During the last decades, the government and private organizations have been focusing on 

the effectiveness of their employees’ performance. The employees’ performance in the 

Malaysian corporations is very important to ensure productivity of the employees’ and 

their performance (Metz, Ilies, & Hörmann, 2018). 

 

Manage of employee performance is one of the elements in performance management 

(Dusing, 2017). In the employees’ performance, there is a continuous process to improve 

the performance, by setting individual objectives and team goals in line with the 

organization's strategic objectives. In order to achieve the objectives, review and assess 

the organization's progress, develop knowledge, skills and capabilities of employees 

inside the organization (Bakotić, 2016).  The organization must know how the 

employees’ performance is measured. Tahir et al (2014) claimed that you can’t improve, 

what you can’t measure and what gets measured, gets done. However, when it comes to 

performance management for the employees, some may feel that this philosophy is 

inadequate (Ahmed & Eltayeb, 2003). Employees’ are much more than data, employees 

are the essential element of the organization to help in the productivity of the 

organization (Judge, Kammeyer-Mueller & Hulin, 2017). Also, assessing employee 

performance is key to insight employees, improving the quality of work, and maintaining 



2 
 

their motivation. When evaluating employees’ performance, it is not only involved 

understand of how employees perform, but also to be persuasive to get feedback on how 

the organization works (Edwards & Hulme, 2014).  

 

The employees are very crucial to the performance in the organization (Ahmed & 

Eltayeb, 2003). Organizational planning and strategy cannot become a reality without 

employees’ input. Thus, success of an organization is the function of people (the 

employee) and the system. Human capital possesses the required knowledge, 

competencies and skills required to execute the plans and strategies formulated in the 

organization. Therefore, it is required by the organizations well acquainted with the 

employee and ensures that they have encouraged them to achieve their full potentials 

(Dusing, 2017). 

 

Accountability is often associated with such concepts as responsibility, blameworthiness, 

liability and other terms associated with the expectation of accounting (Ahmed, 2014). 

This means that the employees are obligated to do certain duties under the organization 

orders, and they have to understand and feel that those obligations are results of 

important issues related to the organization’s interests which is one of the hallmarks of 

democratic society and good governance (Yaakob, Kadir & Jusoff, 2009). Additionally, 

effective of accountability are considered to be an important factor in determined the 

good incentive systems (Garg & Rastogi, 2006). Thus, it can be said that accountability 

in general refers to that employees are servants responsible for their actions and 
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performance within the organization. In other words, employees must remain accountable 

to people for their actions, performance and policies. The nature of their work means that 

they will work within constitutional and legal constrains through which they abide by a 

host of administrative norms and standards (Esa & Anum Mohd Ghazali, 2012). 

Assessing whether their actions are within or beyond their authority is the reference to the 

notion of public accountability, to control the behavior of employees and to check fraud 

and abuse of power. Being accountable for our performance goals not only means we do 

everything possible to achieve them and that we have internalized and own them.  It also 

means we understand and accept the consequences of not achieving those goals (Edwards 

& Hulme, 2014). 

 

The strength of incentives system in the firms and the productivity of employees that 

results from these incentives depend to a large degree on the characteristics of the 

performance measures available to the organization (Garg & Rastogi, 2006). Some 

employees work under high-powered explicit incentive contracts, while others have no 

explicit incentive contracts at all (Smith & Bititci, 2017). According to Shin & Konrad 

(2017), incentive measures such as salaries, secondary benefits, and intangible rewards, 

recognition or sanctions have traditionally been used to motivate employees to increase 

performance. Malaysia has recorded a significant growth in both public and private 

organization in recently years. According to Bursa Malaysia, overhead the most recent 10 

years, Bursa Malaysia's market capitalization (market cap top) has extended in the worth, 

about multiplying from RM979bil in 2009 to the present by end-2018 estimation of 
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RM1.87 trillion (Hassan & Mohd-Saleh, 2010). Motivators may be positive and/or 

negative. Incentive systems reside within organizations, their structure, rules, human 

resource management, opportunities, internal benefits, rewards and sanctions and etc 

(Balassanian & Wignaraja, 2006). Whether based on perception or reality, organizational 

incentive systems do have a significant influence on the performance of individuals of the 

employees and thus the organization overall (Vyas-Doorgapersad, 2014).  

 

1.2 Problem Statement  

Employee performance is one of the key factors for the development and progress of 

organizations (Iqbal, Anwar & Haider, 2015). High salary and good incentives provide 

by organization can attract job seekers to apply for such organizations (Mwangi, Boinett, 

Tumwet & Bowen, 2017).  To improve employees’ performance, the organization needs 

to analyze factors that can increase employees’ performance. Among the important 

factors and has been discussed above are accountability and incentive system (also see 

Yaakob, Kadir & Jusoff, 2009; Balassanian, & Wignaraja, 2006). Nevertheless, to the 

best of researcher’s knowledge, there is little empirical studies have been conducted to 

examine these factors as a predictor of employees’ performance in the Malaysian 

organizations. The existing studies were more emphasized on the factors that improve 

and increase the employees’ performance such as, managerial support, distributive 

fairness, health and absenteeism, all these factors and more effect on the employees’ 

performance inside the organization (Salah, 2016). Therefore, this study is focusing on 
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accountability and incentive system as factors that influence the performance of 

employees.  

 

Jourdan & Kivleniece (2017) stated that the incentive system for example salary payment 

for the employee is a fundamental to improve the organization’s performance, however it 

should be viewed it as a necessary factor, but not sufficient factor. Material and non-

material incentives can have a significant impact on employees’ motivation and 

organizational performance. Thus, according to Nzuve & Njambi, (2015), there are 

factors that can influence employee to improve their performance: 

 

1) The wages and salaries paid to the employee to empower and raise their 

performance in the organization.  

2) The professional stability "Job security"  

3) The retirement advantages schema for the employees’ is acceptable and 

pleasurable.  

4) Employees are being associated in decision making in the organization and this 

encourages their performance. 

5) The significance of the job for the employees inspires them to enhance their 

performance in the organization 

6) Managers show gratefulness for employees' diligent them to work which urges 

them to perform better. 
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7) Supervisors make a special effort to make the employee work-life simpler which 

impacts their performance. 

 

Therefore, this study is carryout to investigate the relationship between firm’s 

performance and the influence of accountability and the incentives in the private 

organizations in Malaysia. That is why the high performance of employees in Malaysia 

organizations is required, especially in the organizations that provide services to 

customers, because they determine the extent of customer satisfaction (Bontis, et al, 

2000). Shaffril (2010) stated that employees’ job performance is the most important 

factor for any organization to achieve competitive advantage and productivity beyond the 

expectation. Cropanzano and Mitchell (2007) asserted that the productivity and 

performance of employees will be effective if they feel satisfied with their job and 

organization. However, there are some issues that employees do not perform although the 

organization has given the several efforts to increase the employees’ performance, but the 

performance of the employees’ still in the same result without any changes. Employees 

are interested in heightened their salaries, fringe gains, promotion, and loans to buy 

things as motivating factors adequate to push the employees of the organization to give 

out their best and show high performance (Sawsan, 2017). The study authenticated that 

the benefits that provided by the organization, not always necessarily lead to improve and 

enhance the employees’ performance (Sawsan, 2017). Therefore, this study will fill the 

gap, by examining the factors that can improve employees’ performance within 
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organizations (Garg & Rastogi, 2006). There are two variables involve to measuring for 

employees’ performance in this study, which are the accountability and incentive system.  

In this study, agency theory is chosen as a model. Agency theory is a system that is used 

to describe and fix issues in the relationship between organization principals and their 

agents (Muhd, 2014).  

 

This study evaluates agency theory as a theory of performance outcome, by considering 

the relationship between the manager and the employees and how that affects their 

performance. This study will examine the influence of accountability and incentives 

system on employees’ performance. The results of this study may be useful for advanced 

researchers and practitioners, to use a comprehensive model, to get accurate results on the 

firms’ performance. This study can be the base for developing the appropriate scales for 

each dimension by the other researchers who are interested in measuring firm 

performance across industries with subjective indicators. 

 

1.3 Research Questions: 

The research questions (RQ) of this study as follows: 

1- What is the influence of accountability on employees’ performance? 

2- What is the influence of incentive system on employees’ performance? 
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1.4 Research Objectives: 

The research questions (RQ) and research objectives of this study as follows: 

1. To examine the influence of accountability towards employees’ performance. 

2. To examine the influence of the incentive system towards employees’ 

performance. 

 

1.5 Scope of study 

This study is focused specifically on the employees’ performance in the organizations 

that existing in Malaysia. And it looks how the accountability and the incentive system in 

organizations will effect on the employees’ performance. 

This study focuses on employees who working in organizations in Malaysia. This study 

chose organizations, which involves with accounting and auditing field to collect the 

data. 

 

1.6 Significant of the Study 

This study aims to give a clear understanding of the current situation in terms of 

accountability, incentive system, and employees’ performance at the organizations in 

Malaysia (Ahmed, 2014). The perception of these three factors might give an indication 

of the impact of current organizational performance. In this study, hopefully, will provide 

clear details on these two factors accountability and incentive system, and how these 

factors will affect the employees’ performance in the organization (Abu Aqla, Mo’za & 
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Musharraf, 2012). Also, this study shows that the two variables accountability and 

incentive system effect on the employees’ performance and how to increase it. From the 

results, it will improve the management to understand preferable their employees' 

expectation and requirements in term of leadership management style that practiced 

(Mirkhan & Mohammed, 2018). By recognizing the suitable leadership style for their 

employees, managers will be capable to reduce the communication gap and barrier 

between the employees and the manager, and that concludes to raise the employees’ 

performance in order to perform tasks given efficiently. Therefore, organizations may 

take the necessary action to correct the problems within the organization (Mirkhan & 

Mohammed, 2018). 

 

1.7 Key Definition of terms 

 Employee Performance: is an organizational setting that is typically determined 

as the level to which an organization's employees give to achieving the purpose of 

the organization. Basically, it can be seen as what the employee does or does not 

do (Liza, 2017).  

 Incentive System: Is a system in which incentives are offered rewards are 

monetary or non-monetary and are given to employees for work they have done 

or done before in order to stimulate their motivation (Magnusson, & Nyrenius, 

2011). 
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 Accountability: is define as a clearly identified employee obligation for the 

quality conduct of a specified function and be answerable for performance 

achievement (Bebbington, Unerman, & O’DWYER, 2014). 

 Private sector:  is a part of the economy that run by individual and organizations 

for profit and is not state controlled. Therefore, it encompasses all for-profit 

businesses that are not owned or operated by the government. Most private sector 

organizations are run with the intention of making profit (Kenton, 2018). 

 Organizations:  known as "Framework of social structures to include people or 

working groups are cooperating together to achieve a common goal such as 

producing a good or service." (Jrenberg & Baron, 1991). 

 

1.8 Organization of The Chapter  

Chapter1: This chapter essentially introduces the research background, research problems 

and research objectives, research significance, the scope of the study, keys of definitions 

and organization of this paper. 

Chapter 2: The Literature review. Through the relevant theories in this study used agency 

theory that examines the relationship between accountability and incentive system and 

concludes the result on the employees’ performance. This chapter also discussing the 

previous study for the variable in this study.  
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Chapter 3: Research Framework. Include Introduction, research framework, hypotheses 

development, and the summary of this chapter. 

Chapter 4: Research Methodology. This chapter introduces the form design of the 

questionnaires used in this study, sampling, research instrument, data collection 

technique, and data analysis technique. 

Chapter 5: Data Analysis. Depend on the analysis of the questionnaires survey; this 

chapter uses PLS statistical software to statistically analyze the data collected by the 

questionnaire. This chapter discusses also the basic information statistic, Assessment of 

PLS research model, Assessment of measurement model, Assessment of the significance 

of the structural model, Hypotheses finding of this study, and the summary of findings of 

the analysis. And see is analysis result supported the hypotheses of this study.  

Chapter 6: Discussion, Recommendation and Conclusions. This chapter draws the study 

conclusion from the above research data results. In this chapter discuss the relationship 

between accountability and employees’ performance, The relationship between incentive 

system and employees’ performance, Limitation of study, and lastly the conclusion. 
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CHAPTER TWO 

LITERATURE REVIEW 

 

2.1 Introduction 

This chapter discusses the evaluation of past and current literatures on the research being 

conducted. The main goal of the literature review is to gain enough information on the 

research area studied. This chapter also discusses the employees’ performance as 

dependent variable and accountability and incentive system as independent variable. The 

term of employees’ performance is continuously used by the organizations to be ensured 

that their employee is productive and give high quality in their work of contribution in 

product and services. The chapter also discusses about the definition of the terms. 

 

2.2 Employees performance 

The expression of employee performance is described as a continuing manner that 

corporations work to obtain that their employees are prolific and give a share into high 

quality of outcome and services by the organizations (Schwab & Cummings, 1976). On 

the opposite, employee performance is a notion in the organization, businesses, and 

organizations to define employee potential of productivity of services and the returning of 

the organization measurement it as their percentage of achievement or results of the 

organizations (Campbell, McCloy, Oppler, & Sager, 1993). 
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It has been established earlier that the success of the organization is by achieving its 

objectives. And the organization that need to achieve this success, it needs the employees 

can go many miles to complete work and accomplish it (Chien, 2004). Moreover, 

employee performance performs is an important task in producing and undertaking 

flexible changes in the organization that needed to maintain relevance in an ever more 

competitive environment (Chien, 2004). 

 

Nowadays, due to the modern challenges faced by most of organizations, they have to 

give more focus in increasing their employees' performance. No organization can achieve 

its full objectives and be comprehensive with only one performance or individuals in the 

organization (Belonio, & Joy, 2010). Thus, it is important that all employees do their job 

properly, and that this is the only way that the organization can achieve success. In order 

to facilitate the desired economy for the organization, the organizations have to provide 

more attention to the employees who work within the organization. One of the ways is by 

having the employee to be responsible in creating their own job description and 

responsibilities towards the successful of the organization (Gruman and Saks. 2010). 

Performance is defined as a multidimensional concept which organizations need to be 

aware of its effects on the organization`s strategies and goals (Naharuddin & Sadegi 

(2013). Employee performance carries huge importance and it can be considered as 

heartbeat of the organization. This employee performance can be measured by the 

productivity and efficiency of the employees’ growth and employee performance will 

reflect of the overall organization`s performance (Voon, Ngui & Ayob, (2011). 
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According to Torrington et al in (2008), employee performance can be managed by 

assessing individual performance and giving rewards based on employee outcomes. Thus, 

it can be said that employee performance is a result of employee ability and motivation. 

Furthermore, it is believed that the working environment and the organization are the 

vital element for employees while the management team should provide the employees 

with guidance and provide the necessary resources and support to employee, which is 

central to superior of employee performance. There are two other factors that determine 

the performance of employees, such as individual capacity readiness and performance 

(Bassam & Zaid, (2019). Additionally, performance-based system can be an important 

tool to motivate employees so that they know only their performance level will decide 

their compensation and bonuses they expect to receive (Ogbonna & Harris, 2000). 

 

2.3 Accountability  

Accountability is described as one part in the organization should account to what one 

has done as ordered under the agreement in amidst of two parties (Mulgan 2000). 

Accountability is the way toward affirming activities towards the interior and outside 

stakeholders by giving information (Mulgan 2000). According to Riketta & Landerer 

(2002) stated that the accountability and responsibility likewise a major instrument of 

imparting public confidence or trust in any organization arrangement. The organizations 

that come up lack of a good system of accountability will barely and not easy achieve its 

objectives. Accountability is accomplished by investigations and detailing frameworks 

planned to guarantee that the standards and procedures are being pursued (Riketta & 
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Landerer, (2002).  Accountability additionally takes about the advantages to make 

support and permission. In administrator and agent relationship, agents are being 

responsible to principals and some debate (Baxter et al, 2017). That accountability is not 

comparable to the responsibility, and responsiveness. The responsibility refers to the 

capability for individual choice and action applied without reference to different person 

and it brings a more comprehensive perceptive because it is not compared to person or 

party (Baxter et al, 2017). For example, one has a responsibility to devote to his or her 

nation. Accountability is not solely a constraint to inform about what have previously 

been done, but even to limit and reducing possibility about one party who have been 

trusted to their actions and tasks then abusing this authority authorized to them. If this 

happened, then accountability costs will incur. This is because practices should be 

measured in finding on whether information stated is sufficient or not, and activities have 

been done is perfectly. Nonetheless, party trusted with accountability should provide 

plentiful knowledge information to be sure that accountability party is fill satisfied 

(Chowdhury & Shil, 2016).  

 

It is important that appropriate accountability need to be performed, so that both parties 

have confidence and goodwill. By having a trust, there will be less accountability cost, 

and by keeping their goodwill may cause decreasing cost of information reporting (Flack, 

2007). Accountability is not merely a compulsion to report about what have already been 

done but even to prevent and lessening probability about one party who have been trusted 

to conduct their tasks then abusing this authority delegated to them. If this happened, then 
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accountability costs will incite (AbRahman, Omar, Rashid & Ramli, 2016). This is 

because activities should be reviewed in finding on whether information reported is 

sufficient, and activities have been done correctly. Nonetheless, party trusted with 

accountability should prepared plentiful knowledge information to make sure that 

accountability party is satisfied (Chowdhury & Shil, 2016). However, if accountability 

does not exist in the organization, it shows a decrease in the productivity of the 

organization, and also leads to a bad incentive system as well as the initiatives carried out 

to enhance their accountability (AbRahman, Omar, Rashid & Ramli, 2016). Thus, there is 

a need to have a more objective mechanism of ensuring accountability is being 

discharged by the organizations.  

 

Previous studies show that transparency is important for the accountability inside the 

organizations between the employees (Patrizio, 2010; Ferris et al (1999). Transparency is 

in fact one of the core ingredients of accountability as corruption and fraudulent cases are 

the outcome of a lack of transparency (Patrizio, 2010). According to Ho & Wong (2001), 

an aspect of transparency would be the disclosure of both mandated and voluntary 

information. Disclosure, on the other hand, can be done through various mediums 

including the annual reports which have been regarded by the literatures as the main tool 

to discharge accountability (Tooley & Guthrie, 2007). 
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2.4 Incentive System  

Performance sensitivity is another challenge for organizations and its assessing is very 

important to know the employee performance inside the organization and accordingly the 

allocation of incentives to these employees. There is an appropriate method is needed to 

evaluate and monitor the employees' performance base incentive phenomenon (Larker, 

1983). There is number of past research available which has already investigated the 

sensitivity of the employee incentive perspective base on pay. A study such as Larker 

(1983), have examined the factors of returns on investment decision made by upper and 

middle level employees paid with different types of incentives systems. (Larker, 1983 

cited: Johan ,1990). Not each of the employees can be motivated by money. Proposals 

should be created by the management not only to remunerate good performance but also 

to reduce the negative side impacts, such as struggle and criticism from competitors 

(Stefan, Markus & Gabrielle, 2009). 

 

Informal controls are implied sets of structures that management embraces to boost 

employees to act in a way that aligns with organizational objects (Bisbe and Otley 2004; 

Berry et al. 2009). Management controls include any tools, devices, and methods that 

directors’ practice to assure that the behaviors, performance, and choices of employees 

are harmonious beside these overall organizational goals (Malmi and Brown 2008). 

According to Kopytova  (2016) claimed that if  in case, changing the incentive system is 

not a straightforward activity, because it’s not always clear what you are changing too, 

particularly if an organization is seeking to react to a new framework or market shift. The 
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incentive system also those versions are tightly crisscross. Incentives add rely so much on 

standards of performance, yet in a period of uncertainty those standards can shift in ways 

that are hard to foretell or prepare for (Kopytova, 2016). Incentives are commonly 

described as what managers put in place to get employees to do their jobs. In many 

organizations, they are about things other than straight salaries, such as bonuses, benefits, 

praise from senior employee, promotions, the ability to work on high-profile projects, and 

so forth (Naranjo-Gil et al, 2012). According to Kopytova (2017), converge on the 

complexities included in ambidextrous organizations those in which one part of the 

organization continues to operate as before while another attempts to combine the best 

aspects of small, entrepreneurial firms with the advantages derived from being part of a 

more established organization. Kopytova (2017) stated that the organizations they look 

specifically at the constraints established firms face as they attempt to build appropriate 

incentive systems for new ventures. Incentives are likely to be based on measures that are 

subject to interpretation. However, where the economic literature assumes that, even if 

measures are subjective, they can be instantaneously observed by everyone in the firm, 

the researchers argue that building a common understanding of the relationship between 

actions and outcome is not easy (Imberman & Lovenheim, 2015). Holtmann & 

Grammling (2005) stated that there are two basic conditions at least, for achieving the 

incentive system these conditions are: justice and transparency. 
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 Fairness:  

 The goals or reference standards set out for employees must be attainable. 

Otherwise, rather than motivating employee, the incentive scheme will have a 

detrimental effect on their motivation and performance. 

 Employees’ members who perform better than others should receive higher 

compensation. Everyone in the organization should understand this fact. 

 When employee members work harder and produce better results, they should   

receive a higher compensation. 

 The compensation system should reflect the hierarchical levels within the 

organization. 

Transparency: 

 Employees’ incentive schemes should be kept simple enough that all who are 

affected by them can understand them. If a scheme resembles a “black box”, 

where it is impossible to determine the mechanics or algorithm of arriving at 

individual payouts, employees will neither accept nor embrace the scheme. 

 As much as possible, incentive schemes should be based on measurable, 

“objective”, variables rather than subjective performance indicators. As we will 

see, this goal may sometimes be difficult to accomplish, but the use of subjective 

variables automatically reduces the system's transparency.  
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CHAPTER THREE 

RESEARCH FRAMEWORK 

 

3.1 Introduction  

This chapter discusses the research framework that consists of variables measured for this 

study. The established research framework is based on the related underpinning theory, 

which is agency theory. This is followed by hypotheses development based on the 

research framework.  

 

3.2 Research Framework:  

This study is using agency theory, which is a useful for the framework for designing 

governance and controls in organizations. Links variables of interest, which is 

accountability and incentive system and compensation towards employees’ performance. 

Agency theory discusses the relationship between the owners and the managers of the 

firm, which in this study consider the relationship between the manager and the 

employees. In privately owned firms, management and owners are usually the same 

people. The connotation of agency theory offers a strong introduction to this study topic 

by evaluating its strengths and weaknesses and uses case study used it as evidence to 

demonstrate how the agency theory has been applied in different industries and contexts, 

also measures and success factors are also provided. In this study we used the new 

version of agency theory that provides a better explanation of the connection among 
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accountability and incentive system and the employees' performance inside the 

organizations. The previous researcher calls this theory by “behavioral agency theory,” 

developing on a line of argument first advanced by Wiseman and Gomez-Mejia (1998). 

 

As shown in figure below is the dependent variable (DV) is employees’ performance. 

The independent variables (IV) are accountability and incentive system.  

 

 

 

 

 

. 

 

 

Figure 3.1: Research Framework  

 

 

 

 

Employees 
Performance 

 Incentive System 

Accountability 



22 
 

3.3 Hypotheses Development 

3.3.1 The relationship between Accountability and Employees’ Performance  

This research work was to evaluate the impact of employee performance in an 

organization. This followed the observation that most employers and employees in an 

organization often perceive accountability negatively (Asmaa et al, 2018). Accountability 

is greatly too critical to the organizations functioning to understood and manage 

frequently investigated the organization and for the employees' performance (Dubnick, 

2005). It is assumed that a greater level of accountability will positively affect the 

performance of employees in an organization; however, the relationship has not been 

studied extensively in an organization (Tsafack, 2018). This study also wanted to show 

proofs of accountability, and to find out how accountability is perceived and how it 

effects on employees' performance in the organization. And if the accountability is in 

high level the employees’ performance will increase (Tsafack, 2018). 

 

H1: There is a significant positive relationship between accountability and employees’ 

performance. 

 

3.3.2 The relationship between Incentive system and Employees’ Performance. 
 
 
Through the literature research in the previous study, it is found that is there is 

significant/direct relationship between incentive systems on employees' performance. 

This implies that, an increase in incentive system like salaries; cash bonus, allowances of 
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various types given to employees will lead to a correspondent increase in their 

performance. According to Ajila and Abiola (2004), assume that employee performance 

can be animated into the incentive system. Also, according to Lawler (1971), depends on 

the incentive whatever salary, bonus, gift, that obtained by the employees' matched to 

what such employee noticed that he/she deserved to be receiving a reward from the 

organization and in opposition, of what the other colleagues in another organization are 

getting. The justification for this result is that, most people, including the employees of 

organizations regard extra money received in the form of salaries, cash bonus, allowances 

of various types as one of the most important factors that encourage them to work harder 

and hence push them to improve their performance (Salah, 2016). 

 

H2: There is a significant positive relationship between incentive system and employees’ 

performance. 

 

3.4 Chapter Summary 

Chapter three focused on the research framework and how agency theory underpinning 

the elements of this study as well as providing framework to examine in the impact and 

influence of accountability and incentive system for employees’ performance. The next 

chapter, chapter 4, explains research design, data collection method and data analysis of 

this study. 
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CHAPTER FOUR 

RESEARCH METHODOLOGY  

 

4.1 Introduction  

This chapter will explain the method that used in this study to examine the influence of 

accountability and incentive system on employees’ performance. It contains the 

introduction, research design, sampling, research instrument, data collection procedure. 

 

4.2 Research Design 

According to Carriger (2000) a research design is defined as the strategy, the plan and 

structure of conducting a research project. Also, Carriger (2000) added that the aim of 

conducting a research is to increase knowledge, which is divided into two ways namely 

the deductive logic and the inductive logic. Furthermore, Kombrabail (2012), defined the 

research design as the blueprint of the research that consists of the details of method and 

procedure for acquiring the data needed for solving the problem.  

 

According to Creswell (2003), there are three methods to do the research and they are 

namely qualitative method, quantitative method, mixed method. This research is using 

the quantitative method and aims to examine the influence of the accountability and 

incentive system for employees’ performance. The quantitative approach is describing 
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the aspects by combining numeral data that are examined by using mathematically based 

approaches in special statistics (Creswell, 2003). Each quantitative approach brings an 

important strength among the research questions. First, the quantitative approach 

provides the explanation about the impose of accountability and incentive system for 

employees’ performance (Sweeney and Williams, 2000). Second, the quantitative 

approach using mathematically based method. In order to be able to use mathematically 

based methods our data have to be in numerical form. James & Shugart Jr (1970) stated 

that there are two variables in quantitative method, which are: concepts, characteristics, 

or properties that can vary, or change, from one unit of analysis to another. If there is no 

variation among the different cases, then it is not a variable. Some examples of variables 

include gender, social class, education, age, level of public enforcement, type of 

bankruptcy, etc. 

1) Dependent Variable–DV: Variables whose change the researcher wishes to explain. 

2) Independent Variable–IV: Variables that help explain the change in the dependent 

variable. 
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The flowchart of the methodology used in this research is as follows 

 

 

 

 

 

 

 

 

 

Figure 4.1: Research Design 

 

4.3 Sampling 

Sampling is important, as it is a practical way to collect data from large population. 

Based on Gray and Dienl (1992) sampling is the process of selecting a number of units 

for a study in a way that some units represent the larger group from they were selected. 

Alreck and Settle (1995) stated that it is necessary to have at least 10% sample from the 

total number of populations. Hence, for this research the sample size should be about 120 

questionnaires that collect from the employees’ who works in the private sector in 

Malaysia organization. This study used simple random sampling technique. The simple 
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random sampling method is use because every population has a known and equal chance 

of being selected at the sample. Simple random sampling has the least bias and offered 

the most organizations (Sekaran, 2003). 

 

4.3.1 Population 

This study focuses on the influence of accountability and incentive system on employees’ 

performance, the population of this study are the employees’ who are currently working 

in Malaysian corporation. This is because the study aims to display the variables 

accountability and incentive system effect on the employees’ performance. According to 

Yates, Moore & Starnes, (2008) stated that the benefits of the sampling technique are the 

time needed by the researcher to acquire introductory information is quicker and less 

expensive. To make sure the variables were examined, the researcher sent self-

administered questionnaire surveys to the sampling population (Krejcie and Morgan, 

1970). 

 

4.3.2 Sample size 

Sample size can be mentioned to the number of parts to as be totaled in the study. 

Additionally, if a comparison between a large and small sample was made, the larger 

sample will offer more reliable results if compared to the smaller sample (Candès & 

Wakin, 2008). However, the population target of this study was of the employees in the 

Malaysian organization. The sample size is taken from the target population respondents, 
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the estimation of the number of the respondents selected from the organizations was 

randomly distributed the questionnaire Google-Form among the employees. The 

population of the study consists of the sample size of 120. 

 

4.4 Research instrument 

The questionnaire has been prepared in English as the employees here in Malaysia are 

able to communicate in English language. In addition, for the purpose of this study a 

web-based an on the questionnaire was prepared using Google-Form. The questionnaire 

was divided into three sections.  

 Section A: Questions personal background (demographic) 

This section collects information on respondent’s personal background or 

demographic. The information gathered include the age, gender, marital status.  

 Section B: Questions related to the independent variables 

The question on section B related with the independent variables which 

accountability and incentive system the items are measured with a 5 – point Likert 

scale, ranging from 1=strongly disagree and 5= strongly agree.  

 Section C: Questions related to the dependent variable 

Employees’ performance is the dependent variable of this study. Measurement 

scale for section based on a Likert scale of 1 to 5, which is for the section C, 

1=strongly disagree, 2= disagree, 3= not sure, 4= agree, 5= strongly agree.  
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4.5 Data collection Technique 

There are three types of data collection methods that can be used to collect data through 

questionnaires, which are managed by individuals, mailed to respondents, or 

electronically distributed. For this study, the main data was collected through electronic 

distribution, especially for the purpose of explaining and responding to the objectives of 

this study.  

 

This research mainly employed online questionnaire via Google Docs. The questions 

have been written in English, and all the questions are simplified in order to ensure that 

all respondents can answer the questions well. The respondents can fill the questionnaire 

in a reasonable time and place through the use online survey. The questionnaire was open 

for one week, a total of 120 questionnaires were collected. The data will be analyzed 

using Partial Least Squares (PLS). 

 

4.6 Data analysis Technique 

 Descriptive analysis 

Descriptive analysis is analysis aims to provide the frequencies, measurement of 

central tendency (mean) and percentage – Descriptive analysis aims to provide 

simple summaries about the sample and the measures. 
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 Reliability Test 

The reliability is the index that indicates the extent to which the measuring device 

is reliable or not. If a measure is used twice to measure the same symptoms and 

the results obtained are relatively consistent, this data is reliable (Sekaran & 

Bougie, 2013). 

 Hypotheses Test 

This study is related with a questionnaire distribution to obtain quantitative data 

for statistical testing of the hypotheses. After questionnaire distribution, complete, 

the data will be analyzed using statistical tests which is descriptive analysis, 

correlation analysis and simple regression analysis.  

 Correlation analysis 

The correlation analysis is used to identify the relationship and the strength of 

linear dependence between accountability and incentive system as independent 

variables and employees’ performance as the dependent variable, giving a value 

between +1 and -1 inclusive which is (+) positive and (-) negative correlation.  

The strength of the linear relationship exists with range 0-1. The measurement of 

the strength based on (McBurney, 2011) 

 Multiple Regression analysis  

Multiple regression analysis was used to analyze the influence of independent 

variable consisting of accountability and incentive system. The dependent 

variable is employees’ performance. In this study, data with interval scales was 

used to measure the Likert scale.  
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4.7 Chapter Summary 

This chapter presented the result of the study and the methodology used in this paper, 

which examines the relationship between the "Accountability and Incentive System" and 

whatever this variable influences on "The Employees' Performance". 

 

The first part explains the research design, in this section discuss the previous study in 

research design and draw the research design steps, Next, sampling that presented the 

number of questionnaires and the sampling technique that used in this study. Third, the 

research instrument, which presented the form of the section in the questionnaire, that 

used in this study. The last, two-part is the data collection technique and data analysis 

technique that talk about the techniques for collect the data and analysis this data by 

using Partial Least Squares (PLS). in the conclusion, all the resulted were met with 

hypothesis tests of the researcher and all the results supported that hypothesis. 
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CHAPTER FIVE 

RESEARCH FINDINGS 

5.1 Introduction 

In this chapter, the results of the data analyzed using Partial Least Squares (PLS) path 

modelling were presented. The chapter begins by Statistical on demographic information. 

Following, the figures of assessment of PLS-SEM research model result and the 

description about it. Next, this chapter presents the assessment of the measurement model 

where individual item reliability, internal consistency reliability, convergent validity and 

discriminant validity were determined. The findings show that the research hypotheses 

were accepted and supported in this study. Finally, a summary of the chapter is also 

provided. 

 

5.2 Descriptive analysis  

The target population for this study is employees consist of accountants, auditors, 

managers and others with a wide coverage to maximize the randomness and effectiveness 

of the sample. This section mainly analyzed the basic information "Demographic Profile" 

of the respondents (e.g. Gender, Status, Age, Position, Highest Education, Years of 

service with present organization and monthly income). The statistical data of the sample 

was shown in Table 5.1. 
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Among the 120 legitimate respondents’ surveys that collected, the results show that in the 

gender division of the percentage of the males was 60%, arriving at 72 respondents, for 

the proportion of the females was 40%, arriving at 48 respondents. Next, for the status of 

the respondents, it displays that the status divided into two terms "Married or Single" 

where the rate of married people was 35%, represents 42 respondents, and the rate of the 

singles people was 65%, represents 78 respondents. Regarding ages, the respondents 

show a wide scope of ages. The age classification is divided into below 20 years of age, 

between 21-30 years old, between 31-40 years old, above 41 years old. The synthesis of 

the specific structure is as follows: zero users below the age of 20; 74 people aged 

between 21-30 years old, accounting for 61.7%; 29 people aged between 31-40, 

accounting for 24.2%; 17 users aged above 41 years old, accounting for 14.2%. 

Concerning the position, the respondents on the questionnaires have a wide difference in 

position in their workplace.  

 

The question about the position distributed into five-part; manager, accountant, auditor, 

officer, other. The synthesis of the specific structure is as the follows: the sample of 

managers is 21, accounting for 17.6%; the sample of accountants is 28, accounting for 

23.5%; the sample of auditors is 15, accounting for 12.5; the sample of officers is 14, 

accounting for 11.8%; the sample of others is 42, accounting for 35.3%.  Regarding to the 

highest education level, the number of PhD degree is 10, accounting for 8.3%; the 

number of the people who hold master’s degree is 55, accounting for 45.8%; the number 

of bachelor’s degree is 44, accounting for 36.7%; the number of diploma degree is 9, 
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accounting for 7.5%; and the last the number of secondary schools is 2, accounting for 

1.7%. Concerning the to the years of service with the present organization: this question 

divided for five-part as well, less than 3 years, between 3-6 years, between 7-10 years, 

between 11-14 and above 15 years. The composition of the structure is as follows: 48 

people service less than 3 years in their organizations, accounting for 40%; 34 people 

between 3-6 years, accounting for 28.3%; 19 users between 7-10 users, accounting for 

15.8%; 4 users between 11-14 years, accounting for 3.3%; 15 people service 15 years and 

above, accounting for 12.5%. Regarding to the monthly income, the respondents of the 

questionnaire have a different range of their income. There is 19 less than 1,000 MYR, 

accounting for 16%; 52 people between 1,000 - 2,999 MYR, accounting for 43.7%; 30 

people between 3,000 – 4,999 MYR, accounting for 25.2%; 11 people between 5,000 – 

7,999 MYR, accounting for 9.1%; 8 people above 8,000 MYR, accounting for 6.7%. 
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Table 5.1. Statistical on demographic information 

Demographics Categories Frequency Percentage 

Gender 
 

Female 
 

Male 

48 
 

72 

40% 
 

60% 

Status 
 

Married 
 

Single 

42 
 

78 

35% 
 

65% 

Age 
 

Below 20 
Between 21 – 30 
Between 31 – 40  

Above 41 years old 

0 
74 
29 
17 

0% 
61.7% 
24.2% 
14.2% 

Position 
 
 

Manager  
Accountant 

Auditor  
Officer 
Other 

21 
28 
15 
14 
42 

17.6% 
23.5% 
12.5% 
11.8% 
35.3% 

Highest 
Education 

PHD 
Master 

Bachelor 
Diploma 

Secondary School 

10 
55 
44 
9 
2 

8.3% 
45.8% 
36.7% 
7.5% 
1.7% 

Years of service 
with present 
organization 

 

Less than 3 years 
             2– 6 years 
             7-10 years 
            11-14 years 

  15 years and above 

48 
34 
19 
4 
15 

40% 
28.3% 
15.8% 
3.3% 
12.5 

Monthly Income 
 
 

Less than 1000 MYR 
1,000-2,999 MYR 
3,000-4,999 MYR 
5,000-7,999 MYR 
Above 8,000 MYR 

19 
22 
30 
11 
8 

16% 
43.7% 
25.2% 
9.1% 
6.7% 
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5.3 Assessment of PLS-SEM Research Model  

According to Henseler et al (2009), Structural Equation Model (SEM) in the recent 

development has two main components for performing data analysis. The two 

components are the measurement model and the structural model. The measurement 

model is the outer model, and the structural model is the inner model. The two-step 

approach of this study included, first, detecting the measurement model. Second, 

evaluating the structural model. The model was shown in Figure 5.1. 

 

Figure 5.1. The Research Model 
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This study evaluated in the first by the measurement model, mainly is to assess the 

reliability and validity of the latent variable. Therefore, the assessment included three 

detection of assessment (i) internal consistency, (ii) convergence validity, (iii) and 

discriminant validity (Hair et al., 2014). Then after the evaluated of the measurement 

model, the structural model was detected. Where the significance of path coefficients 

analysis is tested, and the level of the coefficient of determination (R2) is determined to 

test the hypotheses by PLS (Chin, 2010; Hair et al., 2016). 

 

5.4 Assessment of Measurement Model 

Measurement Model Assessment analysis involves the measurement model that focuses 

on verifying of the observed variable correctly measures their latent of variables 

(Anderson & Gerbing, 1988). The PLS-SEM is differed in the indicators tested when 

evaluating the both reflective measurement and formative measurement (Hair et al., 

2014). There are three individual items of the measurement of this study. According to 

Hair et al., 2014, this paper is evaluating the PLS-SEM results of the reflective individual 

measurement model from three items: (1) internal consistency, (2) convergence validity, 

and (3) discriminant validity. 
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Figure 5.2 Measurement Model (PLS Algorithm Results) 

 

5.4.1 Internal Consistency  

Internal consistency of unwavering quality is the degree to which all pieces of a given 

scale measure an idea (Sun et al., 2007). In authoritative research, Cronbach's alpha 

coefficient and composite unwavering quality coefficient are broadly utilized list in 

evaluating the inward consistency of dependability of a scale, particularly those 

containing various things (McCrae, Kurtz, Yamagata, and Terracciano, 2011). 

Accordingly, so as to learn inward consistency of adjusted measures in this examination, 

composite unwavering quality coefficient was favored over Cronbach's alpha coefficient 

for certain reasons. Previous studies by Barclay, Higgins and Thompson (1995) and Gotz, 
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Liehr-Gobbers and Krafft (2010) contends that in composite unwavering quality 

coefficient, there is substantially less one-sided gauge of dependability than in 

Cronbach's alpha coefficient, in light of the fact that the suppositions of Cronbach's alpha 

coefficient is that all markers at the same time add to their mom develop, without offering 

confidence to singular commitments of every one of the things. Further, as against 

composite unwavering quality, there is a probability of under-estimation or over-

estimation of scale dependability in Cronbach's alpha, though composite unwavering 

quality perceives the distinctions in thing loadings in a model, which can be deciphered 

similarly as Cronbach's alpha.  

As indicated by Bagozzi and Yi (1988), the author recommended that the standard 

guideline for deciphering interior consistency of unwavering quality utilizing composite 

dependability coefficient was that the coefficient ought not be under .70. Additionally, a 

study conducted by Yang (2003) found that Cronbach's alpha may think little of the 

genuine unwavering quality by as much as 20% when tau equality is abused (e.g., if the 

genuine dependability is 0.70, Cronbach's alpha would assess unwavering quality in the 

mid-0.50s). Accordingly, in Table 5.2, composite unwavering quality coefficients of the 

examination's develops extended from 0.844 to 0.923, showing that the inside 

consistency of the idle factors in this investigation is satisfactory on the grounds that they 

all surpass the base worthy degree of .70.  
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Table 5.2 Measurement Model Assessment 

Measurement Model Assessment (Loadings, Composite Reliability and Average 
Variance Extracted) 

FOC Items Loadings 
Cronbach's 
Alpha CR AVE 

Accountability A1 0.601 
 

0.774 0.844 0.522 

 
A3 0.746 

    
 

A4 0.684 
    

 
A5 0.796 

    
 

A6 0.768 
    Employee 

performance EP1 0.677 
 

0.904 0.923 0.601 

 
EP10 0.75 

    
 

EP3 0.707 
    

 
EP4 0.762 

    
 

EP5 0.824 
    

 
EP6 0.794 

    
 

EP7 0.834 
    

 
EP8 0.838 

    Incentive System IS2 0.802 
 

0.83 0.88 0.595 

 
IS3 0.774 

    
 

IS4 0.773 
    

 
IS5 0.75 

    
 

IS6 0.757 
     

 

5.4.2 Convergent Validity 

Convergent validity is a statistical test used to describe the synergy level between each 

measurement item of the same latent variable. In different words, it shows if there is any 

conflict between the measurement items of the same latent variable (Ramayah, Lee & In, 

2011). 
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According to Hair et al., (2006), convergent validity explains the extent to which 

indicators of the latent construct correlate with each other and accurately represent the 

construct they are meant for. In determining this, the Average Variance Extracted (AVE), 

which is the average variance shared between a construct and its measures is examined. 

And this AVE value for a construct is expected to be greater than the variance shared 

between the construct and other constructs in the same model (Couchman & Fulop, 

2006). The rule of thumb, however, is that an AVE value of 0.5 and above is considered 

acceptable (Barclay, et al., 1995). Table 5.2 provides the Average Variance Extracted 

(AVE) results with the resultant coefficients ranging from 0.522 to 0.601 This is an 

indication that convergent validity has been established for all the constructs in this study, 

as it was evident that all the items/indicators represent the latent constructs. 

 

5.4.3 Discriminant Validity 

Discriminant validity, as indicated by Duarte and Raposo, (2010), suggests the degree to 

which an idle build varies from others in a model. To look at this, the square base of the 

AVE for each build is utilized. That is, square foundations of AVE coefficients are 

utilized to supplant the connection lattice along the diagonals (Fornell, and Larcker, 

1981). Normally, the squared AVE (i.e., the inclining coefficients) are relied upon to be 

more noteworthy than the off corner to corner coefficients or components in the 

comparing lines and segments (Hair et al., 2006). In addition, Fornell and Larcker (1981) 

proposes that an AVE score of .50 or higher is adequate. Table 5.2 has prior 

demonstrated a satisfactory degree of AVE with qualities extend from 0.522 to 0.601.  
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Also, in Table 5.3, a comparison was made between the latent constructs’ correlations 

and the square root of the AVE (appearing in bold), and it was clear that the square roots 

of all the AVE for all the constructs along the diagonals are higher than the 

corresponding off-diagonal coefficients both in rows and columns, signifying adequate 

discriminant validity (Fornell & Larcker, 1981). Also, Chin, (1998) suggested that 

discriminant validity could also be assessed by comparing the values of indicator 

loadings with that of cross-loadings, where all the indicator loadings, as a rule of thumb, 

should be higher than the corresponding cross loadings. 

 

Table 5.3: Cross Loadings 

Note: A = Accountability; IS = Incentive System; EP = Employees’ Performance. 

 
A EP IS 

A1 0.601 0.287 0.239 
A3 0.746 0.506 0.419 
A4 0.684 0.41 0.242 
A5 0.796 0.503 0.296 
A6 0.768 0.609 0.471 
EP1 0.553 0.677 0.403 
EP10 0.454 0.75 0.517 
EP3 0.472 0.707 0.579 
EP4 0.511 0.762 0.726 
EP5 0.55 0.824 0.589 
EP6 0.537 0.794 0.59 
EP7 0.527 0.834 0.671 
EP8 0.528 0.838 0.639 
IS2 0.371 0.642 0.802 
IS3 0.398 0.647 0.774 
IS4 0.309 0.495 0.773 
IS5 0.354 0.58 0.75 
IS6 0.411 0.58 0.757 
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Table 5.4 Discriminant Validity 
Fornell-Larcker Criterion 
 

 
A EP IS 

A 0.722 
  

EP 0.665 0.775 
 

IS 0.481 0.77 0.771 
 

Note: A = Accountability; IS = Incentive System; EP = Employees’ Performance. 

 

5.5 Assessment of Significance of the Structural Model 

The criticalness of the auxiliary model used to assess and determined the veracity of the 

external model in this examination, the appraisal of the basic model, where there are 

connections between inert factors that utilized in this investigation will be built up. In any 

case, this investigation connected the PLS bootstrapping yield nonparametric assessment 

criteria based, method with 120 cases to so as to evaluate the importance of the way 

coefficients (Hair et al., 2014; Hair et al., 2011; Hair et al., 2012; Henseler et al., 2009). In 

Figure 5.3, this current examination's auxiliary model, including the intercession and balance 

impacts is provided. 
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Figure 5.3: Assessment of Significance of the Structural Model 

 

5.5.1 Evaluation of Variance Explained in the Endogenous Latent Variables 

There is another measure of huge of the auxiliary model, According to PLS-SEM and the 

specialists (Hair et al., 2011; Hair et al., 2012; Henseler et al., 2009), it is significant and 

ordinarily utilized standard for evaluating basic model is the coefficient of assurance (R-

squared worth). This coefficient is a proportion of the extent of an endogenous inert build's 

difference that is clarified by at least one rule develop. It gauges a model's prescient precision 

and could be determined as the squared connection that exists between a endogenous 

develops real and anticipated qualities (Elliott and Woodward, 2007; Hair et al., 2010; Hair 
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et al., 2006). In Table 5.5, the R2 esteem in the endogenous inactive variable for this 

investigation is exhibited. 

 Table 5.5 Assessment of R2 

 

R Square R Square Adjusted 

EP 0.706 0.701 

 

5.5.2 Evaluation of Effect Size (f2) 

In deciding the quality of a model, directing impact size (f2) for this examination is 0.38, 

which is considered as solid incentive for responsibility, 0.89 for impetus framework, which 

is too solid worth. The estimation of the endogenous inert R2 build is resolved. Furthermore, 

because this method is appropriate in evaluating how significant the effect of exogenous 

inactive build on the endogenous develop. Be that as it may, this is result was finished by 

running a PLS calculation while expelling one exogenous build from the model so as to 

create the (R2) of avoided an incentive for same barred develop. This strategy is reduplicate 

the subsequent time by kept the estimation of the exogenous build in the model to produce 

the progressions in R2 incentive to use to process the impact size F2 included worth (Hair et 

al., 2013). However, table 5.6, the respective the evaluation of effect size of the latent 

variables in the structural model is presented. 
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Table 5.6: Assessment of Effect Size F2 

 

EP 

A 0.386 

IS 0.895 

 

According to Hair et al., (2013) F2 is calculated with the following formula: 
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5.6 Summary of Hypotheses Findings 

In this section, the summary of the results of the hypothesized relationships in this study 

is provided. As the following is the table 5.7 of tested hypotheses and related decisions of 

this research study, that show H1 and H2 were supported. 

Table 5.7: Summary of Hypotheses Findings  
 

 

5.7 Summary of the Findings 

PLS-SEM was used to test the prepared hypotheses, which were found to be very useful 

in regulatory research. The analysis began by describing the variables in this study, 

including the profile of the respondents and the organizations they represent. The 

measurement model (also known as the SmartPLS external model) was then estimated to 

determine the validity and reliability of the construction measures. Immediately after this 

procedure, the structural model (internal model) was examined, where relationships 

between the underlying variables were tested. In the final note, a summary of the 

hypothesis findings was presented, followed by a comprehensive discussion of the 

results. By Using PLS technique, the multivariate analysis has statistically provided 

evidence of predictive relevance and the importance of accountability and incentive 

 Statement Finding 

H1 
 

There is a significant positive relationship between Incentive 
system and   Employees’ Performance. Supported 

 

H2 
 

There is a significant positive relationship between Accountability 
and Employees’ Performance. 

Supported 
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system and how both enhance and effect on the employees’ performance. Specifically, 

results from PLS analyses have provided supported for the hypotheses for this study. In 

the next chapter, the key findings and contributions of this study are presented. 
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CHAPTER SIX 

DISCUSSIONS AND CONCLUSIONS 

6.1 Introduction  

Chapter six begins with the discussion of the result obtained from statistical analysis in 

the previous chapter, followed by elaborating the theoretical and practical implication of 

the study. Some recommendations for future research, as well as the limitation of this 

study are provided as well. Finally, this chapter ends with conclusion. 

 

6.2 Discussion 

The main focus of this study is employees’ performance among Malaysian organizations. 

Therefore, the purpose of this study is to identify the influence of accountability and 

incentive system on the employees’ performance.  

 

6.2.1 To examine the influence of accountability towards employees’ performance.  

From the findings, it can be concluded that there is a relationship between accountability 

and employees’ performance. This shows that the accountability can give impact to the 

employees’ performance as the organization apply the accountability, the employees will 

know what is expected to them and they will perform well inside their organization. 

Appropriate accountability, which has been implemented within organization, will create 

trust and goodwill between employees and employers or managers of organization. By 

having this trust, accountability cost will be reduced, in tandem with goodwill cost of 

information reporting (Flack, 2007) and therefore can increase the motivation and 
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performance of employees. Furthermore, accountability has also played prominent roles 

for testing and assessing issues or controversy under the supervision of policymakers 

(Madaus, 1985).  

 

Accountability also focuses on a relationship between parties that has encouraged 

employees to be responsible in their tasks. To achieve the tasks objectives, employee has 

a right to investigate information about activities of other party or a person assigned to a 

particular job (Mulgan, 2000). This will encourage employees to perform better in the 

organization as stated by Baxter et al (2017) that the accountability brings about the 

rights to make remedy and sanction. This finding appears to support the positive 

relationship between accountability and employees’ performance. Therefore, the 

hypothesis 1 is supported with independent variable and dependent variable according to 

the chapter 5 and the PLS analysis. 

 

6.2.2 To examine the influence of the incentive system towards employees’ 

performance.    

   

To identify the critical factor of incentive system practice that improves the employee 

performance in the Malaysian organizations, incentive is explained in two contexts that is 

the economically and socially as consistently stated by Sullivan, Arthur and Sheffrin 

(2003). The same term is also explained in the monetary perspective and non-monetary 

perspective that help or encourage the employees to participate more towards a particular 

job or action. Thus, it is expected once employees have successfully fulfilled their task 
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jobs, the management or the organization appreciates them financially or provide benefits 

in order to make them working in good environment in a certain way (Sullivan, Arthur & 

Sheffrin, 2003). According to Stefan, Markus & Gabrielle (2009), employees cannot be 

arbitrarily motivated by monetary incentives, thus, organizations must also provide better 

performance rewards to minimize negative side effects, such as conflicts and criticisms 

from competitors. Therefore, the organization needs to control the level of turnover rate 

in offering compensation, incentives, rewards and salaries that motivate employees to 

achieve the organization's mission, vision and goals. In keeping this direction employee 

organizational motivation is an important element that needs to be improved with the 

right and proper career incentive plan (Dalita and Kanni , 2006). Therefore, the H2 is 

supported by the findings of this study  

. 

6.3 Limitation of study  

While this study concluded a number of keys or factors that have been successfully 

drawn from the findings according to the analysis of data, it is also important to 

acknowledge the limitations of this research. There are three limitations that faced by this 

study.  

Firstly, considering to the population size of sample of this study, which is was limited, 

this study collects only 120 valid respondents. Therefore, the result of this study cannot 

be fully generalized for all organizations and organizations in Malaysia. Secondly, there 

are many factors that influence the performance of the employees, however this study 

used only two variables as influencing factors, thus, this study did not include the other 
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influencing factors that can be measured accordingly, which makes the research result not 

comprehensive enough. Finally, there is time constrain in completing this study. The 

entire respondents were only given a limited time to answer the questionnaire. In 

addition, the researcher has only a limited month to complete this study in order to fulfill 

the requirement by the university.  

In the future research, it is encourage evaluating the performance of employees from the 

perspective of other factors and focus employees from different industries, locally and 

internationally. 

 

6.4 Conclusion 

In conclusion, this study examined two hypotheses, i.e. accountability and incentive 

system that influence on the employee performance. With regards to the two hypotheses 

that examine the relationship between accountability and incentive system toward to 

employees’ performance was positively significant and supported according to PLS 

analysis. It shows that there is a relationship between independent variables, which are 

accountability and incentive system, and dependent variable, which is employees’ 

performance. As we know that employees’ performance will give more effort in order to 

achieve the organization goals and objectives. In addition, it is believed that there are 

more variables or factors that can affect the employees’ performance that can be used by 

the future researchers. It is also believed that all variables that used in this study are 

supported to increase employees’ performance. Hence, these variables or factors are 

appropriate to be adapted by organizations for improving their performance. 
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APPENDIX 

 

Appendix: Research Questionnaire  

 

"Accountability and Incentive System for Employees' Performance in Malaysian 
Organizations" 

 

Dear Respectable Sir/ Madam, 

You are cordially invited to participate in my research project as part of the graduation 
requirement of the Master of Science (International Accounting). This research project 
focuses on "Accountability and Incentive System for Employees' Performance in 
Malaysian Organizations". I really appreciate if you will be able to help me by 
completing the enclosed questionnaire. All information provided will be treated as private 
and confidential for academic purposes.  

The survey should take approximately 10 minutes to answer.  

Your voluntariness, sincerity, and truthfulness in answering the survey are fully 
appreciated. 

 

Thank you. 

 

Yours sincerely 

Mohammed M. AbuSamaan 
MSc (International Accounting)  
Othman Yeop Graduate School (OYA) 
Universiti Utara Malaysia (UUM) 
Email: msamaan07@gmail.com 
Phone No: 01137081904 
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SECTION A: EXCLUSION CRITERIA QUESTIONS 

Direction: Please select the appropriate scale from 1 to 5 with 1 = Strongly disagree, 2 = 
disagree,  

3 = Neutral, 4 = Agree and 5 = Strongly agree. 
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SECTION B: DEMOGRAPHIC PROFILE 
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