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Abstract - The current study aims to test the impact of the motivation on the employees’ performance and commitment at 
Royal Court Affairs of Oman. The model of the study consists of three variables one of them was the (Motivation) as 
independent variable and the rest were two variables (Employees’ Performance, and Commitment) as the dependent 
variables.To achieve the research aim, the quantitative approach has been employed for data collection. Structural equation 
modeling (SEM) technique was carried out by Amos software to test the validity of the research model. The results obtained 
in the study showed that the Motivation has a positive effect on the Employees’ Performance and Commitment. The factor 
explained 67% of this impact on employees’ performance. While the impact of the Motivation was 44% on Employees’ 
Commitment, and the independent variable (Motivation), was showed the greatest impact on Employees’ Performance, than 
Employees’ Commitment,the researchers recommends that all policy makers of Leadership should pay more concern on 
policies and practices related to the motivation which results into developing the employees’ performance, also policy 
makers inside the Royal Court Affairs of Oman should concentrate on emotional aspects of the employees which in turn 
result into a higher positive influence on their performance compared with the direct impact on their performances and 
Commitment. 
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I. INTRODUCTION 
 
The performance of employees is affected by 
different factors at Workplace. Job performance 
assesses whether a person performs a job well. 
Employee performance indicates the effectiveness of 
employee’s specific actions that contribute to 
attaining organizational goals. It is defined as the way 
to perform the job tasks according to the prescribed 
job description. Performance is the art to complete the 
task within the defined boundaries (Aliya, Maiya and, 
et al.2015). There are lots of factors that affect the 
performance of employees. The main theme of the 
study revolves around those variables. The problem 
statement is about factors affecting the performance 
of employees in Oman. This study will focus on the 
Royal Court Affairs in Oman sector to know about 
their performance and factor affecting them. The 
variables that are determined to affect the 
performance at workplace include motivation, These 
variables are described in different studies that affect 
the performance of employees at Workplace. This 
study will find out the impact of these factor on the 
employees’ performance and Commitment in Royal 
Court Affairs of Oman  It will also highlight how 
these variable affect the performance and 
Commitment either positive or negative. Although the 
positive affect has been seen through the literature 
review but this study will determine it again. This 
study also is quantitative know about their 
performance and Commitment factors affecting them. 
In nature and data will be collected by questionnaire 
by the variables that are determined to affect the 310 
employees from the Royal Court Affairs in Oman.    

II. LITERATURE REVIEW ANDDEVELOPMENT 
OF HYPOTHESES 
 
2.1 Performance of Employees 
Performance of employees related to their jobs has 
been a major concern for both organizations and 
researchers. For decades, organizations and 
researchers have been seeking diverse means to 
enhance or improve employees’ performance. Thus, 
in its simple definition, job performance is the 
employees’ behaviors or actions associated to the 
aims or goals of the organization in question” 
(McCloy, Campbell, & Cudeck, 1994). Performance 
is defined as a variable having multiple dimensions 
and distinct components and elements according to 
the job (McCloy et al., 1994). Porter and Lawler 
(1968) argued that attitudes influence performance. 
For instance, previous researchers, Christen, et al. 
(2006), Cohrs, et al. (2006), Rayton (2006), and 
Zhang (1999) provided evidence indicating that 
employees’ job satisfaction as an attitudinal variable 
affects or influences their job performance which is a 
behavioral variable. Based on the results of their 
empirical study, Lawler and Porter (1967) stated that 
employees’ satisfaction of their higher order needs is 
most closely associated with their job performance. 
From these previous studies investigating the effect 
of employees’ satisfaction on their job performance, 
the issue that has not been resolved yet is the causal 
direction between job satisfaction and job 
performance. 
2.2 Commitment of Employees 
 Porter (1990) views or defines organizational 
commitment as the constant tendency of employees 
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to engage or take part in specific activities related to 
their organization. It is a result of employees’ 
investment in this organization and their fears of 
losing their jobs if they are not committed to their 
work. As added by Rebecca (2013), organizational 
commitment is seen as a means that does not only 
connect employees to the aims or goals of their 
organization, but also creates among them a sense of 
values and acceptance of these identified goals and 
makes them willing to put into much effort on behalf 
of the organization to survive and continue its 
membership. Qaisar et al. (2012) also defined 
organizational commitment from a psychological 
perspective. In this regard, it is defined as a 
psychological means of connecting individuals to 
their organization, motivating them to work harder 
and pushing them to adopt the values of the 
organization, thus positively affecting the 
productivity and effectiveness of their organization. 
Some earlier researchers reported results confirming 
that organizational commitment has significant 
contributions to achieving the goals of organizations 
and accomplishing the work within a short time, least 
effort and least cost. This is because it motivates 
employees to work harder or engage deeply in their 
work. Moreover, their results of showed that the 
longer time employees work in a given organization, 
the more experience and higher competence they will 
achieve. Thus, in turns, fosters their productivity as 
well as the productivity of their organization (Salleh 
et al., 2013;Yeh et al., 2012). 
 
2.3 The Relationship between 
Motivation,Employees’ Performance and 
Employees’ Commitment 
Results of some previous studies have showed that 
Leadership is positively related to variables such as 
commitment, productivity, profitability and quality 
(Guest, 1987; Schneider & Bowen, 1985; Ulrich, 
Halbrook, Meder, Stuchlik, & Thorpe, 1991). In 
addition, the results obtained by Combs, Liu, Hall, 
and Ketchen (2006) from a meta-analysis confirmed 
positive relationships between practices of human 
resources   and organizational outcomes, and  such 
relationships were also found to be  stronger in 
manufacturing companies than they were in service 
companies. In the same vein, other previous studies 

reported policies and practices of Leadership had 
favorable effect on the performance of organizations 
(Boselie, Dietz, & Boon, 2005; Menezes, Wood, 
&Geladi, 2010; Subramony, 2009). The results 
reported by Guest and Conway (2011) also support 
the evidence that more Leadership practices are 
conducive or lead to higher effectiveness of 
Leadership and a higher range of performance 
outcomes. In a study by ALDamoe, Yazam and 
Ahmid (2012), it was concluded that the retention of 
employee probably plays a role in mediating the 
relationship between Leadership practices and 
organizational performance. Moreover, how 
employees perceive Leadership policies and practices 
has its influence on discretionary work effort as well 
as co-worker assistance (Frenkel, Restubog, 
&Bednall, 2012). However, the efficiency and 
acceptance of Leadership policies are relevant to the 
organizational values and culture (Stone, Stone-
Romero, &Lukaszewski, 2007).To sup up, 
Leadership policies play an important role in 
developing, appreciating and retaining talents. They 
also foster employees’ commitment or accountability, 
which motivates them to act and work or perform 
their work in a more flexible and adaptive way and 
pushes them to move towards excellence in 
organizations (Legge, 2006). Therefore, planning an 
entrepreneurial strategy should take into account that 
such strategy that aims at producing and supplying 
the added-value products and services should address 
developing and implementing Leadership policies 
that will result in better qualifications of employees in 
a given organization (Legge, 2006). Many previous 
studies have investigated employees’ Performance 
and commitment, thus proving that such commitment 
is a result of Leadership practices (DeCotiis& 
Summers, 1987; Mathieu &Zajac, 1990). As reported 
by Delaney and Huselid (1996), employees’ 
Performance and commitment are affected by several 
factors, including empowerment, recognition, fair 
rewards, sharing information and development of 
employees’ competence. In spite of investigation of 
employees’ Performance and commitment in 
previous studies, the factors that affect promotion and 
development of such employees’ Performance and 
commitment are still ambiguous or not well identified 
yet (Beck & Wilson, 2000). 

 

 
Figure 1: Frame model 
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The following hypotheses were to address the research 
objectives: 
Hypothesis 1: There is a significant positive effect 
between motivation and Employees’ Performances 
Hypothesis 2: There is a significant positive effect 
between motivation and Employees’ Commitment 
  
III. METHODOLOGY 
 
3.1 Sampling Design and Data Collection 
The present study used a quantitative research design, 
specifically the descriptive survey design. This is 
because such design accurately and objectively 
describes the characteristics of a situation or 
phenomenon being investigated in a given study. It 
provides a description of the variables in a particular 
situation and, sometimes, the relationship among 
these variables rather than focusing on the cause-and-
effect relationships (Johnson & Christensen, 
2012:366). Thus, this study used a questionnaire 
which was developed from previous research in order 
to measure the relationships among the investigated 
variables.  As an approach to theeasy collection of 
data, the survey used in this study encompasses three 
main Variables: Leadership, Motivation, and 
Employees’ Performance.  
 
These Variables were adopted from the literature 
review of previous related research from these studies 
(Pimtong Tavitiyaman, 1996; Ronah, 2015; Chng, 
Hee & et al, 2014; Caroline Njambi, 2014; Yasir, 
2011, & Neelam, Israr& et al. 2014).Thus, the entire 
survey used in this study comprises 24 items which 
had to be responded to by the respondents using a 
five- point’s Likert scale: 1= strongly disagree to 5 = 
strongly agree. Before distributing the survey to the 
participants, it was translated into Arabic because the 
participants cannot read in English.The questionnaire 
was distributed to Employees in Royal Court Affairs 
of Oman. Total of (318) questionnaires were 
distributed. (310) questionnaires were valid;the data 
was collected over a period of time from (February to 
April 2016). 
 
3.2. Model Fit 
The fit of the measurement model was assessed using 
the following statistics and indices: Chi-square, the 
ratio of the Chi-square to the degrees of freedom 
(DF), Goodness-of-fit index (CFI), Root-mean-square 
residual and Root Mean Squared Error (RMSEA). 
Chi-square/df values less than or equals 3 indicates a 
good model fit, and between 2.0 and 5.0 is acceptable 
level (Hair, et al., 2010; Schumacker and Lomax, 
2010). CFI values should be greater than 0.9 (Wang 
and Wang, 2012; Hair, et al., 2010). RMSEA values 
less than 0.10 indicate good fit Kline, R. B. (2011). 
The goodness of fit indices of the measurement 
model is presented in (table 3); according to these 
results we can infer that the measurement model was 
reasonably fitted to the data set. 

IV. RESULTS AND DISCUSSION 
 
Based on the values of the model fit indices as in 
Figure (2), it is clear that the structural model does 
not differ much from the measurement model. Such 
results showed that there is a good fit between the 
hypothesized model (motivation, Employees’ 
Performance and Commitment) and the data 
collected. The value of the Chi-Square was (282.211) 
and the degree of freedom was equal to (100), and the 
level of significance was (P=0.001). The normative 
Chi-Square (CMIN/DF) was (2.822) which did not 
exceed the value (5) and the value of the relative 
strength index CFI was not identical (0.940), which is 
big than (0.90). Such values are evident that there are 
correlations between the Factors it as well as among 
correlations among the three factors in the model. The 
analysis also showed that the value of the index 
RMSEA was (0.080), which is less than(0.080). As 
seen in Figure (2), such value indicates that the 
structural model exist in the overall population from 
which the sample was taken. In brief, it can be stated 
that the values of such above indices suggest that the 
structural model are consistent with the real Oman 
environment through the collected data and based on 
such results, it was possible to test the proposed 
research hypotheses. 
4.1 Testing Hypotheses 
After ensuring the efficiency of the relations or 
corrections among the variables as remarked by their 
underlying factors, the hypotheses of the model were 
tested. 
4.1.1. Hypothesis 1:There is a significant positive 
effect between motivation and Employees’ 
Performances 
The first hypothesis states that the motivation has a 
positive effect on the Employees’ Performance in 
Royal Court Affairs of Oman. The results in Figure 
(2) and Table (1) showed that this relationship of 
effect as stated in this hypothesis was statistically 
significant since the (C. R) value was (14.2249), 
higher than (1.964). Moreover, the value of the level 
of significance was (P=0.001) which is less than 
(0.05), hence, indicating that this hypothesis was 
accepted too. The value of the parameter estimates 
was also (0.76) showing a positive trend and 
confirming that the motivation leads to the 
Employees’ Performances. 
4.1.2 Hypothesis 2:  There is a significant positive 
effect between motivation and Employees’ 
Commitment 
The second hypothesis states that the availability of 
the motivation has a positive effect on the 
Employees’ Commitment. The results in Figure (2) 
and Table (1) showed that this relationship of effect 
as stated in this hypothesis was statistically 
significant since the (C. R) value was (10.4330), 
higher than (1.964). Moreover, the value of the level 
of significance was (P=0.000) which is less than 
(0.05), hence, indicating that this hypothesis was 
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accepted too. The value of the parameter estimates 
was also (0.67) showing a positive trend and 

confirming that the availability of the motivation 
leads to the success of the Employees’ Commitment.

 
Figure 2: Structural model  

 
Table 1: Parameter and Non-Parameter Estimates of the Structural Model 

 
I.V D.E D.V E.S S.E C.R P S.F  RESULT 

Motivation  E.Performances 0.9292 0.0732 12.6962 0.001 0.67 Acceptance 
 E.Commitment 0.8112 0.0778 10.4330 0.001 0.44 Acceptance 

D.E: Direct Effect, E.S. Estimate, S.E. Standard Error,   C.R.: Critical Ratio, P: Probability,S. F:Size effect 
 

DISCUSSION AND CONCLUSION 
 
Structural equation modeling (SEM) technique 
assertive was used and the results showed the 
appropriateness of the model according to the 
indicators of the structural equation modeling 
(SEM).The impact of the Independent variable 
(motivation) on (Employees’ Performances, and 
Commitment). The study found as Figure (2) that the 
size of the effect was (67%) that is the rate of the 
effect of the Independent variable (motivation) on 
(Employees’ Performances),also the study found as 
same Figure that the size of the effect  of  motivation 
on (Employees’ Commitment), was (44%). In other 
words, such result indicates the Independent variable 
(motivation) was positive effect on employees’ 
performances, and commitment as this rate or 
percentage is high and it provides strong evidence 
that the availability of the support administrative 
leadership will lead to the Employees’ Performances 
and Commitment at Workplace.  
 
These results also agreed with previous studies, such 
as (Guest, 1987; Schneider & Bowen, 1985; Ulrich, 
Halbrook, Meder, Stuchlik, & Thorpe, 1991,Boselie, 
Dietz, & Boon, 2005; Menezes, Wood, &Geladi, 
2010; Subramony, 2009,Stone, Stone-Romero, 
&Lukaszewski, 2007.andFrenkel, Restubog, 
&Bednall, 2012). Finally, the contribution of the 
present study is in testing the impact of the 
motivation on Employees’ Performances, and 

Commitment at workplace in Royal Court Affairs of 
Oman. 
 
LIMITATIONS AND FUTURE STUDIES 
 
Although this study provides several theoretical and 
practical implications, there are several limitations 
that would provide excellent opportunities for future 
contributions to this important stream of research.  
First, since the study focus was the Royal Court 
Affairs of Oman, the generalization of the results to 
other countries is limited.  Future studies may test the 
relationship between motivation and employee 
performance in other countries in the same region. 
Second, cross-sectional design of the research could 
be another limitation. Additional research using a 
longitudinal methodology addresses the relationship 
between motivation and employee performance 
through mediator variable. 
 
REFERENCES 
 

[1] ALDamoe, F. M. A., Yazam, M., &Ahmid, K. B. 
(2012).The mediating effect of HRM outcomes (employee 
retention) on the relationship between HRM practices and 
organizational performance. International Journal of Human 
Resource Studies, 2(1), 75-88. doi: 10.5296/ijhrs.v2i1.1252. 

[2] Beck, K. and Wilson, C. (2000), ``Development of affective 
commitment: a cross-sectional sequential change with 
tenure’’, Journal of Vocational Behavior, Vol. 56 No. 1, pp. 
114-36. 

[3] Bohlander, G. W., & Snell, S. (2009). Administração de 
recursoshumanos (14th ed.). São Paulo: Cengage. 

http://iraj.in


International Journal of Management and Applied Science, ISSN: 2394-7926                                              Volume-3, Issue-9, Sep.-2017 
http://iraj.in 

Effect of Motivation on Employees’ Performance and Employees’ Commitment 
 

51 

[4] Boselie, P., Dietz, G., & Boon, C. (2005).Comunalities and 
contradictions in HRM and performance research. Human 
Resource Management Journal, 15(3), 67-94. doi: 
10.1111/j.17488583.2005.tb00154.x. 

[5] Caroline Njambi. (2014). Factors Influencing Employee 
Motivation and ITS Impact on Employee Performance: A 
case of Amref Health Africa in Kenya: A Research Project 
Report Submitted to Chandaria School of Business in 
Partial Fulfillment of the Requirement for the Degree of 
Masters in Business Administration (MBA). 

[6] Christen, M., Iyer, G., &Soberman, D. (2006). Job 
satisfaction, job performance, and effort: A reexamination 
using agency theory. Journal of Marketing, 70(1), 137-150. 

[7] Chng, Hee& et al. (2014).Factors Affect Employee 
Performance in Hotel Industry, University Tunku Abdul 
Rahman, Faculty of Business and Finance Department of 
Business. 

[8] Cohrs, J. C., Abele, A. E., &Dette, D. E. (2006).Integrating 
situational and dispositional determinants of job 
satisfaction: Findings from three samples of professionals. 
The Journal of Psychology, 140(4), 363-395. 

[9] DeCotiis, T. and Summers, T. (1987), ``A path analysis of a 
model of the antecedents and consequences of 
organizational commitment'', Human Relations, Vol. 40 No. 
7, pp. 445-70.Delaney, J., &Huselid, M. (1996). The impact 
of human resource management practices on perceptions. 

[10] Frenkel, S., Restubog, S. L. D., &Bednall, T. (2012). How 
employee perceptions of HR policy and practice influence 
discretionary work effort and co-worker assistance: 
evidence from two organizations. The International Journal 
of Human Resource Management, 23(20), 4193-4210. doi: 
10.1080/09585192.2012.667433. 

[11] Guest, D. (1987). Human resource management and 
industrial relations. The Journal of Management Studies, 
24(5), 503-521. doi: 10.1111/j.1467-6486.1987.tb00460.x 

[12] Guest, D., & Conway, N. (2011). The impact of HR 
practices, HR effectiveness and a ‘strong HR system’ on 
organisational outcomes: a stakeholder perspective. The 
International Journal of Human Resource Management, 
22(8), 1686-1702. doi: 10.1080/09585192.2011.565657. 

[13] Hair, J., Black, W, Babin, B. and Anderson, R. (2010). 
Multivariate data analysis: A global perspective. 7th edition, 
Pearson Education, Inc. Saddle River, New Jersey. 

[14] Johnson, B. & Christensen, L. (2012).Educational research. 
Quantitative, qualitative, and mixed approaches (4th Ed.). 
California: Sage Publication Inc. 

[15] Lawler, E.E. III & Porter, L.W. (1967).The Effect of 
Performance on Job Satisfaction, Industrial Relations.20-28. 

[16] Legge, K. (2006). Human resource management. In S. 
Ackroyd, R. Batt, P. Thompson, & P. S. Tolbert (Eds.), The 
Oxford handbook of work and organization (pp. 220-241). 
New York: Oxford University Press. 

[17] Mathieu, J. E. &Zajac, D. M. (1990).A review and meta-
analysis of antecedents, correlates and consequences of 
organizational commitment. 

[18] McCloy, R. A., Campbell, J. P., & Cudeck, R. (1994).A 
confirmatory test of a model of performance determinants. 
Journal of Applied Psychology, 79, 493–505. 

[19] McCloy, R. A.,Campbell, J. P., & Cudeck, R. (1994). A 
confirmatory test of a model of performance determinants. 
Journal of Applied Psychology, 79(4), 493-505. 

[20] Menezes, L. M., Wood, S., &Gelade, G. (2010). The 
integration of human resource and operation management 
practices and its link with performance: a longitudinal latent 
class study. Journal of Operations Management, 28(6), 455-
471. doi: 10.1016/j.jom.2010.01.002. 

[21] Neelam, Israr& et al. (2014). The Impact of Training and 
Development on Employees Performance and Productivity: 
A case study of United Bank Limited Peshawar City, KPK, 
Pakistan: International Journal of Academic Research in 
Business and Social Sciences April 2014, Vol. 4, No. 4.   

[22] PimtongTavitiyaman. (1996). the effect of Management 
Commitment to Service Quality on Employees’ Job 
Satisfaction and Prosaically Service Behaviors: Thammasat 
University, Bangkok, Thailand, Faculty of the Graduate 
College of the Oklahoma State University. 

[23] Porter, M, (1990). The Competitive Advantage of Nations, 
The Free Press, A Division of McMillan, Inc., New York,, 
p. xii. 

[24] Qaisar, Muhammad, safdar, rahman and  
MohamadSufyan.(2012).Exploring Effect of Organizational 
Commitment on Employees' Performance, Interdisciplinary 
Journal of Contemporary research in Business, 3(11): 248-
255. 

[25] Rayton, B. A. (2006).Examining the interconnection of job 
satisfaction and organizational commitment: An application 
of the bivariate probit model. The International Journal of 
Human Resource Management, 17(1), 139-154. 

[26] Rebecca A., Stephen, G., Mahima, S., Howard M. and 
Shelley. M. (2013).The Influence of Organizational 
Commitment and Individual Competence on Performance: 
In the Learning Organization Perspective, International 
Journal of  Business and Behavioral Sciences, 3(8): 20-36. 

[27] RonahTugumeArinanye.(2015). Organizational Factors 
Affecting Employee Performance at the College of 
Ccoputing and Information Sciences (CoCIS), Makerere 
University, Kampala – Uganda. 

[28] Salleh, M., Aziz, A., Shaladin, M. and Muhammad, A. 
(2013).Fairness of Performance Appraisal and 
Organizational Commitment, Asian Social Science; 9(2): 
122-128. 

[29] Schneider, B., & Bowen, D. (1985). Employee and 
customer perceptions of service in banks: replication and 
extension. Journal of Applied Psychology, 70(3), 423-433. 
doi: 10.1037/0021-9010.70.3.423. 

[30] Schumacker, R. E., and Lomax, R.G. (2004).A beginner’s 
guide to structural equation modeling.Upper Saddle River, 
New Jersey, Lawrence Erlbaum Associates. 

[31] Stone, D. L., Stone-Romero, E. F., &Lukaszewski, K. 
(2007). The impact of cultural values on acceptance and 
effectiveness of human resource management policies and 
practices. Human Resource Management Review, 17(2), 
152-165. doi: 10.1016/j.hrmr.2007.04.003. 

[32] Subramony, M. (2009).A metaanalytic investigation of the 
relationship between HRM bundles and firm 
performance.Human Resource Management, 48(5), 
745−768. 

[33] Ulrich, D., Halbrook, R., Meder, D., Stuchlik, M., & 
Thorpe, S. (1991). Employee and customer attachment: 
synergies for competitive. Human Resource Planning, 
14(2), 89-102. 

[34] Wang, Z., Wang, N. (2012). Knowledge sharing, innovation 
and firm performance.   Expert Systems with   Applications, 
39, 8899 – 8908. 

[35] YasirTanveer. Muhammad Zeeshan.(2011). The way 
Human Resource Management (HRM) Practices Effect 
Employees Performance: A Case of Textile Sector. 
International Journal of Economics and Management 
Sciences Vol. 1, No. 4, pp. 112-117. 

[36] Zhang, Z., (1999). Developing an instrument for measuring 
TQM implementation in a Chinese context,” SOM Research 
Report, 99A48, University of Groningen, Groningen. 

 
 
 

 

http://iraj.in

