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A business owner or an entrepreneur is the one who
own the company. As the owner expands its business, he
or she need to employ more workers. It is not easy to
manage a large numbers of workers, therefore the
business owner need to know what are the factors that
influenced the workers or employees’ performance?

Employees’ performance can be defined as the ability of
an employee to accomplish the expectations or goals of
the organization (Farooqui S and Nagendra A, 2014;
Aragon B.I.M, Jimenez DJ, Valle S.R, 2014; Zainab and
Khairunnisa, 2015). However, under-performed workers
will give impact thus reflects the organization overall
performance (Purnama, 2017). Therefore, organizations
strive to recruit and retain effective employees in order
to have a strong standing in the industries
(Pawirosumarto, Sarjana and Muchtar, 2017).Effective
employees are also found to be contributive to the
success of an organization (Watanabe et al, 2017; Rivai,
2014). Employees performance in private sector is not
only be evaluated by their superiors but also by the
customers. Satisfied customers will continually buy the
products, whereby unsatisfied customers sometimes will
talk bad about the company. Thus, it is important that
business employees be given ample opportunities to
improve their  performance. Although, employees
training and attitudes do have direct impact on
performance, many organizations tend to ignore the
problem (Ibrahim, Boerhannueddin and Kayode, 2017;

Training

The relationship between training and employees’
erformance is based on system theories and  also
earning theories (lbrahim, Boerhannueddin, and
Kayode, 2017). The system theory posits that a system is
a cohesive conglomeration ~of interrelated and
interdependent parts which cannot be viewed
separately. Thus, anything that happens in a system will
greatly impact the employees. Thus, training syllabus,
trainin% methodology and the trainers’ effectiveness
could have significant impact on the employees. Past
researchers accentuate that training improves
organizational performance by creating a workforce with
vast knowledge and skills (Aragon, Jimenez and Valle,
2014). Hence, training plays a vital role in enhancing
human capital which could be translated to employees’
performance and firm’'s knowledge (Aragon, Jimenez, and
Valle, 2014). Even though the general consensus agreed
on the positive effect of trainin% on emﬁaloyees’
performance (lbrahim et al, 2017; Sila, 2014; Elnaga A
and Imran, 2013), the empirical research on training and
performance does not often provide positive evidence on
such relationship (Aragon, Jimenez, and Valle, 2014).
Aragon and et al (20T4) stated that the relationship
between training and performance is indistinct because
the existence of mediation variables such as
organizational learning. Therefore, business owner need
to train their workers on how to manage their customers
and ensuring overflowing of business.

Attitude

Expectancy theory have identified clearly on the
relationship between attitude and performance (Inuwa,
Mashi, and Salisu, 2017). The theory provides an
explanation as to why an individual chooses to act out a
specific behavior as opposed to another. Thus,
employees' attitudes are shaped in a certain way due to
what they expect the result of that selected behavior will
give them. Attitude can be defined as an unobservable
cognitive constructs that are socially learned, socially
changed and expressed as mentioned by Terry and Hogg
(2000) in Sila (2014) study. Attitude can affect
]E)erformance (Johlke and lyer, 2013). Many studies that
ocus on job attitude and performance have been
extensively debated and researched. Consequently,
there is robust evidence that employees’ attitude has a
positive relationship with the organizational performance
and employees’ performance (Inuwa, Mashi and Salisu,
2017; Nurfaizzah et al, 2016; Johlke and lIyer, 2013).
Employees’ attitude is operationalized as supervisory
support, co-workers' influences and employees own
Bersonal attributes (Susanti and Rizqgi, 2013). Hence,
usiness owner need to monitor the attitudes of their
workers and make corrective action if necessary.

Reward

Basically, performance and rewards are inseparable.
Performance and reward strategies are driven by the
concept that employees put in their maximum effort
every day with the desire to be compensated either
financiaII%/ or non-financially (Gungor, 2011). The
relationship between performance and rewards is
explained through Path Goal Model Theory of leadership
and Herzberg Two Factor Theories on Motivation
(Norlida and et al.,, 2014). Both theories agreed that
motivation come when employees believe they are
rewarded equally and ade(iuatel (Ibrar dan Khan, 2015).
Reward includes financial and non-financial rewards
which are salary increases, bonuses, promotions,
responsibility, ~comfortable environment at the
workplace, recognition and so forth (Khan, Waqgas and
Muneer, 2017). It can also be divided into two types;
extrinsic rewards which includes salary, bonus, benefit,
promotion; and intrinsic rewards which includes
recognition, career advancement, responsibility and
learning opportunity (Ibrar and Khan, 2015). The main
objectives of rewards are to attract and retain
employees, motivating employees to achieve high level
of performance and to elicit and reinforce desired
behavior of the employees. The present of financial
reward such as money will not be a great motivation but
the lack of it will be a great de-motivator (Ranjan and
Mishra, 2017; Khan, Waqgas and Muneer, 2017; |brar and
Khan, 2015). Therefore, business owner need to make
sure that the reward to their workers is justified.
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As a conclusion, business owners or entrepreneurs need
to understand and study factors that affect the
employees' performance such as training, attitude and
reward. All this factors have the positive influenced on
workers’ performance. Hopefully if the performance of
the workers is good, it could improve the sales of the
business of the owner.
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