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Abstract 

This study empirically examines the extent to which on site work relates with task performance in oil and gas industry. The accessible population of this study was 

656 administrative staff from five (5) selected oil and gas firms in Rivers State. The study population was chosen due to easy accessibility to information and for 

an unbiased conclusion in order to achieve the aim of the study. The sample size for this study was 248 which was obtained using the Taro Yamane’s formula. The 

primary data was collected with the aid of structured questionnaires which were administered to respondents via online survey. Spearman Rank Order Correlation 

Co-efficient statistical analysis was employed in analysing the hypotheses in order to determine the correlation between the variables with the aid of Statistical 

Package for Social Sciences (SPSS). Our findings revealed a significant correlation between on site work and task performance. The study recommended that 

management of oil and gas firms should embark on proper planning and execution to incorporate the several work location models so as to encourage flexibility 

and adaptability in order to survive the environmental changes associated with the business world. 
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Introduction 

With the sudden change in events during the heat of the pandemic, the issue of job performance became very important since it is an essential factor in 

the success of any oil and gas firm as poor performance in firms can lead to failure and possible extinction of said firm. Law, Hills and Hau (2017) stated 

that, employee job performance is a key factor needed for sustainable development in any contemporary organization. Poor employee job performance 

in oil and gas firms can lead to intense psychological distress for managers and employees, poor competitive position with competing firms in the industry, 

reduction in individual and team morale, lower productivity, poor quality of work, increased turnover, poor information dissemination, employee 

demotivation, poor job satisfaction, anxiety and depression, increased risk of litigation, inefficiency/ resource wastage, etc. All these implications can 

further result in customer dissatisfaction and loss of customer loyalty, which leads to poor patronage which in turn would lead to zero profitability, stunted 

growth of firm and eventual death (Hlengane&Bayat, 2013; Heibutzki, 2017). Vosloban (2012) affirmed that employee performance influences 

organizational performance. 

Over the past decades, the oil and gas industry has witnessed a phenomenal boom but in the last year (2020), the industry suffered a decline due to a two-

pronged crisis; the crash in oil price and the COVID-19 pandemic which forced some firms to suspend operations and others to shut-down completely as 

preparations for such environmental changes were not made afore hand to ease adaptation(Ajayi et al., 2021).However, in the quest for survival, most 

firms have re-strategised, putting the well-being of employees into consideration as well as the growth and survival of the firm by adopting new models 

to work in order to improve workers performance and keep them safe as well.The pandemic disrupted every organization and altered the landscape 

permanently, changing the way we work, learn and play. Thus, organizations were forced to rethink how they work and had to implement new models 

away from the traditional on-site model, as recommended by researchers, including hybrid and remote work locations. 

Theoretical Framework 

Don Egler’s Theory of Performance  

The Theory of Performance (ToP) has been developed by the University of Idaho and extensively written on by Don Egler. The rationale behind 

developing this theory is that humans are capable of extraordinary accomplishments in their fields no matter how challenging the task might be.ToP was 

developed by relating some fundamental concepts.  

The theorist was of the opinion that to better understand performance one must first understand what it means to perform- to take a complex series of 

actions that integrate skills and knowledge to produce valuable results, and who a performer is- an individual or a group of people who engage in a 

collaborative effort e.g. academic department, research team, sports team, etc.  

http://www.ijrpr.com/
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Egler stated that performance advances through levels and that each level of performance characterizes the effectiveness or quality of a performance. As 

the adage goes “performance is a journey not a destination” and the current level of performance is the location of the performer in the journey. For 

instance, as a manager advances his level of performances, he is able to organize people and resources more effectively and to get higher quality results 

in a shorter time. As an academic department improves its level of performance, the members of the department are able to produce more effective student 

learning, more effective research and a more effective culture. 

Performing at a higher level produces results that can be classified into the following categories: 

Quality increases—results or products are more effective in meeting or exceeding the expectations of stakeholders i.e. higher levels of performance of 

employees in Nigeria’s oil and gas industry will lead to an increase in the quality of petroleum products exported 

Cost decreases—amount of effort or financial resources to produce a result goes down; amount of waste goes down. Increased performance in the oil 

and gas industry helps reduce government expenditure on imported technology and manpower for production and the amount of resources wasted. 

Capability increases—high performance levels gives employees in the industry the ability to tackle more challenging performances or projects increases. 

Capacity increases—ability to generate more throughput increases i.e. the industry is able to deliver more products and services within a specific period 

of time. 

Knowledge increases—depth and breadth of knowledge increases  

Skills increase—abilities to set goals, persist, maintain a positive outlook, etc. increase in breadth of application and in effectiveness.  

Identity and motivation increases—individuals develop more sense of who they are as professionals; organizations develop their essence. 

Improving Performance 

Conditions for optimal performance and improvements in performance can be synthesized in three axioms:  

Axiom 1- engage the performer in an optimal emotional state (performer’s mindset).  

Axiom 2- immerse the performer in an enriching environment.  

Axiom 3- engage the performer in reflective practice. 

Though some factors are fixed and cannot be influenced, other factors can be influenced by the performer or by others. The factors that can be varied fall 

into three categories: 

Performer’s Mindset- this includes actions that engage positive emotions. E.g. setting challenging goals, allowing failure as a natural part of attaining 

high performance and providing conditions that give the performer a feeling of safety. 

Immersion- immersing in a physical, social and intellectual environment can elevate performance and stimulate personal and professional development. 

Elements include social interactions, disciplinary knowledge, active learning, emotions (both positive and negative) and spiritual alignment. This can be 

achieved by creating quality learning environments. 

Reflective Practice- this involves actions that help pay attention to and learn from past experiences. E.g. observing current level of performance, noting 

accomplishments, analyzing strengths and areas for improvements, analyzing and developing identity and improving levels of knowledge. 

With the knowledge of this theory, we are able to understand that a performer can either be an individual or a group, performance is presented in levels 

and there is always room for improvement. 

On-site Work Location Model      

According to Cambridge Dictionary, On-site means- available or occurring in the place where people work, rather than somewhere else. On-site work 

location is a workplace or location determined by a firm in which work should be carried out. Kozolowski and Bell, 2003; Salas, Cooke and Rosen (2008) 

stated that on-site work, no matter the field, project or organizational context, has a significant influence on safety, quality and performance. On-site work 

location encourages higher collaboration, which some employees prefer to the isolation that accompanies remote work location. For highly social, team-

players, the office setting is most preferable. The lines of communication are instantaneous and this helps for quick resolution of issues with short-term 

deadline and there is easy access to company equipment and software.  

Delloite research (2020) describes on-site work location model as one with limited employee choices over time and location of work. It states that work 

is performed at the firm’s premises and during pre-determined times decided by the firm. The study showed that employees in the on-site work location 

model are most comfortable working together. They thrive with social and physical connections. Organizations that adopt this model choose to maintain 

stability of time, mode and location of work. The main focus of the workforce is execution of tasks relevant to the various functional units and strict 

adherence to traditional hierarchy. The research argued that employees do their best work when on-site as work is executed through fluid networks of 

teams that focus on achieving customer satisfaction, working together in the same time zone with organisation’s tools at their disposal.      
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West Australian Ministerial Corporation (2012) stated that an organization adopting the on-site work location model requires on-site management which 

involves site assessment and layout, site mobilization and on-site administration and control, that on-site staff structure is determined by size, type and 

complexity of a project and each on-site position involves duties and responsibilities that are to be performed efficiently to achieve organizational goals. 

To maintain effective communication lines on-site, regular meetings are conducted to gather relevant information, plan for progress and disseminate 

collated information to relevant units. 

Working on-site has been the standard for most firms for as long as work has existed though; advancement in telecommunication and the emergence of 

the internet have led to a gradual and steady change in the workplace with majority of the workforce vying for remote or hybrid work. 

Every work location model comes with its pros and cons. The pros of onsite work location model include: 

Teamwork and Collaboration: According to Maxwell (2002) “teamwork makes the dream work”. On-site work brings about a strong bond between 

colleagues which results in team formation, the communication lines and feedback loops are clearer. Collaboration between employees assists in task 

completion and achievement of common goals. 

Motivation and productivity: Being in a professional environment can be motivating and boost productivity in the long-run which brings about more 

profit for the firm with fewer distractions from the family or outside world (Store, 2015). 

Improved corporate culture:Face-to-face interactions between colleagues can improve correlations which in turn reinforces positive corporate culture. 

Direct Control: When working on-site, direct control is immediate and this makes easier to solve problems that may arise in the course of operations. 

Confidentiality: Onsite work encourages privacy as face to face meetings do not require of digital tools that can easily be tapped and private information 

stolen. 

No digital disruption: With onsite work employee are able to focus on work without being distracted by social contents.(Fleid, 2020). 

And the Cons include: 

 Distractions from co-workers: Employees thrive in social gatherings and can easily be distracted by colleagues 

 Limited talent pool due to geographical factors: Distance can deprive an organization of talented employees. 

 Costly office locations and expenses: On-site work puts the organization under pressure to acquire an offices space large enough to accommodate 

employees(TechServe Alliance, 2021). 

Task Performance 

This is an important dimension of employee job performance. It is defined as competency with which an employee performs job specific tasks (Campbell, 

1990). It is also called technical proficiency (Lance, Teachout & Donnelly, 1992) or in-role performance (Maxham, Netemeyer& Lichtenstein, 2008). 

Borman and Motonildo (19930 defined task performance as “the effectiveness with which job incumbent (employees) perform activities that contribute 

to the organization’s core”. This is achieved either directly by implementing parts of the technical process or indirectly by providing materials and services 

required for the process. The definition of task performance puts emphasis on the instrumentality performance for goals of the organization (kalia& 

Bhardwaj, 2019). According to Griffin, Neal and Neale (2001) difficulty in task performance moderate the correlation between contextual performance 

and effectiveness. Kappagoda (2018) opined that task related behaviours contribute to the core technology of a firm. The expected behavior that task 

performance covers is often seen as a formal requirement and the job description is usually spelt out explicitly for employees. 

The indicators of task performance vary with respect to profession. For example Campbell (1990) described the generic indicators of task performance 

as work quantity, work quality and job knowledge. However, Arvey and Mussio (1973) described task performance of clerical workers using accurate 

work, concern for time and detail and planning.Jiambalvo (1979) described it as understanding, planning and revising work for public accountants. 

Engelbrecht and Fischer (1995) described for managers using action orientation (getting things done), task structuring (planning) and probing, synthesis 

and judgment (problem solving).It was also divided for management by Tett, Guterman, Bleier and Murphy (2000) as Traditional function (decision 

making, planning) and occupational acumen and concerns (job knowledge, concern for quality and quantity). 

Research Design 

The research design adopted was cross-sectional survey research design because it is an empirical study research design used to investigate a cause and 

effect correlation between the independent variable (work location models) and the dependent variable (employee job performance), the research was 

carried out with the aid a structured questionnaire. 

Population of the Study 

Population of a study is a set of homogenous elements within a universe that is chosen for a study. The accessiblepopulation of this study is 

656administrative staff from five (5) selected oil and gas firms in Rivers State. The accessible population was chosen due to easy accessibility to 

information and for an unbiased conclusion in order to achieve the aim of the study. The firms and number of employees are given below. 
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Table 1 Population distribution of research instruments for oil and gas firms 

S/No. Names of Firms Number of Admin Staff 

1 Nigerian Liquefied Natural Gas (NLNG) 70 

2 Nigerian National Petroleum Corporation (NNPC) 145 

3 Halliburton Energy Services Nigeria Limited 220 

4 Norfin-offshore Limited 5 

5 Shell Petroleum Development Company 216 

 Total 656 

Source: Human Resource Department of each firm 

Sample and Sampling Technique 

A sample represents a proportional size of a population that can be handled. The simple random sampling technique, a probabilistic sampling technique 

will be used in this study. The intention is to get a sample that isconvenient to use, accurately represents the population under study because it gives every 

member of the population an equal chance at being chosen to participate in the survey and it eliminates researcher’s bias in choosing samples. The Taro 

Yamane’s formula was used for determining the sample size of the study: 

 n =  
N

1+N(e)
2 

Where, 

n= sample size or population not known 

N= population size known 

e= error limit given the population (5%) 

With the total population being 656 at 95% confidence and error limit of 0.05 

The sample size for this study is 248 which were obtained using the Taro Yamane’s formula. However, the Bowley (1964) formula will be used in 

allocating the questionnaires to each firm. The formula is given as: 

 nh = nNh 

   N 

nh =  The number of questioning distributed to each firm 

n  = The total sample size 

Nh = Number of employees in each firm 

N   = Population 

Nature/Sources of Data 

The data used for this study were gotten from primary and secondary sources and the nature of the data is quantitative.The primary data was collected 

with the aid of structured questionnaires which were administered to respondents via online survey and the secondary data was collected from existing 

literatures from journals, textbooks, the internet; which provided materials for review of literature and company records; from whence population size 

was derived.  

Methods of Data Collection 

The data wascollected using electronic survey so as to reach all employees despite the work model they employ i.e. on-site, hybrid and remote. The e-

forms were forwarded to employees of the chosen oil and gas firms were requested to forward to as many of their colleagues as possible. The link was 

also posted on the organisations’Whatsapp groups by a research assistant from each organisation requesting that employees participate in the survey.  

Validity/Reliability of Instrument 

Validity refers to the extent to which aresearch instrument measures that which it ought to measure (Baridam, 2001). Gay (1996) opined that validity is 

the most important characteristic of a standard test as it measures the accuracy of an instrument. He stated that validity is indispensible and no other test 

can compensate for inadequacy in validity. The validity test for the research instrument will be conducted thus; it will be presented to the supervisor for 

vetting and validation, professionals in the field will also be consulted and appropriate corrections will be made. 
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Reliability is a measure to confirm the extent to which an instrument is consistent. It is the mother of science as science maintains consistency. An 

instrument is considered reliable when it produces the same result every time it is administered. For reliability test, Cronbach alpha test will be used with 

a benchmark value of 0.7 along with test and re-test because a pilot survey will be conducted before the main survey. 

Data Analysis Techniques 

The demographic data will beanalysed using descriptive analysis. Spearman Rank Order Correlation Co-efficient statistical analysis will be employed in 

analysing the hypotheses in order to determine the correlation between the variables with the aid of Statistical Package for Social Sciences (SPSS) and 

the moderating variable will beanalysed using partial correlation. The formula for spearman rank order correlation coefficient is given as; 

Rh0 =  
∑𝑑2

𝑛(𝑛2−1)
 

where, 

Rh0 = Spearman Rank Order Correlation 

∑𝑑2 = Sum of squared difference in the ranking of the two variables 

n = Number of subjects being ranked 

Analyses and Findings 

Ho There is no significant correlation between on-site work and employee task performance of oil and gas firms in Rivers State. 

Correlations 

 On_site_work Task_performance 

Spearman's rho 

On_site_work 

Correlation Coefficient 1.000 .451* 

Sig. (2-tailed) . .017 

N 248 248 

Task_performance 

Correlation Coefficient 
.451* 1.000 

Sig. (2-tailed) .017 . 

N 248 248 

**. Correlation is significant at the 0.05 level (2-tailed). 

Source: SPSS Output, 2021. 

Our test of hypothesis reveals a significant relationship between on-site work and task performance with a correlation coefficient of 0.451 and a p-value 

of 0.017. with this, we reject the stated null hypothesis and accept the alternate. 

Conclusion  

This implies that workers on-site would always have a first-hand information of the objectives to be met and this would create an ease in coordination 

and motivation of employees. The effect of onsite work on employee task performance varies with respect to individual employees, some employees 

perform highly on-site, while others perform poorly (Loganathan, Forsythe &Kalidindi, 2018).According to Loganathan et al. (2018), some on-site work 

practices may influence worker’s task performances, they include; work preparation and execution practices, group formation and stability (skills and 

experiences), avoiding duplication (of non-value adding tasks), employee social cohesion and internal and external leadership;researchers such as Hinze 

(1981) and Salas, Cooke and Rosen (2008), suggest that increased autonomy may enhance employee task performance as it gives them a sense of pride 

and ownership when they are able to manage their tasks themselves. 

Recommendations 

Based on the findings and conclusion of this study, the following recommendations are hereby presented: 

a. The management of oil and gas firms should embark on proper planning and execution to incorporate the several work location models so as 

to encourage flexibility and adaptability in order to survive the environmental changes associated with the business world. 

b. Employees should be given the opportunity to participate in decision making to choose models as employee insight and involvement will 

boost work-life balance and morale as well as commitment to the adopted model, leading to improved job performance. 

Bibliography 



International Journal of Research Publication and Reviews, Vol 4, no 1, pp 926-932, January 2023                                      931 

 

 

Abbas, J., Muzaffar, A., Ramzan, M.A. & Ul Hassan Rizvi, S.S. (2014). Impact of Technology on Performance of employees (A Case Study on Allied 

Bank Limited, Pakistan). World Applied Sciences Journal, 29(2):271-276. 

Abdi, N. (2021). 23 Essential Work from Home Survey Questions for Remote of Hybrid Employees. https://sparkbay.com 

Agha, S. &Alrubaiee, L. (2011). Effect of Core Competence on Competitive Advantage and Organisational Performance. International Journal of 

Business and Management, 7(1). 

Ajayi, A., Ibeneme, I. &Adediran, I. (2021). Nigerian Oil and Gas Industry Update. KPMG Nigeria. Retrieved from www.mondaq.com 

Ajibola, O., Akinlaja, S.,Adesoye, E.& Akindele-Oscar, A.(2015). Organisational Variables & Effective Performance of Employees in Oil & Gas Section: 

An Empirical Investigation. International Jouirnal of Psychological Studies. 7(1). 

Alfaleh, A, Alkattan, A., Alageel, A., Salah, M., Almutairi, M., Sagor, K. &Abdulkareem, K. (2021). Onsite versus remote working: the impact on 

satisfaction, productivity and performance of medical call center workers. Retrived from www.europepmc.org 

AllenH. (2008). Using routinely collected data to augment the management of healthand productivity loss. Journalof Occupationaland Environmental 

Medicine. 50,615–632. 

Borman, W.C.  &Motowidlo, S.M. (1993). Expanding the criterion domain to include elements of contextual performance. In Personnel Selection in 

Organizations. Jossey-Bass: San Francisco, CA, USA, 71. 

Burton, W.N., Pransky, G., Conti, D.J., Chen, C.Y. & Edington, D.W. 2004The associationof medical conditions and presenteeism. Journal of 

Occupationaland Environment Medicine, 46, 38–S45. 

Campbell, J.P. Dunnette, M.D. & Lough, L.M.(1990). Modeling the Performance Prediction Problem in Industrial and Organizational Psychology. In 

Handbook of Industrial and Organizational Psychology. American Psychological Association: Worcester, MA, USA. 

Capello, R. (2014) “Classical Contributions: von Thünen, Weber, Christaller, Lösch,” in Manfred M. Fischer & Peter Nijkamp (editors), Handbook of 

Regional Science. Springer:New York, pp. 507–526. 

Chan, J. K. L., & Baum, T. (2007). Motivation Factors of Ecotourists In Ecolodge Commodation: The Push and Pull Factors. Asia Pacific Journal of 

Tourism Research,12(4): 349–364. 

Chandrasekar K. (2011). Workplace Environment and its Impact on Organizational Performance in Public Sector Organizations, International Journal 

of Enterprise Computing and Business Systems, 1(1). 

Chapman, K. (1992). Continuity and contingency in the Spatial Evolution of Industries: The Case of Petrochemicals. Transactions. Blackwell Publishing 

Limited, 17(1), 47 

Claybaugh, Z. (2020). Research Guides: Organising Academic Research Papers: Types of Research Designs. Retrieved from Library.sacred.edu 

Makitalo, I. (2021). Hybrid Work Model: 5 Advantages. Retrieved from www.enterprisesproject.com 

Maslow, A. H. (1943). A theory of human motivation. Psychological Review, 50(4), 370-96. 

Maxham III, J.G., Netemeyer, R.G. & Lichtenstein, D.R. (2008). The Retail Value Chain: Linking Employee Perceptions to Employee Performance, 

Customer Evaluation and Store Performance. Marketing Science, 27(2), 147-167. 

Maxwell, J.C. (2002). Teamwork Makes the Dream Work. J. Countryman, Nashville, Tennessee. 

Messenger, J.C. (2019). Telework in the 21st Century: An Evolutionary Perspective. International Labour Office, Geneva, Switzerland. 

Mkwizu,K. H. &Sichone, J. (2019).Moderating Effect of Technology on Users’ Attributes and EGovernment Information System Success in Tanzania. 

International Journal of Research & Methodology in Social Science 5(1), 36. 

Mokhtarian, P.L., 1991. Defining Telecommuting. Transportation Research Record 1305, 273-281. 

Moresco, D. (2022). The pros and cons of hybrid workplaces. Retrieved from https://spaceiq.com 

Morgan, G. (1986). Images of Organisation. Sage Publications, United States. 

Murphy, K.R. (1989). Dimensions of Job Performance. Testing: Theoretical and Applied Perspectives, 218-247. Praeger Publishers. 

Newson, P. (2021). 45 Hybrid Workplace Questions to Ask Employees. Retrieved from www.worktango.com 

Ng, T.W.H. & Feldman, D.C. (2009).Age, work experience, and the psychological contract. Journal of OrganisationalBehaviour. 

Nilles, J. (1975). Telecommunications and organizational decentralization.IEEE Transactions on Communications, 23(10), 1142-1147. 

Nilles, J.M. (1976). Talk is cheaper: And so may be other forms of telecommuting, weighed against the time, energy,and expense of moving oneself. 

Cities XI IEEE Spectr., 13, 91–94. 

http://www.mondaq.com/
http://www.europepmc.org/
https://spaceiq.com/
http://www.worktango.com/


International Journal of Research Publication and Reviews, Vol 4, no 1, pp 926-932, January 2023                                      932 

 

 

Nyakundi, A.W., Karanja, K., Charles, M. &Nyamwanu, W.B. (2012). Enhancing the Role of Employee Recognition Towards Improving Performance: 

A Survey of Kenyatta Teaching Hospital, Kenya. International Journal of Arts and Commerce 1(7), 95-108. 

Onday, O. (2016). Human Resource Theory: From Hawthorne Experiments of Mayo to Groupthink of Janis. Global Journal of Human Resource 

Management 4(1), 95-110. 

Ones, Viswesvaran& Schmidt (2008). Reliability and Construct Validity of Job Performance Ratings. Industrial and Organisational Psychology, 1(2), 

174-179. 

Opperman C. S. (2002).Tropical Business Issues. Partner Price Water House Coopers. International Business Review. 

Ozcelik, G. &Uyargil, C. (2016). High Performance Work Systems and Organisational Values: Resource-based View Considerations. Procedia- Social 

and Behavioural Sciences 235, 332-341. 

Pavalache-Ilie, M.(2014). Organizational citizenship behaviour, work satisfaction and employees’ personality.Scientific Direct Procedia of Social 

Behaviouural Science. 

Pelta, R. (2021). Defining the Hybrid Workplace for Companies. Retrieved from www.flexjobs.com 

Peters, P., Tijdens, K, &Wetzels, C. (2004). Employees’ Opportunities, Preferences, and Practices in Telecommuting adoption. Information and 

Management, 41(4), 469-482. 

Pollert, A. (1991). Farewell to Flexibility? Oxford, UK, Cambridge, Mass, USA: B. Blackwell. 

Pratt, J.H. (1984). Home teleworking: A study of its pioneers. Technology Forecasting Social Change, 25, 1–14. 

Vosloban, R.I. (2012). Emerging Market Queries in Finance and Business: The Influence of the Employee's Performance on thecompany's growth - a 

managerial perspective.Procedia Economics and Finance 3.Elsevier Ltd. 

Waldman, D.A. (1994). Designing Performance Management Systems for Total Quality Implementation. Journal of Organisational Change 

Management. 

Weber, A. (1929). Theory of the Location of Industries. Chicago: The University of Chicago Press.  

WHO Commission on Macroeconomics and Health, Ed. 2001. Macroeconomics and Health: Investing in Health for Economic Development. World 

Health Organization. 

Wilson, J. (2021). Impact of Work from Home Policies on Workplace Productivity and Employee Sentiments During the COVID-19 Pandemic. 

Accounting Undergraduate Honours These. Retrieved from https://scholarworks.uark.edu/acctuht/41 

Wisecarver, M.M., Carpenter, T.D. & Kilcullen, R.N. (2007). Capturing Interpersonal Performance in a Latent Performance Model. Millitary Psychology, 

19(2), 83-101. 

Woodward, J., (1958): Management and Technology. London: Her Majesty's Stationery Office 

World Health Organisation (2019). “Burn-out an occupational phenomenon”: International Classification of Diseases. 

Yang, L., Holtz, D., Jaffe, S., Suri, S., Sinha, S., Weston, J., Joyce, C., Shah, N., Sherman, K., Hecht, B. &Teevan, J. (2021). The Effects of Remote 

Work on Collaboration Among Information Workers. Retrieved from www.nature.com 

Zakaria, U.K., Aziz, S.F.A., Selamat, M.N. & Omar, N.H. (2020). New Measurement of Employee Strategic Job Performance Appraisal: Construction 

Using the Malaysian Sample. International Journal of Academic Research in Economics and Management and Sciences, 11(3), 1-14. 

 

 

https://scholarworks/
http://www.nature.com/

