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Abstract: The purpose of this research is to analyse how the business climate in Malaysia, a growing market, affects the 

productivity of workers in publicly traded companies. The OLS regression is used to analyse secondary data gathered through 

content analysis of the annual reports of 140 randomly selected PLCs listed on Bursa Malaysia between 2007 and 2017. The 

results show that there is a favourable connection between work settings and productivity. To the best of the authors' knowledge, 

this paper provides a significant contribution to the literature by comparing the effects of different workplace settings on worker 

productivity. Due to the persistent shifts in the business environment policies issued by the Bursa Malaysia listing requests, the 

regulatory authorities' duty to understand the characteristics of successful publicly listed companies (PLC) also persists. The 

results provide useful information for investors regarding the extent to which their peers value company culture and climate 

when making investment decisions. Due to the ever-evolving nature of the regulations outlined in "Bursa Malaysia listing 

requirements," regulatory authorities must also keep abreast of developments in employee performance achievement. In order 

to help PLC investors understand the significance of the business environment, which they may then use as a signal to factor 

into their investment decisions.  
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1. Introduction 

 

The business environment is a marketing term that mentions the factors and services affecting a business's ability to manage 

and retain successful customer associations. The business environment is “the sum of the physical and social factors individuals 

consider when making organisational decisions. The two-key environment and workers have received scant attention from 

society at large [1]. For most businesses, the decision to become a PLC represents a watershed moment in their ability to raise 

capital for large-scale projects. 

 
*Corresponding author.  
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Modern administrations are keen to support their employees' positive attitudes and behaviours by seeking their opinions and 

aspirations regarding issues related to the work environment [2]. The researchers' studies helped develop new perceptions for 

the better about the work environment, especially the physical ones, where many intersect; one of the research projects has the 

primary goal of employee well-being in the workplace, a goal that she supports governments by emphasizing the need for 

employers to commit to developing horizons [7]. 

 

Developing a perception of performance requires distinguishing between two aspects: behaviour and refers to the individual. 

Sometimes Aspects of the results of behaviour are related to aspects of behaviour, and sometimes vice versa [4]. Despite his 

ideal teaching method, the teacher is one the pupils did not learn because of his intellectual disability, or the phone salesman, 

who, despite his humble behaviour with customers, his sales. This is why Anthony 6 was adopted because of the high demand. 

It is difficult to describe the behaviour without referring to the outcome in its definition of performance based on effectiveness 

and efficiency and performance.  

 

Task performance (job requirements) and contextual performance (not a formal part of functionalism) indirectly contribute to 

performance). It is called organizational citizenship behaviour, positive organizational behaviour, and organizational 

spontaneity and with intensity, change has increased the need for adaptation, and what is known as adaptive performance has 

emerged. Organizations have sought to find methods. The innovation to outperform other organizations leads to the emergence 

of organizational excellence. Excellence comes from knowledge that has indicated that the use of technology is widespread in 

10 employees. Work processes threaten traditional views of performance that describe behaviour entirely under the individual's 

control. 

 

A new career path capable of motivating employees and protecting them from the consequences of work and its negative 

repercussions. The physical work environments differ according to the nature and fields of business. The administrative work 

environment is different. The working environment in mines, construction workshops, disinfection and cleaning works, and 

other dangerous environments involves hard work, and its workers are exposed at any moment to accidents and serious 

occupational diseases. However, many researchers and practitioners stress the importance of the physical work environment 

for employees. We try to know it by tracking its impact on their performance, which is undoubtedly one of the most important 

ingredients for successful departments, and accordingly, the following question was formulated: Does the business environment 

affect the performance of employees. 

        

This paper makes several contributions to the business environment and employee performance pieces of literature. Firstly, it 

investigates employee performance in a developing market, whereas most prior research has focused on advanced markets. 

Secondly, this study uses the index to measure the business environment and employee performance. Therefore, this study uses 

the annual reports of 140 PLSs in Bursa Malaysia from 2007 to 2017.  

 

2. Literature Review  

 

That is, it is a measure that demonstrates the amount to which the employee is effective in doing his work and his contribution 

to reaching the organization's goals [11]. Job performance refers to how an individual accomplishes the activities and 

responsibilities required by his job. To put it more succinctly, it is the conduct by which the organisation accurately analyses 

the individual who works in it, taking into consideration the degree to which he is successful and efficient in the performance 

of his responsibilities. The business environment is everything that surrounds the individual while he is at work and has an 

effect on his behaviour, performance, and inclinations towards his work, the group with which he works, and the department 

he follows. This includes the physical working conditions, such as lighting, noise, cleanliness, temperature, ventilation, work 

accidents, health care, etc.; as well as the social working conditions, such as the quality of supervision, and the ability to 

integrate with the work group, and a sense of belonging. 

 

A work environment, also known as working conditions, is everything that surrounds an individual while he is at work and has 

an effect on the individual's behaviour, performance, and inclinations toward his work, as well as the group with which he 

works and the department he follows. This includes both the physical working conditions, such as lighting, noise, cleanliness, 

temperature, ventilation, work accidents, and health care, as well as the social working conditions, such as the quality of 

supervision and the ability to integrate with the work. The term "physical work environment" (also known as "physical 

conditions of the work environment") refers to the environmental conditions surrounding the workplace, such as lighting, 

ventilation, noise, and cleanliness, as well as the technical equipment that assists workers in accomplishing the tasks that are 

required of them in place work, improving performance, increasing productivity, raising morale among individuals, reducing 

the number of work accidents, and reducing the cost of production [6]. Functional performance can be defined as a concerted 

attempt to carry out tasks, one of which is the transformation of inputs into outputs of a quality that is commensurate with the 

workers' abilities. Their skills and experiences, along with the assistance of the driving factors and the suitable working 
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environment, will allow them to carry out this endeavour precisely, in the shortest amount of time possible, and at a lower cost 

[8]. 

 

Safety has an impact on the workers' morale, as well as the output and cost of work in the organisation, as well as the workers' 

productivity and performance, and when the voice drops, errors decrease as well [9]. Occupational accidents have a large and 

negative impact on the psyche of workers, which in turn has a bad impact on their performance, which is reflected in the overall 

performance of the organisation. This impact can be seen in the overall performance. The implementation of occupational 

safety programmes and its many components will have a beneficial impact on the performance of workers [19]. 

 

The researcher did not check into what he could, despite the fact that numerous studies had been done on the influence of the 

workers' physical working environment on their performance. obtaining it through these studies and research and profiting from 

it in a variety of ways, such as selecting the dimensions of the physical work environment and the variables that comprise it  

[20]. In addition to the framing of questions, the scientific technique, and the theoretical framework, the following are also 

included: 

 

The fundamental concept that the modern perspective on an organization's success is not critical underpins both the nature and 

the size of the organisation. The human element is what drives and shapes performance, regardless of whether it is at an 

executive or administrative level; the individual plays a role in the importance of its impact on the success of organisations or 

all levels; some researchers have analysed the characteristics of individual performance, in theory, its failure, and its reflection 

on society, and preliminary studies in the administrative sciences that dealt with this concept gave in all organisations, he has 

the gremlins. Performance is driven and shaped by the human element. Nevertheless, the performance or productivity of a 

person is a dimension that serves as a more reliable indicator to senior management than any other measure [21]. This is because 

performance or productivity is the result of all of the variables, both physical and human. It is a measurement of your perspective 

on the organization's capacity to deal with change and renewal, both of which effect the organization's ability to survive and 

advance through time. [22] Establishes the degree to which a response can be made to changes and innovations in the 

environment. 

 

Jayaweera [13] conducted a study with the purpose of determining whether or not there is a connection between work 

environment characteristics (both physical and psychosocial) and job performance. The degree to which one is motivated to 

work acts as a mediator in this relationship. The following are the findings that I obtained: There is a correlation between the 

variables of the work environment and job performance, and the motivation to work acts as a mediator in this correlation. This 

correlation is supported by statistical evidence. The conditions of the workplace have a significant impact on employees' work 

performance. As a result, managers and supervisors are motivated to seek out ways to improve both the physical and 

psychosocial aspects of the workplace in order to help employees improve their work performance. 

 

At a summit held by the United Nations in Stockholm in 1972, the word "environment" was uttered for the very first time. In 

it, the expression "Human Settlements" was changed to another expression relating to living and working environment 

circumstances of life and work. The concept of the working environment is becoming increasingly common. It was widespread 

at the beginning of the seventies when governments became involved in practical life by enacting occupational safety laws. 

After that, its concept shifted to paying attention to psychological and social conditions, and industrialised countries changed 

the name of the practise to reflect this shift. The labour protection law, which originally had the goal of preventing work 

accidents and occupational diseases, was changed into a law on the work environment in order to place "an emphasis on the 

broad concept that covers psychological and social difficulties" [23]. The "forces, procedures, and other elements currently 

impacting or anticipated to affect the employee's performance" are included in the definition of the "work environment." 

 

The study that was conducted by [12] and named "The physical work environment and its impact on increasing employee 

performance: a prospective study in the general company for electrical industries" was carried out in the general company for 

electrical industries. The study came to a number of conclusions, the most significant of which are as follows: there is a 

correlation and a major impact of the physical work environment in increasing the performance of workers through 

implementing the rules of human engineering within international standards. As a result, this study addresses this issue by 

establishing such a connection. The following is an example of a hypothesis: 

 

H1. The business environment is positively association with the employee performance of Malaysian PLCs. 

 

3. Employee Performance and Work Environment 

 

3.1. Regulatory Work Environment 
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The company concluded that there is a weak relationship between satisfaction; the weakness of the relationship may be 

explained by the existence of conflicts that hinder effectiveness in general from communications and between productivity and 

the effectiveness of communication in particular [24]. While Hogan & Lambert's study on prison staff found that Thomas & 

Velthouse believes that distributive and procedural justice generates positive feelings towards work empowerment (as one of 

the organizational elements), develops creative behaviour and presents new ideas (Fig.1). 

 

 
 

Figure 1: Business Environment on the Performance of Employees [18] 

 

3.2. Social Work Environment 

 

The employee's interaction with employees with different backgrounds may develop into conflicts that negatively affect 

performance, while understanding encourages cooperation and good performance and about the employee's relationship with 

his leader [25]. The real estate publication indicates a positive, not strong, relationship between performance and 

transformational leadership that seeks to create a culture of empowerment with active, strong, innovative, positive and weak 

characteristics. Figure 2 shows the business environment index, and Figure 3 shows the employee performance index. 

 

 

 
 

 

Figure 2:  Business environment index 
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Figure 3:  The employee performance index 

 

4. Research methods 

 

The data, the sample size, the dimensions of the variables, and the regression models that were employed in this study are all 

defined in this section. 

 

4.1. Data and Sample Size 

 

This analysis makes use of the data collected by Malaysian PLC between the years 2007 and 2017. "On September 5, 2006, 

Bursa Malaysia announced the launch of the BENV Framework for PLCs; however, mandatory BENV was not implemented 

in its entirety until 2007. In the meanwhile, it is required of every public limited company (PLC) to disclose their BENV activity 

in their annual reports. This study focuses on the "Main Market" and the "ACE Market," which are the two most important 

securities markets in Malaysia. Together, these markets feature 140 different PLCs that are not related to the financial sector. 

The random data are displayed in Figure 4. 

 

 
 

Figure 4: The situation of the data 
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4.2. Measurements of variables 

 

The requests made by Bursa Malaysia are taken into account when determining whether or not the index contains items that 

cover the variables that have been previously divulged. For instance, the modified index that was used in this previous study 

on Malaysian annual reports [14], [15], and [17] consisted of 10 elements, and it is the same index that was used in this current 

study (Appendix 1). The ten items are separated into two categories of variables, with each category containing five 

components: one for the company environment, and the other for personnel performance. In addition to that, the researchers in 

this study employed this equation in order to measure the index of the variables. 

 

𝐵𝐸𝑗 =
∑ 𝑋𝑖𝑗

𝑛𝑗
𝑡=1

𝑛
 

Where: 

 

BEj = business environment for a jth company.  

n    = Total number of items. 

Xij = “1 is for item disclosure, and 0 is for item does not disclose any information”. 

 

In addition to the previously utilised independent variable, the present research makes use of a large number of control variables, 

such as board variables (board extent, organisation ownership, and manufacturing). This aims to demonstrate that this study 

successfully controls for any potential associations between the working environment of PLC businesses and the performance 

of their employees. This section provides a definition of each of the control variables that are being discussed. The selection of 

prospective control variables is based on previous data in Malaysian and non-Malaysian contexts [5], [10], and [16], as well as 

on some of the research relating to employee performance, as demonstrated in this section. Measurements of company 

environment, personnel performance, and control variables are employed, however, in this particular research project (see Table 

1 for an explanation) [26]. 

 

Table1: Variables Measurements 

 

Variable name Measurement 

Dependent Variable 

Employee performance EP is evaluated with an index that ranges from 0 to 1, wherein a score of 1 is awarded 

for disclosure and a score of 0 is awarded for non-disclosure. 

Independent Variable 

Business environment BENV is evaluated with an index that utilises a scale ranging from 0 to 1, with a 

score of 1 denoting disclosure and a score of 0 denoting non-disclosure. 

Control Variables 

Board Extent The total number of PLC directors as of the date of the company 

Organization ownership The proportion of the company's shares that are held by the executive directors. 

Manufacturing A value of 1 denotes a manufacturing company, while a value of 0 suggests 

otherwise. 

 

4.3. Regression model 

 

In order to investigate the connection between BENV and EP, a single experiential model will be applied. In this particular 

investigation, a method of regression known as "ordinary least squares (OLS)" is utilised. The application of this model to the 

anticipated findings of this investigation helps to ensure that those findings are comparable to those found in other studies. The 

regression model offers an explanation for the connection. 

 

𝐸𝑃𝑖𝑡 = 𝛽0 + 𝛽1 𝐵𝐸𝑁𝑉it + 𝛽2 𝐵𝐸it +𝛽3 𝑂𝑂𝑊𝑁it + 𝛽4 𝑀𝐴𝑁𝐹it +ε 
 

5. Results and Discussion 

 

5.1. Descriptive Analysis 
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The "descriptive statistics" for each of the variables pertaining to the sample of 140 PLCs can be seen in Table 2, which displays 

the results pertaining to the first aim. The EP, which is the first variable to be measured, is determined by utilising an index that 

encompasses the years 2007 to 2017. According to Table 2, the Malaysian EP ranged from a maximum of 1.300 to a minimum 

of 0.000 over the course of the investigation. The mean EP for the sample was 0.550, while the maximum EP was 1.300. 

 

Regarding the individual topics that make up the BENV variable, the mean score is 0.153. The board extent (BE) variable, the 

organisation ownership (OOWN) variable, and the Manufacturing variable are the control variables (MANF). According to the 

descriptive statistics, the BE has a wide range, with the lowest possible value being 0.111 and the highest possible value being 

0.732. When it comes to OOWN, the median for the companies that were analysed was 0.000, while the maximum value was 

0.494. The mean was 7.665 overall. In conclusion, the mean value of the MANF variable, which is a dummy variable, is 0.839 

for the companies, with a minimum value of 0.000 and a maximum value of 1.000. 

 

Table 2: Descriptive Analysis 

 

Variable Obs Mean Std. Dev. Min Max Skewness Kurtosis 

EP 140 0.550 0.463 0.000 1.300 0.531 2.522 

BENV 140 0.153 0.326 0.000 1.200 1.354 3.845 

BE 140 0.417 0.232 0.111 0.732 0.449 3.682 

OOWN 140 7.665 0.119 0.000 0.494 1.725 5.233 

MANF 140 0.839 0.458 0.000 1.000 -1.952 4.539 
 

Note: This table shows the descriptive statistics of the EMP= employee performance, BENV = business environment, BE = Board extent; 

OOWN = Organization ownership, MANF = manufacturing; n =140. 

 

5.2. Correlation Analysis 

 

The "descriptive statistics" for each of the variables pertaining to the sample of 140 PLCs can be seen in Table 2, which displays 

the results pertaining to the first aim. The EP, which is the first variable to be measured, is determined by utilising an index that 

encompasses the years 2007 to 2017. According to Table 2, the Malaysian EP ranged from a maximum of 1.300 to a minimum 

of 0.000 over the course of the investigation. The mean EP for the sample was 0.550, while the maximum EP was 1.300. 

 

Regarding the individual topics that make up the BENV variable, the mean score is 0.153. The board extent (BE) variable, the 

organisation ownership (OOWN) variable, and the Manufacturing variable are the control variables (MANF). According to the 

descriptive statistics, the BE has a wide range, with the lowest possible value being 0.111 and the highest possible value being 

0.732. When it comes to OOWN, the median for the companies that were analysed was 0.000, while the maximum value was 

0.494. The mean was 7.665 overall. In conclusion, the mean value of the MANF variable, which is a dummy variable, is 0.839 

for the companies, with a minimum value of 0.000 and a maximum value of 1.000 (table 3). 

 

Table 3: Correlation Analysis 

 

Variables EP BENV BE OOWN MANF 

EP 1.000     

BENV 0.193* 1.000    

BE 0.040 0.049 1.000   

OOWN -0.065 -0.044 -0.043 1.000  

MANF -0.011 -0.032 -0.124 -0.073 1.000 

 
Note: ***Correlation is significant at the 0.01 level (two-tailed); **Correlation is significant at the 0.05 level (two-tailed); *Correlation is 

significant at the 0.10 level (two-tailed). 

 

The analysis shows that companies focus on expanding employee performance by providing better BENV exposure in their 

“annual report”. Furthermore, companies can raise the features of connection and employee morale [3]. 

 

5.3. Regression analysis 

 

The OLS regression method is utilised so that the study hypothesis can be investigated. The tests for "collinearity among the 

independent variables," "normality" (Table 2), and "heteroskedasticity for the model" are included below. “ To determine 

whether or not there is a collinearity problem, the variance inflation factors (VIF) are computed. In each and every instance 
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presented in Table 4, the values of the VIF are lower than 10, indicating that there is not a problem with multicollinearity. The 

data that is utilised for regression analysis has a normal distribution in terms of skewness and kurtosis. This is a statistical 

requirement. The Breusch-Pagan tests that were utilised in this investigation to test for heteroscedasticity showed p-values that 

were lower than the alpha threshold (five percent), which indicated a significant amount of heteroscedasticity in the model that 

made use of the "ordinary least square" (OLS) as shown in Table 4. 

 

Table 4: Regression Results 

 

EP OLS VIF 

Variables t.stat sig  

BENV 0.25 0.080* 1.62 

BE 0.43 0.077* 1.18 

OOWN 0.58 0.057* 1.15 

MANF 0.41 0.099* 1.23 

Constant 0.21 0.845  

OLS Heteroskedasticity  0.116  

n  140  

R2 (%)  35%  

Adjusted R2 (%)  669  

F-value  0.37  

p-value  0.99  

 
The described findings for the model in Table 4 disclose results regarding BENV which displays that BENV has a positive and 

significant connection with EP (t=0.25, p-value=0.080). The control variables BE, OOWN, and MANF has an appositive and 

important association with EP. As a result, hypothesis H1 predictions that BENV is positively associated with EP. The 

regulators could use these findings to perform a development process on EP and BENV to grow its quality. Moreover, the 

results can also be employed to define effective BENV. The findings of this study enhance the association between EP and 

PLC companies. It investigates the influence of the BENV on the EP of Malaysian PLCs. The analysis shows that companies 

focus on expanding employee performance by providing better BENV exposure in their “annual report”.  

 

6. Discussion and Conclusion 

 

The purpose of this study is to investigate the impact that BENV has had on the EP of Malaysian PLCs. Utilizing regression 

analysis allows for the recognition of the association that exists between BENV and EP. The results of this current investigation 

indicate that BENV engages in EP. A favourable correlation was discovered between BENV and EP in this study's findings. 

This study typically demonstrates that BENV has a significant influence on Malaysian PLCs. This study also used things like 

board extent, manufacturing, and organisation ownership as "control factors," yet it still discovered a strong correlation between 

EP and organisation ownership. 

 

According to the findings of the analysis, businesses are concentrating their efforts on increasing employee performance by 

offering improved BENV exposure in their "annual report." In addition, businesses have the ability to boost both the connection 

between employees and the morale of their workforce. The findings of this paper contribute to the growing body of knowledge 

regarding the relationship between EP companies and PLC enterprises. It looks into how the BENV affects the earnings per 

share of Malaysian public companies. On the other hand, there are a vanishingly small number of research that investigate the 

connection between BENV and the EP of Malaysian PLCs. 

 

Because of the ongoing changes to the BENV regulations brought about by the Bursa Malaysia listing requests, the regulatory 

agencies still have the obligation to be aware of the characteristics that contribute to the performance of PLCs. The data provide 

investors with useful insights into how other investors identify the importance of BENV in EP. Due to the ongoing 

modifications in the BENV rules that are prepared by the "Bursa Malaysia listing criteria," the recommendations on the 

regulatory bodies need to also keep aware of the aspects of EP accomplishment. in order for them to be able to direct PLC 

investors about the significance of BENV; hence, investors may take BENV as a hint to examine this component when making 

decisions regarding their investments in PLC. 

 

The companies of Malaysia are the primary subject of this particular study. "It is advised that in future studies, a cross-sectional 

comparison be conducted between Malaysia and other members of the Asian Economic Community (AEC), such as Indonesia, 
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Singapore, Vietnam, and Brunei Darussalam." Using quality as a measure of the EP of PLC companies, i.e. information that 

can "significantly" add to the field of study, a comparison between developed countries and emerging countries could also 

increase kindness about the link among BENV. This could be accomplished by conducting the comparison using a comparison 

between developed countries and emerging countries. 

 

Appendix 1: List of BENV and EP items 
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