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Abstract: In the past decades, existing researchers have widely 

ventured the context of lean. Lean behaviour includes one of the 

practices. Lean behaviour an important practice for developing 

behaviours that can eliminate the quantity of waste associated 

with big production line. In Malaysia, while in many businesses 

the notion of lean can be seen implemented, lean behavior 

methods appear to be vague. This study is therefore aimed at 

identifying the connection between lean behaviour factor and job 

performance in Fujistu Component (Malaysia). The information 

gathered was evaluated using version 22.0 of the Social Science 

Statistical Package (SPSS). The results from this study showed a 

positive connection between Respect for People and Job 

Performance (coefficient of correlation = 0.393), a positive 

relationship between Continuous Learning and Improvement and 

Job Performance (coefficient of correlation = 0.667), and finally 

a positive connection between Process and Result Driven and Job 

Performance (correlation coefficient value = 0.840). This means 

that these factors influence job performance in a positive way. 

 

Index Terms: Lean behaviour, job performance, lean 

manufacturing concept. 

I. INTRODUCTION 

This research is proposed to explore the factors of lean 

behaviour influencing job performance in Fujitsu 

Component (Malaysia) Pte. Ltd. Although the notion of lean 

manufacturing scheme can now be discovered to be quite 

common, it can be hard to accomplish implementation in 

real-life situations. In particular in the scope of the 

Malaysian manufacturing system, relevant case studies 

concerning lean behaviour were restricted. However, 

Ramune, 2012, states that the implementation of lean 

manufacturing philosophy are the reason for business to 

gain competitive advantage in the current advance growing 

market. Therefore, this research would like to emphasize on 

the main contributor to the whole organization which is the 

man or the workers that involved in the lean process. 
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II. RESEARCH BACKGROUND 

The lean idea came from a Japanese automobile 

company earlier known as the Toyota Production System 

(TPS). The fundamental objective was to eliminate waste 

and decrease activities that bring the organisation zero value 

(Norani et al., 2010).  

The waste that Rasli, Sha'ri, and Ana Sakura discussed 

and recognized in TPS in the World Engineering Congress 

(2011) proceeding lists seven kinds of waste. The waste is: 

waste of overproduction, waiting inventory, unnecessary 

inventory, unnecessary shipping, waiting time, unnecessary 

processing, unnecessary movement and waste of defective 

products. Three of the seven waste kinds listed engaged 

employee contact. Workers in the shop floor handle and 

inspect waste from overproduction, waste from unnecessary 

processing, and waste from defected products. The issue is 

that job methods cause modifications to happen as time goes 

by. This results in fat employee behaviour. Fat behaviour is 

described as behaviours which do not contribute value and 

which can be removed (Hamouda et al., 2014). Some fat 

behaviour characteristics include inaction, random ideas, 

irrelevant observations, unnecessary comments, 

interpretations, and so on (Emiliani, 1998). Such behaviour 

is known to be a type of waste as these aspects do not 

contribute to the manufacturing as a whole. It is therefore 

necessary to implement lean behaviour methods.  

Problem Statements 

Having interviewed senior managers from Fujitsu 

Component (Malaysia), a manufacturing firm that creates 

relays and keyboards, there were few issues linked to the 

employees' behaviour. Mr. Jeyaseelan, who is a senior 

manager in the planning department, has 30 years of work 

experience in the business since 1996, said: 

On the Material Requirement Planning (MRP) system, the 

business tends to have backlog documents. 

Inability to execute the task provided at a given time has 

created a huge manufacturing issue leading to incorrect 

assessment of the purchase of materials, over manufacturing 

and excessive inventory.  

Massive product defect owing to the mistake of blending 

the relay component material. 

Workers that are in charge of the blending method mixed 

distinct percentages of material that differed from the 

original production plan.  
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Research Objectives 

The goal is to define the important connection that affects 

job performance between lean behaviour factors. 

III. LITERATURE REVIEW 

In recent years, the context of lean behaviour has been the 

subject of research by a few researchers. The results of the 

study are based on factors regarded in lean behaviour. 

Below is a literature review of the study was carried out in 

Malaysia and foreign countries. Hamouda et.al (2014)'s 

study discusses lean behaviour practices in the office 

department and how lean behavior practices among staff can 

be applied to create a good job environment. The research 

also mentioned the weakness and strength of lean behavior 

and evaluated the connection between lean principles and 

suggested lean improvement technique. The researcher 

pointed out nine lean behaviours that should have a good 

leader at the end of the research. As a consequence of this 

research, respect for people and ongoing learning and 

improvement are the primary critical factor that contributes 

to lean behavioral practices.  

Puvanasvaran's (2009) research discusses lean behavior in 

an aerospace environment that is being examined to 

determine a year's successful lean implementation. After a 

year of implementation, the research discussed the 

distinctions in the outcome of lean behavior practices and 

identified issue solving capacities to improve the kitting 

department's lean behavior. The results show that there was 

a 10 percent improvement in the department after a year of 

lean implementation. The research also found that the factor 

Respect for People, Continuous Learning and Improvement, 

and Process and Result Driven have a connection. 

Benjamin's study (2013) explores fat behaviors that 

prohibit the smooth implementation of lean operations in 

Trinidad and Tobago. It involves staff from 19 distinct 

organisations. The researcher mentioned as the primary 

cause of the issue factors such as ego-driven, low 

confidence, ignorance, fear and confusion. The researcher 

concluded that to develop a more productive organization, 

corrective action should be taken to change the internal 

culture of organizations.  

Beale's research (2007) explores the impact on staff 

willingness to accept lean behavior practices of multiple 

individual level factors. The study was performed on a 

holding company with subsidiaries involved in the growth, 

manufacture and marketing of pharmaceutical branded and 

brand equivalent products. The anticipated result of adapting 

lean behaviors involves making the business more 

competitive, helping them work smarter, enhancing the 

company's effectiveness, helping to decrease the company's 

costs, and more.  

Emiliani's (2014) further analysis focuses on leadership 

behaviors that can cultivate lean within an organisation. The 

author says that the behavior of people is not always ideal 

when interacting with employees. There is therefore a 

tendency for leaders to sometimes behave and misbehave. In 

reference to Emiliani's award-winning article (1998), Bob 

Emiliani emphasized that particular lean behaviors such as 

confidence, patience, consistency, humility, and balance 

promote data flow within an organisation while fat 

behaviors such as elevated ego, manipulative, misleading, 

and disrespectful do not.  

IV. METHODOLOGY 

Introduction 

This section will discuss the techniques to be used to 

acquire essential information required for this research. This 

is a quantitative study and the collection of data is done 

using questionnaire survey that is suitable for this research. 

Research Flow 

The research process; 

 

Fig. 3.1 Research Process 

 

 

 

 

 

 

 

 

Reliability 

Analysis 
(α) 

No. of 

Questions 

No. of 

Respondents 

Pilot Test 0.942 23 30 

Actual 0.926 230 246 
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Conceptual Framework 

 
H1: There is a positive relationship between respect for 

people and job performance. 

H2: There is a positive relationship between continuous 

learning and improvement     and job performance.  

H3: There is a positive relationship between process and 

result driven and job performance. 

 

V. ANALYSIS AND RESULT 

The result of the quantitative data analysis will be 

presented. For this research, SPSS software was used to 

analyze the quantitative data. 

Response Rate 

Four hundred and seventeen (417) questionnaire forms 

were initially sent to the company by directly approaching 

the supervisor of the relay production line and handing it by 

hand. The questionnaires were then collected back one 

month later. However, the total forms that was fully 

answered was only 246 respondents. This means that the 

response rate is 58.9% (Table 4.1).  

Table. 4.1 Percentage for Response Rate 

Items Total 

Distributed Questionnaire 417 

Returned Questionnaire 246 

Total Percentage of Returned 

Survey 
(246/417) = 58.9% 

The response rate of this research is around 59% which 

means that the response rate is considered as a good survey 

response rate (Biersdorff, 2009). Therefore, this research has 

achieved the target of response rate.       

Reliability Analysis       

Table. 4.2 Cronbach Alpha for Pilot and Actual Test 

 

The overall reliability test for the pilot test shows more 

than 0.9 value which indicates a high reliability, excellent 

and efficient. Overall reliability analysis conducted on 246 

respondents shows a Cronbach’s alpha coefficient value of 

0.926 which is considered excellent and the data is 

considered reliable and suitable for this research. 

Normality Testing  

Table. 4.3 Test of Normality between Lean Behaviour 

Factors and Job Performance 

 
Kolmogorov-Smirnov

a
 

Statistic df Sig. 

comp_A .128 246 .000 

comp_B .189 246 .000 

comp_C .161 246 .000 

comp_Section3 .105 246 .000 

 

From Table 4.12, Kolmogorov-Smirnov is used to test the 

normality. The significance value for all the variables are 

less than 0.05. Hence, the test is significant and the 

distribution is non-normal. 

Inferential Analysis 

i. Correlation between Respect for People and Job 

Performance  

 

Fig. 4.4 Correlation Coefficient for Respect for People 

Factor with Job Performance 

Based on Table 4.19, the factor respect for people have a 

weak positive relationship with job performance. The 

correlation coefficient value is 0.393. The significant value 

is less than 0.05. Hence, the data is significant. Thus, the 

hypothesis is accepted.  

ii. Correlation between Continuous Learning and 

Improvement and Job Performance 

 

Fig.  4.5 Correlation Coefficient for Continuous 

Learning and Improvement with Job Performance 

The factor continuous learning and improvement has a 

moderate positive correlation with job performance.  The 

correlation coefficient value is 0.667. The significant value 

is less than 0.05. Hence, the data is significant. Thus, the 

hypothesis is accepted. 

iii.   Correlation between Process and Result Driven and Job 

Performance 
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Fig.  4.6 Correlation Coefficient for Process and Result 

Driven with Job Performance 

The factor process and result driven has a high positive 

correlation with job performance. The correlation coefficient 

value is 0.840. The significant value is less than 0.05. 

Hence, the data is significant. Thus, the hypothesis is 

accepted. 

VI. DISCUSSION AND CONCLUSION 

Introduction 

This final chapter will discuss, explain and provide brief 

overview of the research based on the findings that has been 

analysed in the previous chapter. 

Discussion of Findings  

The discussion of this research will be divided according 

to the objective and hypothesis of the research. The goal of 

this research is to identify the important relationship 

between factors of lean behavior and job performance. 

Before identifying the relationship between the two 

variables, lean behaviour factors was identified first through 

past journal reviews. The factors were recognized as human 

regard, ongoing learning and improvement, as well as 

process and outcome driven. With the factors identified, 

hypothesis was created in order to identify its relationship 

with job performance. The hypotheses are:  

 

Hypothesis 1: There is a positive   relationship between 

respect for people and job performance.  

The lean behaviour factor, respect for people had a low 

positive correlation with job performance. The correlation 

coefficient value is only 0.393. The significance value is less 

than 0.05. Despite the low value, the data is still considered 

significant. Hence, the hypothesis is accepted. Although the 

factor respect for people with job performance has the 

lowest correlation coefficient compared to others, it cannot 

be denied that respect is connecting factor within a company 

environment to work as teams to enhance job performance. 

This is proven through the work of Rego, et al., 2007 

whereby employees that exhibit respectful behaviour tends 

to express their ideas more outspokenly and this increases 

their intrinsic motivation which enables them to search for 

new and more effective ways of working. Another past 

research conducted by Jacobsen in 2013 has also shown that 

respect is one of the core value in organizations as it plays 

an important role in organizational engagement to get a job 

done.  

Jacobsen went on to say that if a worker feels like being 

respected, they are more likely to have an efficient 

connection with a team, a manager, or the organisation as a 

whole. Developing an atmosphere with plenty of regard is 

essential to a smooth manufacturing process. A survey 

conducted in Harvard, showed in exact opposite results 

contrary to this research survey whereby when employee are 

not treated with respect, 66% said that their performance 

declined, 38% decreased the quality of their work, 47% 

decreased the time spend at work, 48% decreased their work 

effort and etc. (Porath and Pearson, 2013).  

Hypothesis 2: There is a positive relationship between 

continuous learning and improvement and job performance.  

This hypothesis demonstrated a moderate beneficial 

connection between ongoing learning and improvement and 

job performance. The correlation coefficient value is 0.667. 

The significant value is less than 0.05. Hence, the data is 

significant. Thus, the hypothesis is accepted. Despite 

showing moderate correlation between continuous learning 

and improvement with job performance, it can be seen that 

from the results obtained that there is a high importance for 

employees to always share information and ideas for the 

company. It is also the responsibility of the company to 

provide opportunities for employees to improve and enhance 

themselves. The result obtained is similar to case study from 

previous researcher whereby the researcher agrees that 

continuous learning facilitates behavioural change among 

employees that can lead to improved performance in a 

business study conducted in Colorado, United States. He 

went by adding that all businesses competing in an 

aggressive and unstable environments must pursue the 

process of learning so that performance can be improved 

(Slater. F and Narver.C, 2016).  In a conference proceedings 

by J. Pettersen (2008), also emphasized the need for learning 

and continuous learning. The findings has shown that there 

is a clear need and focus for employees that implement lean 

practices to have continuous improvement and implies that 

some form of learning is required to elevate performances 

(Pettersen, 2008).  

Hypothesis 3: There is positive relationship between 

process and result driven and job performance.  

The hypothesis revealed a highly beneficial connection 

between process-driven consequence and job performance. 

The correlation coefficient value is 0.840. The significant 

value is less than 0.05. Hence, the data is significant. Thus, 

the hypothesis is accepted. The strong positive connection 

between process and outcome driven and work efficiency 

demonstrates us that having a clear description of the work 

they do has an impact on the performance of the job. 

Employees need to have a sense of responsibility in the 

process that they are doing in order to achieve a target goal. 

This can be done by following orders correctly that is given 

to them to perform a task. A study conducted by Rizwan 

(2014), proved in that when an employee is unsure of his/her 

job description, then he/she will not be able to perform the 

job well. He added that this situation could also lead to job 

stress.  

The findings by Schaffer and Thomson (2000) has also 

supported the findings of this research by saying that when 

the nature of the job is result driven, it helps the 

organization to skip long preparation and procedure and 

accomplishes the targeted work performance that is needed 

(Schaffer & Thomson, 2000). 
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VII. RECOMMENDATION FOR FUTURE 

RESEARCHER 

For future researcher, the researcher would strongly 

suggest different methods of collecting data such as 

conducting interviews so that respondents can provide their 

own perspective or opinion instead of the basic theory. This 

way future researcher will be able pick up minor details or 

opinions that could not have been included in this research. 

Next, the future researcher can focus on any other 

departments of any other company. This is because the 

issues or problem discussed in this research is seen to be 

evident even in an office environment based on past 

literature reviews. The effect of lean behaviour on job 

performance can even influence other manufacturing 

industry in Malaysia (Ngadiman et al., 2012).  
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