SEASF AR EF RS F AL
A~
Master Program in Management Sciences

Department of Business Administration

College of Management

Nanhua University

Master Thesis

¥ +ﬁ= 1 i s 108k g ~ 183 2891
f}1 1?';”% 1%2%’33—_ J.l*t‘l%«nb 1 ERRiE S ¢ A Rk

The Study of the Influence Among Job Characteristics, Job

Satisfaction, Involvement, Job Attitude on Job Performance
in Cambodia: Mediation Effect of Job Competency, Job

Empowerment

T R¥E
Sopheak Mung

pEERE EREEL
Advisor: Hsin-Kuang Chi, Ph.D.

PEX KR 109 & 6 2
June 2020



= I S -
SR FHERLETEMSSER LI
B4 B %o

FHAMETFAL - THEBE - THBEABTFBRES TGS
W — L AR BR AR S AR R A b B
The Study of the influence Ameng Job Characteristics, Job Satisfaction,
Involvement, Job Attitude on Job Performance in Cambodia: Mediation
Effect of Job Competency, JTob Empowerment

o b b : 2
Eﬁﬁa_—‘-t . T ﬁx:r——i' ri -*'-"":-___‘Il '-'\’.f':'_'?'|':".-'-'.'.-<'-“L".::

L

(AR AR

"

waee: (0054

#EAER ) f«\”' ﬁ_,fﬂr

oG P EREE 108 £ 12 H 25 B



Letter of Recommendation for ABT Masters

Mung Sopheak, a student of NHU Master Program for Business Administration
for 2 years, has completed all of the courses and theses required for graduation.

1. In terms of studies, Mung Sopheak has acquired 36 credits, passed all of the
obligatory subjects such as Strategic management, Business research method,
Operation management, Management science etc. (Please refer to transcript.)

2. In terms of theses, Mung Sopheak has completed the following:

i. Master thesis:The study of the influence among job characteristics, job
involvement, job attitude on job performance in Cambodia --Mediation
Effect of job satisfaction, job competency and job empowerment

ii. Conference: The study of the influence among job characteristics, job
involvement, job attitude on job performance in Cambodia --Mediation
Effect of job satisfaction, job competency and job empowerment

I believe that Mung Sopheak has already received full formative education of
NHU Master Program for Business Management and is qualified to apply for
Master’s Degree Examination. There-fore, I hereby recommend his/her preliminary
paper, The study of the influence among job characteristics, job involvement, job
attitude on job performance in Cambodia --Mediation Effect of job satisfaction, job
competency and job empowerment

Academic Advisor: 4 @/(f‘é) %/

Date: o8/)>/12



ACKNOWLEDGEMENT

Firstly, I would like to express my deepest gratitude to my advisor Professor
Chi-Hsin-Kuang, for his guidance, kindness, patience, time and utmost effort

during the whole process of my dissertation writing process.

Secondly, besides my advisor, I would like to say thanks to Ms. Thi That
Pham for helping me throughout my thesis process and Mr. Phan Pijeijesda
and Mr. Ngo Lyheang for all advices and helpful suggestions, I also would
like to say thanks to my friends, classmates, who gave me a helpful
interaction and exchange idea culture, thanks for encouraging me to do better
and more in preparation for this dissertation, especially for the research of
statistical analysis patiently corrected grammar and writing styles for my

thesis.

Thirdly, this dissertation would not have been possible without the support of
my family including my sisters who are always believing, encouraging and
supporting me especially my parents who always be my heroes and given me

everything of need, I will never forget their love and support in my life.

Finally, I also want to say thank you to the respondents who are helping me

fill the questionnaire.

il



R EAREEPRR AP RPFHIIT
18F#R% 2FFHALHmFR
WY P CFEHRF FLERME IR, TR FE
ﬁ&ﬁlﬁgﬁiﬁy—ulﬁﬁﬁﬁlﬁﬁﬁﬁ
PR
SN ¥ X HExF e EL

v FREoR R BR ko Wi RN 2L SRE FF 0 BRT

FER SO RE TR - GHFAY o W EREL THFGE - 1 (T4

il



Title of Thesis: The Study of the influence Among Job Characteristics, Job
Satisfaction, Involvement, Job Attitude on Job Performance
in Cambodia: Mediation Effect of Job Competency, Job
Empowerment

Department: Master Program in Management Sciences, Department of

Business Administration, Nanhua University

Graduate Date: June 2020 Degree Conferred: M.B.A
Name of Student: Sopheak Mung Advisor: Hsin-Kuang Chi
ABSTRACT

This study aims to investigate the interrelationships among different
variables, namely job characteristics, job competency, job empowerment, job
satisfaction, job involvement, job attitude, and job performance and mainly
concentrate on the influence factors of the job performance. Every
organization is required to understand deeply about the above factors to
maintain, develop, and increase organizational performance. By
understanding all of those driving forces factors, organizations can ensure the
organization's goals will be accomplished. This study aims to examine the
employee's performance by measuring job characteristics, job competency,
job empowerment, job involvement, job attitude, job satisfaction, and job
performance with both mediation and moderation effect. The primary
research used the quantitative method of job questionnaires as the survey
method that was conducted by using the quantitative method of surveying
the  questionnaire of total 360 respondents who are employed and the
business owners in Cambodia. It also concluded some of the implications of
the findings, which can provide organizations, young entrepreneurs, and
business owners some insightful on how to improve employees’ job

performance. Last but not least, offered some directions for possible future

v



researches are showed as considerate evidence. Then, the recommendations
will be provided for future study improvement.
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CHAPTER ONE
INTRODUCTION

1.1 Research Background and Research Motivation

In today world, the human resource sector has taken part in a vital role
in organization development and on the verge of changing for adapting the
new context base on job characteristics. The jobs are developing day by day
and the people are moving and changing their behavior depends on the jobs
accordingly. On the trend of human resource management, the whole
workforces are required to know their job precisely. We all accept that people
are complicated and working with people is even more complicated and
sophisticated, because of individuals have distinct characteristics and different
attitudes towards their working environment. Thus, the study of the influence
among job characteristics, job competency, job empowerment, and job
satisfaction on job performance crucially impact on organizational success.
According to the evidence from the past research, we understand that among
job characteristics, job competency, job empowerment and job satisfaction are
all connected as well as have relationship with job performance. Initially,
employees need to understand the type of job characteristic which they are
doing and then they will understand more about the other important elements
such as job competency, job empowerment, and job satisfaction and so on
will definitely lead to increase job performance.

Secondly, this research would contribute a lot to the Human Resource
Department in Cambodia context and beyond in terms of providing solid
information base on the details factors of human resource management within
every organization. Beyond that, this research would facilitate the main
functions of human resources management so-called planning, organizing,

directing, and controlling, forecasting, performance appraisal, and so on.



Through the details result finding of this research, the human resource
department can apply it to improve their performance by focusing on the
crucial areas such as giving the clear definition of job characteristics to
employees, to improve skills competently in every employee, how to delegate
the power to employees and make them feel satisfied with their jobs. More
than that make sure that the employees are willing to get involved with their
job as well as organization to commit the best result of their works and finally
increase their job performance.

Thirdly, this research would contribute the fruitful and practical
information to the recruitment and selection department which are known as
the very important function in every human resource decision, basically in
Cambodia. The recruitment and selection department is the main player part
for every organization, as it played in various action mainly in attracting,
sourcing and finding the right candidates for filling in vacancies in an
organization, therefore this research would help the recruiters in Cambodia as
a blueprint for recruiting potential candidates to fill in the right positions and
promoting the productivity through the right evaluation which obtains from
the contribution of this research in particular. Moreover, by using the
knowledge review from the research it would help human resource personnel
to adjust the strategies as well as the technique in recruiting and selecting the
right candidates effectively. Moreover, it would provide the practical concept
for retaining the pool candidates to stay with the company longer and makes
them feel attached more to their workplace through satisfaction and work

commitment.



Job characteristic defined by Price and Muller (1986) As to the extent
to which a job requires many activities of different skills that would be the set
of various actions in performing the job is requiring the use of a variety of
skills and knowledge of the employees as involved some of the main factors
such as task identity, variety of skill, job autonomy. Employees are required
to have insight knowledge about their job characteristics for beneficial to
them to improve their performance and competitive advantage in their job. By
knowing job characteristics employees could narrow down their skills,
identify their tasks, and develop their talents efficiently. In the current world,
the way we work has been changed and the job even updated faster than ever.
Therefore, the leader in the organization, especially the human resource
department, needs to updated knowledge about job characteristics and make
sure that the employees are given all the important information about their job.
However, job satisfaction plays a critical role in ensuring organizational
performance. Though the employees who are satisfied with their job they are
more likely to perform their better or in a different level of performance.
According to the theory of common sense from Fisher (2003), has stated the
happy employees are those who increase more productive, or those
individuals who are satisfied with their jobs, they will commit more on their
jobs and most likely will perform better on the current holding jobs. Many
organizational leaders likely also believe that satisfaction causes performance
and would expect that organizational efforts aimed at improving employee
satisfaction will result in increases in performance.

The job competency is useful to enhance human performance at work.
Employees who have high competency tend to be more competitive and
achieve more in their careers. It’s undeniable that every organization are in
need of employees who have the full set of skills and knowledge to perform

the job for them. Undoubtedly, the employee who has high competency will



perform better than the other who doesn’t. Armstrong (2006) suggested that
job competency may lead to high levels of individual performance as well as
overall organizational performance.

As a further matter, job empowerment is crucial to strengthening the
employee's performance as well as employees’ satisfaction. The previous
research have found the people who worked in the hotel got psychological
empowerment can improve the level of efficiency of their works. When
employee consider he/her work is delightful and important, the level of their
performance also increased, understanding that they are capable to complete
the relevant tasks at the actual work by themselves and lowering down the
level of a feeling of uncertainty (Hechanova et al.,2006). In addition, the
organization which practice empowerment culture can actually increase the
positive attitude of their employees. Practices of empowerment have positive
effects on organizational success from an organizational psychology
perspective since workers generate positive attitudes and behaviors (Riordan
et al., 2005). Employees who are empowered will increase their performance
since the empower itself can provide them with the flexibility to respond to
unpredictable circumstances, improve the quality of service user experiences
and make more efficient use of their time with more productivity.

Job involvement is an essential element to help organization goals
outreach. Once employees involve with their job, they become an active
participants in his/her job and actively engaged in it. Glew et al. (1995)
defined the engagement of employees’ aims to increase the participation of
stakeholders in decisions that affect the organizational efficiency and well-
being of employees. Job attitude refers to employees are more likely to show
positive behavior when employees are satisfied with what they are doing, they

dedicated more with their work and their organizations with a strong



commitment to their institution as organizational citizenship behavior (OCBs)
engagement.

There is only an accurate way to measure whether one organization is
on the right trend, or its business operation is going well or not is to check
their employee's performance. The job performance is the way in which
employees perform their job in the high level of performance and increase
productivity and accuracy in problem-solving. Mohd Rashid et al. (2016) job
performance is the way of how employees performing their work in
strategically communicating with customers and solving the problems that
occurred. It has become an essential aspect of the company to assess the
success of its employees. Thus, job performance is the main driving force that

has driven the organization on the right track of success.



1.2 Research Objective

There are four primary objectives in this study to give a clear view of
what this study is all about
- To inspect the connection between the seven variables: Job characteristics,
job competency, job empowerment, job satisfaction, job involvement, job
attitude, and job performance
- To study the mediation effects of job competency, job satisfaction and job
empowerment while job characteristics in relation to job performance
- To investigate the moderation effects of job involvement, job attitude while
job characteristics in relation to job satisfaction
-To discover how demographic characteristics such as age, gender, education,

income level and work experience influence in my research model



1.3 The Procedure and Research Structure

First of all, this research chose a human topic related to the university students
and the employed, and then showed the research background, objectives and
motivations. After that, a literature review was shown in relation to job
characteristics, job competency, job empowerment, job satisfaction, job
involvement, job attitude and job performance, especially about the
interrelationship among seven researches constructs above. Thirdly,
conceptual model and hypotheses with interrelationships between each
construct were explored. Then, the questionnaire and data sample was
designed, focused on the Cambodia university students and the employed.
Next, data analysis and test had occurred. After that, the discussion about
these variables had been shown based on the results. Finally, the conclusions
and implications were showed base on the results of this thesis. The
respondents are Cambodia university students who are studying in Cambodia
and the currently employed people who are working in Cambodia. The
methodology to analyze data and hypotheses will be these techniques:

- Descriptive Statistic Analysis

- Factor Loading and Reliability Test

- The Independent Sample t-test

- ANOVA (one-way analysis of variance)

- Regression Analysis (Multiple regression and Hierarchical Regression)

The research process is describing in Figure 1.1 as below:



Research background, objectives, and motivations

4

Literature Review

-

development

(=

e

Data analysis and test

-

Data analysis and discussion of interrelationship between
variables

[ Construct of conceptual model and hypothesis

4

Conclusion and implication

Questionnaires and sample design ]

Figure 1.1 Research process

Source: Original Study



The content of this study was divided into five chapters which are
summarized of each chapter below:
- Chapter one: Introduction

Chapter one will show the research background, research objective and
research motivation of the study, bases on the research process and
establishment of conceptual model to raise the objectives.
- Chapter two: Literature Review

Chapter two will focus on the relationship of literature review which
regarding to job characteristics, job competency, job empowerment, job
satisfaction, job involvement, job attitude and job performance. The definition
of each research constructs will also be defined and explained.
- Chapter three: Method of research

Chapter three will show the framework model and construct
measurements with the research design for this study were outlined. Besides,
sampling plan, questionnaire design, data collecting process and technique
methodologies have been discussed as well.
- Chapter four: Research Analysis and Finding

Chapter four will show the rate of respondents’ characteristics in the
first table. After that, will be the table of descriptive statistics for
questionnaire items. Next, the result table of factor loading and reliability test
for each item of research constructs will be presented in the middle part of
chapter four. After that, the results for each hypothesis would be presented for
detailed discussion.
- Chapter Five: Conclusions and suggestions

Chapter five will summarize the main results in this study as well as
the discussion and implication. Based on the results, the suggestion and

recommendation for future researches will be presented.



CHAPTER TWO
LITERATURE REVIEW

This chapter discussed the previous studied regarding the seven
constructs: Job characteristics, job competency, job involvement, job attitude,
job satisfaction, job empowerment, and job performance that related theories.

How those variables have relationship and interrelation with one another.

2.1 Job Characteristics

Many researchers over the years have done researches on job
characteristics. Literally, job characteristic is explained as the degree to which
a variety of different activities, are required in the performance of the work
such as task identity, variety of skills, job autonomy it requires the use of a
variety of employees ' expertise, knowledge and skills combined to processing
the performance characteristics (Hackman et al., 1974). As the research from
Coelho and Augusto (2010) have argued the task identity allows workers to
believe in the perception as the job is important, meaningful and valuable; it
will also inspire employees to work more intelligently and to accomplish
more. Task identification is the degree to which the employee completes a job
as the whole process of doing and recognizable workpieces that are required
to put effort and the level of understanding from the beginning to the end of
the job with the actual result (Hackman et al. 1976). The identity of the role
has been adapted and explicated as to what degree an individual can do the
job from start to finish (Hackman & Oldham, 1976). They pursuing the
relevant research in 1974 and further clarified the autonomy is the extent to
which a job 1s given workers flexibility, independence and discretion to
schedule their work and to decide the procedures to be used to perform in

their actual works, it would be the given of the sense of freedom in order to
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let employees to accomplish their jobs. In autonomy, jobs are more dependent
on the effort, initiative and decision of the employee than on the adequacy of
supervisory instructions or compliance with standard operating procedures, in
doing so employees actually have the freedom to find the way of which they
prefer to do and familiarize with it. When job autonomy is high; it provides
employees the personal control that enables them to manipulate as well as
manage their environment to make it less stressful and more accomplishments
as rewarding (Ganster et al., 1989). By Coelho and Augusto (2010) suggested
that autonomy will inspire workers and encourage them to try out new
initiative innovation and learn from them the performance outcome and to use
their skills related to the areas of territory owned or controlled by their own
responsibility. A variety of skills referred to the extent to which an employee
needs to use different knowledge, skills and talents to apply to her job
(Hackman et al., 1976). Nair and Vohra (2010) have found Knowledge
workers who view their job as lacking a variety of skills are likely to feel
isolation or estrangement from the part of their colleagues and are less likely

to work or take care of workplace events.

2.2 Job Competency

Job competency refers to the ability of employees which they carry out to be
performed in their daily works. As it involves with ability to present and
communicate personal knowledge, skills and competence to the inside
organization and outside organization so-called the labor market (Blonk et al.,
2013). Cushman and Craig (1976) suggested managers should have listening
and negotiation skills because they are the core abilities and they are the key
factors in communication skills that reflected as the competency. According
to Schultz (1975), the competencies are imperative for an innovation that

allows individuals or employees to participate actively in at least one activity
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that can transform new ideas into acquiring productivity in the operation.
Career competencies have been played in very essential roles in present
dynamic work environments it’s increasingly important in applying to the
working environment. Arthur et al. (1995) discussed that personal
competence such as skills or having the necessary ability and knowledge to
perform the job successfully should represent various forms of knowledge.
Career skills can be divided into three types: "knowing why," "knowing who"
and "knowing how" skills. The first category concerns career motivation, the
personal significance of work and identification of themselves at work. The
second category concerns networks and contacts relevant to the career. The
third category includes skills relevant to the job and knowledge related to the
job. Additionally, employees with high professional skills and high
competency tend to achieve a high level of employee involvement and job
engagement because "knowing why" can explain them the reason of doing
they current job and that career skills can also inspire individuals as an
internal motivation. The working individuals who obtain a high level of
internal motivation tend to be performed their work more because they have
an inner desire to commit more time and devote more energy to their
professional careers. (Brown, 1996). Moss et al., (2007) also argued that a
person with higher career competence might increase job performance to
higher levels because they hold the ability to do something successfully and
efficiently. According to recent labor market trends, in terms of increasing
the transition, more versatility has involved in escalating demands on workers
to take more accountability and responsible for the level of performance of

their jobs and their careers management (Segers & Inceoglu, 2012).
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2.3 Job Empowerment

In modern organizations, the new ways of working have been created to
facilitate the organizational workflow. An effective team working and
individuals empowerment are important for increasing productivity at work.
By team working and individual empowering, organizations gain synergy.
Practicing empowerment in the organization often take the form to move
forwards in a purposeful way of human resource management practices, such
as sharing information with one another, autonomy through working
boundaries and limitation, and responsibility for the team (Seibert et al., 2004).
Wall, Cordery, and Clegg (2002) found that the lower-level the clear
decision-making power of the employee and the responsibility are contributed
to the way to achieve the desired result and succeeded it. Empowerment is a
term or a conceptual theory that connects individual strengths, skills, and
natural systems of assistance and constructive actions to social policy and
social change with the competent of individuals and proactive behavior.
Therefore, the term empowerment is strongly connected to people’s
motivation and individual satisfaction (Somech, 2005). Employees who can
take decisions on their own and implement changes respectively are likely to
take more responsibility for their work and maybe more driven to produce a
product or service of high quality (Thamizhmanii, 2010). Due to the wide
range of departing from traditional conceptions of the employer-employee
relationship, the organizations have gradually realized the importance of
empowering as it leads to workers' motivation and providing them with
incentives for involvement to participating in decision-making and self-
governed (Park et al., 2014). According to Jackson & Schuler (1989),
companies adopt empowerment practices by promoting knowledge, risk-
taking and commitment of employees because it will take part in

strengthening the organizational performance. Particularly, the previous
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researched also argued that practices of empowerment boost the human
capital of businesses by giving workers the opportunity to make best use of
their knowledge and skills to the jobs that carry on (Riordan et al., 2005). By
Zhang & Bartol, (2010) the empowerment management is essentially
cultivated and preserving a condition of beneficial the organization-employee

relations.

2.4 Job Involvement

Job involvement refers to be positive energetic participation in one's work or
the determining level of engagement to the degree individual is actively
participating or involving in their work. Job involvement was defined as the
achievement of the needs of employees and enables them to be satisfied the
accomplishment of their job engagement. Glew et al. (1995) defined the
engagement of employees’ aims to increase the participation of stakeholders
in decisions making that affect organizational efficiency and well-being of
employees. This can be explained and be predicted in four factors (power,
information, knowledge and skill, and rewards) all are the key determinant
factors that encourage the participation of workers or employees. Pierce et al.
(2002) recommended leaders are required to support the participation of
employees in driving and accelerating organizational change through the
individual's involvement. As stated by Lodhal and Kejner (1965) job
involvement as the extent to which end people have recognized the
psychological identity in their job value and the importance of having it in
their dignity and reputation. As claimed by Kanungo (1982) and Fletcher
(1998) have been discussed that job involvement should have been viewed as
an involvement of identifying the state of psychologically reinforced by a
perception or learning moment of an acceptance faith. Furthermore

explanation by Lodahl and Kejner (1965) job involvement is relatively to the
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healthy and positive participation of an employee in the workplace. In
contrast, the state of being alienated of the workplace was seen as its opposite
direction which involving loss of identity and alienation from the working
condition. As such job involvements allude to cognitive or psychological
connection state with one's work which has been identified precisely
(Kanungo, 1982). Elloy, Everett, and Flynn (1995) job involvement refers to a
cognitive tied as a fasten relationship together among people can form with
their job participation. By Paullay, Alliger, and Stone-Romero (1994) have
argued job involvement as a psychological involvement state in which
individual is cognitively aware, engaged and concerned with his or her current
job. DeCarufel and Schaan (1990) were stated job involvement raised higher
work performance. Cheng and Hsieh, (2010) denoted that job involvement is
the product which produced from the positively results from the workforce
which was generated and organizational culture. Job involvement is also
having been considered as the essential key factor affecting the quality of
employees ‘performance and organizational results withhold (Zhang, 2014).
Through improving job involvements the organization be able to enhance and
improve work engagement accelerating organizational commitment, job
satisfaction and maximizing the greater size of efficiency of an employee as
well as decreases absenteeism and attrition, and increases organizational

performance (Lambert and Paoline, 2012).
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2.5 Job Attitude

Job attitude refers to individuals attitude tend to be showing positive
behavior as employees being happy with their work, they will commit to their
organizations with a strong commitment through the devote actions as causes
highly involved in organizational citizenship behavior (OCBs). Ramlee et al.,
(2016) job attitude referred to natural emotions and values on the part of
workers profoundly influence how they deal with and view the surrounding
environment. Attitudes have sharpened the way from a mental point of view
as we look at things and how we feel about it the way that our attitude has
sharpen, therefore it's not immense when the attitude of the employees effect
their perception or the way they are thinking of their working environment.
Riketta (2008) job attitude shows the positive behaviors of employees and has
been notable as the fulfillment of the priority goals of the company to be
accomplished. Job attitude influences the workers’ performance. Overall,
employees’ attitude to their satisfaction and engagement is a critical point for
attaining and achieving better output (Velnampy, 2008). According to Lee
and Chen (2013) job attitude is the fundamental factor for ensuring the quality
of delivery services to the customers. Stated by Bolino et al., (2002) workers
tend to be offering more activities if they are enjoyed to what they are being
done, literally they will put more commitment to their responsibility works.
Judge and Kammeyer-Mueller (2012) defined job attitude as an evaluation of
one's work, sharing one's emotions, create one’s values and offer more
commitment to their job. Parker et al. (2003) suggested depends on meta-
analysis of the literature on organizational behavior supports the notion that
psychological environment influences on job satisfaction and organizational
engagement. Christiansen, Sliter, and Frost (2014) found that workers
appeared to be less happy at work when carrying out work tasks that were

incompatible with their arrangements and their preferences or not familiarize
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with. Studying job attitudes is essential because they are helping us to be
predictable the thing such as behaviors that will enlarge the quality of job
performance and removal actions (Harrison, Newman, & Roth, 2006). There
was increasing awareness of the strong influence of organizational culture on
employee actions and attitudes towards the relevant job was given the impact
on achieving job satisfaction and organizational commitment (Yazdani and
Yaghoubi, 2011; Khan, Mariyum, Pasha & Hasnain, 2011; Goldeston, 2007;
Aarons & Sawitzky, 2006). Additionally, job attitude can affect both inside
and outside the actions of the company. As we can say, workers who consider
social responsibility in the company would influence the way of thinking of
employees to be thinking in positive attitude to their work and more likely to
take part in supporting to their workplace with disposition (Ramlee et al.,
2016). According to David, Daniel and Philip (2006) job attitudes is
interacted in the positive relationships between and organizational behavior.
Additionally, job attitude showed up as having a significantly related to a
deeper understanding on work behavior in the organization. The positive
working attitude to the workforce will lead individuals to participate more
efficiently in the workplace; this healthy bond will coordinate working
engagement effectively. (Ramlee et al., 2016) as claimed by Ackfeldt and
Coote (2005) job attitude is a combination of the component of job
satisfaction and contribution to organizational commitment would be
predicted the variable of organizational citizenship behavior. Ying et al.,
(2016) job attitude is containing of the two substantial elements namely job

satisfaction and organizational commitment.
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2.6 Job Satisfaction

Job satisfaction refers to people's feelings of being satisfied with their
job such as working conditions, career development, which acts as a
motivation to work. Job satisfaction is a considerable importance employee
attitude with a major influence on the mental, emotional and behavioral
aspects of the work and life of individuals. It also has many implications for
well-being as a part of employees’ satisfaction and impacts on both parties’
workers and organizations (Judge and Klinger, 2008). Weiss (2002)
distinguished the employee’s satisfaction as an affirmative state of emotion
and arising of showing feelings from the evaluation of an individual's work.
When the level of job satisfaction becomes higher, it will inspire employees
to put more effort and commitment eventually will raise up their performance
and success of the organization as a whole (Bayarcelik & Findikli, 2016).
Hwa Ko (2012) Job satisfaction is the first step and the fundamental strategies
for every organization to be implemented because it will reduce the number
employee turnover as well as increase the retention of employees for the
organization. Employee behaviour, high quality of service and customer
satisfaction all cultivate from job satisfaction as a necessary base (Arnett et al.,
2002). Job satisfaction has been a functional of the relationship between the
perceiving expectations of employees about work and the reality working they
actually obtain from that job, therefore it’s important for representing the
interest that workers to their employment expectation (Hwa Ko, 2012). Job
satisfaction indicators provide two main sectors of motivation namely
intrinsic and extrinsic satisfaction. Intrinsic satisfaction is calculated by the
level of achievement, the freedom that they got, while extrinsic satisfaction
involves salary, promoted opportunity, and relationships with other coworkers
and working conditions (Mount and Bartlett, 2002). Job satisfaction is a

behavioral measurement that relates knowledge of past experiences and
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rewards current job interactions, is the perceived connection between what
workers expect to get and what the actual thing they receive from their jobs
and reflected the emotional measurement on how important or beneficial to
them in their career life (Lawler, 1995). As stated by Frye and Mount (2007)
they have exhibited job satisfaction as a good and optimistic emotional
condition arising from the evaluation of employee’s position and work
experience. As claimed by previous study job satisfaction was not isolated
because of the main affected through the conditions of job and company such
as equal compensation, incentives for growth, involvement in the form of
support from supervisors, benefits from working conditions, learning
leadership styles and participation in decision-making (Chang & Lee, 2007;
Herzberg, 1966; Mansoor & Tayib, 2010). The importance of job satisfaction
have found as an essential indicator, which can cause employee behaviors
toward organization to be positive that will affect organizational performance

and function of it (Rowden, 2002).
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2.7 Job Performance

Job performance referred to the way that workers demonstrate the
ability to their job as well as increasing productivities and accuracy to resolve
the problems with the positive result. Mohd Rashid et al (2016) job
performance is the way in which employees perform theirs in terms of
delivering services to satisfy customers. It turned to be a significant
measurement of the organizational performance as using job performance for
measuring employees’ performance. The performance of the employees
represents as outcomes or results of the behavior of everyone that showing
through their performance (Sonnentag and Frese,2002). According to Bartram
(2005) have been argued that it has predicted that workers with good
knowledge of their work will do their job effectively. Job performance alludes
to behaviors related to organizational objectives that are controlled by each
individual in the whole workforce (Babin and Boles,1996; Ellinger et al.,
2008). Murphy (1989), defined job performance is consequence and outcome
performed which demonstrates by the worker of specific tasks comprising
standard base on given job descriptions and indicating the effects of other
factors such as maintaining good interpersonal relations, absenteeism, and
withdrawal behaviors, substance abuse and other behaviors that enlarge the

amount of danger or trouble at workplace and organization as a whole.
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2.8 Hypotheses Development
2.8.1: Job characteristics with job performance

Job characteristics are related significantly to job satisfaction and
performance (Daniel J. Brass, 1981). Another research found that job
characteristics were significant relationship to citizenship performance (Bono
et al.,2006). The previous study also explored by analyzing the work involved
as a reasonable attitude that mediated the relationship between job
characteristics and job performance (Yean et al.,2015). After tested the
hypothesis the result showed that when a job allows workers to make a
practical utilizing a variety of skills to perform the job, the level of motivation
can be gained. The theory also implies that the personality of the job concerns
the desire to be more holistic and consistent with the work at hand.

Hypothesis HI1: There is a significant effect between job

characteristics and job performance

2.8.2: Job characteristics with job empowerment

Job characteristics and job empowerment have significant relationships with
one another. According to the research have been conducted by Senecal and
Kosetnre (1997) has identified the investigation and uncovered that job
characteristic were primarily engaged in empowering of employees, which
have shown by the results was tested between these two variables, the amount
of stated variation in each empowerment aspect. Moreover, based on the
analysis at specific points, job characteristics tend to be related in opposite
ways to different aspects of empowerment. For example, operating in an
autonomous environment, seemed to promote feelings of autonomy and effect,
but such contexts often challenged competency and literally impact the
feelings of workers. As we can say job characteristics provides the better

environment to the people but it depends on the competent of individuals in
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particular how to manage those challenge. Providing autonomy environments
also significantly associated with the autonomy of personal sentiments in line
with responsibility and ability of employees, and related positively to having
an impact through employee’s work.

Hypothesis H2: There is a significant effect between job characteristics and

job empowerment

2.8.3: Job empowerment with job performance

Job empowerment has significant relationship with job performance.
According to many researches have been done before argued that for’
strengthening psychological for employees through empowerment, has
provided the majority of staff, mostly they accepted that they believed the
hotel was motivated to complete their tasks; this evidence found by Chiang
and Jang’s studies (20080 among employees in Taiwan hotel, where the
psychological empowerment of hotel staff in Taiwan seemed not so high. The
previous research confirmed that psychological empowerment has strength
the emotion of workers to have a positive impact on job performance (Chiang
& Hsieh, 2012). As stated by Hechanova et al., (2006) has noted job
performance of hotels has been increased after enhancing employees’
psychological empowerment. Literally, when every employee consider their
job work important and given such meaningful to them, they tend to increase
their level of improvement and job performance, by believing they can
complete related tasks or relevant job on their own at work and have less
feeling of uncertainty (Liden et al., 2000). By extended from past research
was shown the job empowerment has effected positively related to job
performance that would be helpful for elaborating the relationships between
other variables and performance simultaneously in term of delivering or

delegate power (Chen et al., 2007). Moreover, the researcher also found an

22



individual empowerment predicted individual performance positively, which
in turn added to influence on performance as a whole team. Teams with less
power distance from the supervisor they can get power to decide or discuss
what to do are more likely to achieve more positive results because of the
importance of trust in their organization the cutting some bureaucratic work
or procedure that might be wasting time.

Hypothesis H3: There is a significant effect between job empowerment and

job performance

2.8.4: Job characteristics with job competency

The study discussed the findings of the results and indicated job
characteristics existing in the environment of working could be particularly
significant to related job and welfare when people have sharpened their
working environment proactively and improving professional skills and
competent (Tims &Akkermans, 2017). On the other hand, due to the previous
study has pointed the unique illustrative the power of the variable job crafting
(element of job characteristics) held job competent and behavioral
determining above and beyond directly of the relationship and job
characteristics perspective. One explanation may be that work crafting and
career skills and competency need some particular autonomy, which would
indicate that the direction of interpretation is implicit in both other directions,
at least in terms of autonomy. Nevertheless, this argument also has been
discussed as people’s understanding of job-related and autonomy are more
likely to have a closely related to the commitment of their work compared to
work-related skills or career abilities or job competency, Which can be
considered to be the important constructs in the name of the relationship
between the research variable. In other words, the condition of employment

with ample the contributed from social care, flexibility and learning
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opportunities will promote the advancing of career competent and
professionalism, which would then encourage people to work in other levels
of involvement with their works.

Hypothesis H4: There is a significant effect between job characteristics and

job competency

2.8.5: Job competency with job performance

There were a numbers of past researched found job competency and
job performance have significant relationship with one another. As the result,
from previous researched conducted by Tutu and Constantin (2012) have
found the job competency and job performance were having relationship with
one another, have stated that there was significant relationship between the
variables of performance and competency has existed; the positive
correlations were found among job performance and job competency with
significant accepted, as the statistical acceptance of job competency
requirement, the ability was corresponding to the index. On the other hand,
the researchers also found that even though the qualifications, skill
competence and knowledge of the workforce contribute to the criterion of job
requirements, but do not give confidence and declare that the individuals will
be increased their performance or to be the high performer in the workplace.
Moreover, the researchers have underlined Two main contributions of the
research, namely the recognition and acceptance of existence that competent
solely was significant factor but not qualified enough for predicted or
guarantee that high level of performance will be measured and, secondly,
understand the fact that the other confidential individual variables as the
intimated may influence job performance the relationship with job
competency and might affect job performance and such. This analysis of the

research also showed that there was good support for all the theories about job
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competency and performance. The results showed that skills competent were
significantly related to job performance. Moreover, the researchers had all
been found the result to have come to an end that it is very necessary for
workers to be professional in order to perform well in their jobs (June &
Mahmood, 2011). Dhanakumars and Linders (2001) have found that job
performance and competency in relationship with each other. Moreover,
Heffernan and Flood (2000) claimed there was a positive relationship between
skills competent and job performance.

Hypothesis H5: There is a significant effect between job competency and job

performance

2.8.6: Job characteristics with job satisfaction

The previous researched have conducted the relationship between job
characteristics with job satisfaction and there were relationship between these
two variables for many years. Katsikea, Theodosiou, Perdikis & Kehagias,
(2011) found the structural well built and positive influence between the
essential characteristics of job autonomy, skill variety with job satisfaction.
Ali et al., (2014) has claimed the previous hypotheses of job characteristics
and job satisfaction are supported. However, as mentioned in the research
conducted by Biggs (2003) was found the contradiction results with the other
researches as a variety of skills seemed to be not strongly related in
relationship with job satisfaction because of the respondents came from the
different backgrounds in term of work field, education and so on. Charkhabi,
Alimohammadi and Charkhabi (2014) have found job characteristics was
fulfilled job satisfaction base on the required of job satisfaction such as the
necessity provided by autonomy and job significance that would give impact
on employees to feel self-esteem and competency for releasing the amount of

stress and tension from their jobs. The instalment of job characteristics will
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enable us to improve job satisfaction and reduction of the job demanding and
thereafter forces at workplace and the surrounding environment. Hauffet et al.,
(2015) have found relationship of job characteristics was significantly related
to job satisfaction; there were a moderation effect of those variable related to
other element of socio-economic and role of culture. They confirmed job
characteristics, and employees attributes, impacts on job satisfaction are
specific for characteristics differences among groups of respondents in a
particular countries, society or community. Moreover, the other cultural
dimensions also affected the relationship of variables job characteristics and
job satisfaction (House et al., 2004; Peltokorpi & Froese, 2014; Trompenaars,
1993) this could be because of cross-cultural and diverse nationality
differences that would impacted relationship among job characteristics and
job satisfaction.

Hypothesis H6: There is a significant effect between job characteristics and

job satisfaction

2.8.7: Job satisfaction with job performance

Wong et al., (2018) have been conducted the research and found the
significance of job satisfaction in which have full mediation effect on job
performance as the determinant factor. Even though there were many social
psychologists claim that attitudes predict behaviors that are acceptable and
corresponding. In contrast, the industrial-organizational psychologists have
been continued to argued about the majority centered attitude of jobs (job
satisfaction) was not relevant to the majority focused actions of the jobs (job
performance). Patton et al., (2001). Base on the theory of common sense from
Fisher (2003) the satisfied individuals are the most productive workers, or
those who are happy with what they do are tend be performance better in jobs

and normally increase the productivity at work. Jebran et al., (2018) found job
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satisfaction significantly mediated the relationship among personal job fit,
literally explained the jobs and the worker are get along well with each other
and job performance. In addition, this result can indicated there were
significant relationship of job satisfaction and job performance.

Hypothesis H7: There is a significant effect between job satisfaction and job

performance

2.8.8: Job involvement with job satisfaction

Employees involved deeply in their own work, they surely satisfy with
it, therefore, job involvement and job satisfaction have significant relationship
with one another. Kuruiiziim et al. (2009) have created and tested for the
structural model of organizational commitment model that hypothesized a
relationship among job involvement, job satisfaction and organizational
commitment. Due to this model, job involvement was relatively involved to
the dedication to company, which is affected job satisfaction inside the
company. As the conclusion, it has been shown the result of relationship
between work engagement and job satisfaction is significantly related. As
mentioned by Khan and Nemati (2011) and Yeh (2013) on the discussion
about analysis of job involvement was significantly related in relationship as
well as the impact on job satisfaction; they are unambiguous. In addition, the
research results have indicated that while work stressed was significantly
associated to job satisfaction but with intrinsic motivation negatively, and
they are significant linked to job involvement. In men respondents, there was
negative effect on job satisfaction with work overload and role conflict but in
contrast, those variables are significantly connected to job involvement;
among women respondents, intrinsic motivation is negatively connected to
work overload but also significantly related to job involvement (Susan J.

Lambert. 1991). There was the evidence from previous researched have been
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tested several hypothesizes between the relationships of various variables
such as job involvement, job stress, job satisfaction, and organizational
commitment and burnout they were all supported, so it can be explained that
job involvement and job satisfaction have relationship with each other (Baker
et al.,, 2009). Therefore, job satisfaction and job involvement were
significantly connected with one another, the more employees involved with
the job the more they satisfied with it as they found the true motivation to
compete their own tasks and counted as their accomplishment.

Hypothesis H8: There is a significant effect between job involvement and job

satisfaction

2.8.9: Job attitude with job satisfaction

The right job attitude is really important to ensure the productivity of
the workplace. The right job attitude will bring positive thinking about their
job and definitely it will create job satisfaction. The researchers have been
conducted some researches related to employee attitudes and job satisfaction
in sequence to understand better in terms of the relationship of the research’s
construct. Job satisfaction has been the chosen working mindset of the
employees and has caught up interested in many researchers in studying
organizational behaviors (Wright, 2005). According to (Ying et al., 2016)
have been discussed the statistical analysis evaluation between the
relationship of job satisfaction organizational commitments (an essential
element of job attitude) with correlation and the results revealed a statistically
significant correlation between these variables. Moreover, another researched
has been conducted by Ackfeldt and Coote (2005) has found job attitudes
include the component of organizational commitment and engagement, and
job satisfaction directly predicted the effect of the actions of organizational

citizenship behavior. Cheri Ostroff (1992) has found that there was significant
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relationship involving job satisfaction and job attitude. According to an
analysis of the correlation connected job satisfaction and organizational
commitment in between was shown that statistically significant correlation
(Ying et al., 2015). Thus, job attitude and job satisfaction are significantly
related because when employees possess the right attitude with their own job
they will definitely satisfy to work more. Individuals who have the right
attitude toward their job and organization are likely to lead to having job
satisfaction.

Hypothesis H9: There is a significant effect between job attitude and job

satisfaction

2.8.10: Job empowerment is a mediator between job characteristics and
job performance

Job empowerment creates for increasing individual and organizational
output to support workers achieve those individuals' objectives as allowing
them to take part in participation in the making decision, inspecting their
responsible works and finding the solution around the way to be fixed the
issues (Seibert, 2004). Kimolo (2013) have been studied the establishment
and found out there were significant relationship practices and employee
strategies of job performance with psychological empowerment. In addition,
Chow et al. (2006) suggested the fact that empowering is essentially related to
improving performance in the workforce. Based on the findings by previous
researched have found a close association between employee psychological
empowerment and employee job performance has been recognized. From the
result analysis disclose the meaning of significant relationship of some
variables such as competency, self-determination and influence on employee
job performance, all the constructive variables were expected to influence

employee performance. Psychological empowerment predicted employee
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performance and one substantial element of psychological empowerment was
found to be the most active component in accelerating company competent
and employees' performance. Therefore, workers tend to be committed to
having an increased quality of job performance if they considered their job
interesting or important to them, they are more likely to produce the better
productivity, when they are free to make decisions about how to do their job
(Olger F & Florescu M. S, 2015). S. Pentareddy and L. Suganthi (2015) have
argued empowerment has played a role as a mediator between job
characteristics the commitment individuals, the high empowerment would
impact the relationship of job characteristics and job performance. Job
characteristics influence the significance of empowerment and job
performance (Wallach & Mueller, 2006).

Hypothesis H10: Job empowerment mediates the relationship between job

characteristics and job performance

2.8.11: Job competency is a mediator between job characteristics and job
performance

There were many researchers have conducted the study related to the
mediation influence of job competency. By Tutu and Constantin (2012) have
found there was significant relationship between performance and job
competency. Moore et al (2003) suggested that the development strategies
including training techniques should have been focused on the relationship
and connection of the present horizontal amount of certain skills needed and
should be demonstrated through an immediate supervisor or managers and
measured the effect of training outcome on employees’ performance. On the
assumption of selection the employees, recruiting or hiring someone who is
already able to demonstrate the behavioral competence required for

performance excellence would be more cost-effective for the employment
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process. Dhanakumars and Linders (2001) have found job performance and
competency were in positive relationship related. Moreover, Heffernan and
Flood (2000) have discussed the relationship effect among job competency
and job performance and showed that there were significantly related. By
Tims and Akkermans (2017) have been discovered the working
environment and job characteristics can be particularly important for relevant
work and employees welfare as individuals have not sharpen their
surrounding environment at working place proactively and improving career
competent which required at workplace. By Blonk et al.(2013) have
uncovered the work environment with adequate social support, flexibility, and
development opportunities can promote the development of career competent
and skills variety, which can then encourage employees to involve with their
job in highly levels of commitment and job engagement, therefore the job
performance also increase respectively.

Hypothesis H11: Job competency mediates the relationship between job

characteristics and job performance

2.8.12: Job satisfaction is a mediator between job characteristics and job
performance

Charkhabi, Alimohammadi and Charkhabi, (2014) have examined the
mediating effect of job satisfaction on the relationship between job
characteristics and health outcomes and found there were significant.
Consistent with Hackman and Oldham's model, the existence of job
characteristics will satisfy job satisfaction needs such as the need for
autonomy and job significance and leading employees to feel self-worth and
competence and decrease their stress. Ali et al., (2014) has claimed that all
hypotheses between job characteristics and job satisfaction are supported.

However, research conducted by Biggs (2003) contradicted the current study
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where skill variety has a weak relationship with job satisfaction due to the
differing backgrounds of the respondents. Wong et al., (2018) have been
conducted the research and found the importance of job satisfaction, which
fully-mediates the effects of these determinants on job performance. Yet,
although most social psychologists would argue that attitudes do predict
corresponding behaviors, industrial-organizational psychologists continue to
hold the view that the most focal attitude about the job (job satisfaction) is
unrelated to the most focal behavior on the job (job performance) Patton et al.,
(2001). The researchers have found the result of perceived job characteristics
were significantly and positively related to citizenship performance (Bono et
al.,2006).

Hypothesis H12: Job satisfaction mediates the relationship between job

characteristics and job performance

2.8.13: Moderation of job involvement on job characteristic and job
satisfaction

Khan and Nemati (2011) and Yeh (2013) have declared the finding of
job involvement was significantly effects on job satisfaction and is
unequivocal. In addition, the data indicated that there was a controversial
opposite while work stressed was negatively connected to job satisfaction and
intrinsic motivation, but it was associated positively with job involvement.
Base on their study, work overload and position conflict among men
respondents were associated with negative impact to job satisfaction, in
contrast, it is associated with positive impact to job involvement; women
respondents, work overload was associated with negative related to intrinsic
motivation, but was associated with positive related to job involvement
(Susan J. Lambert. 1991). There were some hypothesized relationships that

were endorsed between the variables of job involvement, work stress, job
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satisfaction and organizational commitment and burnout (Baker et al., 2009).
Additionally, job involvement was significantly related to the recorded level
of emotional exhaustion of correctional individuals. Hackman and Lawler
(1971) proposed that there was effect job involvement on job satisfaction
according to their study. Morris and Venkatesh (2010) have advanced and
tested a model of how and why the introduction of an ERP program
influences the relationship between the job characteristics and job satisfaction
of workers in the organization. They theoretician the indicating a connection
of relationships among components of JCM's five job features (Job
Characteristics Model) and the introduction of the ERP program moderated
the impact on job satisfaction variety of skill, job autonomy and the amount of
feedback provided where all of those components would enhance job
satisfaction. On the other hand, and significance job, task identity, had a clear
positive impact on job satisfaction but were not the moderation effects.

Hypothesis H13: Job involvement moderates when job characteristics in

relationship with job satisfaction

2.8.14: Moderation of job attitude on job characteristic and job
satisfaction

By Cheri Ostroff (1992) there was significantly relationship involving the
variables of job attitude and job satisfaction. A working disposition is a series
of assessment of your work whether it is negative or positive it will effect
one’s feelings towards his/her job, due to this phenomenon, job attitude will
affect their job satisfaction. From the previous research that has been explored
there was a correlation significantly related to the variables of job satisfaction
and job attitude towards the contribution to organizational commitment in
between (Ying et al.,, 2015). Katsikea, Theodosiou, Perdikis & Kehagias,

(2011) found that the job characteristics (autonomy) have a significant
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positively correlation with job satisfaction. When employees understand their
own job they can decide what to do which means they have the right to decide
the technique forward the perform duties also the degree of independent
judgment and as a discretionary for their job that will influence them to feel
satisfied with their job. Ali et al., (2014) have claimed all theories and
hypothesis tested are endorsed between job satisfaction and job characteristics
were supported. Biggs (2003) has been investigated and found there was a
contradicted with the other researched due to characteristics of the data
analysis, as it’s The association between job characteristics. Job satisfaction
will be influenced based on the demographic variations, as the respondents
come from the context to which the respondents are in the particular group.
Hypothesis H14: Job attitude moderates when job characteristics in
relationship with job satisfaction
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CHAPTER THREE
RESEARCH METHODOLOGY

The objectives of chapter three are to explain the framework model and

The hypotheses with the measurement of the seven researches constructs.
Besides, it also introduces the research method to test the hypotheses
mentioned above. First of all, the chapter will describe the proposed
conceptual framework and hypotheses to be tested. Next, are the sampling
plan, questionnaire design, and the data analysis techniques that would be

shown in this chapter as well.

3.1 The Research Model
This study had developed a research framework based on the literature review
in chapter two; then, the hypotheses would be mentioned according to the

model, (see Figure 3.1).

H11
Hd 5| Job Competency Ho
Job Involvement
H13 i
lob Characteristics H6 Job Satisfaction H7 o lob Performance
M M
H14 H12
H9
H2 Job Attitude
H10
H3
M Job Empowerment

H1
Figure 3.1 Research Model
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Job characteristics are considered as independent variables, while job
performance is considered as a dependent variable. In addition, job
competency and job empowerment act as mediating variables and job
involvement, job attitude treated as moderating variables. According to Figure
3.1 and the above literature mentioned the hypotheses were constructed as
below: H1.There is a significant effect between job characteristics and job
performance.

H2.There is a significant effect between job characteristics and job
empowerment.

H3.There is a significant effect between job empowerment and job
performance.

H4.There is a significant effect between job characteristics and job
competency.

HS5.There is a significant effect between job competency and job performance.
H6.There is a significant effect between job characteristics and job
satisfaction.

H7.There is a significant effect between job satisfaction and job performance.
HS8.There is a significant effect between job involvement and job satisfaction.
H9.There is a significant effect between job attitude and job satisfaction.
H10.Job empowerment mediates the relation between job characteristics and
job performance.

H11.Job competency mediates the relation between job characteristics and job
performance.

H12. Job satisfaction mediates the relation between job characteristics and job
performance.

H13.Job involvement moderates when job characteristics in relation with job

satisfaction.
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H14.Job attitude moderates when job characteristics in relation with job

satisfaction.

3.2 Instrument

There is the survey conducted to collect data for variables of the study.
The research questionnaire with 62 items is developed to obtain the responses
from university students who currently study and the employed who currently
working in Cambodia. The research questionnaires were divided into two
sections. The first one consisted of seven constructs: job characteristics (9
items), job competency (5), job empowerment (9 items), job involvement (8
items), job attitude (6 items), job satisfaction (10 items), and job performance
(14 items). The second part was demographics which included gender, age,
education level, incomes working experience and employment (see appendix).
The comprehensive questionnaire contents of the research are shown in the
Appendix. The seven-point scale named Likert-type scales with “1”
equivalent to “strongly disagree”, “2” equivalent to “disagree”, “3” equivalent
to “slightly disagree”, “4” equivalent to “neutral”, “5” equivalent to “strongly
agree”, “6” equivalent to ‘“agree” and, “7” equivalent to “slightly agree”.
These scales were used to be measured the variables. The respondents were

asked to answer voluntarily based on their opinion for the survey.
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3.3 Translation

To collect the data for research, the principal respondents are Cambodia
university students and the employed. Therefore, the Khmer language plays
an essential role in data collection. In typically, the survey was designed by
English, after that, the Khmer language was used to translate all questionnaire
items into Khmer. It is to provide convenience to respondents to answer fast
and accurately. Last but not least, the questionnaire items are translated back
to English to check for any bias and correction. To complete this
questionnaire, the Cambodian nationality, currently a lecturer who is teaching
at university and graduated from Assumption University, Thailand majored in
business administration and has excellent skills in English as well as the
Khmer language, was asked to given his suggestion for all the questionnaire
items from English to translate into Khmer, to ensure that nothing is different
between the Khmer version and English version. Then, double check by
translating Khmer back into English one more time to make sure again.
Lastly, the incorrect words were removed and the final version of the
questionnaire in the Khmer language was completed after being carefully

discussed and modified.
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3.4 Pilot Test

A pilot test was conducted in Khmer version as a trial test to strengthening the
questionnaire‘s effectiveness. A pilot test was equipped by using google form
sending to the respondents in Cambodia, and 50 responses were collected.
Consequently, this trial data is analyzed in reliability test to get the internal
consistency of each item and factors. The acceptance amount of validity of
internal consistency would be reflected in the a value not less than 0.70 for
the study. As the results of the Cronbach’s o was shown that the
questionnaires of each variable had relatively high coefficient a higher than
0.70

3.5 Construct measurement

This study has studied seven research constructs, after that the
interrelationship among these variables also be assessed. The main identified
constructs are job characteristics, job competency, job empowerment, job
satisfaction, job involvement, job attitude, and job performance. Each
construct has its operational conceptions, and measurement items and the

appendix tables present the questionnaire items for this study.

3.5.1 Job characteristics

Hackman et al. (1974) job characteristics defined as the degree to which a
variety of different activities, are required in the performance of the work
such as task identity , variety of skills, job autonomy it requires the use of a
variety of employees ' expertise, knowledge and skills combined to processing
the performance characteristics. There are 9 items questionnaires as shown

below:
(JCHI). I understand my job role and job responsibility clearly

(JCH2). I clearly understand the job requirement of my position
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(JCH3). Understanding job characteristics can enable employees to perform
their well

(JCHA4). I can apply my skills and knowledge to my current job precisely

(JCHS). I can apply my skills and knowledge to my current job precisely
(JCH6). I can complete all the tasks which required

(JCH7). My job is required a variety of skills and knowledge
(JCHS). My ability is fit with my current job perfectly

(JCH9). I have variety of skills and knowledge which are responded to my job
well

3.5.2 Job competency

Job competency refers to involving with ability to present and communicate
personal knowledge, skills and competencies to the internal organization and
external organization so-called the labor market (Blonk et al.,2013) The list of

five questionnaire items for construct showed below:

(JC1). I can present skills and knowledge to meet with requirements in my

current job
(JC2). I am capable enough to work in this position

(JC3). I can solve any problems that occurred in my role effectively and

efficiently

(JC4). T have critical thinking and analyst skills that can make difficult

decision with an optimal profit

(JCS). I am competent at emotional intelligence
3.5.3 Job empowerment
Wall, Cordery, and Clegg (2002) job empowerment refers to the lower-level

the clear decision-making power of the employee and the responsibility are
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contributed to the way to achieve the desired result and succeeded it. The list
of all nine questionnaires items are shown in the following:

(JEI). I am fully authorized to make the decision as well as prioritize my
tasks

(JE2). I am encouraged to design better ways of doing things.

(JE3). I am authorized to make immediate decisions which necessary for
accomplishing the assigned tasks

(JE4). My division listens to employee feedback to make improvements.
(JES). I can decide what to plan my work.

(JE6). I often share my idea in deciding on my department

(JE7). During the discussion do you involve the discussion or not?

(JEB). Involving decision making is my responsibility to the company

(JE9). I often share my opinion with my manager in order to solve the
problem

3.5.4 Job Involvement

Job Involvement refers to active participation of employees with their job, by
fulfilling the needs enables employees to achieve their personal performance
(Zopiatis et al.,2014). Below will show the list of all fifteen questionnaires

items:
(JI1). I always finish given task earlier than scheduled

(JI2). I am personally highly involved with my job as it significantly impacts

on my performance
(JI3). I contributed all of my interest and energy to my job

(JI4). T contribute my skills and knowledge to improving the quality and
quantity of the given tasks

(JI5). I always perform given task accuracy and effectively
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(JI6). Producing the best result of work is my inner accomplishment
(JI7). I am personally involved much with my job

(JI8). To me, employee’s engagement and involvement is the most important
thing to make a company success

3.5.5 Job Attitude

Ramlee et al., (2016) job attitude referred to natural emotions and values on
the part of workers profoundly influence how they deal with and view the
surrounding environment. From a mental point of view, attitudes shape the
way we look at things and how we feel about it it the way that our attitude has
shapen, therefore it's not immense when the attitude of the employees effect
their perception or the way they are thinking of their working environment.

The list of all six questionnaire items is shown below:

(JAT). This company is the best place for me to work

(JA2). The company’s wage rate is higher than other companies
(JA3). My job makes the best use of my abilities

(JA4). My job has inspired me to be the best version of myself

(JAS). My company provides the positive environment to challenge myself

more

(JA6). My boss always encourages and trusted my ability
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3.5.6 Job Satisfaction

Job satisfaction refers to people's feelings of being satisfied with their job
such as working conditions, career development, which take rols as
motivation to work. (Ali et al.,2014). The list of the questionnaire items is

shown below:
(JS1). I am satisfied with all the benefits that the company provided me

(JS2). I am happy to see myself improving day by day through working in my

current job

(JS3). I feel that I am an important person for my company

(JS4). I like my coworkers and my workplace

(JS5). My colleagues are very helpful and supportive

(JS6). I really like the working environment in my company

(JS7). I am enjoying working in my current company.

(JS8). I am enjoyed working with my current career and my company

(JS9). My company promoted the staff fairly without any unfair promotion

(JS10). I’'m really appreciated to have been awarded so far from my company
3.5.7Job performance

Mohd Rashid et al (2016) job performance is the way in which employees
perform theirs in terms of delivering services to satisfy customers. It turned to
be a significant measurement of the organizational performance as using job
performance for measuring employees’ performance. The questionnaire

items are shown below:

(JP1). I managed to plan my work so that it is done on time
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(JP2). All my plans were optimal due to my ability to manage it effectively
(JP3). I knew how to set right priority tasks and get it done effectively and
efficiently

(JP4). I was able to perform my work well with minimal time and effort
(JP5). I came up with creative solution to new problems

(JP6). I have achieved more than my boss expected

(JP7). I’'m constantly improving my performance at work

(JP8). I have done my tasks accuracy

(JP9). I carefully follow the standard and procedure of my work

(JP10). My job accuracy is significantly for achieving the best result of work
(JP11). I usually finish my tasks before the deadline

(JP12). I always challenge myself by increasing the pace of works

(JP13). I can fix the problems efficiently and effectively

(JP14). I have scored the most in critical thinking and flexibility in my job
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3.5.8 Demographic

The demographic characteristics had designed to investigate the different
features among every respondent, who took part in this survey. According to
other studies in the past and the measurement needed for this study, the
individual demographic features could be measured by the following
indicators:

* Genders

» Ages

*Working experiences

* Education levels

* Incomes

* Employment status

3.6 Sampling Plan and Data Collection

Data collection consisted of five steps. Firstly, identifying related research
variables through literature review and advice from the thesis advisor. The
second step was completed the drafting of the survey questionnaires. The
third step, translating the research questionnaires into Khmer and then
translate back into English one more time to double-check the meaning of the
items remained the 62 same. Fourthly, conducting the pilot test for a pre-test
of the Khmer questionnaires to check a (Alpha) value. 50 respondents were
invited for the pre-test. Based on the pre-test, an internal consistency
reliability coefficient of each item was computed. If the consistency reliability
coefficient of each question cannot be achieved, the questionnaire will be
modified one more time as a result to reach the greater consistency. The final
step was delivered the Khmer questionnaire indirectly and directly to
Cambodian respondents. When the data was totally completed, it could be

used for analyzing in the following step.
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The data in this thesis was collected by mailing 360 questionnaires items to
university students, workers and business owners in Cambodia. The sample
planning was designed to ensure that the precise characteristics of respondents
are encompassed in this study. The students and employees, who are studying
and working in Phnom Penh the capital city of Cambodia, were asked for
answering the survey. Due to the time and convenience of collecting data, a
part of the survey questionnaires was sent to 350 students and employees
directly through the dean of the universities and the management team of the
companies who in charge of managing the staffs. It took approximately two
months (from August to September 2019) for completing the survey. In total,
360 survey questionnaires were delivered directly to the students and

employees afterward 350 were returned and used.
3.7 Data Analysis Procedure

The software program named SPSS version 22 was operated to calculate the
data. To test the hypotheses developed from this study, six methodological

techniques were adopted:

* Descriptive Statistic Analysis

* Factor Analysis and Reliability

* Independent Sample T-test

* The analysis of One-way of variance ANOVA
* The analysis of Simple Linear Regression

* The analysis of Multiple Regression

* The analysis of Hierarchical Regression
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3.7.1 Descriptive Statistic Analysis
To measure the characteristics of the variables, the method named Descriptive
Statistics Analysis is extremely useful. It calculates the means of each

variable, plus the standard deviations also mentioned.

3.7.2 Factor loading analysis and Reliability tests

Factor analysis:

The goal of factor analysis is to examine the underlying variance structure of
the set of correlation coefficients. Factor analysis not only accumulated to
summarize or reduce data but also the exploratory or confirmatory purposes.
Factory analysis assumes that a small number of unobserved variables are
responsible for the correlation between a large numbers of observed variables.
In other words, the latent cannot be directly observed, but they affect other
observable variables. Factor analysis uses to assume that the variance of each
observed variables comes from two parts: a common part shared with other
variables that stimulus correlation among them, and a unique part that is
different from other variables. The common parts are called factors, and these
factors represent the latent constructs. Measurement items with factor
loadings greater than 0.6 will be selected as the accepted items for factor

analysis results.
Reliability:

After running reliability test, Item-to-total Correlation and Cronbach‘s a will
be shown. These results measure the correlation of each item to the sum of the
remaining items within one factor. This approach presumes that the total score

1s valid and thus the extent to which the item correlates with the total score is
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indicative of convergent validity for the item. Items with correlation lower
than 0.5, will be deleted from analysis process.

3.7.3 Independent Sample t-test

To test whether the differences between two groups in relation with single
variable, an independent sample t-test is used for this case. In this study, it
was applied to compare the differences between males and females in the
seven constructs: job characteristics, job competency, job empowerment, job
satisfaction, job involvement, job attitude, and job performance.

3.7.4 One Way Analysis of Variance (ANOVA)

One Way Analysis of Variance is used to test whether the differences between
more than two groups in relation to one variable, one-way ANOVA was used
in this study. In this study, it was applied to compare the differences between
demographic variables (i.e., Genders, Ages, Educational Levels, Incomes,
working experiences and employment status) of the respondents in the seven
constructs: job characteristics, job competency, job empowerment, job
satisfaction, job involvement, job attitude, and job performance. The analysis
will be significant with t-value higher than 1.96, also the p-value equal or
lower than 0.05, if significant then we check the Levene test, If no significant
we check with Scheffe, if significant check with Dunnett T3 and then
compare it.

3.7.5 Regression Analysis

Simple Linear Regression

The simple linear regression analysis is used to analyze the relationship
between two variables or factors, which the value being predicted is the
dependent variable and the value used to predict is called independent
variable. It is commonly used in research as it establishes that a correlation

exists between variables. The goal of simple linear regression analysis is to
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indicate how variables are related or to what extent variables are associated
with each other. In this study, the simple linear regression analysis was
conducted to examine the relative impact between the seven constructs
comprise of job characteristics, job competency, job empowerment, job

satisfaction, job involvement, job attitude, and job performance.
Multiple Regression Analysis

The multiple regression analysis is used to analyze the relationship between a
single dependent variable and several independent variables. Thus, the
primary purpose of multiple regression analysis is to predict the dependent
variable with a set of independent variables. Another objective of multiple
regression is to maximize the overall predictive power of the independent
variables as represented in the variate. Multiple regression analysis can also
meet an objective comparing two or more sets of independent variables to
determine the predictive power of each variate. The analysis will be
significant when the R2 higher than 0.1 (R2>0.1), correlation higher than 0.3
and F-value is higher than 4. In this study, the multiple regression analysis
was conducted to examine the mediating variable of job competency between
independent variable of job characteristics and dependent variable of job
performance, mediating variable of job empowerment between independent
variable of job characteristics and dependent variable of job performance,
mediating variable of job satisfaction between independent variable of job

characteristics and dependent variable of job performance.
Hierarchical Regression Analysis

To test how moderating variable of job involvement effect on the relationship
between the independent variable of job characteristics and the dependent

variable of job satisfaction and moderating variable of job attitude effect on
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the relationship between the independent variable of job characteristics and
the dependent variable of the job satisfaction, and the method named

hierarchical regression analysis was conducted.
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CHAPTER FOUR
DATA ANALYSIS AND RESULTS

This chapter includes a section of the empirical results of the research. The
first section is the descriptive analysis of the respondents including the
response rates, characteristics of the respondents, and the measurement results
of variables. The second section is the results of factor analysis and the
reliability tests of measurement scales which consist of principal component
factor analysis, item-to-total correlation, and Cronbach’s a. The third section
is the confirmatory factor analysis. The final parts present the results of data
analysis associated with each research hypothesis.

4.1 Descriptive Analysis

Descriptive Analyses are presented in this section to provide information
about the characteristics of respondents and means and standard deviations of
relevant research variables. The respondent rate is also presented in this
chapter.

4.1.1 Characteristic of Respondents

The respondents’ characteristics are displayed in Table 4-1. Six major
categories: genders, ages, educational levels, work experience, employment

status and incomes were collected and measured.
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Table 4-1 Characteristic of Respondents in This Research (n=350)

Items Description Frequency Percentage %
Female 188 53.7
Genders
Male 162 46.3

Table 4-1 Characteristic of Respondents in This Research (n=350)

(Continued)
[tems Description Frequency Percentage %
Under 20 56 16
20-25 153 43.7
Ages 26-30 B 15.7
31-35 42 12
36-40 44 12.6
frilllg};r%accllllfa(‘zled 38 16.6
Level of Bachelor 174 49.7
education Master 93 26.6
Doctoral/PhD 25 7.1
1-2 115 32.9
2-3 87 24.9
exp\Zr(i)eflrjces 3-4 43 12.3
4-5 47 13.4
More than 5 58 16.6
Full-time 286 81.7
Employment | b, ime 59 16.9
status
Self-employed 1.4 1.4
Incomes Less than 200$ 48 13.7
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Items Description Frequency Percentage %
200$-300% 92 26.3
300$-400% 88 25.1
400$-500% 89 25.4
Above 5009 33 94

Source: Original Study

Table 4-1 shows that there are 53.7% of respondents are female and 46.3%
are male. 16% of the respondents are under 20 years old, while 43.7%, 15.7%,
12% and 12.6% are from 20 to 25 years old, 26 to 30 years old, 31 to 35 years
old and 36 to 40 years old, respectively. 16.6% of the overall respondents are
fresh graduates from high school, whereas 49.7% are bachelors, 26.6% are
masters, and 7.1% are doctorate or Ph.D. About income, the rate of the
respondents that receive less than $200/per month is 13.7%, about 26.3% of
the respondents receive an income between $200 to $300/per month, also
25.1% of the respondents are those who receive a monthly income around
$300 to $400 and the percentage of the total number of respondents receive
$400 to $500/per month is 25.4% and above $500/per month is 9.4%. Most of
the respondents are full time employees (81.7%), 16.9% of them are part time

employees awhile and about 1.4% of the respondents are self-employed.

53



4.1.2 Measurement Results for Relevant Research Variables

The descriptive statistics of the questionnaire items are presented in Table 4-
2. The descriptive statistics identify the mean value and the standard deviation
of the research questionnaire. Table 4-2 also illustrates the description of each
item. This descriptive analysis recruits 9 items for job characteristics, 5 items
for job competency, 9 items for job empowerment, 8 items for job
involvement, 6 items for job attitude, 10 items for job satisfaction, 14 items
for job performance.

The mean value and standard deviation describe the tendency of the
participants for each relevant construct. The overall tendency of our
questionnaire participant‘s opinions is summarized in Tables 4-2..

The mean value and standard deviation describe the tendency of the
participants for each relevant construct. The overall tendency of our

questionnaire participant‘s opinions is summarized in Tables 4-2.

Table 4-2 Descriptive Analysis for Questionnaire Items

Items | Descriptions Mean Std.

Deviation

Job Characteristics

I understand my job role and

JChl | job responsibility clearly 6.50 | 1.091

I clearly understand the job requirement

JCh2 | of my position 6.50 | 1.080

I understand every process to complete

JCh3 | my tasks 6.39 | 1.080

Understanding job characteristics can

JCh4 | enable employees to perform their well 6.42 |1.166
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Items | Descriptions Mean Std.
Deviation

I can apply my skills and knowledge to

JChS | my current job precisely 6.40 |1.133
I can complete all the tasks which

JCh6 |required in my current position | 6.45 | 0.964
effectively and efficiently
My job is required a variety of skills

JCh7 | and knowledge 6.54 |0.961
My ability is fit with my current job

JCh8 | perfectly 6.47 |0.988
I have variety of skills and knowledge

JCh9 | which are responded to my job well 6.47 |0.980

Job Competency
I can present skills and knowledge to

JCI meet the requirements in my current job | 6.58 | 0.817
I am capable enough to work in this

JC2 position 6.68 |0.760
I can solved any problems that occurred

JC3 in my role effectively and efficiently 6.64 |0.794
I have critical thinking and analyst skills

JC4 that can make difficult decision with an | 6.55 | 0.847
optimal profits
I am competent at emotional intelligence

JC5 6.38 |0.830

Job Empowerment
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Items | Descriptions Mean Std.
Deviation

I am fully authorized to make the

JEM1 | decision as well as prioritize my tasks 6.03 |0.979
I have received encouragement to come

JEM2 | up with a new solution and better ways of | 6.28 | 1.020
doing things
I have received the supports and authority

JEM3 |to make immediate decisions which | 6.48 | 1.009
necessary for accomplishing the assigned
tasks
My  department wuses employee’s

JEM4 | feedback to make improvements in|6.46 | 1.069
planning
I have enough involvement in making

JEMS | decisions that affect my work role 6.52 10.980
I often share my idea to my department

JEM6 | and always accepted 6.53 |0.982
During the discussion, I always involve

JEM7 | and interact with the discussion process | 6.52 | 1.025
Involving decision making is my

JEMS | responsibility to the company 6.46 | 1.077
I often take part in problem-solving and

JEM9 | share my opinion to my manager in order | 6.29 | 1.101

to solve the problems

Job Involvement
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Items | Descriptions Mean Std.
Deviation

I always finish the given tasks earlier

JI1 than scheduled 6.40 |1.024
I am personally highly involved with my

J12 job as it significantly impacts on my | 6.37 | 1.088
performance
I contributed all of my interest and

JI3 energy to my job 6.39 | 1.184
I contribute my skills and knowledge to

J14 improving the quality and quantity of the | 6.43 | 1.140
given tasks
I always perform given task accuracy and

JIS effectively 6.37 | 1.135
Producing the best result of work is my

JI6 inner accomplishment 6.50 |0.944
I am personally involved much with my

JI7 job 6.52 | 0.875
To me, employee’s engagement and

JI8 involvement are the most important thing | 6.51 | 0.852
to make a company success

Job Attitude
This company is the best place for me to

JA1 work 6.52 |0.817
The company’s wage rate is higher than

JA2 other companies 6.06 |0.778
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Items | Descriptions Mean Std.
Deviation

My job makes the best use of my abilities

JA3 6.54 |0.833
My job has inspired me to be the best

JA4 version of myself 6.66 |0.826
My company provides the positive

JAS environment to challenge myself more 6.64 |0.836
My boss always encourages and trusted

JA6 my ability 6.56 |0.945

Job Satisfaction
I am satisfied with all the benefits that

JS1 company provided me 6.01 | 1.177
I am happy to see myself improving day

JS2 by day through working in my current | 6.06 | 1.220
job
I feel that [ am an important person for

JS3 my company 6.20 | 1.298
I like my coworkers and my workplace

JS4 6.20 |1.330
My colleagues are very helpful and

JS5 supportive 6.23 | 1.355
I really like the working environment and | 6.19 | 1.385

JS6 working condition in my company
The company has set up a career plan for | 6.10 | 1.360

JS7 me clearly

[ am enjoyed working with my current
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Items | Descriptions Mean Std.
Deviation

JS8 career and my company 6.24 | 1.291
My company promoted the staff fairly

JS9 with any unfair promotion 6.30 | 1.263
I’'m really appreciated to have been
awarded so far from my company

JS10 6.19 | 1.348

Job Performance
I am able to manage and plan my work so

JP1 that it is done on time 6.55 |1.004
All my planning were optimal due to my

JP2 ability to manage it effectively 6.51 |1.003
I knew how to set right priority tasks and

JP3 get it done effectively and efficiently 6.36 | 1.031
I was able to perform my work well with

JP4 minimal time and effort 6.31 |1.083
I came up with creative solution to new

JP5 problems 6.27 |1.040
I achieved more than my boss was

JP6 expected 6.24 | 1.001
I’'m constantly improving my | 6.38 | 1.044

JP7 performance at work
I have done my tasks accuracy and

JP8 precisely 6.45 |1.063
I carefully follow the standard and

JP9 procedure of my work 6.51 | 1.080
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Items | Descriptions Mean Std.
Deviation

My Job accuracy is significantly

JP10 | important for achieving the best result of | 6.52 | 1.047
work
I usually finish my tasks before the
deadline

JP11 6.45 | 1.085
I always challenge myself by increasing

JP12 | the pace of works 6.48 | 1.075
I can fix the problems efficiently and

JP13 | effectively 6.46 | 1.031
I have scored the most in critical thinking

JP14 | and flexibility in my job 6.46 |1.002

Source: Original Study

4.2 Factor Analysis and Reliability

In order to identify the dimensionalities and reliability of the research
constructs the measurement items ‘purification procedure was conducted as
necessary. The purification process includes factor analysis, which contains
factor loading, the eigenvalue of the factors extracted from the measurement
items. After factor analysis, to identify the internal consistency and reliability

of the construct measurement, the item-to-total correlation, Cronbach‘s alpha

are calculated.

* Factor loading higher than 0.6

» Kaiser-Meyer-Olkin Measure of Sampling Adequacy (KMO) higher than

0.5
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* Eigenvalue higher than 1
* Reliability test: Item-to-total correlation equal to or higher than 0.5;

Cronbach’s Alpha is equal to or higher than 0.6.

4.2.1 Job Characteristics

According to the previous chapter, job characteristics were measured by 9
questionnaire items. Table 4-3 presented the results of factor loadings,
eigenvalue, the percentage of variance explained, item-to-total correlation,
Cronbach’s a for the measurement of job characteristics construct. After
conducting factors analysis and reliability process, the dimensions of factor
identified to explain the job characteristics, there are 9 items that used to
explain job characteristics.

All items have factor loading greater than 0.6, and the highest is JCh2 with a
factor loading of 0.918 indicating this item had the highest relation to job
characteristics construct. All of the item to total correlation are greater than
0.5, Cronbach’s a greater than 0.6 and Eigenvalue greater than 1 as shown
below, job characteristics Cronbach’s a = 0.964and Eigen-value = 7.011 and.
Relative advantage components had accumulated a total of 77.899 % of
explained variance which shows these are important underlying factors for
this construct. Based on all criteria, we can conclude that the reliability and

internal consistency of this factor are acceptable.
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Table 4-3 Results of Factor Analysis and Reliability Tests on Job

Characteristics
Research Research | Factor Eigen | Cumulative | Item-to total | Cronbach’s
Constructs | Items Loading | value | Explained | correlation Alpha
JCh 7.011 77.899 0.964
JCh2 0.918 0.896
8 JChl 0.904 0.878
%g JCh4 | 0.901 0.874
S | JChS 0.893 0.865
%ﬂ O |ichs  |0891 0.862
o X JCh7 0.870 0.832
S JCh8 0.861 0.820
JChé6 0.853 0.811
JCh9 0.849 0.807

Source: Original Study

4.2.2 Job Competency

Job Competency is the mediator variable which was measured by 5
questionnaire items. Table 4.4 presented the results of factor loadings,
eigenvalue, the percentage of variance explained, item-to-total correlation,
Cronbach’s o for the measurement of job competency construct. After
conducting factor analysis and reliability process, the dimensions of factor
identified to explain the job competency, 5 items have been tested. All items
have factor loading greater than 0.6, and the highest i1s JC2 with a factor
loading of 0.901 indicating this item had the highest relation to job
competency factor. All of the items to total correlation are greater than 0.5,
Cronbach’s a greater than 0.6 and Eigenvalue greater than 1 as shown below,
and the components had accumulated a total of 69.912% of explained

variance which shows these are important underlying factors for this

62



construct. Based on all criteria, we can conclude that the reliability and

internal consistency of this factor are acceptable.

Table 4-4 Results of Factor Analysis and Reliability Tests on Job

Competency

Research Research | Factor Eigen | Cumulative | Item-to total | Cronbach’s
Constructs | Items Loading | value | Explained | correlation Alpha

o JC 3.496 69.912 0.891

g g 1C2 0.901 0.827

"éi S ics 0.884 0.800

38 |ic4 0.828 0.722

S< |ia 0.780 0.658

JC5 0.779 0.663

Source: Original Study

4.2.3 Job Empowerment

Job empowerment is the mediator variable which was measured by 9
questionnaire items. Table 4-5 presented the results of factor loadings,
eigenvalue, the percentage of variance explained, item-to-total correlation,
Cronbach’s o for the measurement of job competency construct. After
conducting factor analysis and reliability process, the dimensions of factor
identified to explain the job competency 9 items. All items have factor
loading greater than 0.6, and the highest is JEM7 with a factor loading of
0.913indicating this item had the highest relation to job empowerment
construct. All of the item to total correlation are greater than 0.5, Cronbach’s
o greater than 0.6 and Eigenvalue greater than 1 as shown below, job
empowerment Cronbach’s a = 0946 and Eigen-value = 7.107 with
accumulated a total of 78.963% of explained variance which shows these are

important underlying factors for this construct. Based on all criteria, we can
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conclude that the reliability and internal consistency of this factor are

acceptable.

Table 4-5 Results of Factor Analysis and Reliability Tests on Job

Empowerment

Research Research | Factor Eigen | Cumulative | Item-to total | Cronbach’s
Constructs | Items Loading | value | Explained correlation | Alpha

| JEM 7.107 78.963 0.946

'e) JEM7 0.913 0.887

> JEM6 | 0.911 0.883

= JEM5 | 0.904 0.875

2o |JEM3  ]0.902 0.874

g3 |JEM8 | 0.900 0.872

8 JEM4 | 0.899 0.869

LIEJ JEM2 0.873 0.838

S JEM9 | 0.855 0.818

JEM1 0.836 0.795

Source: Original Study

4.2.4 Job Involvement

Job involvement was measured by 8 questionnaire items. Table 4-6 presented
the results of factor loadings, eigenvalue, and the percentage of variance
explained, item-to-total correlation, Cronbach’s a for the measurement of job
involvement construct. After conducting factor analysis and reliability, all
items have factor loading greater than 0.6 and the highest is JI3 with factor
loading of 0.900 indicating this item had the highest relation to job
involvement construct. All of the item to total correlation are greater than 0.5,
Cronbach’s a greater than 0.6 and Eigenvalue greater than 1 as shown below,
information understandability Cronbach’s a = 0.949 and Eigen-value =5.909.
Information reliability had accumulated a total of 73.861% of explained

variance which shows these are important underlying factors for this
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construct. Based on all criteria, we can conclude that the reliability and

internal consistency of this factor are acceptable.

Table 4-6 Results of Factor Analysis and Reliability Tests on Job

Involvement

Research Research | Factor Eigen | Cumulative | Item-to total | Cronbach’s
Constructs | Items Loading | value | Explained correlation | Alpha

I J1 5.909 73.861 0.949

Q I3 0.900 0.869

X J14 0.897 0.866

§ o J12 0.889 0.854

£ S JIS 0.888 0.852

e JI1 0.870 0.831

P J16 0.848 0.796

o J17 0.789 0.722

S JI8 0.785 0.719

Source: Original Study

4.2.5 Job Attitude

Job attitude is the moderator variable which was measured by 6 questionnaire
items. Table 4-7 presented the results of factor loadings, eigenvalue, the
percentage of variance explained, item-to-total correlation, Cronbach’s o for
the measurement of job attitude construct. After conducting factor analysis
and reliability process, all items have factor loading greater than 0.6 and the
highest is JA4 with a factor loading of 0.890 indicating this item had the
highest relation to job attitude construct. All of the item to total correlation are
greater than 0.5, Cronbach’s a greater than 0.6 and Eigenvalue greater than 1
as shown below, job attitude Cronbach’s a = 0.922 and Eigenvalue = 4.325
with had accumulated a total of 72.091% of explained variance which shows
these are important underlying factors for this construct. Based on all criteria,
we can conclude that the reliability and internal consistency of this factor are

acceptable.
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Table 4-7 Results of Factor Analysis and Reliability Tests on Job Attitude

Research Research | Factor FEigen | Cumulative | Item-to total Cronbach’
Constructs | Items Loading | value | Explained correlation s Alpha

| JA 4.325 72.091 0.922

g JA4 0.890 0.830

X __ |JAS 0.885 0.825

LD

S® | JA3 0.880 0.816

2o

g JA1 0.848 0.776

3 JA6 0.811 0.728

JA2 0.774 0.683

Source: Original Study

4.2.6 Job Satisfaction

Job satisfaction was measured by 10 questionnaire items. Table 4-8 presented
the results of factor loadings, eigenvalue, the percentage of variance
explained, item-to total correlation, Cronbach’s a for the measurement of job
satisfaction construct. After conducting factor analysis and reliability process,
all items have factor loading greater than 0.6 and the highest is JS5 with a
factor loading of 0.923 indicating this item had the highest relation to job
satisfaction construct. All of the item to total correlation are greater than 0.5,
Cronbach’s a greater than 0.6 and Eigenvalue greater than 1 as shown below,
job satisfaction Cronbach’s a = 0.967 and Eigenvalue = 7.720 with
accumulated a total of 77.197% of explained variance which shows these are
important underlying factors for this construct. Based on all criteria, we can
conclude that the reliability and internal consistency of this factor are

acceptable.
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Table 4-8 Results of Factor Analysis and Reliability Tests on Job Satisfaction

Research Research | Factor FEigen | Cumulative | Item-to total Cronbach’
Constructs | Items Loading | value | Explained correlation s Alpha

’;T JS 7.720 77.197 0.967

2 JS5 0.923 0.900

I JS4 0.921 0.895

g JS3 0.916 0.890

vz JS2 0.913 0.886

£ IS 0.886 0.860

B JS1 0.881 0.847

£ IS8 0.857 0.823

g | JS6 0.850 0.818

o |JIs7 0.833 0.798

S |Is10 0.797 0.754

Source: Original Study

4.2.7 Job performance

Job performance was measured by 14 questionnaire items. Table 4-9
presented the results of factor loadings, eigenvalue, and the percentage of
variance explained, item-to-total correlation, Cronbach’s o for the
measurement of job performance construct. After conducting factor analysis
and reliability process, all items have factor loading greater than 0.6 and the
highest 1s JP10 with a factor loading of 0.934 indicating this item had the
highest relation to job performance construct. All of the item to total
correlation are greater than 0.5, Cronbach’s a greater than 0.6 and Eigenvalue
greater than 1 as shown below, job performance Cronbach’s a = 0.983 and
Eigen-value = 11.473 with accumulated a total of 81.948% of explained
variance which shows these are important underlying factors for this
construct. Based on all criteria, we can conclude that the reliability and

internal consistency of this factor are acceptable.
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Table 4-9 Results of Factor Analysis and Reliability Tests on Job

Performance
Research | Research | Factor Eigen | Cumulative | Item-to total | Cronbach
Constructs | Items Loading | value Explained correlation ’s Alpha
JP 11.473 81.948 0.983

JP10 0.934 0.922

f,§ JP9 0.931 0.918

> JP1 0.928 0.915

1 JP2 0.923 0.909

g 2 0.922 0.909

X |JPlI 0.922 0.908

@ JP8 0.908 0.892

g |JPI3 0.906 0.890

E [IP14 0905 0.838

T JP7 0.895 0.878

?3- JP3 0.891 0.873

S JP4 0.885 0.866

JP5 0.878 0.859

JP6 0.841 0.818

Source: Original Study
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4.3 Independent Sample t-test

The aim of this part is to identify the differences between males and
females into the above 7 variables. The independent sample t-test used to
compare means for male and female respondents on their opinion of job
characteristics, job competency, job empowerment, job involvement, job
attitude, Job satisfaction and job performance in this study. The significant
results were p-value less than 0.05, and t-value could not be lower than 1.96.
The independent t-test results were presented in Table 4-10. It showed that
female respondents only have higher mean score in job competency (JC),
while male respondents have a higher mean score in the other factors and
constructs. However, t-test results indicated that there are no differences

between males and females.

Table 4-10 T-test Results

Male Female
Construct Factor t-value | p-value
n=162 |n=188
Job Characteristics | JCh 6.4877 6.4433 446 .856
Job Competency | JC 6.5321 6.6011 -953 341
Job Empowerment | JEM 6.4095 6.3942 156 .876
Job Involvement | JI 6.4769 6.4096 705 481
Job Attitude JA 6.5185 6.4849 439 661
Job Satisfaction JS 6.2228 6.1351 715 475
Job Performance | JP 6.4475 6.4145 326 745

Note: *p<.05, **p<.01, ***p<.001

Source: Original Study
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4.4 One-way Analysis of Variance ANOVA

To compare the dissimilarity of the dimension’s mean score based on
respondent‘s ages, educational level, incomes, work experience and
employment status, the one-way ANOVA was conducted. This method is
widely used in studies involving two or more groups. With the aim of gaining
further understanding, one-way ANOVA was performed so as to find the
significant difference factors of job characteristics, job competency, job
empowerment, job involvement, job attitude, job satisfaction and job
performance among each group. The one-way ANOVA produces a one-way
analysis of variance of a quantitative dependent variable by a single factor as

known as an independent variable.

4.4.1 Ages

There were statistically significant differences in some factors within the
seven constructs among different age groups. Job competency checked with
Anova JC (F=2.911, p=.022, p<0.05) significant, checked with levene= 2.694,
p=0.003, p<0.05 significant, checked with Dunnett T3 where the mean
group:(5)=6.8455), (2)=6.5085, (1)=6.5000, checked with Dunnett T3:
(50>(2)>(1). Job empowerment (JEM) checked with Anova JEM (F=3.382,
p=.010, p<.000), checked with levene=5.676, p=.000, p<.001, checked with
Dunnett T3 where the mean group: (4)=6.7593, (1)=6.3254, (3)=6.3232,
checked with Dunnett T3: (4)>(1)>(2). Job involvement (JI) checked with
Anova JI (F=3.531, p=.008, p<.01), checked with levene=9.082, p=.000,
p<.001, checked with Dunnett T3 where the mean group: (5)=6.7585,
(1)=6.4710, (3)=6.3881, checked with Dunnett T3: 5)>(1)>(3). Job attitude
checked with Anova JA (F=2.635, p=.034, p<0.05) significant, checked with
levene= 5.364, p=0.000, p<0.001 significant, checked with Dunnett T3 where
the mean group: (5)=6.7386, (1)=6.5655, (2)=6.3976, checked with Dunnett
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T3: (5)>(1)>(2), in the others factors there are no statistically significant
differences. The results showed in the table 4.11.
Table 4-11 Results of the Difference of the Factors within the Seven

Constructs among Group of Age Levels

Schefte
or
Under |20-25 |26-30 |31-35 |36-40 |F- P- Dunnett
Factor |20 (1) |(2) 3) 4) (5) value | value | T3

JCh 6.3611 | 6.4415 | 6.4222 | 6.3677 | 6.8157 | 1.936 | .104 | NS

(5)>
IC 6.5000 | 6.5085 | 6.4909 | 6.6952 | 6.8455 | 2.911 | .022

(2)>(1)
JEM | 6.3254|6.2854 | 6.3232 | 6.7593 | 6.6566 | 3.382 | .010 ((41);(2)

(5)>
I 6.4710 | 6.3881 | 6.1568 | 6.6310 | 6.7585 | 3.531 | .008

(D> @)

(5)>
JA ] 6.5655(6.3976 | 6.6000 | 6.4087 | 6.7386 | 2.635 | .034

(D> ()

JS 5.9768 | 6.1242 | 6.2036 | 6.4214 | 6.3386 | 2.220 | .302 | NS
JP 6.3827 1 6.3702 | 6.3636 | 6.4694 | 6.7419 | 1.485 | .206 | NS
Note: *p<.05, **p<.01, ***p<.001

Source: Original Study
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4.4.2 Work experience

There were statistically significant differences in some factors within the
seven constructs among different work experience groups. Job competency
checked with Anova JC (F=4.559, p=.001, p=0.001) significant, checked with
levene= 5.335, p=0.000, p<0.001 significant, checked with Dunnett T3 where
the mean group: (5)=6.8138, (1)=6.5252, (2)=6.5172, checked with Dunnett
T3: (5)>(1)>(2). Job empowerment (JEM) checked with Anova JEM
(F=3.831, p=.005, p<.01), checked with levene=7.571, p=.000, p<.001,
checked with Dunnett T3 where the mean group: (5)=6.6839, (1)=6.3623,
checked with Dunnett T3: (5)>(1), in the others factors there are no
statistically significant differences. The results showed in table 4-12 below.

Table 4-12 Results of the Difference of the Factors within the Seven

Constructs among Group of Work Experiences

More Scheffe
1-2 2-3 3-4 4-5 than 5 or
years |years |years |years |years F- P- Dunnett
Factor | (1) (2) (3) 4) (%) value | value | T3
JCh 6.4744 | 6.3550 | 6.2610 | 6.6785 | 6.5824 | 1.696 | .150 | NS
(5)>

JC  |6.5252|6.5172 | 6.3023 | 6.7149 | 6.8138 | 4.559 |.001
(D>(2)

JEM | 6.3623 | 6.2874 | 6.1008 | 6.6336 | 6.6839 |3.831|.005 | (5)>(1)

JI 6.4489 | 6.3506 | 6.2122 | 6.5080 | 6.6746 |2.026 | .090 | NS

JA 6.5957 | 6.3238 | 6.3721 | 6.5922 | 6.5977 |2.719 |.030 | NS

JS 6.0035 | 6.2483 | 6.1023 | 6.4170 | 6.2672 | 1.406 | .231 | NS

JP 6.3410 | 6.3752 | 6.4037 | 6.6140 | 6.5579 | 1.051 | 381 | NS

Note: *p<.05, **p<.01, ***p<.001

Sources: Original Study
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4.4.3 Educational Levels

There were statistically significant differences in some factors within the
seven constructs among different educational levels groups. Job
empowerment checked with Anova JEM (F=1.893, p=.130, p>0.05) no
significant, checked with levene=4.093, p=0.007, p<0.01 significant, checked
with Dunnett T3 where the mean group: (4)=6.8089, (2)=6.3927, (3)=6.3536,
(1)=6.3276, checked with Dunnett T3: (4)>(2)>(3)>(1). Job involvement (JI)
checked with Anova JI (F=1.400, p=.242, p>.05) no significant, checked with
levene=3.642, p=.013, p<.05 significant, checked with Dunnett T3 where the
mean group: (4)=6.7800, (1)=6.4698, (3)=6.4059, (2)=6.4009, checked with
Dunnett T3: (4)>(1)>(3)>(2), in the others factors there are no statistically

significant differences. The results showed in table 4-13 below.
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Table 4-13 Results of the Difference of the Factors within the Seven

Constructs among Group of Educational Levels

High
school Scheffe
fresh or
graduate | Bachelor | Master | Doctoral/ | F- P- Dunnett
Factor | (1) (2) 3) PhD (4) | value | value | T3
JCh 6.364 6.5064 | 6.4337 |6.5111 398 [.754 | NS
JC 6.5034 6.5414 | 6.6215 |6.7200 .883 [.450 | NS
(>4)>(2)
JEM |6.3276 6.3927 | 6.3536 |6.8089 1.893 | .130 3)>(1)
(>4)>(1)
JI 6.4698 6.4009 |6.4059 |6.7800 1.400 | .242 (3)>(2)
JA 6.5632 6.4588 6.5323 | 6.5267 419 |[.739 | NS
JS 5.9845 6.1546 | 6.3419 | 6.1480 1.222.302 | NS
JP 6.4532 6.3543 6.5353 | 6.5086 828 [.479 | NS

Note: *p<.05, **p<.01, ***p<.001

Sources: Original Study
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4.4.4 Employment Status

There were no statistically significant differences in all factors within the
seven constructs among different employment status groups. Job
characteristics checked with Anova, JCh (F=2.835, p=0.60, p>0.05) no
significant, checked with levene=2.726, p=0.067, p>0.05 not significant,
checked with Sheffe where the mean group: (2)>(1)>(3), there are no
significant differences between group. Job competency checked with Anova
JC (F=0.559, p=0.572, p>0.05) no significant, checked with levene=0.544,
p=0.581, p>0.05 not significant, checked with Sheffe where the mean group:
(3)>(2)>(1), there are no significant differences between group. Job
empowerment checked with Anova JEM (F=1.215, p=0.298, p>0.05) no
significant, checked with levene=2.996, p=0.051, p>0.05 not significant,
checked with Sheffe where the mean group: (2)>(1)>(3), there are no
significant differences between group. Job involvement checked with Anova
JI (F=0.793, p=0.453, p>0.05) no significant, checked with levene=0.563,
p=0.570, p>0.05 not significant, checked with Sheffe where the mean group:
(2)>(1)>(3), there are no significant differences between group. Job attitude
checked with Anova JA (F=0. 566, p=0.569, p>0.05) no significant, checked
with levene=2.518, p=0.082, p>0.05 not significant, checked with Sheffe
where the mean group: (3)>(1)>(2), there are no significant differences
between group. Job satisfaction checked with Anova JS (F=2.212, p=0.111,
p>0.05) no significant, checked with levene=4.056, p=0.018, p<0.05
significant, checked with Dunnett T3 where the mean group: (3)>(2)>(1),
there are no significant differences between group. Job performance checked
with Anova JP (F=2.270, p=0.105, p>0.05) no significant, checked with
levene=2.826, p=0.061, p<0.05 no significant, checked with Sheffe where the
mean group: (2)>(1)>(3), there are no significant differences between group.

The results showed in table 4-14.
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Table 4-14 Results of the Difference of the Factors within the Seven

Constructs among Group of employment status

Schefte
Self- or

Part-time | Full-time | employed Dunnett
Factor | (1) (2) 3) F-value |P-value |T3
JCh 6.2768 6.5136 5.8222 2.835 .060 NS
JC 6.4881 6.5839 6.6800 559 572 NS
JEM | 6.2825 6.4332 5.9778 1.215 298 NS
JI 6.3178 6.4690 6.2750 793 453 NS
JA 6.5763 6.4819 6.6667 566 569 NS
JS 5.8966 6.2287 6.4400 2.212 A11 NS
JP 6.2530 6.4760 5.8714 2.270 .105 NS

Note: *p<.05, **p<.01, ***p<.001

Source: Original Study
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4.4.5 Incomes

There were no statistically significant differences in all factors within the
seven constructs among different incomes groups. Job characteristics checked
with Anova JCh (F=0.343, p=0.849, p>0.05) no significant, checked with
levene=0.496, p=0.739, p>0.05 no significant, checked with Scheffe where
the mean group: (5)>(4)>(2)>(3)>(1), there are no significant differences
between group. Job competency checked with Anova JC (F=2.203, p=0.068,
p>0.05) no significant, checked with levene=1.944, p=0.103, p>0.05 no
significant, checked with Scheffe where the mean group: (5)>(2)>(4)>(1)>(3),
there are no significant differences between group. Job empowerment
checked with Anova JEM (F=1.358, p=0.248, p>0.05) no significant, checked
with levene=2.104, p=0.080, p>0.05 no significant, checked with Scheffe
where the mean group: (5)>(4)>(2)>(1)>(3), there are no significant

differences between group. The results showed in table 4-15 below.

77



Table 4-15 Results of the Difference of the Factors within the Seven

Constructs among Group of Incomes

Less More

than | $200- | $300- | $400- | than

$200/ | $300/ | $400/ | $500/ | $500/

per per per per per

month | month | month | month | month | F- P-
Factor | (1) (2) 3) 4) &) value | value | Scheffe
JCh 6.4074 | 6.4282 | 6.4094 | 6.4684 | 6.5556 | .343 | .849 | NS
JC 6.4545 | 6.6083 | 6.4565 | 6.5467 | 6.7281 | 2.203 | .068 | NS
JEM |6.3300 | 6.3148 | 6.3080 | 6.3826 | 6.5893 | 1.358 | .248 | NS
JI 6.3788 | 6.5521 | 6.3560 | 6.3963 | 6.5351 | .739 | .566 | NS
JA 6.5455 [ 6.6389 | 6.4257 | 6.3617 | 6.6236 | 2.271 | .061 | NS
JS 5.9030 [ 6.1250 | 6.1793 | 6.1784 | 6.2978 | .744 | .563 | NS
JP 6.3312 | 6.4688 | 6.2950 | 6.4002 | 6.6140 | 1.456 | .215 | NS

Note: *p<.05, **p<.01, ***p<.001

Source: Original Study
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4.5 Relationship among the Constructs

To test the hypotheses, and the relationship among the seven constructs, the
data analysis was performed using SPSS, version 22. Descriptive statistics
and bivariate correlations among the variables for the study are shown in
Table 4-15. This study also adopted Baron and Kenny’s (1986), approach to

testing the mediation and moderation effect of the variables.

4.5.1 Relationship among the Seven Constructs

The highest mean was for job competency (6.5691) with a standard deviation
of 0.675, while the lowest mean was job satisfaction (6.1757) with a standard
deviation of 1.143. The correlation coefficients can help show the bivariate
relationships among the 7 variables. Based on the correlation analysis of each
variable it can be seen that all the 7 constructs are significantly positively
correlated with one another. Firstly, this study discusses the relationship
among the variables used for testing the hypothesis; with job characteristics
are significantly positively correlated with the variable of job performance
(r=0.369, p<0.001), and significantly positively correlated with job
satisfaction (r=0.198, p<0.001), also significantly positively correlated with
job empowerment (r=0. 399, p<0.001), while job empowerment also found to
be significantly correlated with job performance (r=0.348, p<0.001). Job
satisfaction is significantly positively correlated with the variable of job
performance (r=0.184, p<0.001), and significantly positively correlated with
job competency (r=0.284, p<0.001), while job competency also found to be
significantly correlated with job performance (r=0.458, p<0.001). Second, this
study found that the strongest relationship among the 7 variable is job
involvement and job competency (r=0.459, p<0.001).
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Table 4-16 Results of the Correlation of the Seven Constructs

Variables | Mean | SD JCH JIC JE J1 JA JS JP
JCh 6.4638 | 0.927 1

JC 6.5691 | 0.675 | 453%** 1

JE 6.4013 | 0.912 | 399%** | 408*** 1

JI 6.4407 | 0.889 | 251%** | 459%#* | 4(Q7*** 1

JA 6.5005 | 0.712 | 273%** | 510%** | 467*** | 364%** 1

JS 6.1757 | 1.143 | 198%** | 284%** | [7]*** | 225%** | (62* 1

JP 6.4298 | 0.943 | 369%** | 458%** | 34G*** | g45¥%* | J4THRHE | ] g4HHk* | ]

Note: 1. *p<.05, **p<.01, ***p<.001, r= Sample correlation coefficient

2. JCh=Job Characteristics, JC=Job Competency, JE = Job Empowerment

JI = Job Involvement, JA = Job Attitude, JS = Job Satisfaction, JP = Job
Performance,

Source: Original Study

4.5.2 The Mediation Effect of Job Competency between Job
Characteristics and Job Performance

To test the mediation effect of job competency between job characteristics
and job performance, this study adopted Baron and Kenny‘s (1986),
approach. According to Baron and Kenny (1986), there are four steps to check
the mediation effect of the variables: firstly, measuring whether the mediator
has been in a significant relationship with the independent variable; secondly,
to check that whether there is a significant relationship between the
independent variable and the dependent variable; next step is to take a test to
examine whether the mediator is significantly in the relationship with the
dependent variable when the independent variable be controlled; the last step
is to establish that there are any the mediating between the mediator with the

relationship of the independent-dependent variable, the effect of the
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independent variable on the dependent variable, controlling for the mediator

should be zero.

Table 4-17 Mediation Test of Job Competency Between Job Characteristics

and Job Performances

JC JP
Variables | Modell Model 2 Model 3 Model 4

JCh 369%** 458%H* 203%**
JC 453%** 366%**
R 369 458 453 493

R2 136 210 206 243
Ajd-R2 134 208 203 238
F-value 54.99 92.261 90.095 55.648
P-value 000 000 000 000
D-W 2.045 1.937 1.720 1.978
Max VIF 1.000 1.000 1.000 1.000

Note: 1. *p<.05, **p<.01, ***p<.001, = Standardized coefficient

2. JCh = Job Characteristics, JC = Job Competency, JP = Job Performance
Source: Original Study

According to table 4-16, model 1 tested the relationship between job
characteristics (independent variable) and job competency (mediator), and the
results show that job characteristics are significant and positively affected job
competency (B=0.369, p<0.001); for model 2 the test was for the relationship
between job characteristics (independent variable) and job competency

(dependent variable), and the results show that job characteristics is

81



significant and positively affected to job performance (=0.458, p<0.001);
next, job competency is the independent variables and

Job performance is inputted as dependent variable in the third model, the
results indicated that job competency is significant and positively affected to
job performance (B=0.453, p<0.001), therefore H1, H2 and H3 are supported.
Finally, job characteristics and job competency regressed with job
performance shows (=0.203, p<0.001; B=0.366, p<0.001) respectively in
model 4. The results in model 4 showed that R2= 0.243 and the adjusted R2=
0.238, meaning that 23.80% of the variance in job performance can be
predicted from job characteristics and job competency. F-value equals 54.99
(p<0.001) 1s significant. For multicollinearity, max VIF is 1.000.

According to the results above, the beta value of job performance is
reduced B from 0.458 to 0.203, and both job characteristics and job
competency are significantly related to job performance. Therefore, H10 is
supported. Job competency provides a partial mediation effect on the

relationship between job characteristics and job performance.

Job Competency

<% 2% 55
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“)(OO’ 366 e e
*
Job Characteristics s{  Job Performance
458%**

Figure 4-1 Mediating Effect of Job Competency on the Relationship
between Job Characteristics and Job Performance
The study further used Preacher and Hayes’s (2004), suggestions to examine
the indirect effect and applied the Sobel test and the bootstrap approach
confidence intervals (Cls) to verify mediating effects. As shown in Table

4.17, In step 1 of the mediation model, the regression of job characteristics on
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purchase decision, ignoring the mediator, was significant, $=0.3757, t(348)=
7.4155, p=0.0000. Step 2 showed that the regression of job characteristics on
the mediator, job competency was also significant, $=0.3300, t(348)= 9.4918,
p=0.0000. Step 3 of the mediation process showed that the mediator (job
competency), controlling for job characteristics, was significant, f=0.5115,
t(347)= 6.9828, p=0.0000. Step 4 of the analyses revealed that the mediator
(job competency), controlling for job characteristics was also significant
predictor of job performance, p=0.2069, t(347)= 3.8815, p=0.0000. The
results of the Sobel test are significant (p=0.0000). The z-value equals to
5.6045, which is higher than 1.96 (p<0.05), and the value of the mediating
effect 1s 0.1688. It indicates that that job competency partially mediated the
relationship between job characteristics and job performance. The study
further used the bootstrap approach to verify the Sobel test. The result reveals
CIs between 95% and 5% (excluding 0) reaches significant levels. Therefore,

the results also support H10.
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Table 4-18 Regression Analysis of the Indirect Effect between Job

Competency and Job Performance

Direct effects and Total effect

B SE t p

IV ->DV 3757 .0507 7.4155 .0000
IV ->MV 3300 .0348 9.4918 .0000
MYV -> DV, IV is controlled 5115 .0733 6.9828  .0000
IV -> DV, MV is controlled 2069 .0533 3.8815 .0000
Indirect effect and significant using the normal distribution

Value SE LL95%CI UL95%CI z p
Sobel 0.1688 .0301 .1098 2279 5.6045  .0000
Bootstrap results for the indirect effect

Value SE LL95%CI UL95%CI Mean
Effect 0.1688 .0726 .0394 .0394 1664

Note. 1. IV= Independent Variable (Job Characteristics), DV= Dependent
variable (Job Performance), MV= Mediating Variable (Job Competency), =
Unstandardized Coefficient

2. N= 350, Number of Bootstrap Resamples= 1000, LL= Lower Limit, CI=
Confidence Interval, UL= Upper Limit

Source: Original Study
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4.5.3 The Mediation Effect of Job Empowerment between Job
Characteristics and Job Performance

According to table 4-18, model 1 tested the relationship between job
characteristics (independent variable) and job empowerment (mediator), and
the results show that job characteristics are significant and positively affected
to job empowerment (f=0.369, p<0.001); for model 2 the test was for the
relationship between job characteristics (independent variable) and job
performance (dependent variable), and the results shows that job
characteristics is significant and positively affected to job performance
(B=0.348, p<0.001); next, job empowerment is the independent variables and
job performance is inputted as dependent variable in the third model, the
results indicated that job empowerment is significant and positively affected
to job performance ($=0.399, p<0.001), therefore H4 and H5 are supported.
Finally, job characteristics and job empowerment regressed with job
performance shows ($=0.274, p<0.001; B=0.238, p<0.001) respectively in
model 4. The results in model 4 showed that R*=0.184 and the adjusted R is
0.179, meaning that 17.90% of the variance in job performance can be
predicted from job characteristics and job empowerment. F-value equals

39.164 (p<0.001) is significant. For multicollinearity, max VIF is 1.000.
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Table 4-19 Mediation Test of Job Empowerment between Job

Characteristics and Job Performance

Variables JEM JP

Modell Model 2 Model 3 Model 4
JCh 369%** 348%** 274%**
JEM 3907%#:* 238%**
R 369 348 399 429
R2 136 121 159 184
Ajd-R2 134 118 157 179
F-value 54.990 47.828 65.808 39.164
P-value 000 000 000 000
D-W 2.045 2.046 2.004 2.129
Max VIF 1.000 1.000 1.000 1.000

Note: 1. *p<.05, **p<.01, ***p<.001, B: Standardized coefficient

2. JCh= Job Characteristics, JP = Job Performance, JEM = Job Empowerment
Source: Original Study

According to the results above, the beta value of job performance is reduced 3
from 0.348 to 0.274, and both job characteristics and job empowerment are
significantly related to job performance. Therefore, H12 is supported. Job
empowerment provides a partial mediation effect on the relationship between

job characteristics and job performance.
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Figure 4-2 Mediating Effect of Job Empowerment on the Relationship
between Job Characteristics and Job Performance

Source: Original Study

Following Preacher and Hayes’s (2004), as shown in Table 4-21, in step 1 of
the mediation model, the regression of job empowerment on job performance,
ignoring the mediator, was significant, $=0.3757, t(348)= 7.4155, p=0.0000.
Step 2 showed that the regression of job characteristics on the mediator, job
empowerment, was also significant, $=0.3922, t(348)=8.1122, p=0.0000. Step
3 of the mediation process showed that the mediator (job empowerment),
controlling for job characteristics, was significant, f=0.2463, t(347)= 4.5045,
p=0.0000. Step 4 of the analyses revealed that the mediator (job
empowerment), controlling for job empowerment scores was also significant
predictor of job performance, =0.2791, t(347)=5.1900, p=0.0000. The results
of the Sobel test are significant (p=0.0001). The z-value equals to 3.9154,
which is greater than 1.96 (p<0.05), and the value of the mediating effect is
0.0966. It indicates that that job empowerment partially mediated the
relationship between job characteristics and job performance. The study
further used the bootstrap approach to verify the Sobel test. The result reveals
CIs between 95% and 5% (excluding 0) reaches significant levels. Therefore,

the results also support H12.
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Table 4-20 Regression Analysis of the Indirect Effect between Job

Empowerment and Job Performance

Direct effects and Total effect

B SE t p

IV ->DV 3757 0507 7.4155 .0000
IV ->MV 3922 0483 8.1122 .0000
MV > DV, 1V is controlled 2463 .0547 4.5045 .0000
IV -> DV, MV is controlled 2791 .0538 5.1900 .0000
Indirect effect and significant using the normal distribution

Value SE LL95%CI UL95%CI =z p
Sobel  0.0966 .0247 .0482 1450 3.9154 .0001
Bootstrap results for the indirect effect

Value SE LL95%CI UL95%CI Mean
Effect 0.0966 .0523 0184 2179 .1000

Note. 1. IV= Independent Variable (Job Characteristics), DV= Dependent
variable (Job Performance), MV= Mediating Variable (Job Empowerment),
= Unstandardized Coefficient

2. N= 350, Number of Bootstrap Resamples= 1000, LL= Lower Limit, CI=
Confidence Interval, UL= Upper Limit

Source: Original Study
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4.5.4 The Mediation Effect of Job Satisfaction between Job
Characteristics and Job Performance

According to table 4-20, model 1 tested the relationship between job
characteristics (independent variable) and job satisfaction (mediator), and the
results show that job characteristics are significant and positively affected to
job satisfaction (B=0.369, p<0.001); for model 2 the test was for the
relationship between job characteristics (independent variable) and job
performance (dependent variable), and the results show that job
characteristics are significant and positively affected to job performance
(B=0.184, p<0.001); next, job satisfaction is the independent variables and job
performance is inputted as dependent variable in the third model, the results
indicated that job satisfaction is significant and positively affected to job
performance ($=0.198, p<0.001), therefore H6 and H7 are supported. Finally,
job characteristics and job satisfaction regressed with job performance shows
(B=0.347, p<0.001; p=0.116, p<0.01) respectively in model 4. The results in
model 4 showed that R*=0.149 and the adjusted R* is 0.144, meaning that
14.40% of the variance in job performance can be predicted from job
characteristics and job satisfaction. F-value equals 30.455 (p<0.001) is

significant. For multicollinearity, max VIF is 1.000.
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Table 4-21 Mediation Test of Job Satisfaction between Job Characteristics

and Job Performance

Variables JS JP

Modell Model 2 Model 3 Model 4
JCh 360%#:* ] 84 %% 347k
JS 1 98*#* 116%**
R 369 184 198 366
R2 136 034 039 149
Ajd-R2 134 031 036 144
F-value 54.990 12.228 14.161 30.455
P-value 000 001 000 000
D-W 2.045 1.908 2.295 2.116
Max VIF 1.000 1.000 1.000 1.000

Note: 1. *p<.05, **p<.01, ***p<.001, B: Standardized coefficient
2. JCh= Job Characteristics, JP= Job Performance, JS= Job Satisfaction

Source: Original Study

According to the results above, the beta value of job performance is increased

B from 0.184 to 0.347, and both job characteristics and job satisfaction are

significantly related to job performance. Therefore, H12 is supported. Job

performance provides a partial mediation effect on the relationship between

job characteristics and job satisfaction.
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Figure 4-3 Mediating Effect of Job Satisfaction on the Relationship
between Job Characteristics and Job Performance

Source: Original Study

Following Preacher and Hayes’s (2004), as shown in Table 4-21, in step 1 of
the mediation model, the regression of job characteristics on job performance,
ignoring the mediator, was significant, }=0.3757, t(348)= 7.4155, p=0.0000.
Step 2 showed that the regression of job characteristics on the mediator, job
satisfaction, was also significant, B=0. 2438, t(348)= 3.7631, p=0.0002. Step 3
of the mediation process showed that the mediator (job satisfaction),
controlling for job characteristics, was significant, $=0.0955, t(347)= 2.2910,
p=0. 0226. Step 4 of the analyses revealed that the mediator (job satisfaction),
controlling for job characteristics scores was also significant predictor of job
performance, =0.3525, t(347)= 6.8603, p=0.0000. The results of the Sobel
test are significant (p=0.0001). The z-value equals to 1.9830, which is greater
than 1.96 (p<0.05), and the value of the mediating effect is 0.0233. It
indicates that job satisfaction partially mediated the relationship between job
characteristics and job performance. The study further used the bootstrap
approach to verify the Sobel test. The result reveals Cls between 95% and 5%
(excluding 0) reaches significant levels. Therefore, the results also support

HI12.
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Table 4-22 Regression Analysis of the Indirect Effect between Job

Satisfaction and Job Performance

Direct effects and Total effect

B SE t p

IV ->DV 3757 1.0507 | 7.4155 |.0000
IV >MV 2438 1.0648 | 3.7631 |.0002
MV -> DV, 1V is controlled .0955 0417 | 2.2910 | .0226
IV -> DV, MV is controlled 3525 1.0514 | 6.8603 | .0000
Indirect effect and significant using the normal distribution

Value | SE LL95%CI | UL95%CI |z p
Sobel | 0.0233 | .0122 | -.0006 0472 1.9830 .0001
Bootstrap results for the indirect effect

Value | SE LL95%CI | UL95%CI | Mean
Effect | 0.0233 | 0122 | -.0042 .0700 .0229

Note. 1. IV= Independent variable (Job Characteristics), DV= Dependent
variable (Job Performance), MV= Mediating variable (Job Satisfaction), =
Unstandardized Coefficient

2. N= 358, Number of Bootstrap Resamples= 1000, LL= Lower Limit, CI=
Confidence Interval, UL= Upper Limit

Source: Original Study
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4.5.5 The Moderation Effect of Job Involvement on The Relationship
Between Job Characteristics and Job Satisfaction

To test the moderation effect of the research constructs, this study adopted
Baron and Kenny’s (1986) approach. According to Baron and Kenny (1986)
moderation analysis can be conducted to assess if the moderator moderates
the relationship between the independent and dependent variables. The study
also applied hierarchical regression analysis to test the moderating effect of
job involvement on the relationship between job characteristics and job
satisfaction (see Figure 4-4). As shown in model 1, the result discloses that
job characteristics is positively and significantly affected to job performance
(B=0.198, p<0.001). Model 2 showed that job involvement is positively and
significantly affected to job performance (=0.251, p<0.001); therefore, H8 is
supported. As shown in model 3 in Table 4-22, the result showed that both
independent variables (job characteristics, f=0.151, p<0.05) and moderating
variables (job involvement, =0.187, p<0.001) are significantly affected to
dependent variable (job satisfaction). In addition, the result in model 4
revealed the interaction effect (R2=O.O74, B=-0.054, p<0.01, max VIF= 1.354)
of job characteristics and job involvement is significantly affected to job
satisfaction also the. Additionally, the interaction between job involvement
and job characteristics exerts a moderating effect on job satisfaction, so H13
is supported. This meant that job involvement is a moderator of the

relationship between job characteristics and job satisfaction.
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Table 4-23 The Moderating Test of Job involvement on the Relationship

between Job Characteristics and Job Satisfaction

JS

Variables Modell |Model2 |Model3 | Model4
Independent Variable
JCh 198%*** | 151% | 134%*
Moderating Variable
I [251%%% [ 187*** | 169%*
Interactive Effect
JCh*JI -.054**
R 198 251 268 272
R2 .039 .063 072 074
Adj-R2 .036 .060 066 066
F-Value 14.161 23.382 13.412 9.208

Note: 1. *p<.05, **p<.01, ***p<.001, = Standardized coefficient

2. JCh= Job Characteristics, JI= Job Involvement, JS= Job Satisfaction

Source: Original Study

Job Involvement
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Figure 4-4 Moderating Effect of Job Involvement between the Relationship of

Job Characteristics and Job Satisfaction

Source: Original Study
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To further understand the moderating effect, this study adopted the
method of Aiken and West (1991), to set the moderating effects of low and
high job involvement on a low (1)/high (2) median as a benchmark. Figure 4-
5 shows that both job characteristics and job involvement have a positive
effect on job satisfaction and as such the job satisfaction will increase with an
increase in job involvement. However, compared with low job characteristics,
those with high job characteristics enjoy less growth in job satisfaction with
an increase in low job involvement. The implication being that low job

involvement has a stronger impact on job satisfaction than high job

involvement.
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Figure 4-5 Moderating Effect of Job involvement
Source: Original Study
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4.5.6 The Moderation Effect of Job Attitude on The Relationship
Between Job Characteristics and Job Satisfaction

To test the moderating effect of job attitude on the relationship between
job characteristics and job satisfaction (see Figure 4-6). As shown in model 1,
the result discloses that job characteristics is positively and significantly
affected to job satisfaction (f=0.198, p<0.001). Model 2 showed that job
attitude is positively and significantly affected to job satisfaction ($=0.273,
p<0.001); therefore, H9 is supported. As shown in model 3 in Table 4-23, the
result showed that both independent variables (job characteristics, f=0.196,
p<0.001) and moderating variables (job attitude, =0.008, p>0.05) are not
significantly affected to dependent variable (job satisfaction). In addition, the
result in model 4 revealed the interaction effect (R*=0.040, p=-0.038, p>0.05,
max VIF= 1.437) of job characteristics and job attitude is not significantly
affect to job satisfaction, it shows that the interaction between job attitude and
job characteristics doesn’t exert a moderating effect on job satisfaction, so
H14 is not supported. This meant that job attitude is not a moderator of the

relationship between job characteristics and job satisfaction.
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Table 4-24 The Moderating Test of Job Attitude on the Relationship between

Job Characteristics and Job Satisfaction

JS

Variables Modell |Model2 |Model3 | Model4
Independent Variable
JCh 198*** | | 196%** | 183%*
Moderating Variable
JA | 273%*%* | 008 -.006
Interactive Effect
JCh*JA -.038
R 198 273 198 200
R2 .039 074 .039 .040
Adj-R2 .036 072 .034 032
F-Value 14.161 27.966 | 7.072 4.829

Note: 1. *p<.05, **p<.01, ***p<.001, = Standardized coefficient

2. JCh= Job Characteristics, JA= Job Attitude, JS= Job Satisfaction

Source: Original Study
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Figure 4-6 Moderating Effect of Job Attitude between the Relationship of

Job Characteristics and Job Satisfaction

Source: Original Study
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CHAPTER FIVE: CONCLUSIONS AND SUGGESTIONS

5.1 Research Conclusion

Table 5-1 Result of the Tested Hypotheses

Hypotheses Results

There is a significant effect between job

H1 | characteristics and job performance Supported
There is a significant effect between job

H2 | characteristics and job empowerment Supported
There is a significant effect between job

H3 | empowerment and job performance Supported
There is a significant effect between job

H4 | characteristics and job competency Supported
There is a significant effect between job competency

H5 | and job performance Supported
There is a significant effect between job

H6 | characteristics and job satisfaction Supported
There is a significant effect between job satisfaction

H7 | and job performance Supported
There is a significant effect between job involvement

H8 | and job satisfaction Supported
There is a significant effect between job attitude and

H9 | job satisfaction Supported
Job empowerment mediates the relation between job

H10 | characteristics and job performance Supported
Job competency mediates the relation between job

H11 | characteristics and job performance Supported
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Hypotheses Results

Job satisfaction mediates the relation between job

H12 | characteristics and job performance Supported

Job involvement moderates when job characteristics

H13 | in relation with job performance Supported

Job attitude moderates when job characteristics in

H14 | relation with job performance Not Supported

The purposes of this study are (i) to analysis the effect between job
characteristics and job performance (ii) to test the effect between job
characteristics and job empowerment (ii1) to check the effect between job
empowerment and job performance (iv) to examine the effect between job
characteristics and job competency (v) to explore the effect between job
competency and job performance (vi) to inspects the effect between job
characteristics and job satisfaction (vii) to investigate the effect between job
satisfaction and job performance (viii) to analysis the effect between job
involvement and job satisfaction (ix) to test the effect between job attitude
and job satisfaction (x) to check how job empowerment mediates the relation
between job characteristics and job performance (xi) to examine how job
competency mediates the relation between job characteristics and job
performance (xii) to explore how job satisfaction mediates the relation
between job characteristics and job performance (xiii) to inspect how job
involvement moderates when job characteristics in relation with job
satisfaction (xiv) to investigate how job attitude moderates when job

characteristics in relation with job satisfaction.
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The theoretical framework for this study was developed based on the above
literature explained in chapter 2. From the result of this research, it has been
found that job characteristics, job empowerment, job competency, job
satisfaction, job involvement, and job attitude to be the main driving forces
for job performance, as indicated in Table 5-1 above, which shows the
hypotheses tested with the results.

According to the results, a number of conclusions have been drawn from the
study. Job characteristics are related significantly to job satisfaction and
performance, supported the previous finding of Daniel J. Brass, (1981) where
job characteristics are significantly affect job performance. This finding
indicated that when employees understand the nature of their job
characteristics it will allow them to use a variety of skills and knowledge to
outperforming their own job.

This study also shows that job characteristics significantly impact on job
empowerment, which is the same study results of Senecal and Kosetnre
(1997), according to the research have been conducted and has identified the
has identified the path analysis revealed that job characteristics are
importantly involved in workers’ feelings of empowerment, as demonstrated
through the amount of explained variance in each dimension of empowerment.
This study also found that job empowerment is significantly affected job
performance, supported by previous research of Chiang & Hsieh, (2012);
Hechanova et al. (2006), when employees are empowered, it led to positively
affected job performance, the more employees feel empowered the more they
will contribute and enhances their job performance. Another researched from
Chen et al., (2007) also found that extending previous work, our findings
indicate that empowerment positively relates to performance and helps
explain relationships between leadership variables and performance

simultaneously at both the individual and team levels. Which means that
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when employees feel empowered by their supervisor, they are willing to do
more? Moreover, when in the team that has enough power to make a decision
or decide what to do are more likely to achieve more positive result due to the
influence by empowerment in their organization.

Job characteristics also found to be significantly affected to job competency
confirming the previous research of Tims &Akkermans (2017) it showed that
job characteristic play in very important roles in the discussion the findings
and indicates that job characteristics present in the work environment may be
especially crucial for work-related well-being when individuals are less likely
to proactively shape their work environment and develop career competencies.
Due to autonomy in job characteristics, it’s played as the essential learning
factor capable of stimulating the learning of career skills that can then
promote higher levels of job engagement as well as the developing the
employees ¢ competence.

Job characteristics also were found related significantly to job satisfaction. As
the previous research have conducted and discovered the relationship amongst
job characteristics and job satisfaction for many years constantly. As
mentioned by Katsikea, Theodosiou, Perdikis & Kehagias, (2011) found that
there is a strong and positive influence between job autonomy, job variety
with job satisfaction. Ali et al., (2014) has claimed that all hypothesizes
indicating a connection of job characteristics and job satisfaction were
supported. By Charkhabi, Alimohammadi and Charkhabi (2014) have found
that job characteristics will satisfy job satisfaction needs such as the need to
autonomy and job significance and leading employees to feel self-worth and
competence and decrease their stress. Thus, by setting proper job
characteristics we will be able to improve job satisfaction and reduce job

demands and subsequently strains.
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The examining of job competency mediated the significantly relationship of
job characteristics and job performance also were supported. The result
demonstrated that when job competency gets involve significantly impacts
and caused the effected of job characteristics on job performance was
significantly reduced. When it happened, the effects of job characteristics
were mediated through job competency. This result also supported the
previous finding of the study has been discovered job characteristics present
in the work environment may be especially important for work-related well-
being when individuals are less likely to proactively shape their work
environment and develop career competencies (Tims &Akkermans, 2017).
Behaviors and work qualities are beyond this direct relationship and the
understanding of role traits. One explanation for this might be that job
crafting and career skills and competents need some flexibility and autonomy,
which would indicate that the mechanism of perception is implicit in both
other directions, at least in terms of autonomy. It can also be argued, however,
that employee's understanding of the level of autonomy at work may be less
closely linked to job commitment instead of job crafting or career skills that
can both be considered more productive and actively. In other words, a
working environment with enough social support, flexibility and development
opportunities will promote the development of career competent and skills,
which can then encourage higher degrees of employees commitment and
involvement. Furthermore, from the analysis test, it showed that job
competency provided a partial mediation effect because the impact of job
characteristics to job performance significantly reduced but still higher than

Z€ro.
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As demonstrated from the result of the effects of mediation of job
empowerment and job performance to the relationship of job characteristics,
both mediation effects were uncovered significantly related. For the first
mediation the result showed that when job empowerment entered itself, the
effect of job characteristics on job performance was significantly reduced.
When it happened, the effects of job characteristics were mediated through
job empowerment. This results gave more insight to the findings of Seibert
(2004) where they find that job empowerment creates employee’s
contribution and organizational performance improvements and helping
workers achieve those personal goals by allowing employees to take part in
the decision-making process, reviewing their own jobs and finding and fixing
problems. Chow et al. (2006) proved that empowerment significantly
improved the efficiency of performance, as employees can handle the
situation at work by themselves. Similarly the research conducted by Wallach
& Mueller (2006) has also been found that task characteristics take on
positions as participatory decision-making and constructive interactions with
managers, superiors and peers consistently, as skilled staff holding the sense
of empowerment eventually led to better results and lifting up the
performance. Furthermore, from the analysis test, it showed that job
empowerment provided a partial mediation effect because the impact of job
characteristics on job performance significantly reduced but still higher than

Z€10.
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As demonstrated from the result of the mediating effects of job satisfaction to
the relationship of job characteristics and job performance was found that the
mediation effects were found to be significant. For the first mediation the
result showed that when job satisfaction entered itself, the effect of job
characteristics on job performance was significantly increased. When it
happened, the effects of job characteristics were mediated through job
satisfaction. This results gave more insight to the findings of Hackman and
Oldham model (1974 the presence of work characteristics will fulfill job
satisfaction needs such as the need for flexibility and role importance, and
will lead workers to feel self-esteem and skills and reduce the amount of
stressed at work. Ali et al., (2014) has claimed that all hypothesizes indicated
connection between job characteristics and job satisfaction were supported.
Nonetheless, Biggs (2003) studies disputed the others current studies in term
of fields, in which the variety of skills has related in substantial relationship
with job satisfaction due to the diversify differences backgrounds of the
respondents in term of professions, education and so on. Wong et al., (2018)
have been conducted the research and found the significant role of job
satisfaction, which had fully mediated the effects of these determinants on job
performance. Nonetheless, although most social psychologists claimed that
attitudes predicted subsequent behaviours, however, some industrial-
organizational psychologists remained to support the opinion that the most
focused attitude is about the job (job satisfaction) was not relevant to the most
focused work activity (job performance) Patton et al., (2001). The researchers
found that the perceived work characteristics were strongly and significantly
linked to the success of organizational citizenship (Bono et al.,2006).
Furthermore, from the analysis test, it showed that job satisfaction provided a
partial mediation effect because the impact of job characteristics to job

performance significantly increased.
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The results of this study also revealed that job involvement had a negative
moderation effect on the relationship between job characteristics and job
satisfaction. The previous finding of Khan and Nemati (2011) and Yeh (2013)
discussed on their argument that work engagement has a significant positive
effect on job satisfaction is unambiguous. Morris and Venkatesh (2010) ERP
systems have also been developed to test the engagement of workers and the
results of the relationship between the work characteristics of employees and
their job satisfaction. The introduction of the ERP program itself moderated
the impacts of capability diversity, flexibility and reviews on job satisfaction.
When this occurs, it means that the workers can gain more experience by
becoming more interested with their work, then they will be happier with it
because they have more understanding of their job and can do it better.
However, after tested the result from this study, it was contradicted from the
previous researches. According to the result in model 4 revealed the
interaction effect (R2=0.074, p=-0.054, p<0.01, max VIF= 1.354) of job
characteristics and job involvement was significantly affect to job satisfaction
also the. Additionally, the interaction between job involvement and job
characteristics exerts a moderating effect on job satisfaction. This meant that
job involvement was a negatively moderated the relationship of job

characteristics and job satisfaction in between.

The results of this study also demonstrate that job attitude had no
moderation effects on the connection between job performance and job
performance. The previous finding of Biggs (2003) contrary to the current
study, he found that where skill varieties have unsubstantial relationship with
job satisfaction because of the diversify differences backgrounds of the
respondents in term of professions, education, career field so on. Depending

on the background differences, the job attitude also different and the ways
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that employees evaluate their jobs such as pay, work condition, advancement
opportunities, and the feeling towards their will be different and will affect

the relationship between job characteristics and job satisfaction.
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5.2 Research Discussion and Implication

This study aimed to investigate the impact of other variables on job
performance. The significance among job characteristics, job competency and
job performance which has been proven in the upper section can reveal some
meaningful things when applying it to human resource management. Job
characteristics have a direct effect on job competency and job performance. In
other words, if employees have skills variety, autonomy, and task identity
they will increase as well as improve their job competency to the next level
that will be resulted to increase job performance drastically. For employees,
understand their own job and tasks are very important because if they can’t
identify the tasks that they are responsible for it would be the problem. More
than that, in order to perform their job substantially, individuals should equip
themselves with skills variety to enhance their ability to generate more
productive at workplaces. The result has been consistent with the previous
research of Tutu and Constantin (2012) have found a strong relationship
between performance and job competency. When the employees have ideas
with what they are doing and what tasks they are responsible for they can
perform better. By Moore et al (2003) suggested that the training program and
development competency should be prioritized and focused on the
relationship between the actual employees' skills and measured the effect of
an individual which suggested by the observation of immediate managers and
follow up the results of the performance after the training. Dhanakumars and
Linders (2001) have found that job performance and competency have
positive relationship; through the improvement of the skills competition the
researchers have found that the workers will become an important resource to
the company or the organization. As the employees are required to get the
proper training in order to upgrade their current skills and knowledge to apply

to their works, at the end of the day the job performance is increased through
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the improvement of job competency. By Tims and Akkermans (2017) have
been discovered job characteristics exhibited as significant in the workplace
and important for employment and well-being when people are unwilling to
shape their work environment proactively and improve they're current
competence and sharpen their job skills. Because job characteristics would
enhance job awareness by shaping the organization with a clear job based, so
even though the workers are not proactive enough, they still have ideas to
operate their works. Another research was conducted by Blonk et al .(2013)
also has found a work environment with adequate social support, autonomy,
flexibility and development opportunities will promote the development of
career skills which can then encourage substantial work involvement and
work commitment.The second meaningful contribution to human resource
development would be the finding of significance among job empowerment,
job characteristics and job performance. Job characteristics have indirectly
effect on job empowerment and job performance. As a matter of fact, in the
organization the employees are needed empowerment in order to perform
their job better with fruitful results. As the job empowerment becomes one of
the driving forces for betterment job performance. The employees will feel
happy to do their works when they are believed by their supervisor through
the power delegation. The result gains some more insight to previous research
(Seibert, 2004) job empowerment produces enhanced individual and
organizational performance to help employees achieve their personal goals by
encouraging employees to take part in making decision processes, audit and
justify their own jobs as the effective way to generate solutions and resolve
problems. Chow et al. (2006) demonstrated the truth that empowerment
improves played in a significant role in increasing performance dramatically.
S. Pentareddy and L. Suganthi (2015) have been discussed the job

empowerment as a mediator between job characteristics and successful
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engagement since high-impact jobs, challenges, flexibility, independence and
variety contribute to feelings of empowerment and will lead to inclusive result
as an affective commitment to the company when reciprocated from the
workers. Job characteristics attribute as job structure, participatory decision-
making and positive relationships with superiors, subordinates and colleagues
shaped the sense of empowerment among professional staff, because the
relationship with on another is very important in career success as it builds the
harmonious cooperation (Wallach & Mueller, 2006). From the third result that
would contribute to human resource management is illustrated the significant
among job satisfaction, job characteristics and job performance. Job
characteristics have indirectly effect on job satisfaction and job performance.
As a result, satisfied employees are more likely going to do their best with
their works. They will feel their company is their own home and they turn to
contribute more in terms of physical and emotional support to their
organization. The result of previous research of Charkhabi, Alimohammadi
and Charkhabi, (2014) The mediating influence of job satisfaction on the
relationship between work characteristics and health outcomes was examined

and found that there were significantly related.

In this study there five suggestions regarding the human resource
department in Cambodia that can help the human resource personnel with the
detailed information to tackle down the human resource issues. Firstly, the
recruitment and selection department needs to provide very details about the
job description, job specification, job design, and job analysis and for every
post and ensure that the prospective candidate understands what job they are
interested in and fit with their ability and also help human resource
department in potential sourcing candidates. Secondly, the human resource

department should take a close look more at the essential factors namely job
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characteristics, job attitude, job involvement, job empowerment, job
competency, job satisfaction and job performance as the main facilitators for
enhancing workforce planning. Thirdly, the training and development
department should design the effective training courses for the employees by
understanding the impactful factors such as job attitude, job involvement, job
competency, job empowerment, and job satisfaction that all those factors will
facilitate the training programs to match with the needs of the organization.
Fourthly, the human resource depart should focus more on communication
with employees. As recently, within the work context in Cambodia there is
one barrier that has risen in the workplace, which is lacking communication
between employees and the human resource department. In this situation, the
difficulty within the workflow will occur because the human resource doesn’t
understand the need of the employees and the employees themselves also
don’t know how to express their concern to the human resource department.
So the human resource department should work closely with employees and

reduce the barrier of communication in the organization.

Finally, the performance management needs to be implementing
precisely and accurately by ensuring the process of the collection of
operations and results satisfies the goals of an organization in an efficient and
effective result. Moreover, in order to strengthen the performance
management, organizations should pay close attention to job performance that
is the key sector for measuring performance appraisal. As the job performance
is representing the outcomes of which that our organization can perform in a
competitive market. And it will provide a strong indicator for providing
timely feedback and training, comparing employee's actual performance and
desired performance behaviors which should be rewarded. Last but not least,

maintaining talented candidates to stay it such a challenge, since the potential
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people are always attracted by the other organizations as well. Therefore, the
company should design the maintaining strategy which so-called the rewarded
talented. The observable inspection needs to be implemented in term of
positive checkup as discovering the need of those talented and potential
people. The observation should be based on individuals treasured and their
interests on particular challenges, after that fulfil their need by providing them
the thing that they prefer. By doing this the company can ensure the

sustainability of maintaining talented employees to stay longer.
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5.3 Research Limitation and Future Research Suggestion

This study has several limitations. Firstly, due to some difficulties and the
period that the survey was conducted, the way to choose a sample for this
study is mainly based on convenience. Thus the results somewhat cannot be
representative of the whole aspects of human resource management in
Cambodia. Hence, further study should be done with a larger size and
different sample groups in order to increase the representation of all
generational groups. Secondly, the study results come from the universities
students and those who are employed, so it opens up for any further study to
apply this model so as to investigate the impact of job characteristics, job
empowerment, job competency, job satisfaction, job involvement, job attitude
and job performance of university student and those who are employed in
Cambodia. Thirdly, due to the time limit of this research, it only examines the
significant effect of both moderators, so future research should be compared
to whether which one is more important than the others, as well as the
positive and negative effect of the moderators to give more in-depth
understanding to the study. Lastly, a qualitative study might allow the
respondents to express their opinions on job performance in order to further
understanding deeper into the issues. In such a challenge, the data would not
represent a hundred percent accuracy and reliability of the whole workforce in
Cambodia or any country. As believing that the broader scope of the sample

should take into account.
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APPENDIX QUESTIONNAIRE
A{HRAT NS

Thank you very much for participating in this survey! The survey is being
done by the Department of Business Administration at Nanhua University,
Taiwan. All of the answers provided in this survey will be kept confidential.
No identifying information will be provided to the public, individuals, or
organizations. The survey data will be reported for the purpose of this study
only.

You will be asked to rate how each statement describes your organization.
Answers can range from strongly disagree (1), disagree (2), slightly disagree
(3), neither agree or nor disagree (4), slightly agree (5), agree (6), and
strongly agree (7). It will take approximately 20 minutes to complete the

questionnaire.

agIHIRANIFUSIM: MIgRERIMIAshrfvIs ImighsRis:(pims g
SadindinhanpinfssuanaignRvEImingngisiannuigniw

amstisinhssifweinsitunsgugamigh  shis:Sugimpighmm
AN S AR SUIMANGIMAN [HIGUGSTUANMIAN: GIYFUYHYMI
nmywigiu1§gSwaishiapinsuiimauniimuianaismidnnis:ia
gipmeagnSapinsigja g waigiusiighminn Sywaiafadnsaisams
MIgANIvRHRGIM U sRIGHMINN 16i5 wmsnimtimiSswaijuugi  (9)
FSWNTWNLNY (V) BSWEVURGI (M) HAPHH (6) WUHIURGI(E)
WRU®)  wisugy @) 9 dfasamwinppinn vo

nEifyitinmaphann
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Job Characteristics (rygnn:miini)

yufifgpsusinpinftsnfanugnnygwigsisisainn
IBYWNNWUNUEAH i AoA{Es
Syw I winadigaGaSaiuayn

Please take a short look on the questions below

related with the CONStructs, and then CIRCLE the level of
agreement on each of the items below base on your opinion

1

JChl. I understand my job role and job responsibility
clearly

JChl. 8tﬁ[‘ljﬂnS“I‘.}Siﬂ‘.}SHjSﬁJ’Lﬂi’“ﬂimﬁUﬁjSﬁmﬁj

JCh2. T clearly understand the job requirement of my
position

JCh2. gwirsGnesAfgimi miniisyedinni ivaig

JCh3. I understand every process to complete my tasks
JCh3. wns{ATHmnimi dgjSmmmiAg wesd

JCh4. Understanding job characteristics can enable
employees to perform their well

JCh4.wnsinfsiamuninogwyjSundansigm:
mimsny

JCh5. I can apply my skills and knowledge to my current
job precisely
JChs.gmuHsint mEnsinn:fhivesgrgSnmini

UBURIURISUNRGES

JChé. I can complete all the tasks required in my current
position effectively and efficiently

JCh6.gmGUINMAIAG AuHaTHumsIsign
HeRINNNUGUSIVAIS{UAUINWI{UAMA

JCh7. My job is required a variety of skills and knowledge
Jchr.mimnvesgApimitimEndinns gy

JChS8. My ability is fit with my current job perfectly
JCh8.FBRM MU RIS A UB BN MIMIUGU[SIURI SRR
1

JChO. I have a variety of skills and knowledge which are
responded to my job well

Jcho.gwmstimmBnsinn:dnmiisidugwaudn
MENHURTE NS Y
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Strongly
disagree
disagree
Slightly agree
agree
strongly
agree

slightly disagree
neither agree or nor disagree

N
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Job Competency (ysamnmiing)

ghfgpiusdnnintsufanugnnywdgsisisainn
IBYWNNWUNUEAF iR oA{Es
SywarhwinadigaGaSaiuayn

Please take a short look on the questions below

related with the CONStructs, and then CIRCLE the level of
agreement on each of the items below base on your opinion

iy
§

disagree
agree

JC1. I can present skills and knowledge to meet the
requirements in my current job

10 et gmuvinmasmindinn:Saidgitmmmuny | |
iMISTRMINIUGU[SIURSE

JC2. I am capable enough to work in this position

11 o ' ' al oo
JC2.¢wmsusamAAUEM SR Mg mighainnins:

JC3. I can solve any problems that occurred in my role
12 | effectively and efficiently 1

Je3.gmuin:puwumidumsiiargjisigngné
IURSSIUAUINWgRdgmnd{uaigmn

JC4. T have critical thinking and analyst skills that can
13 | make a difficult decision with optimal profits 1
Jc4gmstsimipciinninmSngmimatiums
IgmissEsdanmamywiaimasinnmytns

H 1

JC5. I am competent at emotional intelligence

11 5cs. smswsamnamnsgnapid

Job Empowerment (mig IS AMGMINI)

syuifapduainninashfaugnnywsgsissisainn
ISywaNwunouaguipdGaga

SYw I wigAAIAIGASIveIH™A
Please take a short look on the questions below

related with the CONStructs, and then CIRCLE the level of
agreement on each of the items below base on your opinion

Strongly
disagree

JEM1. I am fully authorized to make a decision as well as
15 | prioritize my tasks 1
JEM1.gmg el nmrumanmisdiusiafgomgn

HEMNGUMIAGIURS
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disagree
Slightly agree
agree
strongly
agree

slightly disagree
neither agree or nor disagree

disagree
Slightly agree
agree
strongly
agree

slightly disagree
neither agree or nor disagree
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16

JEM2. I have received encouragement to come up with a
new solution and better ways of doing things

JEM2.8 8¢ GrumitiiAGAGHjuRIATIAM (ftf
8nifingy puma§ge

17

JEM3. I have received the supports and authority to make
immediate decisions which necessary for accomplishing
the assigned tasks

JEM3.gmeg grumimgSuedanmaoriiujiimisy
HEGEAMUNSIE U NG UMIRIHEGAGMITS
UMSANNG

18

JEM4. My department uses employee’s feedback to make
improvements in planning

[}

JEM4.SnAnsiv s Srdrununsives Srundarduj
giinsMit SMN{UIRSIE]H

q

19

JEMS. I have enough involvement in making decisions that
affect my work role

JEM5zmsmnnjmwﬁmsmmm;m Satinul:
mmumgmgmmsmmg

20

JEMG. I often share my idea with my department and
always accepted

JEM6.& i w IIGATIAASRIUAI S IIWAEN 8IU
eagriwianiag grutn

21

JEM7. During the discussion, I always involve and interact
with the discussion process

JEM.gangfamuimangianiag gy
mywidnimiimap

Il

70
=

H

alap]

ing
a4

22

JEMS. Involving decision making is my responsibility to
the company

JEMS.MiGryjsthywiamissnuslagitmégrugeum
s gsImeAvyis

23

JEMO. I often take part in problem-solving and share my
opinion with my manager in order to solve the problems

JEMO.SN {59 G rugetin s puntsu am 8nisAifruan
yrsivesgrFERELEnives Sl s ppnwugm
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Job Involvement (migriggmiini)

ghfgpiusdnnintsufanugnnywdgsisisainn
IBYWNNWUNUEAF iR oA{Es
SywarhwinadigaGaSaiuayn

Please take a short look on the questions below

related to the CONStructs, and then CIRCLE the level of
agreement on each of the items below base on your opinion

iy
§

JI1. T always finish the given tasks earlier than schedule
24 | stantadinmmifigiiumsgrigjingsthamol
mnA

JI2. T am personally highly involved with my job as it
o5 | significantly impacts on my performance

JR2.8G NN TG MENHuasgIpnent 8 §n
AU ZINE I MIHSIRIURSS

JI3. I contributed all of my interest and energy to my job
26 | 3.8 mstsaituansGamimigann §aths nniu e
SAUMIMITUNS

J14. I contribute my skills and knowledge to improving the
o7 | quality and quantity of the given tasks

4. gioaituat mEndinn: dnivesganmitaning
anm N8 uTnANISMIAGIE UM SH IS

JI5. I always perform given task accuracy and effectively
28 | 15 stnntasgigma{ivipis minddumsgnig)s
NEIS{UNgMAN

J16. Producing the best result of work is my inner
29 | accomplishment

JI6. MG BRI gRuURRISMINiIdmM S gk
ANIURIS

J17. Tam Il)ersonally involved much with my job

30 ] al "o
7. SIS GRIHIESMYWMENHURIS
JI8. To me, employee’s engagement and involvement are
the most important thing to make a company success
JI8. GHM:gMIGIIE 8N MIGUIEIUESUR A

31 !

Atusistnatiuigjpvdisegrumsihatiw
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Strongly
disagree
disagree
Slightly agree
agree
strongly
agree

slightly disagree
neither agree or nor disagree
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Job Attitude (snRujATin mimng)

yufifgpsusinpinftsnfanugnnygwigsisisainn

&
IBYWNNWUNUEAH i AoA{Es AR
a a9 a o a ' 8 © 8 ] e 5n ° _>‘~.o
Sywarhwigaaiyatidlaiuaiyn AR IR
Please take a short look on the questions below SR A %_D 5 ;if)“ @
related with the CONStructs, and then CIRCLE the level of 7| B
agreement on each of the items below base on your opinion E
13 JA1. This company is the best place for me to work L 1al3lalslel7
JAL{pBUisIssAmtalghnyinamimtgiliuigms
JA2. The company’s wage rate is higher than other
34 | companies . 1|2]3]4]|5|6]7
JA2H{M{M AN UGS {EUISAg At {ABUIS i lg
1G] 5
35 | JA3. My job makes the best use of my abilities 1 1213141(5/6|7
JA3. MlimiﬁjflJ’SILUHfU’ﬂ fU’HnMImUﬁJ”S
JA4. My job has 1nsp1red me to be the best version of
36 | myself ) 1|21(3/4]|5]6|7
JA4.A ﬁimiiUﬁJSmSﬁLﬁm 2J§n WMHAJYUHNISZS
g
JAS. My company provides the positive environment to
challenge myself more
37 | JAs.{AvdisivrsgnsgivTunmesigmstiyjvaniy | 1 |2|3[4|5]6]7
i gsan
JA6. My boss always encourages and trusted my ability
18 JA6.[II3‘[t£ﬂUj31[nh[n[mnQnUﬂSh[ﬁjmn[mﬁjHQm Llalslalslel s
NIUASS
Job Satisfaction (mitnm&giamiing)
yufigapSurinpinasaSnugnnytusgsisaigainn g
ISywaNwuouaguipdGasa AP
al b) a o a 0o a v 8 [} 8 8 g ED [} -Z‘q_)
SywrhwigAdiaoa SRIUAIHA 2852|528 28
2c | 2|28 |=|c|lgw
Please take a short look on the questions below T T|E B E" ”
related with the CONStructs, and then CIRCLE the level of “ |5
agreement on each of the items below base on your opinion E
39 | JS1. I am satisfied with all the benefits that company 1 [2(3]4]5]|6]7

provided me
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JSI. zm Gn8 ﬁLU[UﬂﬁSQThHﬁJ[uﬂJ’LnHtﬂSD’IS
LR

D

JS2. I am happy to see myself improving day by day
40 through working in my current job

JS2. BEU’UL]‘I Ujl‘jn[uﬂj[ﬁijSﬂth“ﬁﬂLﬁmﬁ
[S-:jifl m:‘i[ij[lﬁ[?r"li:‘itij[ﬁ""lﬁitij ﬁi[ﬁ“‘limiiUﬁJZ

JS3. I feel that I am an important person for my company
JS3.8 M SHIYANN SNBSS SR TN U YT
SIURIS

41

42 |JS4.1 like my coworkers and my workplace
JS4. SUﬂjUnﬁniﬁ“ﬁimiSﬁn[Siﬁ[E“‘IiiUﬁJS

43 | JSS. My colleagues are very helpful and supportlve
JSS.Hﬂjﬁ“ﬂimﬁUﬁjg AEmm S{UINT S SEIMIL‘.}

JS6. I really like the working environment and working
44 | condition in my company
JS6.2ARMG UG HUTLNMEUMUNIR R UFS AN MIMNT

ISIan{AvUIsIuRsg

45 | JS7.1am enjoying working in my current company
187, ginnwiinimisiah{nvyiSuGYjgiuaig

JS8. T am enjoyed working with my current career and my

46 | company
Jsg.ginnwanmufmithgwmninugujgSnpvyis:
a8

JSO. My company promoted the staff fairly
47 | without any unfair promotion

ISo.fpwdisiuI g msAIgius:ugaiAwRimn
ENWMSMINj)INWHWAGS

JS10. I really appreciate to have been awarded so far from
my company
Js10.éfiathuiananidums ¢ gruin S AAvyisiv s

Job Performance (mixgigmiini)

yufifgpsusinpinftsnfanugnnygwigsisisainn
ISywawuouaguipdGasa

SywarhwinadigaGaSaiuayn
Please take a short look on the questions below

related with the CONStructs, and then CIRCLE the level of
agreement on each of the items below base on your opinion
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disagree
agree

disagree

slightly disagree
Slightly agree

agree

strongly
agree

neither agree or nor disagree



49

JP1. I am able to manage and plan my work so that it is
done on time

JPLgMB{atARSusinsMimimiuesgmsy
G N{RINSIGE NS InuLinn

50

JP2. All my planning were optimal due to my ability to
manage it effectively

P2 fsmiues g P A g {uIiIi A wanita s
YRMNIURSSANMIAU{ANNGjS{URigaAn

51

JP3. I knew how to set right priority tasks and get it done
effectively and efficiently

p3.gmedniny)udnnamidgmémafiuipiuiw
IGNgjMs{peigmn8niurigmn

52

JP4. 1 was able to perform my work well with minimal time
and effort

JP4.SHIGUINMMENHUAIE M8ty winnatinn
Sumignghionsuna

53

JP5. I came up with creative solution to new problems
JPs.gmsuliaiinmepnwigipdadim:ugmas

54

JP6. I achieved more than my boss was expected
IP6.gesusmsiSsthamiiingrivasisiunuwg

55

JP7. I’'m constantly improving my performance at work
IP7.8dnniagminsigivesgth8ursinigirgm:

56

JP8. I have done my tasks accuracy and precisely
JPS.METINMMIAGIUAS S M S{Hu{aiShEn e
U &

57

JP9. I carefully follow the standard and procedure of my
work

JP10.&ifmuagdlini Sn R RTRIs MU A Srinwwn

Sngning

58

JP10. My Job accuracy is significantly important for
achieving the best result of work

JPlo.ma{isiaiismiminvaigimsanisain s gin
AM AU MIEUIEGEM S SInug By S KAl mimi

59

JP11. I usually finish my tasks before the deadline
JP1L. hagmgunmMiAgivas gy siganns

60

JP12. I always challenge myself by increasing the pace of
works
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P2 8inninunauinhgsndihwuIds
iyf|sismiini

JP13. I can fix the problems efficiently and effectively

61 | 113 genu i puntst g s thn M S (P es gan L121314)5
§hH‘I|SLUfG§mﬂ
JP14. I have scored the most in critical thinking and

62 | flexibility in my job 112131415

JPl4.gmsinfgmsistnarsighmigfi:i:icinm§
NAMNUHIUSARNMENIURSE

Respondent Information
AHESIUATHA I W

Please tick on the box which best describe you.
syugeutsTiGuHtiduinaningn
1. Gender: [ Male [] Female
1LIAG Oiyag O{e5
2. Age: [under25Years [126~30Years [131~35Years [136~40Years
24ty O mubEg DUb~mog Om9~mEg] Omb~E0g)
3. Working Experience: [Inone [Junder lyear [11~2 years [ 12~3 years
3ugiESMiIn: Oms Oimu9g 09~y Ob~mg

O m~GE OG~#8) ifsthatg
4. Education: [JHigh school fresh graduate [ ] Bachelor [ ] Master [] Doctoral/PhD
4misti DumimissApisiigniw OuTaNu{p OHSUANS DUANG
5. Employment Status: [JFull-time [1Part-time [ISelf-employed
s.ensmnmini: Onmigin O Oifmina g sii
6. Income: [JLess than 200$ [ 200$~300$ []1300$~400$ [1400$~500$ [lover 500$

6.{MAGAN: ORAGMiIL00S~-MO0$CIM00~E00$IE00$~E00S

OI§SE00$s
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