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論文摘要內容: 
這項研究旨在調查不同變量之間的相互關係，即工作特征，工作

能力，工作能力，工作滿意度，工作參與度，工作態度和工作績效，並

且主要集中於工作績效的影響因素。每個組織都需要深入了解上述因素，

以維護，發展和提高組織績效。通過了解所有這些驅動因素，組織可以

確保組織的目標得以實現。這項研究旨在通過測量工作特征，工作能力，

工作授權，工作參與度，工作態度，工作滿意度和工作績效，並通過中

介和調節作用來檢查員工的績效。最初的研究使用工作問卷的定量方法

作為調查方法，該方法是通過對柬埔寨總共360名在職員工和企業主的

問卷進行定量調查的方法進行的。報告還總結了調查結果的某些含議，

可以為組織，年輕企業家和企業主提供有關如何改善員工工作績效的深

刻見解。最後但並非最不重要的一點是，為深思熟虑的證據提供了一些

可能的未來研究方向。然後，將為以後的研究改進提供建議。 

關鍵字：工作特徵、工作能力、工作授權、工作參與度、工作態度、工

作滿意度、工作績效 
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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 
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researches are showed as considerate evidence. Then, the recommendations 

will be provided for future study improvement. 

Keywords: Job Characteristics, Job Competency, Job Empowerment, Job 

Involvement, Job Attitude, Job Satisfaction, Job Performance   
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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. 
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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.  
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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 
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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 
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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. 
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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 
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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:  
 

 

 

 

 

 

7 



 

Figure 1.1 Research process 

Source: Original Study 

 

Literature Review 

Construct of conceptual model and hypothesis 
development 

Questionnaires and sample design 

Data analysis and test 

Data analysis and discussion of interrelationship between 
variables 

Conclusion and implication 

Research background, objectives, and motivations 
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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. 

 

9 



 

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 is 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 

10 



 

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 

14 



 

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 H1: 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 
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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. Kuruüzüm 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 

(Ölçer 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). 

 

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.  

H5.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. 

H8.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 α value not less than 0.70 for 

the study. As the results of the Cronbach’s α was shown that the 

questionnaires of each variable had relatively high coefficient α 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: 

(JCH1). 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 

(JCH4). I can apply my skills and knowledge to my current job precisely  

(JCH5). 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 

(JCH8). 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). I have critical thinking and analyst skills that can make difficult 

decision with an optimal profit 

(JC5). 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: 

(JE1). 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. 

(JE5). 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?  

(JE8). 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). I 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: 

(JA1). 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  

(JA5). 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 α (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 α 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 

is 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 α. 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 % 

Genders 
Female 188 53.7 
Male 162 46.3 

 

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

 (Continued) 

Items Description Frequency Percentage % 

Ages 

Under 20 56 16 

20-25 153 43.7 

26-30 55 15.7 

31-35 42 12 

36-40 44 12.6 

Level of 
education 

High school 
fresh graduated 58 16.6 

Bachelor 174 49.7 

Master 93 26.6 

Doctoral/PhD 25 7.1 

Work 
experiences 

1-2 115 32.9 

2-3 87 24.9 

3-4 43 12.3 

4-5 47 13.4 

More than 5 58 16.6 

Employment 
status 

Full-time 286 81.7 

Part-time 59 16.9 

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 500$ 33 9.4 
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. 
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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 

 

JCh1 

I understand my job role and 

 job responsibility clearly 

 

6.50 

 

1.091 

 

JCh2 

I clearly understand the job requirement 

 of my position 

 

6.50 

 

1.080 

 

JCh3 

I understand every process to complete  

my tasks 

 

6.39 

 

1.080 

 

JCh4 

Understanding job characteristics can  

enable employees to perform their well 

 

6.42 

 

1.166 
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Items Descriptions Mean Std. 

Deviation 

 

JCh5 

I can apply my skills and knowledge to  

my current job precisely  

 

6.40 

 

1.133 

 

JCh6 

I can complete all the tasks which 

required in my current position 

effectively and efficiently 

 

6.45 

 

0.964 

 

JCh7 

My job is required a variety of skills 

 and knowledge 

 

6.54 

 

0.961 

 

JCh8 

My ability is fit with my current job 

perfectly 

 

6.47 

 

0.988 

 

JCh9 

I have variety of skills and knowledge 

which are responded to my job well 

 

6.47 

 

0.980 

Job Competency 

 

JC1 

I can present skills and knowledge to 

meet the requirements in my current job 

 

6.58 

 

0.817 

 

JC2 

I am capable enough to work in this 

position 

 

6.68 

 

0.760 

 

JC3 

I can solved any problems that occurred 

in my role effectively and efficiently 

 

6.64 

 

0.794 

 

JC4 

I have critical thinking and analyst skills 

that can make difficult decision with an 

optimal profits 

 

6.55 

 

0.847 

 

JC5 

I am competent at emotional intelligence  

6.38 

 

0.830 

Job Empowerment 
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Items Descriptions Mean Std. 

Deviation 

 

JEM1 

I am fully authorized to make the 

decision as well as prioritize my tasks 

 

6.03 

 

0.979 

 

JEM2 

I have received encouragement to come 

up with a new solution and better ways of 

doing things 

 

6.28 

 

1.020 

 

JEM3 

I have received the supports and authority 

to make immediate decisions which 

necessary for accomplishing the assigned 

tasks 

 

6.48 

 

1.009 

 

JEM4 

My department uses employee’s 

feedback to make improvements in 

planning 

 

6.46 

 

1.069 

 

JEM5 

I have enough involvement in making 

decisions that affect my work role 

 

6.52 

 

0.980 

 

JEM6 

I often share my idea to my department 

and always accepted 

 

6.53 

 

0.982 

 

JEM7 

During the discussion, I always involve 

and interact with the discussion process  

 

6.52 

 

1.025 

 

JEM8 

Involving decision making is my 

 responsibility to the company 

 

6.46 

 

1.077 

 

JEM9 

I often take part in problem-solving and 

share my opinion to my manager in order 

to solve the problems 

 

6.29 

 

1.101 

Job Involvement 
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Items Descriptions Mean Std. 

Deviation 

 

JI1 

I always finish the given tasks earlier 

than scheduled 

 

6.40 

 

1.024 

 

JI2 

I am personally highly involved with my 

job as it significantly impacts on my 

performance 

 

6.37 

 

1.088 

 

JI3 

I contributed all of my interest and 

energy to my job 

 

6.39 

 

1.184 

 

JI4 

I contribute my skills and knowledge to  

improving the quality and quantity of the 

given tasks 

 

6.43 

 

1.140 

 

JI5 

I always perform given task accuracy and  

effectively 

 

6.37 

 

1.135 

 

JI6 

Producing the best result of work is my 

inner accomplishment  

 

6.50 

 

0.944 

 

JI7 

I am personally involved much with my 

job 

 

6.52 

 

0.875 

 

JI8 

To me, employee’s engagement and 

involvement are the most important thing 

to make a company success  

 

6.51 

 

0.852 

Job Attitude 

 

JA1 

This company is the best place for me to 

work 

 

6.52 

 

0.817 

 

JA2 

The company’s wage rate is higher than 

other companies 

 

6.06 

 

0.778 
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Items Descriptions Mean Std. 

Deviation 

 

JA3 

My job makes the best use of my abilities  

6.54 

 

0.833 

 

JA4 

My job has inspired me to be the best 

version of myself 

 

6.66 

 

0.826 

 

JA5 

My company provides the positive 

environment to challenge myself more 

 

6.64 

 

0.836 

 

JA6 

My boss always encourages and trusted 

 my ability   

 

6.56 

 

0.945 

Job Satisfaction 

 

JS1 

I am satisfied with all the benefits that 

company provided me 

 

6.01 

 

1.177 

 

JS2 

I am happy to see myself improving day 

 by day through working in my current 

job 

 

6.06 

 

1.220 

 

JS3 

I feel that I am an important person for 

my company 

 

6.20 

 

1.298 

 

JS4 

I like my coworkers and my workplace  

6.20 

 

1.330 

 

JS5 

My colleagues are very helpful and 

supportive 

 

6.23 

 

1.355 

 

JS6 

I really like the working environment and 

working condition in my company 

6.19 1.385 

 

JS7 

The company has set up a career plan for 

 me clearly 

6.10 1.360 

 I am enjoyed working with my current   
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Items Descriptions Mean Std. 

Deviation 

JS8 career and my company 6.24 1.291 

 

JS9 

My company promoted the staff fairly 

with any unfair promotion 

 

6.30 

 

1.263 

 

 

JS10 

I’m really appreciated to have been 

awarded so far from my company 

 

 

6.19 

 

 

1.348 

Job Performance 

 

JP1 

I am able to manage and plan my work so 

that it is done on time 

 

6.55 

 

1.004 

 

JP2 

All my planning were optimal due to my 

ability to manage it effectively  

 

6.51 

 

1.003 

 

JP3 

I knew how to set right priority tasks and 

get it done effectively and efficiently  

 

6.36 

 

1.031 

 

JP4 

I was able to perform my work well with 

minimal time and effort 

 

6.31 

 

1.083 

 

JP5 

I came up with creative solution to new 

problems  

 

6.27 

 

1.040 

 

JP6 

I achieved more than my boss was 

expected 

 

6.24 

 

1.001 

 

JP7 

I’m constantly improving my 

performance at work 

6.38 1.044 

 

JP8 

I have done my tasks accuracy and 

precisely 

 

6.45 

 

1.063 

 

JP9 

I carefully follow the standard and 

procedure of my work 

 

6.51 

 

1.080 
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Items Descriptions Mean Std. 

Deviation 

 

JP10 

My Job accuracy is significantly 

important for achieving the best result of 

work 

 

6.52 

 

1.047 

 

 

JP11 

I usually finish my tasks before the 

deadline 

 

 

6.45 

 

 

1.085 

 

JP12 

I always challenge myself by increasing 

the pace of works 

 

6.48 

 

1.075 

 

JP13 

I can fix the problems efficiently and 

effectively  

 

6.46 

 

1.031 

 

JP14 

I have scored the most in critical thinking 

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 α 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 α greater than 0.6 and Eigenvalue greater than 1 as shown 

below, job characteristics Cronbach’s α = 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 
Constructs 

Research 
Items 

Factor 
Loading 

Eigen
value 

Cumulative 
Explained 

Item-to total 
correlation 

Cronbach’s 
Alpha 

Jo
b 

C
ha

ra
ct

er
is

tic
s 

(K
M

O
 =

 0
.9

42
) 

JCh   7.011 77.899   0.964 
JCh2 0.918     0.896 

 JCh1 0.904     0.878   
JCh4 0.901     0.874   
JCh5 0.893     0.865   
JCh3 0.891     0.862   
JCh7 0.870     0.832   
JCh8 0.861     0.820   
JCh6 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 α 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 is 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 α 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 
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construct. Based on all criteria, we can conclude that the reliability and 

internal consistency of this factor are acceptable. 

 

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

Competency 

Research 
Constructs 

Research 
Items 

Factor 
Loading 

Eigen
value 

Cumulative 
Explained 

Item-to total 
correlation 

Cronbach’s 
Alpha 

Jo
b 

C
om

pe
te

nc
y 

(K
M

O
= 

0.
86

1)
 

 

JC   3.496 69.912   0.891 

JC2 0.901     0.827   

JC3 0.884     0.800   

JC4 0.828     0.722   

JC1 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 α 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 

α greater than 0.6 and Eigenvalue greater than 1 as shown below, job 

empowerment Cronbach’s α = 0.946 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 
Constructs 

Research 
Items 

Factor 
Loading 

Eigen
value 

Cumulative 
Explained 

Item-to total 
correlation 

Cronbach’s 
Alpha 

Jo
b 

E
m

po
w

er
m

en
t (

K
M

O
 =

 
0.

94
6)

 
 

JEM   7.107 78.963   0.946 
JEM7 0.913     0.887   
JEM6 0.911     0.883   
JEM5 0.904     0.875   
JEM3 0.902     0.874   
JEM8 0.900     0.872   
JEM4 0.899     0.869   
JEM2 0.873     0.838   
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 α 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 α greater than 0.6 and Eigenvalue greater than 1 as shown below, 

information understandability Cronbach’s α = 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 
Constructs 

Research 
Items 

Factor 
Loading 

Eigen
value 

Cumulative 
Explained 

Item-to total 
correlation 

Cronbach’s 
Alpha 

Jo
b 

In
vo

lv
em

en
t (

K
M

O
 =

 
0.

92
6)

 
 

JI   5.909 73.861   0.949 
JI3 0.900     0.869   
JI4 0.897     0.866   
JI2 0.889     0.854   
JI5 0.888     0.852   
JI1 0.870     0.831   
JI6 0.848     0.796   
JI7 0.789     0.722   
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 α 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 α greater than 0.6 and Eigenvalue greater than 1 

as shown below, job attitude Cronbach’s α = 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 
Constructs 

Research 
Items 

Factor 
Loading 

Eigen
value 

Cumulative 
Explained 

Item-to total 
correlation 

Cronbach’
s Alpha 

Jo
b 

A
tti

tu
de

 (K
M

O
 =

 
0.

88
9)

 
 

JA   4.325 72.091   0.922 

JA4 0.890     0.830   

JA5 0.885     0.825   

JA3 0.880     0.816   

JA1 0.848     0.776   

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 α 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 α greater than 0.6 and Eigenvalue greater than 1 as shown below, 

job satisfaction Cronbach’s α = 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 
Constructs 

Research 
Items 

Factor 
Loading 

Eigen
value 

Cumulative 
Explained 

Item-to total 
correlation 

Cronbach’
s Alpha 

Jo
b 

Sa
tis

fa
ct

io
n 

(K
M

O
 =

 0
.9

41
) 

 
JS   7.720 77.197   0.967 
JS5 0.923     0.900   
JS4 0.921     0.895   
JS3 0.916     0.890   
JS2 0.913     0.886   
JS9 0.886     0.860   
JS1 0.881     0.847   
JS8 0.857     0.823   
JS6 0.850     0.818   
JS7 0.833     0.798   
JS10 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 α 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 is 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 α greater than 0.6 and Eigenvalue 

greater than 1 as shown below, job performance Cronbach’s α = 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 

Constructs 
Research 

Items 
Factor 

Loading 
Eigen 
value 

Cumulative 
Explained 

Item-to total 
correlation 

Cronbach
’s Alpha 

  
Jo

b 
Pe

rf
or

m
an

ce
 (K

M
O

 =
 0

.9
76

) 

JP   11.473 81.948   0.983 
JP10 0.934     0.922   
JP9 0.931     0.918   
JP1 0.928     0.915   
JP2 0.923     0.909   
JP12 0.922     0.909   
JP11 0.922     0.908   
JP8 0.908     0.892   
JP13 0.906     0.890   
JP14 0.905     0.888   
JP7 0.895     0.878   
JP3 0.891     0.873   
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 

Construct Factor 
Male Female 

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 

Factor 

Under 

20 (1) 

20-25 

(2) 

26-30 

(3) 

31-35 

(4) 

36-40 

(5) 

F-

value 

P-

value 

Scheffe 

or 

Dunnett 

T3 

JCh 6.3611 6.4415 6.4222 6.3677 6.8157 1.936 .104 NS 

JC 6.5000 6.5085 6.4909 6.6952 6.8455 2.911 .022 (5)>  
(2)>(1) 

JEM 6.3254 6.2854 6.3232 6.7593 6.6566 3.382 .010 (4)> 
 (1)>(2) 

JI 6.4710 6.3881 6.1568 6.6310 6.7585 3.531 .008 (5)> 
(1)> (3) 

JA 6.5655 6.3976 6.6000 6.4087 6.7386 2.635 .034 (5)> 
(1)> (2) 

JS 5.9768 6.1242 6.2036 6.4214 6.3386 2.220 .302 NS 

JP 6.3827 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 

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

Sources: Original Study 

Factor 

1-2 

years 

(1) 

2-3 

years 

(2) 

3-4 

years 

(3) 

4-5 

years 

(4) 

More 

than 5 

years 

(5) 

F-

value 

P-

value 

Scheffe 

or 

Dunnett 

T3 

JCh 6.4744 6.3550 6.2610 6.6785 6.5824 1.696 .150 NS 

JC 6.5252 6.5172 6.3023 6.7149 6.8138 4.559 .001 (5)> 
(1)>(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 
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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 

Factor 

High 

school 

fresh 

graduate 

(1) 

Bachelor 

(2) 

Master 

(3) 

Doctoral/

PhD (4) 

F-

value 

P-

value 

Scheffe 

or 

Dunnett 

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 

JEM 6.3276 6.3927 6.3536 6.8089 1.893 .130 

(4)>(2) 
> 
(3)>(1) 

JI 6.4698 6.4009 6.4059 6.7800 1.400 .242 

(4)>(1) 
> 
(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 

Factor 

Part-time 

(1) 

Full-time 

(2) 

Self-

employed 

(3) F-value P-value 

Scheffe 

or 

Dunnett 

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 .111 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. 
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Table 4-15 Results of the Difference of the Factors within the Seven 

Constructs among Group of Incomes 

Factor 

Less 

than 

$200/ 

per 

month 

(1) 

$200-

$300/ 

per 

month

(2) 

$300-

$400/ 

per 

month

(3) 

$400-

$500/ 

per 

month

(4) 

More 

than 

$500/ 

per 

month

(5) 

F-

value 

P-

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 JC JE JI 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*** 407*** 1       

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

JS 6.1757 1.143 198*** 284*** 171*** 225*** 062* 1   

JP 6.4298 0.943 369*** 458*** 348*** 445*** 347*** 184*** 1 

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 

Variables 

JC JP 

Model1 Model 2 Model 3 Model 4 

JCh 369*** 458***   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, β= 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 (β=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 
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significant and positively affected to job performance (β=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 (β=0.453, p<0.001), therefore H1, H2 and H3 are supported. 

Finally, job characteristics and job competency regressed with job 

performance shows (β=0.203, p<0.001; β=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) is significant. For multicollinearity, max VIF is 1.000.  

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

reduced β 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. 

 

 

 

 

 

 

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 (CIs) to verify mediating effects. As shown in Table 

4.17, In step 1 of the mediation model, the regression of job characteristics on 

203*** 
Job Characteristics 

Job Competency 

Job Performance 
458*** 
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purchase decision, ignoring the mediator, was significant, β=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, β=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, β=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, β=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 is 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 

  β SE t p 

IV -> DV  .3757 .0507 7.4155 .0000 

IV -> MV  .3300 .0348 9.4918 .0000 

MV -> 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), β= 

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 (β=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 

(β=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 (β=0.399, p<0.001), therefore H4 and H5 are supported. 

Finally, job characteristics and job empowerment regressed with job 

performance shows (β=0.274, p<0.001; β=0.238, p<0.001) respectively in 

model 4. The results in model 4 showed that R2=0.184 and the adjusted R2 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 

  Model1 Model 2 Model 3 Model 4 

JCh 369*** 348***   274*** 

JEM     399*** 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, β: 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 β 

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. 

 

 

 

 

 
 

Job Characteristics 

Job Empowerment 

274*** 
Job Performance 

348*** 
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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, β=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, β=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, β=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, β=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 

  β SE t p 

IV -> DV  .3757 .0507 7.4155 .0000 

IV -> MV  .3922 .0483 8.1122 .0000 

MV -> DV, IV 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), 

β= 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 (β=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 

(β=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 (β=0.198, p<0.001), therefore H6 and H7 are supported. Finally, 

job characteristics and job satisfaction regressed with job performance shows 

(β=0.347, p<0.001; β=0.116, p<0.01) respectively in model 4. The results in 

model 4 showed that R2=0.149 and the adjusted R2 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 

  Model1 Model 2 Model 3 Model 4 

JCh 369*** 184***   347*** 

JS     198*** 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, β: 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 

β 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, β=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, β=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, β=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, β=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 CIs between 95% and 5% 

(excluding 0) reaches significant levels. Therefore, the results also support 

H12. 
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Table 4-22 Regression Analysis of the Indirect Effect between Job 

Satisfaction and Job Performance 

Direct effects and Total effect 
  β SE t p 

IV -> DV  .3757 .0507 7.4155 .0000 
IV -> MV  .2438 .0648 3.7631 .0002 
MV -> DV, IV is controlled .0955 .0417 2.2910 .0226 
IV -> DV, MV is controlled .3525 .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), β= 

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 

(β=0.198, p<0.001). Model 2 showed that job involvement is positively and 

significantly affected to job performance (β=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, β=0.151, p<0.05) and moderating 

variables (job involvement, β=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=0.074, β=-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 

Variables 
JS 

Model1 Model2 Model3 Model4 

Independent Variable   
JCh 198***   151* 134** 

Moderating Variable   
JI   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, β= Standardized coefficient 

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

Source: Original Study 

 

 

 

 

 

 

 

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. 

 

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 (β=0.198, p<0.001). Model 2 showed that job 

attitude is positively and significantly affected to job satisfaction (β=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, β=0.196, 

p<0.001) and moderating variables (job attitude, β=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 (R2=0.040, β=-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 

Variables 
JS 

Model1 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, β= Standardized coefficient 

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

Source: Original Study 

 

 
 
 
 
 
 
 
 
 

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 

H1 

There is a significant effect between job 

characteristics and job performance Supported 

H2 

There is a significant effect between job 

characteristics and job empowerment Supported 

H3 

There is a significant effect between job 

empowerment and job performance Supported 

H4 

There is a significant effect between job 

characteristics and job competency Supported 

H5 

There is a significant effect between job competency 

 and job performance Supported 

H6 

There is a significant effect between job 

characteristics and job satisfaction Supported 

H7 

There is a significant effect between job satisfaction 

and job performance Supported 

H8 

There is a significant effect between job involvement 

and job satisfaction Supported 

H9 

There is a significant effect between job attitude and  

job satisfaction Supported 

H10 

Job empowerment mediates the relation between job 

characteristics and job performance Supported 

H11 

Job competency mediates the relation between job 

characteristics and job performance Supported 
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Hypotheses Results 

H12 

Job satisfaction mediates the relation between job 

characteristics and job performance Supported 

H13 

Job involvement moderates when job characteristics 

in relation with job performance Supported 

H14 

Job attitude moderates when job characteristics in 

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 (iii) 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 

zero. 
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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 

zero.  
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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, β=-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 

ក្រមងសំណួរ 

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.   

សូរអរគុណេ្រចបចំេពះករចូលរមួក�ុងករសទងរ់តិចេនះ!ករស�ុងម់តិេនះ្រត�វបាន េធ�េឡងេដយ 

និស្សតិកំពុងសិក្សោរថា� កអ់នុបណ�ិ តែផ�ក្រគប្់រគងពណិជ�កម�េនសកលវទិ្យោល័យ

ណានហ័រ,ៃតវ៉ន។់ចេម�យទងំអស់ែដលបានផ�ល់ក�ុងករស�ុង ់ មតិេនះនឹង្រត�វរក្សោរទុកជាករ 

សមា� ត។់មនិមានពត័ម៌ានប�� កអ់ត�ស�� ណ ្រត�វផ�ល់ជូនដល់សធារណៈ ជនបុគ�លឬអង�ករ 

ណាមយួេឡយ។ទិន�នយ័ស�ងម់តិនឹង្រត�វបានេ្រប្របាស់ស្រមាបេ់គាលបំណងៃនករសិក្សោេនះែត

ប៉ុេណា� ះ។អ�កនឹង្រត�វបានេស�សំុឱ្យវយតៃម�េសចក�ីែថ�ងករណ៍នីមយួៗនិងពិពណ៌នាអំពីចំណាប់

អរម�ណ៍របស់អ�កចំេពះេសចក�ីែថ�ងករណ៍។ចេម�យអចរបច់បពី់ករមនិយល់្រសបខ� ងំ (១) 

មនិយល់្រសបយល់្រពម (២) មនិយល់្រសបតិចៗ (៣) អព្យោ្រកឹត (៤) យល់្រសបតិចៗ(៥) 

យល់្រសប(៦) យល់្រសបខ� ងំ (៧) ។ វនឹងចំណាយេពល្របែហល ២០ 

នាទីេដម្បបំីេពញក្រមងសំណួរ។  
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Job Characteristics (លក�ណៈករងរ) 

សូមពិនិត្យេមលសំណួរទក់ទងនឹងលក�ណ:មួយចំនួនៃនសំនំុសំណួ

រនីមួយៗេហយបនា� ប់មកគូសរង�ង់េលក្រមិត 

នីមួយៗេដយែផ�កគឺែផ�កេលគំនិតរបស់អ�ក។ 
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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1 
JCh1. I understand my job role and job responsibility 
clearly 
JCh1.ខ�ុំយល់ពីតួនាទីនិងទំនួលខុស្រត�វករងររបស់ខ�ុំច្បោស់ 

1 2 3 4 5 6 7 

2 
JCh2. I clearly understand the job requirement of my 
position 
JCh2. ខ�ុំយល់ច្បោស់ពីតំរវូករ ករងរៃនមុខតំែណង របស់ខ�ុំ 

1 2 3 4 5 6 7 

3 JCh3. I understand every process to complete my tasks 
JCh3. ខ�ុំយល់្រគប់ដំេណ រករ េដម្បបំីេពញភារកិច� របស់ខ�ុំ 

1 2 3 4 5 6 7 

4 
JCh4. Understanding job characteristics can enable 
employees to perform their well 
JCh4.យល់ដឹងពីចរតិករងរអចជួយឱ្យនិេយាជិកអនុវត�ករ

ងរបានល�  

1 2 3 4 5 6 7 

5 
JCh5. I can apply my skills and knowledge to my current 
job precisely  
JCh5.ខ�ុំអចអនុវត�ជំនាញនិងចំេណះដឹងរបស់ខ�ុំេទនឹងករងរ

បច�ុប្បន�របស់ខ�ុំយ៉ាងច្បោស់ 

1 2 3 4 5 6 7 

6 
JCh6. I can complete all the tasks required in my current 
position effectively and efficiently 
JCh6.ខ�ុំអចបំេពញភារកិច�ទំងអស់ែដលមានេនក�ុង 

មុខតំែណងបច�ុប្បន�របស់ខ�ុំ្របកបេដយ្របសិទ�ភាព 

1 2 3 4 5 6 7 

7 JCh7. My job is required a variety of skills and knowledge 
JCh7.ករងររបស់ខ�ុំគឺ្រត�វករជំនាញនិងចំេណះដឹងេផ្សៗ 

1 2 3 4 5 6 7 

8 
JCh8. My ability is fit with my current job perfectly 
JCh8.សមត�ភាពរបស់ខ�ុំគឺសមនឹងករងរបច�ុប្បន�របស់ខ�ុំឥត

េខ� ះ 

1 2 3 4 5 6 7 

9 

JCh9. I have a variety of skills and knowledge which are 
responded to my job well 
JCh9.ខ�ុំមានជំនាញនិងចំេណះដឹងជាេ្រចនែដលេឆ�យតបនឹង

ករងររបស់ខ�ុំបានល� 
 

1 2 3 4 5 6 7 
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Job Competency (សមត�ភាពករងរ) 

សូមពិនិត្យេមលសំណួរទក់ទងនឹងលក�ណ:មួយចំនួនៃនសំនំុសំណួ

រនីមួយៗេហយបនា� ប់មកគូសរង�ង់េលក្រមិត 

នីមួយៗេដយែផ�កគឺែផ�កេលគំនិតរបស់អ�ក។ 
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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10 

JC1. I can present skills and knowledge to meet the 
requirements in my current job 
JC1.ខ�ុំអចបង� ញជំនាញនិងចំេណះដឹងេដម្បបំីេពញតមត្រម�

វករេនក�ុងករងរបច�ុប្បន�របស់ខ�ុំ 
 

1 2 3 4 5 6 7 

11 
JC2. I am capable enough to work in this position 
JC2.ខ�ុំមានសមត�ភាព្រគប់្រគាន់ក�ុងករេធ�ករក�ុងតំែណងេនះ 
 

1 2 3 4 5 6 7 

12 
JC3. I can solve any problems that occurred in my role 
effectively and efficiently 
JC3.ខ�ុំអចេដះ�សយប�� ែដលបានេកតេឡងេនក�ុងតួនាទី

របស់ខ�ុំ្របកបេដយ្របសិទ�ភាពនិង្របសិទ�ភាព 

1 2 3 4 5 6 7 

13 
JC4. I have critical thinking and analyst skills that can 
make a difficult decision with optimal profits 
JC4.ខ�ុំមានជំនាញ្រតិះរះិពិចរណានិងជំនាញវភិាគែដលអច

េធ�ករសេ្រមចចិត�លំបាកជាមួយនឹង្របាក់ចំេណញល�បំផុត 

1 2 3 4 5 6 7 

14 

 
JC5. I am competent at emotional intelligence 
JC5. ខ�ុំមានសមត�ភាពខងប�� ស� រតី 
 

1 2 3 4 5 6 7 

Job Empowerment (ករផ�ល់អំណាចករងរ) 

សូមពិនិត្យេមលសំណួរទក់ទងនឹងលក�ណ:មួយចំនួនៃនសំនំុសំណួ

រនីមួយៗេហយបនា� ប់មកគូសរង�ង់េលក្រមិត 

នីមួយៗេដយែផ�កគឺែផ�កេលគំនិតរបស់អ�ក។ 
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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15 
JEM1. I am fully authorized to make a decision as well as 
prioritize my tasks 
JEM1.ខ�ុំមានសិទ�ិេពញេលញក�ុងករសេ្រមចចិត�ក៏ដូចជាផ�ល់

អទិភាពដល់ភារកិច�របស់ខ�ុំ 

1 2 3 4 5 6 7 
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16 
JEM2. I have received encouragement to come up with a 
new solution and better ways of doing things 
JEM2.ខ�ុំបានទទួលករេលកទឹកចិត�ឱ្យមករកដំេណាះ�សយថ�ី

និងវធីិល�ៗ  ក�ុងករេធ�អ�ីៗ 

1 2 3 4 5 6 7 

17 

JEM3. I have received the supports and authority to make 
immediate decisions which necessary for accomplishing 
the assigned tasks 
JEM3.ខ�ុំបានទទួលករគំា្រទនិងសិទ�ិអំណាចេដម្បេីធ�ករស

េ្រមចចិត�ជាបនា� ន់ែដលចំបាច់ស្រមាប់ករសេ្រមចកិច�ករែដ

លបានកំណត់ 

1 2 3 4 5 6 7 

18 

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

JEM4.នាយកដ� នរបស់ខ�ុំេ្របេយាបល់របស់និេយាជិកេដម្បីេធ�

ឱ្យែផនករមានភាព្របេសរេឡង 

1 2 3 4 5 6 7 

19 

JEM5. I have enough involvement in making decisions that 
affect my work role 
JEM5.ខ�ុំមានករចូលរមួ្រគប់្រគាន់ក�ុងករសេ្រមចចិត�ែដលប៉ះ

ពល់ដល់តួនាទីករងររបស់ខ�ុំ 
 

1 2 3 4 5 6 7 

20 
JEM6. I often share my idea with my department and 
always accepted 
JEM6.ខ�ុំជាេរឿយៗែចករែំលកគំនិតរបស់ខ�ុំដល់នាយកដ� នរប

ស់ខ�ុំេហយែតងែតទទួលយក 

1 2 3 4 5 6 7 

21 
JEM7. During the discussion, I always involve and interact 
with the discussion process 
JEM.ក�ុងអំឡុងេពលពិភាក្សោខ�ុំែតងែតចូលរមួនិងេធ�អន�រកម�

ជាមួយដំេណ រករពិភាក្សោ 

1 2 3 4 5 6 7 

22 
JEM8. Involving decision making is my responsibility to 
the company 
JEM8.ករចូលរមួជាមួយនឹងករសេ្រមចចិត�គឺជាទំនួលខុស្រត�

វរបស់ខ�ុំចំេពះ្រក�មហុ៊ន 

1 2 3 4 5 6 7 

23 

JEM9. I often take part in problem-solving and share my 
opinion with my manager in order to solve the problems 

JEM9.ជាេរឿយៗខ�ុំចូលរមួេដះ�សយប�� និងែចករែំលកេយា

បល់របស់ខ�ុំេទអ�ក្រគប់្រគងរបស់ខ�ុំេដម្បីេដះ�សយប��  

1 2 3 4 5 6 7 
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Job Involvement (ករចូលរមួករងរ) 

សូមពិនិត្យេមលសំណួរទក់ទងនឹងលក�ណ:មួយចំនួនៃនសំនំុសំណួ

រនីមួយៗេហយបនា� ប់មកគូសរង�ង់េលក្រមិត 

នីមួយៗេដយែផ�កគឺែផ�កេលគំនិតរបស់អ�ក។ 
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 
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24 
JI1. I always finish the given tasks earlier than schedule 
JI1.ខ�ុំែតងែតបំេពញភារកិច�ែដលបានផ�ល់ឱ្យេលឿនជាងកលវ ិ

ភាគ 

1 2 3 4 5 6 7 

25 
JI2. I am personally highly involved with my job as it 
significantly impacts on my performance 
JI2.ខ�ុំចូលរមួេដយផា� ល់ជាមួយករងររបស់ខ�ុំេ្រពះវជះឥទ�ិព

លយ៉ាងខ� ំងដល់ករអនុវត�របស់ខ�ុំ 

1 2 3 4 5 6 7 

26 
JI3. I contributed all of my interest and energy to my job 
JI3.ខ�ុំបានែចករែំលករល់ចំណាប់អរម�ណ៍និងថាមពលរបស់

ខ�ុំក�ុងករងររបស់ខ�ុំ 

1 2 3 4 5 6 7 

27 
JI4. I contribute my skills and knowledge to improving the 
quality and quantity of the given tasks 
JI4.ខ�ុំែចករែំលកជំនាញនិងចំេណះដឹងរបស់ខ�ុំក�ុងករែកលំអគុ

ណភាពនិងបរមិាណៃនភារកិច�ែដលបានផ�ល់េអយ 

1 2 3 4 5 6 7 

28 
JI5. I always perform given task accuracy and effectively 
JI5.ខ�ុំែតងែតអនុវត�ភាព្រតឹម្រត�វៃនករងរែដលបានផ�ល់ឱ្យនិ

ងមាន្របសិទ�ភាព 

1 2 3 4 5 6 7 

29 
JI6. Producing the best result of work is my inner 
accomplishment  
JI6.ករផលិតលទ�ផលល�បំផុតៃនករងរគឺជាសមិទ�ិផលខង

ក�ុងរបស់ខ�ុំ 

1 2 3 4 5 6 7 

30 
JI7. I am personally involved much with my job 
JI7. ខ�ុំបានចូលរមួេ្រចនជាមួយករងររបស់ខ�ុំ 
 

1 2 3 4 5 6 7 

31 

JI8. To me, employee’s engagement and involvement are 
the most important thing to make a company success  
JI8. ចំេពះខ�ុំករចូលរមួនិងករចូលរមួរបស់បុគ�លិក 

គឺជាេរឿងសំខន់បំផុតេដម្បីេធ�ឱ្យ្រក�មហុ៊នទទួលបានេជាគជ័យ 
 

1 2 3 4 5 6 7 
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Job Attitude (អកប្បកិរយិាករងរ) 

សូមពិនិត្យេមលសំណួរទក់ទងនឹងលក�ណ:មួយចំនួនៃនសំនំុសំណួ

រនីមួយៗេហយបនា� ប់មកគូសរង�ង់េលក្រមិត 

នីមួយៗេដយែផ�កគឺែផ�កេលគំនិតរបស់អ�ក។ 
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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33 
JA1. This company is the best place for me to work 
JA1.្រក�មហុ៊នេនះគឺជាកែន�ងល�បំផុតស្រមាប់ខ�ុំេដម្បីេធ�ករ 
 

1 2 3 4 5 6 7 

34 
JA2. The company’s wage rate is higher than other 
companies 
JA2.អ្រត្របាក់ឈ�ួលរបស់្រក�មហុ៊នគឺខ�ស់ជាង្រក�មហុ៊នដៃទ

េទៀត 

1 2 3 4 5 6 7 

35 JA3. My job makes the best use of my abilities 
JA3. ករងររបស់ខ�ុំេ្របអស់ពីសមត�ភាពរបស់ខ�ុំ 

1 2 3 4 5 6 7 

36 
JA4. My job has inspired me to be the best version of 
myself 
JA4.ករងររបស់ខ�ុំបានជ្រម�ញឱ្យខ�ុំក� យជាគំរលូ�បំផុតៃនខ�ួន

ខ�ុំ 

1 2 3 4 5 6 7 

37 

JA5. My company provides the positive environment to 
challenge myself more 
JA5.្រក�មហុ៊នរបស់ខ�ុំផ�ល់នូវបរយិាកសវជិ�មានេដម្បី្របកួត្រប

ែជងខ�ួនឯង 

1 2 3 4 5 6 7 

38 

JA6. My boss always encourages and trusted my ability 
JA6.េចហ� យខ�ុំែតងែតេលកទឹកចិត�និងេជឿជាក់េលសមត�ភា

ពរបស់ខ�ុំ 
1 2 3 4 5 6 7 

Job Satisfaction (ករេពញចិត�នឹងករងរ) 

សូមពិនិត្យេមលសំណួរទក់ទងនឹងលក�ណ:មួយចំនួនៃនសំនំុសំណួ

រនីមួយៗេហយបនា� ប់មកគូសរង�ង់េលក្រមិត 

នីមួយៗេដយែផ�កគឺែផ�កេលគំនិតរបស់អ�ក។ 
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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39 JS1. I am satisfied with all the benefits that company 
provided me 

1 2 3 4 5 6 7 
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JS1.ខ�ុំេពញចិត�នឹងអត�្របេយាជន៍ទំងអស់ែដល្រក�មហុ៊នបាន

ផ�ល់ឱ្យខ�ុំ 

40 
JS2. I am happy to see myself improving day by day 
through working in my current job 
JS2.ខ�ុំសប្បោយចិត�ែដលេឃញខ�ួនឯងមានភាព្របេសរ

េឡងពីមួយៃថ�េទមួយៃថ�តមរយៈករេធ�ករងររបស់ខ�ុំ 

1 2 3 4 5 6 7 

41 
JS3. I feel that I am an important person for my company 
JS3.ខ�ុំមានអរម�ណ៍ថាខ�ុំជាមនុស្សសំខន់មា� ក់ស្រមាប់្រក�មហុ៊

នរបស់ខ�ុំ 

1 2 3 4 5 6 7 

42 JS4. I like my coworkers and my workplace 
JS4. ខ�ុំចូលចិត�មិត�រមួករងរនិងកែន�ងេធ�កររបស់ខ�ុំ 

1 2 3 4 5 6 7 

43 JS5. My colleagues are very helpful and supportive 
JS5.មិត�រមួករងររបស់ខ�ុំពិតជាមាន្របេយាជន៍និងគំា្រទ 

1 2 3 4 5 6 7 

44 
JS6. I really like the working environment and working 
condition in my company 
JS6.ខ�ុំពិតជាចូលចិត�បរយិាកសករងរនិងលក�ខណ� ករងរ

េនក�ុង្រក�មហុ៊នរបស់ខ�ុំ 

1 2 3 4 5 6 7 

45 JS7. I am enjoying working in my current company 
JS7. ខ�ុំរកីរយនឹងេធ�ករេនក�ុង្រក�មហុ៊នបច�ុប្បន�របស់ខ�ុំ 

1 2 3 4 5 6 7 

46 
JS8. I am enjoyed working with my current career and my 
company 
JS8.ខ�ុំរកីរយក�ុងករេធ�ករជាមួយអជីពបច�ុប្បន�និង្រក�មហុ៊នរ

បស់ខ�ុំ 

1 2 3 4 5 6 7 

47 
JS9. My company promoted the staff fairly  
without any unfair promotion 
JS9.្រក�មហុ៊នរបស់ខ�ុំបានតំេឡងឋនៈបុគ�លិកេដយេស�ភាព

េដយគា� នករផ្សព�ផ្សោយអយុត�ិធម៌ 

1 2 3 4 5 6 7 

48 
JS10. I really appreciate to have been awarded so far from 
my company 
JS10.ខ�ុំពិតជាអរគុណែដលបានទទួលរង� ន់ពី្រក�មហុ៊នរបស់ខ�ុំ 

1 2 3 4 5 6 7 

Job Performance (ករអនុវត�ករងរ) 

សូមពិនិត្យេមលសំណួរទក់ទងនឹងលក�ណ:មួយចំនួនៃនសំនំុសំណួ

រនីមួយៗេហយបនា� ប់មកគូសរង�ង់េលក្រមិត 

នីមួយៗេដយែផ�កគឺែផ�កេលគំនិតរបស់អ�ក។ 
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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49 
JP1. I am able to manage and plan my work so that it is 
done on time 
JP1.ខ�ុំអច្រគប់្រគងនិងេរៀបចំែផនករករងររបស់ខ�ុំបានដូ

េច�ះវ្រត�វបានេធ�ឱ្យទន់េពលេវល 

1 2 3 4 5 6 7 

50 
JP2. All my planning were optimal due to my ability to 
manage it effectively  
JP2.ែផនកររបស់ខ�ុំទំងអស់គឺល�្របេសរបំផុតេដយសរែតស

មត�ភាពរបស់ខ�ុំក�ុងករ្រគប់្រគងវឱ្យមាន្របសិទ�ភព 

1 2 3 4 5 6 7 

51 
JP3. I knew how to set right priority tasks and get it done 
effectively and efficiently 
JP3.ខ�ុំបានដឹងពីរេបៀបកំណត់ភារកិច�អទិភាព្រតឹម្រត�វេហយ

េធ�វឱ្យមាន្របសិទ�ភាពនិង្របសិទ�ភាព 

1 2 3 4 5 6 7 

52 
JP4. I was able to perform my work well with minimal time 
and effort 
JP4.ខ�ុំអចបំេពញករងររបស់ខ�ុំបានល�ជាមួយនឹងេពលេវល

និងករខិតខំតិចតួចបំផុត 

1 2 3 4 5 6 7 

53 JP5. I came up with creative solution to new problems  
JP5.ខ�ុំបានបេង�តដំេណាះ�សយៃច�្របឌិតចំេពះប�� ថ�ីៗ 

1 2 3 4 5 6 7 

54 JP6. I achieved more than my boss was expected 
JP6.ខ�ុំសំេរចបានេ្រចនជាងកររពឹំងទុករបស់េចហ� យខ�ុំ 

1 2 3 4 5 6 7 

55 JP7. I’m constantly improving my performance at work 
JP7.ខ�ុំកំពុងែកលម�ករអនុវត�របស់ខ�ុំជានិច�េនកែន�ងេធ�ករ 

1 2 3 4 5 6 7 

56 
JP8. I have done my tasks accuracy and precisely 
JP8.ខ�ុំបានបំេពញភារកិច�របស់ខ�ុំេអយបាន្រតឹម្រត�វនិងច្បោស់

លស់ 

1 2 3 4 5 6 7 

57 
JP9. I carefully follow the standard and procedure of my 
work 
JP10.ខ�ុំេធ�តមស�ង់ដរនិងនីតិវធីិៃនករងររបស់ខ�ុំេដយយក

ចិត�ទុកដក់ 

1 2 3 4 5 6 7 

58 

JP10. My Job accuracy is significantly important for 
achieving the best result of work 
JP10.ភាព្រតឹម្រត�វៃនករងររបស់ខ�ុំគឺមានសរៈសំខន់ខ� ំង

ណាស់ស្រមាប់ករសេ្រមចបាននូវលទ�ផលល�បំផុតពីករងរ 
 

1 2 3 4 5 6 7 

59 
JP11. I usually finish my tasks before the deadline 
JP11. ជាធម�តខ�ុំបំេពញភារកិច�របស់ខ�ុំមុនៃថ�កំណត់ 
 

1 2 3 4 5 6 7 

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

1 2 3 4 5 6 7 
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JP12.ខ�ុំែតងែត្របកួត្របែជងខ�ួនឯងេដយបេង�ន 

េល្ប�នៃនករងរ 

61 
JP13. I can fix the problems efficiently and effectively  
JP13.ខ�ុំអចេដះ�សយប�� បានយ៉ាងមាន្របសិទ�ភាព 

និងមាន្របសិទ�ភាព 

1 2 3 4 5 6 7 

62 
JP14. I have scored the most in critical thinking and 
flexibility in my job 
JP14.ខ�ុំបានរកពិន�ុបានេ្រចនបំផុតេនក�ុងករ្រតិះរះិពិចរណានិ

ងភាពបត់ែបនក�ុងករងររបស់ខ�ុំ 

1 2 3 4 5 6 7 

 

Respondent Information  

ព័ត៍មានរបស់អ�កេឆ�យ 

Please tick on the box which best describe you. 

សូមគូសេនេល្របអប់ែដលពិពណ៌នាអំពីអ�ក 

1. Gender:   □ Male □ Female 

1.េភទ          □្រប�ស □�សី 

2. Age:    □under25Years □26~30Years □31~35Years □36~40Years  

2.អយុ:         □ េ្រកម២៥ឆា� ំ □២៦~៣០ឆា� ំ □៣១~៣៥ឆា� ំ □៣៦~៤០ឆា� ំ  

3. Working Experience:  □none □under 1year □1~2 years □2~3 years  

3.បទពិេសធន៍ករងរ: □គា� ន   □េ្រកម១ឆា� ំ   □១~២ឆា� ំ □២~៣ឆា� ំ  

  □   ៣~៤ឆា� ំ  □៤~៥ឆា� ំ  □េ្រចនជាង៥ឆា� ំ 

4. Education: □High school fresh graduate □ Bachelor □ Master □ Doctoral/PhD 

4.ករអប់រ:ំ □ប�� ប់ករសិក្សោេនវទិ្យោល័យ □បរ�ិ� ប្រត □អនុបណ�ិ ត □បណ�ិ ត 

5. Employment Status: □Full-time □Part-time □Self-employed  

5.ស� នភាពករងរ: □េពញេម៉ាង □េ្រកេម៉ាង □េធ�ករេអយខ�ួនឯង 

6. Income: □Less than 200$ □ 200$~300$ □300$~400$ □400$~500$ □over 500$ 

6.្របាក់ចំណូល: □តិចជាង២០០$~៣០០$□៣០០~៤០០$□៤០០$~៥០០$ 

□េ្រចន៥០០$ 
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