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The purpose of this study was to explore the relationships among job
characteristics, job satisfaction, job competency, job involvement, work value,
OCB, and job performance. The data was collected by convenience sampling
method, totally 300 questionnaires and the link were send through the Email,
Facebook and Line to those employed who work in Phnom Penh city,
Cambodia. The study found that there is a relationship among different
variables and job satisfaction mediate the relationship of job characteristics and
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CHAPTER ONE
INTRODUCTION

1.1 Research Background and Research Motivation

Nowadays, any industrial and organization are facing many challenges
when competing with numerous sectors in the world such as market, financial,
technology. One of the most important strategies to reach a challenge advantage
Is an objectionable implication on job performance. An organizational structure
needs to bear the employees that have good enough on job characteristics that
are able to get the job done because job characteristics are crucial to perform
the overall success of the goal. Mostly, any industrial and organization are
considering for a person who understands their role, attitude, and behaviors and
has a high responsibility, abilities, and knowledge to appropriate with
organization structure, which the most important thing in job performance case
to achieve the goal.

An effective event theory of (Weiss & Cropanzano, 1996) was viewed
as the various events of people experience has stipulated throughout on their
situation workplace, that situation influences their effective side, and that
effective side directly influences their performance. Job performance expected
the value of an individual’s behavior which is the ways that can gain out the
course of a set session of time and assesses whether to get a good performance.
However, job performance can be indicated by job satisfaction that viewed their
feeling enjoyable and happiness with their work that can built employee’s
motivated. According to Roach, (1992) was determined the abilities,
experience, knowledge acquired one professional responsibility. So, that is one
of the most important things to carry out how was job performance, caused by
some job competency. However, Organization Citizenship Behavior also the

degree which is the crucial level that effect on job performance to get a good



results. Thus, Indarti et al. (2017) also proposed the organizational citizenship
behavior is a type of employee who has a positive state as an attitude and
behavior that well-being helpful, are willing to fairness and self-control
otherwise towards in the organization well, cause of satisfied with their work
that would be foster job performance. Job satisfaction defines as an important
factor because a lot of employees spend a crucial part in their life at workplace.
However, job satisfaction also influence on the universal life in the workplace,
for the reason that satisfaction is a contented and cheery for human beings by
Robbins, (2005). An extremely satisfaction worker has great physical and
mental happiness for job performance. As far as we know that when the
employee feels satisfied with their own job, who strongly engaged to involve
everything in the workplace. Thus, job involvement which the level of an
employee involved with and enthusiastic about their performance (Paullay et
al., 1994). Job involvement is level to measure used by organizations to check
the enthusiasm, physical, and mental engrossment of employees in doing their
work. It is an emotional content and one’s commitment to performing their
duties with efficiency and interest. When employees are interested and
emotionally connected with their work, the result will be excellent. Job-
involved defines as people are committed, motivated, and enthusiastic. Even
though, Job Characteristics is the main factor that can be an influence on job
performance. According to Oldham, (1976) job characteristics were based on
the reaction of a person according to the personality base on attitude and
behavior that can affect to result, so it’s widely considered to be the most
important for job performance.

As much information mentions above, for this research which becomes
a domain case to figure out the job performance. However, the studies focus on
the relationship between job characteristics, job satisfaction, job competency,

job involvement, work value, and OCB to consider the job performance context.



Cambodia is the bitter and tragic in the past story that has a detrimental impact
on the number of a humans resources, so that is the main reason to conduct the
research. That why this research? Because it still lacks a humans resources to
complete on job performance in the developing country as Cambodia country
and provides actionable recommendations to improve organization structure,
discoverable for research and improve the literature available on human
resource performance which expanding in job performance context which
would be excellent research to discover the job performance in Cambodia. The
research would be help a person who is working in an industrial or organization
to produce a productivity and effectiveness, besides it can be motivating

employees for superior and qualities on their job performance.

1.2 Research Objective

There are five primary objectives in this study to give clarifies view of
what the research all about:
- To examine the connection between the seven variables: Job Characteristic,
Job Satisfaction, Job Performance, Job Involvement, Job Competency, Work
Value, and Organizational Citizenship Behavior
- To explore the mediation effect of Job Satisfaction and Job Competency while
Job Characteristics in relation with Job Performance
- To study the mediation effect of Job Involvement while Job Characteristics
with Job Satisfaction
- To study the mediation effect of Organizational Citizenship Behavior while
Job Satisfaction in relation with Job Performance
- To investigate the moderation effect of Work Value while Job Characteristics

in relationship with Job Satisfaction.



- To discover the source of construct base on the demographic characteristics
like genders, ages, education levels, incomes, occupations level, and types of

industry and work experience.

1.3 The Procedure and Research Structure

In the beginning this research was focus on a humans resources that
related with a person who has currently working in industrial or any
organization. Then was shown the research background, objectives and
motivations. After that, a literature review was shown with Job Characteristic,
Job Satisfaction, Organizational Citizenship Behavior, Job Performance, Job
Involvement, Job Competency, Work Value, and especially about the
interrelationship among seven research constructs above and a conceptual
model and hypotheses with interrelationships between each constructs were
explored. Then, the questionnaire and data sample was designed, that focused
on who has currently working in Cambodia. 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 methodology to analyze data and hypotheses
would be these techniques:
= Quantitative Survey
» Data analyze SPSS 23

» Descriptive Statistics Analysis

» Factor Loading and Reliability Test

» The Independent Sample t-test

« ANOVA (one-way analysis of variance)

* Regression Analysis (Simple Linear Regression, Multiple regression
and Hierarchical Regression)



Research background, objectives, and
Motivations

L 4

Literature Review

L 4

Construction of conceptual model and
Hypothesis development

L 4

Questionnaire and sample design

A 4

Data analysis and test

¥

Data analysis and discussion of the
Interrelations between variables

L 4

Conclusion and implication

Figure 1-1 Research process

Source: Original Study

The content of this study was separated into five chapters which were
summarized of each chapter below:
- Chapter one: Introduction
Chapter one would be shows the research background and research motivation
of the study, then bases on the research process and establishment of conceptual

model to raise the objectives.



- Chapter two: Literature Review
Chapter two, the relationship of literatures concerning Job Characteristic, Job
Satisfaction, Job Performance, Job Involvement, Job Competency, Work Value
and Organizational Citizenship Behavior would be mentioned. The definition
of each research constructs also explained.
- Chapter Three: Method of Research
In this chapter, the framework model and constructs measurement with the
research design for the study were outlined. Besides, sampling plan,
guestionnaire design, data collection process and technigue methodologies
have been discussed as well.
Chapter four: Research Analysis and Finding
The rate of respondents’ characteristics was showed in the first table. After that,
would be the table of descriptive statistics for questionnaire items. Next, the
result table of factor loading and reliability test for each items of research
constructs was presented in the middle part of chapter four. After that, the
results for each hypothesis would be shows.
- Chapter Five: Conclusions and Suggestions

The last chapter would summarize the main results in this study. Based

on the results, the suggestion for future researches would be represent.



CHAPTER TWO
LITERATURE REVIEW

This chapter discusses about the previous studied regarding the seven
constructs and related theories. After that, hypotheses will be shown. The flow
of the construct as job characteristic, job satisfaction, job performance, job
competency, job involvement, work value, organization citizenship behavior

and interrelation among variable.

2.1. Job Characteristics

The essential components of HRM are job characteristics, which is focus
on the conditions of a job that would fulfill the requirements of the company
and employee holding the job. Job characteristics can make an employee with
a particular field of work and will hopeful increasingly about their
productivities (Hackman & Oldham, 1980). The job characteristic bases on the
reaction of a person according to the personality due to an attitude and behavior
can make an employee have a good result (Oldham, 1976). Even though, the
three states of psychological job characteristic show knowledgeable of the work,
responsible for work performance. The outcome of job characteristics can be
built more motivation to the person as internal motivation, built more
satisfaction and the person they work effectively with an inside motivation and
make more satisfaction (Hackman & Oldham, 1980).

Job characteristics also extent personality to do their work which can
involve in the psychological state of work responsibility, kind of work attitudes
and behaviors (Deci, Olafsen, & Ryan, 2017). Similarly, who has experience
as a job autonomy has a stronger work engagement, greater and good
performance (Baard, Deci, & Ryan, 2004). Job Characteristics refer to which

is critical to great work individuals and organizations that could to enhance



workplace creativity (Liu, Chen, & Yao, 2011). On other hands, the work
experience as a working autonomy and feeling not constrained by rules was
related with conceptual distinct, perceive characteristics of the job offer a rise
to psychological side, which effect on employee’s job attitude and behaviors
(Hackman & Oldham, 1976, 1980) thus, whereas the person have an emotion
not constrained by rules is a psychological side which elicited by the job
autonomy. According to London and Smither (2002), job characteristics also
refers to an individual’s overall receptivity to feedback. Job Characteristics are
another element of individual creativity and also refers to the extent of multiple
skills or knowledgeable by the employees through their experience (Shalley et
al, 2004). Job Characteristics refer to a degree that requires elements of action
to carrying out the work according to by skill variety, autonomy, feedback

which can be solving the goal.

2.2 Job Satisfaction

Job satisfaction is generally defined refers to employee emotion to
satisfies with their job, which referred to motivation (Robbins, 2005). Job
satisfaction also recognized as many-side constructs that cover the employee
emotion’s both intrinsic and extrinsic jobs (Wayne, 2006). On another hand,
Job satisfaction is a mental sense of trust and satisfies to complete a person's
needs, wants and expectations with the job itself and the work condition, and
commitment to work (Spector, 1997).

The concept of job satisfaction looking for the person who can perceive
their task and enjoy with their position (Daniel & Hamermesh, 2001). As stated
by Thompson et al, (2012) job satisfaction defined that employee they feel
happy with their job situation and also motivation work. The key work
outcomes as performance, burnout, turnover, and absenteeism are kind of

organizational factor that one part of job satisfaction (Badran & Kafafy, 2008).



Job satisfaction defined as a person’s effective work attitude and behavior to a
job based on a level of work situation, however; is kind of self-responses to
one’s job and has to stay along in his/her job (Kozlowski et al., 2009). Some
Important aspects of life are job and work and it occupies a lot of personality
and life experience to any of other activities (Santhapparaj & Alam, 2005).

Generally, almost authors approved that job satisfaction is effective by
the job itself, compensation, encouragement, supervision, working
environment, and team work and relations within it (Luthans 2005; Scarpello
and Campbell 1983). Job Satisfaction which the degree that specialized on
reality of work condition is the main source of job satisfaction, many
dimensions of the job were related with job satisfaction (Wong, Hiu and Law,
1998). However, raise on payment is requirement of job satisfaction factor
(Luthans, 2005). Payment is many-side of situation and impacts on job
satisfaction in many ways (Carraher and Buckley 1996; Judge 1993).
Otherwise, the number of pay is the most evident job satisfaction factor, it is
not the only feature of compensation that effect job satisfaction. Besides the
number of payment, pay distribution, perceived fairness of compensation, and
pay security are almost important for job satisfaction. Besides, pay is not only
necessary in convention employees’ hygienic or experiential needs (Herzberg
1964). (Luthans, 2005) was showed about employee encouragement has a bit
of value in employee satisfaction in current organizations. Employees look
forward to their team work and co-workers to be accommodation and
sympathetic and make a pleasant environment in the team work. Cross-cultural
studies shown that socialist in a national culture effective the importance of job
satisfaction case (Jani¢ijevi¢, 1998).

Job Satisfaction is kind of working situation which refer for hygiene
element with an asymmetrical influence on job satisfaction (Herzberg, 1964):

if the working situation is superior the employees will not be disappointed, but



if they are inferior the employees will be disappointed. The working situation
Is considered to be the variety element of physical conditions at work, such as
hygiene, noise, physical safety. In this study, job satisfaction was defined as
both organizational and individual factor levels which include working
environment, encouragement, payment, and work itself that can be influenced

by job satisfaction.

2.3 Job Competency

Base on Carroll et al. (2008) was defined that the characteristics and
capabilities of teamwork in which employee competency should have team
competencies. Lyle et al., (1993) shows that competencies as a gathering of the
traits, knowledge, skills, and attitude of employees which is the crucial state to
be good job performance. Competency was viewed by Lucia and Lepsinger
(1999) the attitudes, skills, and knowledge are the three major causes that affect
one’s job that like to become a component on job performance, which could
estimate against well-accepted and built via training and development.
According to Hoffmann, (1999) Competency referred to the degree that can
attributes employees such as their skill, knowledge and attitude or abilities.
Base on this definition makes a concern on the essential inputs of a human
being in order for them to creative able for performances. Job competency is
the job behaviors which employees need to set up in order to do a job
successfully (Woodruffe, 1993).

Job competency referred to as a state of knowledge, experience, abilities
and other characteristics that is the main cause for job performance. There have
multi definitions on job competency kind of the state that having a piece of
knowledge, skills, abilities, experiences, attitude, and motive that need to
respond adequately to the required of one’s professional (Roach, 1992).

Schwarz and Wojtczak, (2002) who was viewed the job competency is the

10



owning of a reasonable degree of who were assumed to possess special
knowledge of the facts and achievement of a diversities of suitable skills which
include interpersonal and technical components, such as skills, knowledge, and
ability all of those are primary to complete the task in the workplace.

They are a crucial part of organizations that have embraced team-based work
unique and can provide a specific for team and development. According to
Meek et al. (2010) job competency is the main key role of academics on how
to estimate the ability employee and be able to organize the process in the
workplace. Spencer and Spencer (1993) were viewed the job competency is
effective for work results is based on competency individual of employee’s
characteristics. Effective ways to improve employee’s jobs based on the
competency model, the competency could be used for selection, management,
and promotion to gathering (Jung & Shin, 2014). Competency is defined as a
combination of organizational, knowledge, behavior, skills, and abilities, and

experience which to improve their performance task diverse.

2.4 Job Involvement

Job involvement could be determined as a way to discover to perceptions
condition of vital to understand with the job (Elloy, Everett, & Flynn (1992).
job involvement is vital recognized with the job (Brown and Leigh, 1996).
Similar, Lawler and Hall (1970) viewed that job involvement was the vital
indicated on employees with their job and apply in the situation in the middle
to the employee and their identity. Base on Kanungo, (1982) the degree of
initiation of an employee’s job is an individual's vital identify with a job and
job involvement. Paullay, Alliger, & Stone-Romero (1994) job involvement
was express that during a person is involved with work processing and focus
on the current job. However, Paullay et al. (1994) investigate that job

involvement referred to how the individual’s life-essential into the job
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environment. Lodhal and Kejner, (1965) was considered on job involvement
that the degree which employee identification metal with their job and how it
principle thing to their self -image. However, Fletcher (1998) expresses that job
involvement should be the degree of a key to recognized raise by perception or
reliance side. Despite, Hackman and Lawler (1971) stated that job involvement
Is an important factor in the model to motivate a person. Chen and Chiu (2009)
found that employee with high solving are more individualistic and trust with
their self, the employee cannot carry on their work responsibilities in following
with the job loyalty required by the organization, however, it likely do their job
following with the cognitive condition of their performance. Based on Kanungo
(1982) demonstrated that job involvement as the degree which refers to the
intellectual to their job. Attention, with activities and focus on with their current
job was considered (Paullay et al., 1994). Job involvement figures out to seek
the extension employee’s going to single-mindedness that affects
organizational performance and well-being (Glew, LearyKelly, Griffin, and
Van Fleet, 1995). Blau (1985), stated that job involvement promoted the
employees’ opportunities to make their single decisions, the basis for
empowerment on their job involvement. Base on Vein Paullay, Alliger, and
Stone-Romero (1994) recommend that the main part of employees’ self-
definition is the level to involve in their job. The visual mentally job
involvement that investigated by Allport (1943), as the concern with their job
or the level who are paying more attention in their job, to complete their
important need. In this research, job involvement refers to a person who pays
more activity participated and high creative involvement, proactive personality

and trying to involved with teamwork to achieve the goal.
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2.5 Work Value

Work value is an important role in human life, is the main source of
receiving, and base on social status, social participation, consumption, health,
and family life, so on. For this reason, work value is closely related to the value
of human life. Work Value determines as the concept individual’s at the
workplace on authentic outcome attach to quality of work performance (Elizur,
1984). As same as (Zedeck, 1997) defined that work value is the essential state
boost employees attain their work. More ever, work value can be determined
out that are reach either through work or as an outcome of work (Cotton et al.,
1997). Industrial and organization were stated the work value is the standard
upon that regular’s give thought to their job (George and Jones, 1997). Base on
(Dose, 1997) it has been demonstrated that the ability of employee’s
appearance showed through in their workplace, which given the result influence
on employee behavior and attitude.

Work value is a belief that the degree refers to a beneficial as a given
high salary, comfortable in the workplace and with people that work around
their area (Super, 1952). Similar to (Does, 1997) proved that the work
environment by which character indicated what’s right or evaluate the
important case of partiality. Dencker et al, (2007) have investigated that
employee and their families have given to arranged and enhanced an
advantaged and opportunities in which there is a broad variety such as tuition
reimbursement, flexible work schedules, and stress management. Ali and Al-
Kazemi, (2005) viewed that an organization to upgrade its concern of the work
value which is to promoted employee’s creativity to influence work results.
Work value concern as a substantial class of preferences, priorities, choices,
attitudes, and decisions with respecting to work (Yeganeh, 2017). Work Value

which is the degree considerable and giving a higher value at work that to make
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employee feeling enjoyable in a period that they always happy in the workplace

go to each day.

2.6 Organizational Citizenship Behavior (OCB)

Organizational citizenship behavior is defined as operation or behavior
who are willing to engagement after their suggestion role requirements.
Organizational Citizenship Behavior refers to the kind of positive attitude and
behavior that being helpful, caring, are willing to fairness and self-control
towards the organization (Indarti et al, .2017). According to (Konovsky and
Organ, 1996) considered that (OCB) refers to who can offering not authorized
rewarded nor attainable enforceable by supervision. It offering to help others
in the industrial or organization to take the requirement the degree of
performance (Podsakoff, MacKenzie, Paine, & Bachrach, 2000). Organization
Citizenship Behavior is similar to environmental performance, widely
indicating no job-specific behaviors, including cooperating and helping others
and accomplish the task which goes after job responsibility (Borman &
Motowidlo, 1997).

Organ (1988), preferred for another set of organizational citizenship
behavior dimensions such as altruism, sportsmanship, conscientiousness,
courtesy, and civic virtue. This offers five main dimensions of OCB (Allison et
al., 2001) Altruism, which the degree of behavior helping other people without
any force on the tasks which are closely linked with organizational working.
Civic virtue, attend with optional and bear the function of both none manual
and social nature. Conscientiousness, refer to the person behaviors or attitude,
high in term of appearance and doing something behind normal requirement
and expectations. Courtesy, refer to the person that does a good thing and
almost respectful to others employee, including attitude and behaviors such as

help others to prevent a problem or take steps to reduce the development of a
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problem. Sportsmanship, focus on the positive side rather than the negative side,
recognized the behavior is not pleasant protest, do not grumble and do not
overestimate a small issues Organ states that: (OCB) as behavior will not
actually to know from the official reward system, and overall to promoted the
influence functioning of the organization” As same as Podsakoff et al. (1990)
focused on five domain which he viewed a widely use such as altruism refer to
people who willing to help others have been absent and try workload;
Conscientiousness, refer which the degree of person who attended at work is
about the role and willing to work without break time; sportsmanship, refer to
the person who thinks for only positive side, and know their competency and
trying to do something; Courtesy, the person who is thinking clearly, doing step
by step to keep something happen negative with other person and their behavior
have impact on other people; and the meeting is not compulsory but still think
that is the essential thing and attend useful that not need, otherwise helping the
company image for civic virtue. OCB is the factor of extra-role that considered
Into any various operation research. OCB showed as the own behavior which
IS none mandatory, not direct or explicit admit by the official system and which
in the cluster to promotes the effective function of the organization (Organ &
Ryan, 1995). Podsakoff et al. (2000) were argued that organizational
citizenship behavior as an own behavior not directly direct accepts an award
from the formal system and the use of a motivated organization. As behavior is
not obligated by the requirements of the role or job description it is free and
voluntary depend on personal needs. Emmerik and Euwema, (2007) has a
proved three type of organizational citizenship behavior is conscientiousness,
agreeableness, open to experience, positive effect on OCB employee, whereas
extra-version and feeling stability negative influence on OCB employee. In this

study, OCB refers to the kind of person who has a positive side and good
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behavior that being helpful, caring, are willing to fairness and self-control

forward to make industrial and organization growth.

2.7 Job Performance

Job Performance refers to the kind of action or process of intervening in
the field of organization in the mental process which boosts human
performance. Job performance has defined as the organization to utilize
behavior that brings outperformance. This definition has updated job
performance that related to the theory of a difference in a task and contextual
work results (Motowidlo, Borman, & Schmit, 1997). According to Borman and
Motowidlo, (1997) has been view job performance that it refers to
productiveness with which employee perform their daily behavior that can
carry the result to the industrial and organization. In the past studied focus on
employees acknowledge the section of work experiences effective movement
has over time directly. Effective episode theory (Weiss & Cropanzano, 1996)
the various events of people experience have demand throughout their
circumstances workplace, which circumstances impact their affective side, and
that affective side directly impacts performance. Beal, Weiss, Barros, and
MacDermid’s (2005) the process model of influence and job performance has
details of feeling state and in a real situation. Even though the value of
individual behavior has a positive on the industrial and organization, but which
doesn’t guarantee performance behavior will be positive with the industrial and
organization.

Campbell (1990) described eight behavioral dimensions of performance
that describe the top in the dictionary of occupation titles. Firstly, focus on job
individual task proficiency: it showed how the employee can achieve the task
which improves the required of a job or a further job. None-job individual task

proficiency: How someone can produce their perform task which are not
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distinctive to the job but which are required by almost jobs in industrial or
organization. Written and oral communications: it focuses on who can write or
speak for tasks. Maintaining personal discipline: how well someone keeps
away from negative behavior such as substance abuse, rule-breaking, and
habitual absence from work. Facilitating peer and team performance: How well
someone encourages, helps, and built peers and helping the group function as
an influence unit. Supervision: how someone influences junior through face to
face interconnection. Administration and Management: Organizational
situation goals, organizing someone and resources, check progress, managed
expenses, and find the additional resources are the nonsupervisory function of
management, that how well someone performance to others.

Base on (Boselie, 2010) was demonstrated that an employee will perform
their job as well when they process the knowledge and skills as an appropriate
attentive and incentive and are contributed with the requirement to support and
method of expression. Job performance was the view as level in which specific
available to attain fully achieve job task extending that includes both task or
normal-role performance and contextual or extra-role performance (Borman,
Ackerman, & Kubisiak, 1994). In this research, job performance refers to the
degree of behavior, attitude, ability, an experience that can make employees

satisfied with their job which enhances out a higher performance as well.

2.8 Hypothesis Development

2.8.1 Interrelationship between Job Characteristics and Job Satisfaction
Ali etal. (2014) examined the correlation between job characteristics and

job satisfaction surrounded by managers at fast food outlets. It could be

indicated that job characteristics influence almost job satisfaction surrounded

by fast food outlet managers who have had a significant. Job Characteristics

has five main dimensions (such as job autonomy, skill variety, job significant,
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job identify, and feedback). So, in the previous study (Gozukara et al., 2016)
showed that the job characteristic is kind of job autonomy which correlates with
job satisfaction that demonstrated job characteristic has a positive on job
satisfaction. Job characteristic enhances satisfies levels of employees in the
workplace. In this part, they provide significant support and influence the direct
relationship between job characteristics and job satisfaction as long as there
were a little-studied such a relationship.

The article used socio-emotional particular theory to estimate how the
relationship between job characteristics and job satisfaction will change as
workers age, the results find out to support for the theory, which in the
relationship between autonomy and job satisfaction raise with age (Thomas et
al., 2019). Thus, the interrelation between job characteristics and job
satisfaction would be tested in the job performance context. Thus, the following
hypothesis was developed:

H1.There is a significant effect between Job Characteristic and Job Satisfaction

2.8.2 Interrelationship between Job Characteristics and Job Involvement

Chen and Chiu (2009) found that after determine for the other four
elements of job characteristics, only skill variety was negatively related to job
involvement, and feedback was no relation with job involvement. Otherwise,
the correlations between skill variety and job involvement and between
feedback and job involvement were positive. One achievable explanation
which is originated in the great correlations among the five elements of job
characteristics, which caused the relationship between skill variety and job
involvement to be explicated by other job characteristics (Cohen, Ledford &
Spreitzer, 1996).

Lawler and Hall, (1970) data on job involvement suggest that some of

the same job characteristics which affect satisfaction also affect job
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involvement. However, the relationships are not as strong, and involvement
relates only to the self-rated job design characteristics. In previous studied
showed the negative relation and the author still suggest that job characteristic
and job involvement need to tests. Thus, the following hypothesis was
developed:

H2. There is significant effect between job Characteristic and Job Involvement

2.8.3 Interrelationship between Job Involvement and Job Satisfaction

Garcia et al. (2018) indicated that another interesting result has positive
effect of job involvement on job satisfaction was higher when considering
intrinsic part than considering extrinsic part, it was distinguished by various
forms of participation in job-related decisions and it was available to note that
participation in decisions on the organization which the degree presents the
highest positive impact. The millennial workers attach with greater importance
to an intrinsic part of their jobs (such as the available to use their knowledge),
which may utilize their satisfaction in a work situation.

Ollo-Lopez et al. (2016) investigated that the positive effect that the
implementation of the high involvement work system may have on employee
satisfaction, has given a more fine-grained interpret of the mechanism via
which such impact occurs. The Perceptions for interesting in the job, which
effort levels and wages that can be more distribute job satisfaction. Even,
between job involvement and job satisfaction have found the positive but in
this research want to examine job performance context. Thus, the following
hypothesis was developed:

H3. There is significant effect between job involvement and job satisfaction
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2.8.4 Mediation Influence of Job Involvement while Job Characteristics in

relation with Job Satisfaction

The relationship between job involvement and job satisfaction is higher
when considering intrinsic state than considering the extrinsic state by (Garcia
et al., 2018) was shown a positive effect on each other. Chien Cheng Chen &
Su- Fen Chiu, (2010) showed that through the process those employees have
greater job involvement with three job characteristics which are job identity,
job significance, and job autonomy that have a positive significance. Otherwise,
Brown (1996), in meta-analysis research, showed that four of the five
dimensions of job characteristics (reject autonomy) all have had positive
relationships with job involvement and concluding that enriched jobs stimulate
job involvement.
H4. Job Involvement Mediates the relation Job Characteristic and Job

Satisfaction.

2.8.5 Interrelationship between Job Characteristics and Job Performance

Brooks and Califf (2017) studied was investigate that job characteristics
can play the main role in reduced how the stress produce by technology
influence on job performance. Exactly, the results showed that job feedback,
job identity, job significance, and skill variety can significantly reduce the
impact of social media-induced technostress on job performance.

The authors have tested the relationships between job characteristics and
job performance. The five job characteristics which had found empiric support
for the indirect effect of job feedback on job performance, which indicated the
jobs that give adequate feedback be enabled public sector employees to
function well, so resulting illustrated to good job performance (Johari et al.,
2018). This study will exam on job performance context. Thus, the following

hypothesis was developed:
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H5.There is significant effect between Job Characteristic and Job Performance

2.8.6 Interrelationship between Job Satisfaction and Job Performance

The results of the last study were express that specific job satisfaction
and job performance are positively correlated, the mean correlations reported
in the previous study were interpreted for true relationships (Petty, McGee &
Cavender, 1984). According to Petty et al. (1984), the result showed that the
relationship between job satisfaction and job performance has no significant.
Base on the previous studied Roznowski and Hulin, (1992) review and re-
examined the relationship between job satisfaction and job performance,
anyhow the prospective linkage between satisfaction and performance is almost
as old as the field of industrial-organizational psychology, the relationship
between employee satisfaction and job performance is no longer considered an
Important area of research on industrial-organizational psychology. Although |
endorse keep going ahead to research involving current reconceptualization of
job satisfaction and job performance. Time has come, so this research does
believe that the study of the satisfaction-performance relationship which has
important. In this research, consider the job performance context. Thus, the
following hypothesis was developed:

H6.There is a significant effect between Job Satisfaction and Job Performance

2.8.7 Mediation Influence of Job Satisfaction while Job Characteristics in
Relation with Job Performance

According to (Yousef, 1998) was indicated that there was a significant
positive correlation, however not very strong, between satisfaction with job
security and organizational commitment, besides between satisfaction with job
security and performance. Johari and Yahya, (2016). While it has provided

arguments on the time sequence of the factor, it is also available as a positive
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job performance was likely to induce a favorable perception. So, this current
research, we desire to exam the mediation of job satisfaction while job
characteristics have a relationship with job performance. So, the following
hypothesis was developed:

H7. Job Satisfaction mediates the relation between Job Characteristic and Job

Performance.

2.8.8 Interrelationship between Job Satisfaction and Organizational
Citizenship Behavior (OCB)

According to previous studied on simple linear regression was applied
on job satisfaction and OCB where job satisfaction was taken as an independent
variable while OCB was taken as dependent variable (Saxena, Tomar & Tomar,
2019), basis the results obtained in the study, it has been found that there is a
significant impact of job satisfaction on OCB. However, Abdullah et al. (2016)
investigated the levels of OCB have a positive relationship with job satisfaction,
but the results of studies showed the opposite direction in such a relationship.
Job Satisfaction positively influences the intention of teachers to develop OCB
(Soto et al., 2019).

Singh and Singh (2018), the Authors demonstrated the perception fair at
the workplace and psychology empowerment predispose employees to display
organizationally want discretionary job behaviors (OCB); and, the display of
OCB by the employees help influence positively to their level of Job
Satisfaction. Even though, this study would be developed the hypothesis in the
job performance context as below:

H8. There is a significant between Job Satisfaction and Organization

Citizenship Behavior

22



2.8.9 Interrelationship between Organizational Citizenship Behavior
(OCB) and Job Performance

The previous studied was illustrated that OCB has significantly predicted
on job performance, confirm of assertion earlier studies which have found OCB
to utilize the ability for coworkers and managers to perform their jobs through
greater well planned, scheduled and problem solved by (MacKenzie et al.,
1991). Cohen et al. (2012) showed that the characteristics of the teamwork
seem to greatly affect the nature of the exchange relationship that ascertain in-
role performance and OCB. The group, as a very important part of the
formation of organizational citizenship behavior norms and behavior, has
somehow has been failed to notice in past scholars. While much research on
how the group influences the exchange relationship was desired, the author
suggests that group characteristics have many to provide in increasing their
concern of performance and OCB in the workplace in universal and in health
care systems.

Many organizations authors' concerns that organizational effective was
encouraged by rewarding well performers and by restricting turnover to low
performers. Thus, it may be useful for organizations' citizenship behavior to
build a great relationship between satisfaction and performance (LAWLER &
PORTER, 1967) in effect, the low positive relationship between satisfaction
and performance in an organization. According to (LAWLER & PORTER,
1967) found that between job performance and OCB was less positive relation,
so in this study would be an exam in the job performance context that the
following hypothesis was developed:

H9. There is significant effect between Organizational Citizenship Behavior

and Job Performance
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2.2.10 Mediation influence of Organizational Citizenship Behavior (OCB)

while Job Satisfaction in relation with Job Performance

Organ, (1990) was studied the relationship between job satisfaction and
OCB which both have mostly emphasized general job satisfaction and have not
divided job satisfaction into various dimensions. There are considerable pieces
of evidence that OCB and job satisfaction were positively related (Lee & Allen,
2002; MacKenzie, Podsakoff, & Ahearne, 1998; Smith et al., 1983). Bateman
and Organ (1983) conducted a longitudinal, cross-lagged study in which they
compared "supervisory ratings of OCB" and "employee self-reported levels of
job satisfaction." They found a great and positive relationship between overall
OCB and contextual job satisfaction.

The previous studied was investigated that OCB which has significantly
predicted job performance which has found OCB to utilized the ability of
coworkers and managers to perform (MacKenzie et al., 1991). This research
would be exam the mediation of OCB while job satisfaction has a relation
between and job performance.

H10. Organizational Citizenship Behavior mediates the relation between Job

Satisfaction and Job Performance

2.2.11 Interrelationship between Job Characteristics and Job Competency

Competency and job characteristics of variable job autonomy had a
significant effect at two between and within-subject levels of analysis is
consistent with their assumption that they are each distinct and necessary
psychology desired, which are likely to relate to well-being in any measurement
context, time frame, or types of analysis (Sheldon, Ryan & Reis, 1996). Thus,
in this study would be developed the following hypothesis:
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H11. There is significant effect between Job Characteristic and Job

Competency

2.2.12 Interrelationship between Job Competency and Job Performance

The relationship between job competency and job performance was
shown up from the usual idea that performance was based on competency, they
still question the linearity relationship between performance and competency:
They find a positive correlations between job performance and current job
competency, standard required job competency and competency matching
(Tutu & Constantin, 2012).

According to Trivellas et al. (2015) was shown that career success
satisfaction (CS) proved to be a forerunner of general competencies, that in turn
exert a positive impact on job performance. The effects of CS on specific
performance can be mostly realized through the increasing of widely job
competencies. In this study, the following hypothesis would be developed:

H12. There is significant effect between Job Competency and Job Performance

2.2.13 Mediation influence of Job Competency While Job Characteristics
in relationship with Job Performance

Sheldon et al. (1996) found that job competency and job characteristics
had a significant effect. The positive correlations between job performance and
current job competency level, the standard required job competency level and
competency (Tutu & Constantin, (2012). According to (Jayan, 2006) was
shown the significance of each competency in itself has had a significant impact
on performance that must be predicted with various levels and class of
managers' performance in varies organizations. Due, in this study, was an exam

that the following hypothesis would be developed:
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H13. Job Competency mediates the relation between Job Characteristic and Job

Performance

2.2.14 Moderation of Work Value on Job Characteristics and Job
Satisfaction

Kalleberg (1977) was examined the differences in job satisfaction in
terms of both perceived job characteristics and variously in work values. It has
viewed that work values have independent and significant effects on job
satisfaction. Even though Job Autonomy provision and Pay-for-performance
are interdependent decisions, Evidence of a positive correlation between these
concepts is found in all the related empirical studies that have previously
estimated this relationship (Ben-Ner, Kong & Lluis, 2012). The authors
indicated that physician job satisfaction correlates positively with altruism,
commitment to the needs of society, and humanistic values like empathy,
integrity, and trustworthiness (Stoddard et al., 2001). Likewise, the researcher
found that family physicians who strongly endorsed the work value of prestige
tended to report less levels of job satisfaction (Bouwkamp-Memmer, Whiston
& Hartung, (2013). Thus, the following hypothesis would be developed:

H14. Work value moderates on Job Characteristic and Job Satisfaction
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CHAPTER THREE

RESEARCH METHODOLOGY
In this chapter, the study would be describe the hypothesis with the

framework that will raise seven constructs to study and discover. Besides, this
chapter, also would be explained the method that use to measure and analyze
in this study; it also shows the sampling plan, questionnaire design, and the data

analysis techniques would be showed in this chapter as well.

3.1 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).
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Job Characteristic and Job Satisfaction are considered as independent
variables, while job performance is considered as a dependent variable. In
addition, job involvement, OCB and job competency acts as mediating
variables and work value as moderating variables. According to figure 3.1 and
above literatures mentioned the hypotheses were constructed as below:
Hypothesis H1: Job characteristic is positively effect on job satisfaction
Hypothesis H2: Job characteristic is positively effect on job involvement
Hypothesis H3: Job involvement is positively effect on job satisfaction
Hypothesis H4: Job involvement is mediator between job characteristic and
job satisfaction

Hypothesis H5: Job characteristic is positively effect on job performance

Hypothesis H6: Job satisfaction is positively effect on job performance

Hypothesis H7: Job satisfaction mediator between job characteristic and job
performance

Hypothesis H8: Job satisfaction is positively effect on organizational
citizenship behavior

Hypothesis H9: Organizational citizenship behavior is positively effect on job
performance

Hypothesis H10: Organizational citizenship behavior mediator between job
satisfaction and job performance

Hypothesis H11: Job characteristic is positively effect on job competency

Hypothesis H12: Job competency is positively effect on job performance

Hypothesis H13: Job competency mediator between job characteristic and job
performance

Hypothesis H14: Work value moderator relationship between job characteristic

and job satisfaction.
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3.2 Instrument

The survey would be targeted on the person who were employed. The
research questionnaire with 61 items is developed to obtain the responses from
the employed who currently working in Phnom Penh, Cambodia country. The
research questionnaires were divided into two parts. The first one consisted of
seven constructs: Job Characteristics with eleven items, twelve items of job
satisfaction, nine items of job competency, six items of job involvement, eleven
items of work value, seven items of organizational citizenship behavior, five
items of job performance. The second part was demographics which included
gender, age, education level, incomes and occupation levels, type of industrial
and work experience. This study was use seven-point Likert scale which from
strongly Disagree (1), Disagree (2), slightly Disagree (3), neither agree or nor
disagree (4), slightly Agree (5), Agree (6) and to strongly Agree (7). This scale
was used to measure the variable and respondents were asked to rate for the
survey. It would take approximately 20 minutes to complete the questionnaire.

The detailed contents of the questionnaire are shown in the Appendix.

3.3 Construct measurement

In this study, there were seven constructs to study. Those constructs are
Job Characteristics, Job Satisfaction, Job Involvement, Job Competency, Job
Performance, Work Value and OCB. Some of construct has component and
questionnaire items that were based on the previous research in order to

establish the questionnaire items to study.
3.3.1 Job Characteristics

The study in this context would show about contribute an employed with

a particular field of work and their productivities in the workplace. The
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previous scholar was studied five-component but this study focus on skill

variety, job autonomy, and feedback. To measure the willingness of trying out

the job characteristics in this construct. The questionnaire would be based on

Taber, Beehr, & Walsh, (1985). The list of eleven questionnaire items for

construct “Job Characteristics’’> was mention below:

(JCh1) 1 use my skill in my current job.

(JCh2) My job requires that I can be very creative.

(JCh3) My job requires that | must constantly learn new things.

(JCh4) My job require learning new skKill.

(JCh5) 1 have a created deal of freedom as to how | do my job.

(JCh6) Most of my interests are derived from my job.

(JCh7) 1 can involving problems in my job. Job make good use my skill and
ability.

(JCh8) I have an enough information to do my job well.

(JCh9) I'm encouraged to come up with better way to complete my job.

(JCh10) I can recognize for which I do a good job.

(JCh11) I gather experience and learnt the new thing from my job to improving

my ability.

3.3.2 Job Satisfaction

As the study defined in this context, it refers to an employee who feels
satisfied with their job as perceived with the task, position, and pay. Based on
Smithson and Lewis, (2000) the list twelve questionnaire items of “Job
Satisfaction” would state as below:
(JS1) I have a job secure future.
(JS2)  The company | work will give a job without the risk becoming.
(JS3) I love my job because is not dangerous.

(JS4) I 'love my job because is not much pressure from others.
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(JS5)  The promote in my workplace is comfortable to me.

(JS6) | have a special course training each months that pushing to get well
performance.

(JS7) I have learned many new job to pursue position.

(JS8) I am satisfied with my chance to promote.

(JS9) | feel | can easily communicate with others from all level of this
organization.

(JS10) | feel satisfied with my job cause of salary higher.

(JS11) | feel satisfied with my chance for salary increase.

(JS12) | am satisfied with benefit that | receive.

3.3.3 Job Competency
Job Competency defined as employees who has work experience,
abilities, and knowledge. The questionnaire in this study base on Draganidis
and Mentzas, (2006) the questionnaire items on measuring of “Job
Competency” that have nine, would shown below:
(JCP1) 1 have an experience and ability to involve process my job.
(JCP2) | have responded to manage my personal job.
(JCP3) I have enough information to achieve my job.
(JCP4) 1 can do my job base on circumstances immediately.
(JCP5) I can complete my work as well because | am well- being managing
time, think what priorities to do first that is the way to achieve my job.
(JCP6) I have a creative thinking that can reflexes with my workplace require
at moment.
(JCP7) I have high expectation how does my job going.
(JCP8) 1 believe I can improved my job better according my process.
(JCP9) I believe I can do my job.
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3.3.4 Job Involvement

Job Involvement in this context refers to the person who pays more

activity to involve and creative work. The questionnaire of study base on

Zopiatis et al. (2014) that has sixes questionnaire items would state as below:

(J11)  I'am very much involved personally in my job.

(J12) 1 am both of personally and team highly involved in my job.

(JI3) I can process my job because | work with teamwork.

(J14) 1 can solved the problem with my team work earlier than schedule.
(JI5) I concentrate efforts in order to complete the goals in the workplace.
(JI16) 1 will do more extra effort to make my job success.

3.3.5 Work Value

As the study mentioned the work value, it the perception that individuals

receive benefits from the workplace. Thus, the questionnaire would be based

on the previous study of Elizur (1984) to measure the work value that has

eleven questionnaire items would state as below:

(WVI)
(WV2)
(WV3)
(Wv4)
(WV9)
(WV6)
(WV7)
(WV8)
(WV9)

Work in which you have to keep solving new problems

Work in which you help others.

Work in which you can get a raise.

Work in which you look forward to changes in your job

Work in which you have freedom in your own area

Work in which you gain prestige in your field.

Work in which you get the feeling of having done a good day's work.
Work in which you are one of the gang.

Work in which you are paid enough to live comfortably

(WV10) Work in which you can be the kind of person you would like to be.

(WV11) Work in which you have a boss who gives you a square deal.

32



3.3.6 Organizational Citizenship Behavior (OCB)

Indarti et al. (2017) defined that OCB has a positive attitude and behavior
that is helpful, caring, is willing to fairness and self-control towards the
organization. So based on the previous scholar that use the seven questionnaire
items to study it be would be show in the following:

(OCB1) I have a positive impact on employee performance and well-being.

(OCB2) I want to involve activity in which help to promote working although
that are not my duty.

(OCB3) I am willing to do something overtime on my job respond.

(OCBA4) | carry out activity that serve to improve my job.

(OCBS5) I do not tend see to the problem greater than they are.

(OCB®6) I always focus on the aspect positive of event rather than negative
aspects.

(OCBY7) I deeply to share something to workplace.

3.3.7 Job Performance
Job Performance refers to kind of behavior, attitude, skill, knowledge
and experience to carry out the higher job performance. According to the study
of Stephan et al., (2012), this study would be based on this previous study, so
the fives questionnaire items that measuring on Job performance would state as
below:
(JP1) 1 know, and understand the responsibilities of my job.
(JP2) 1 believe that I am a productive and active person.
(JP3) 1 believe that | have had enough experience and ability to performance
my job.
(JP4) 1 can fulfill the job very well.
(JP5) Good as my job characteristic it can make my job more better

performance.
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3.4 Translation

Due to the items of questionnaire establish in English, and the survey
would target the people who were employed and have a current work. Therefore,
conducting the questionnaire would be careful by translating into the Khmer
language in order to be a convenience for the respondent to be easy to
understand the question what is talking about. The question would be translated
by Cambodian’s translator who have a current work in Khmer language center
in Cambodia to make the questionnaire more professional and match with the

meaning between English and Khmer version.

3.5 Demographic

The demographic characteristics had designed to investigate the
dissimilar 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
- Education levels
- Types of industrial
- Occupation levels
- Work experience

- Incomes
3.6 Sampling and Data Collection

The research would conduct the quantitative data that surveyed by

Google Form, and the link would send to social media, such as Facebook,
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LinkedIn, Gmail, Instagram etc. The link would let the respondent tick the
seven point Likert scales which state the questionnaire items, and this study
have 300 sample in order to be use as a reference and sample in this current
study. After collecting the data meet with the requirement, the data would be
exported into the SPSS (.sav) file. The method of analyzing data stated in the

Data Analysis Procedure part.

3.7 Pilot Test

The trial teste would be conduct by collected the answer from 50
respondents, and the questionnaire would create through Google form. Then,
the form of the questionnaire would send as the link to Facebook, Linkedin,
Gmail, and Instagram. After, collected from 50 respondents, the data would
analyzed. Which requirement of Cronbach’s Alpha of each factor were higher
0.7 which could indicate that the questionnaire can continue to conduct because

of the questionnaire can be understood by the respondents.

3.8 Data Analysis Procedure

The software program named SPSS version 23 was used to analysis the
data. To test the hypotheses as developed from this study, and it use the
methodological technigues were adopted:
= Quantitative Survey
» Data analyze SPSS 23

» Descriptive Statistic Analysis

» Factor Loading and Reliability Test

» The Independent Sample t-test

« ANOVA (one-way analysis of variance)

* Regression Analysis (Simple Linear Regression, Multiple regression
and Hierarchical Regression)
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3.8.1 Descriptive Statistic Analysis

To measure the characteristics of the variables, the method named
Descriptive Statistic Analysis is extremely useful. It calculates the means of

each variable, plus the standard deviations also mentioned.

3.8.2 Factor Analysis and Reliability Tests
Factor analysis:

The goal of factor analysis is to examine the primary variance structure
of the set of correlation coefficients. Factor 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
use 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 member of a specific factor.

Reliability test:

After running reliability test, ltem-to-total Correlation and Cronbach‘s a
would be shown. These results measure the correlation of each item to the sum
of the remaining items within one factor. This approach presumes that total
score is valid and thus the extent to which the item correlates with the total
score is indicative of convergent validity for the item. which Cronbach‘s a
higher than 0.7 and Items with correlation lower than 0.5, will be deleted from

analysis process.
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3.8.3 Independent Sample t-test

To test whether the differences between two groups in relation with
single variable, independent sample t-test is used for this case. In this study, it
was applied to compare the differences between genders (male and female) and
type of industry (service and production/manufactory) in the seven constructs:
Job Characteristics, Job Satisfaction, Job Involvement, Job Competency, Work
Value, Organizational Citizenship Behavior and Job Performance. The analysis
will be significant with t-value higher than 1.96, also the p-value lower than
0.05.

3.8.4 One Way Analysis of Variance ANOVA

To test whether the differences between more than two groups in relation
to one variable, one-way ANOVA is used in this case. In this study, it was
applied to compare the differences between demographic variables (i.e. Ages,
Education levels, Incomes, Occupation Level, work experience) of the
respondents in the seven constructs: Job Characteristic, Job Satisfaction, Job
Involvement, Job Competency, Work Value, Organizational Citizenship
Behavior and Job Performance. This this would check the F- value and P- value,
which (P=<0.05 significant) if significant then check the levene statistic, last

step, check Dunnett T3 but if no significant check the Scheffe.

3.8.5 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
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between variables. The goal of simple linear regression analysis is to 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 satisfaction, job competency, job involvement, work value,
OCB, 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 would be
significant when the R-square higher than 0.1 (R?>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 involvement between
independent variable of job characteristics and dependent variable of job
satisfaction, mediating variable of job competency between independent
variable of job characteristics and dependent variable of job performance,
mediating variable of OCB between independent variable of job satisfaction
and dependent variable of job performance and mediating variable of job
satisfaction between independent variable of job characteristic and dependent
variable of job performance.

Hierarchical Regression Analysis:
To test how moderating variable of work value effect on the relationship

between the independent variable of job characteristic and the dependent
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variable of job satisfaction and the method named hierarchical regression

analysis was conducted.
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CHAPTER FOUR
DATA ANALYSIS AND RESULTS

In this chapter, it would interpret the result of data that surveyed from
the respondents. For the first section, it described the descriptive analysis which
would be demonstrate the statistical amount of respondent by stating the
demographics of them as the research has mentioned above. The second section
will indicate the factor loading and reliability of the items of the questionnaire
in order to measure the questionnaire that answered by the respondent may have
the problem or not. Then third step, Independent Sample T-test and One Way
ANOVA analyze between the groups of demographics with seven constructs
and the last step would discuss about the Regression Analysis (multiple
regression analysis) is used to analyze the relationship between a single
dependent variable and several independent variables and Hierarchical
Regression Analysis to measure how moderate have relationship with

independent and dependent in this study.

4.1 Description Analysis

For the descriptive analysis part, it would be present the characteristics
of the respondent by recognizing the necessary information from them;
moreover, it also displays the mean and standard deviation of all items in the

survey questionnaire. The following would state as below.

4.1.1 Characteristic of Respondents

After collecting the data from respondents, and the survey also requires
the respondent to answer some necessary information in order to recognize
some group of people. Table 4.1 It would be displays the statistics of

demographic of respondents which describe the characteristic of genders, ages,
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educational levels, and occupation levels, type of industry, income and work

experience. For example, the male stands for 60.3% as the respondents in this

research.
Table 4.1 Characteristic of Respondents
Items Description Frequency %
Male 181 60.3
Gender

Female 119 39.7

<20 years old 6 2.0
21-30 years old 89 29.7
Age 31-40 years old 106 35.3
41-50 years old 88 29.3

>50 years old 11 3.7

Fresh Graduate from High School 20 6.7
Education | Bachelor 226 75.3
Level Master 48 16.0
PhD 6 2.0
Front-line staff 67 22.3
Occupation | Back office staff 152 50.7
Level Middle management staff 78 26.0
Executives (Top management) 3 1.0
Type of | Production/Manufacturing Industry 112 37.3
Industry | Service Industry 188 62.7
Under lyear 2 0.7
_ 1-2 year 78 26.0
Working 5.3 year 119 39.7
experience | 3-4 year 43 14.3
4-5 year 41 13.7

Over Syear 17 5.7
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Table 4.1 Characteristic of Respondents (continued)

ltems Description Frequency %
under 180 15 5.0
200-300 76 25.3
300-400 124 41.3
Income
400-500 59 19.7
Over 500 26 8.7

Source: Original Study

Table 4.1 shows that there are 60.3% of males and 39.7% of females.
There are five categories of people who are in the age section. There are 2.0%
of employees who are under 20 years old, 21-30 years old employees are 29.7%,
31-40 years old respondents stand for 35.3%, 29.3% are people in the age of
41-50, and the last one over than 50 year are 3.7%, respectively. There are only
2.0% of the employee who is the PhD, 16.0% is the master, 75.3% are the
bachelor, and there are 6.7% who is a fresh graduate from high school. For the
occupation level, the front-line staff is 22.3%, back office staff are 50.7%,
26.0% of employees in the position of middle management, and 1.0% are
Executive/top management staff that is the respondent in this study. Service
industry staff participates in this survey which accounts for 62.7%, and the staff
that works for production and manufacturing industries are 37.3%. Although
the employees they have a work experience in Cambodia country that are 0.7%
for under lyear, are 26.0% for 1-2year, are 2-3year for 39.7%, 3-4year are
14.3%, 4-5year 13.7% and over Syear are 5.7%. Otherwise, the last of this
section would address their income would be available as below: under180%
are 5.7%, 200$-300%$ are 25.3%, 300$-400% are 41.3%, 400$-500$ are 19.7%
and over 500$ are 8.7%.
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4.1.2 Measurement Results for Relevant Research Variables

Table 4.2 demonstrates the mean and standard deviation of each item of
each variable. The table stated eleven items of job characteristic, twelve items
of job satisfaction, nine items of job competency, six items of job involvement,
eleven items of work value, seven items of organizational citizenship behavior,
five items of job performance. Table 4.2 would state the mean and standard
deviation of each questionnaire which has answered by the target respondents
would be described as below.

Table 4.2 Descriptive Analysis for questionnaire items

_ — Standard
Items Description Mean o
Deviation
Job Characteristics
JCh1 | I'use my skill in my current job. 6.05 951
JCh2 | My job requires that | can be very creative. 6.14 979
My job requires that I must constantly learn
JCh3 _ 6.05 915
new things.
JCh4 | My job require learning new skill. 6.23 923
| have a created deal of freedom as to how |
JCh5 6.18 971

do my job.

JCh6 | Most of my interests are derived from my job. | 5.97 .890

| can involving problems in my job. Job make
JCh7 _ - 6.23 941
good use my skill and ability.

| have an enough information to do my job
JCh8 ' 6.14 963
well.
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Table 4.2 Descriptive Analysis for questionnaire items (continued)

_ o Standard
items Description Mean o
Deviation
I’m encouraged to come up with better way to
JCh9 _ 6.15 1.001
complete my job.
JCh10 | I can recognize for which | do a good job. 5.98 1.000
| gather experience and learnt the new thing
JCh11 _ _ _ - 6.17 914
from my job to improving my ability.
Job Satisfaction
JS1 | I'have a job secure future. 6.24 .9302
The company | work will give a job without
JS2 _ _ 6.26 961
the risk becoming.
JS3 | I love my job because is not dangerous. 6.26 917
I love my job because is not much pressure
JS4 6.19 930
from others.
Promote in my workplace is comfortable to
JS5 6.22 981
me.
| have a special course training each months
JS6 _ 6.14 931
that pushing to get well performance.
| have learned many new job to pursue
JS7 - 6.09 913
position.
JS8 | I am satisfied with my chance to promote. 6.19 963
| feel I can easily communicate with others
JS9 _ o 6.26 .896
from all level of this organization.
| feel satisfied with my job cause of salary
JS10 | higher. 6.17 911

44




Table 4.2 Descriptive Analysis for questionnaire items (continued)

_ o Standard
items Description Mean o
Deviation
| feel satisfied with my chance for salary
JS11 | 6.15 905
increase.
.885
JS12 | I am satisfied with benefit that | receive. 6.25
Job Competency
| have an experience and ability to involve
JCP1 _ 6.16 .893
process my job. '
JCP2 | I have responded to manage my personal job. 6.21 .861
JCP3 | I have enough information to achieve my job. | 6.21 .908
| can do my job base on circumstances
JCP4 | _ 6.17 .862
immediately.
| can complete my work as well because | am
well- being managing time, think what
JCP5 o _ / : 6.20 891
priorities to do first that is the way to achieve
my job.
| have a creative thinking that can reflexes
JCP6 _ _ 6.11 .854
with my workplace require at moment.
I have high expectation how does my job
JCP7 _ 6.11 .898
going.
| believe | can improved my job better
JCP8 _ 6.14 .890
according my process.
| believe | can do my job.
JCP9 6.26 .883
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Table 4.2 Descriptive Analysis for questionnaire items (continued)

_ o Standard
items Description Mean o
Deviation
Job Involvement
| am very much involved personally in m
Jil | Y P Y Y 6.19 .896
job. '
| am both of personally and team highl
Ji2 | _ P _ Y o 6.22 .884
involved in my job.
| can process my job because | work with
JI3 6.21 902
teamwork.
| can solved the problem with my team work
Ji4 _ 6.20 934
earlier than schedule.
| concentrate efforts in order to complete the
JI5 _ 6.15 .998
goals in the workplace.
| will do more extra effort to make my job
JI6 6.12 923
success.
Work Value
Work in which you have to keep solving new
WV1
problems 6.16 .906
WV2 | Work in which you help others. 6.19 907
WV3 | Work in which you can get a raise. 6.18 912
Work in which you look forward to changes in
WV4 _
your job 6.18 .998
Work in which you have freedom in your own
WV5
area 6.24 .968
WV6 | Work in which you gain prestige in your field. | 6.15 .980
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Table 4.2 Descriptive Analysis for questionnaire items (continued)

_ o Standard
items Description Mean o
Deviation

Work in which you get the feeling of having

WV7 6.21 967
done a good day's work.

WV8 | Work in which you are one of the gang. 6.13 903
Work in which you are paid enough to live

WV9 6.13 970
comfortably
Work in which you can be the kind of person

WV10 _ 6.15 953
you would like to be.
Work in which you have a boss who gives you

WV11 6.27 934
a square deal.

Organization Citizenship Behavior
| have a positive impact on employee

OCB1 i 6.21 994
performance and well-being. '
| want to involve activity in which help to

OCB2 | promote working although that are not my 6.25 .936
duty.
| am willing to do something overtime on my

OCB3 | 6.24 940
job respond.
| carry out activity that serve to improve my

OCB4 | 6.19 914
job.
| do not tend see to the problem greater than
they are.

OCB5 6.21 979
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Table 4.2 Descriptive Analysis for questionnaire items (continued)

_ o Standard
items Description Mean o
Deviation
| always focus on the aspect positive of event
OCB6 _ 6.12 927
rather than negative aspects.
OCB7 | | deeply to share something to workplace. 6.09 914
Job Performance
I know, and understand the responsibilities of
JP1 _ 6.28 920
my job. '
| believe that | am a productive and active
JP2 6.25 .985
person.
| believe that | have had enough experience
JP3 N _ 6.28 912
and ability to performance my job.
JP4 | I can fulfill the job very well. 6.21 947
Good as my job characteristic it can make my
JP5 | 6.25 976
job more better performance.

Source: Original Study

4.2 Fac

tor Analysis and Reliability

To check the dimensionality and reliability of each item, the research will

use the factor and reliability technique to observe the items of the survey

questionnaire. The first analysis will examine the factor loading by considering:

= Factor loading should be equal to or higher than 0.6
= KMO is higher than 0.5

= The eigenvalue is higher than 1

= Com

munalities are bigger than 0.6
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= |tem-to-total correlation is equal or higher than 0.5

» The Cronbach’s Alpha is higher than 0.7

4.2.1 Job Characteristics

After conducting the factor analysis and reliability test, the table 4.3

presented about the result of eleven items of job characteristics were better than

the requirement that mention above. KMO of job characteristics was 0.840;

eigen-value was 7.136; moreover, job characteristics had the accumulated a

total of 64.871% and Cronbach’s Alpha was .946, which show these were

critical underlying factors for this construct. Factor loading of each item was

greater than 0.862 and lowest was 0.738. Also, all items-to-total correlation of

job characteristics was bigger than 0.5. Based on all criteria, it concluded that

the reliability and internal consistency of this factor are acceptable.

Table 4.3 Result of FL and Reliability of Job Characteristic

Research Research Factor Eigen-value Cumulative | Item-to-total | Cronbach’s
Construct Items Loading 9 Explained correlation Alpha (o)
JCh5 .862 7.136 64.871% 826 .946
JCh7 .850 .810
=)
g JCh2 .841 800
S JCha 831 787
>
\:é JCh1l .814 769
8 Jchg 809 762
@
E JCh6 .790 743
(&)
(o]
E JCh11l 782 737
2 JCh3 767 715
(@]
JCh10 .738 683

Note: JCh= Job Characteristics

Source: Original Study
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4.2.2 Job Satisfaction

The table 4.4 presented about the result of twelve items of job

satisfaction were better than the requirement that mention above. KMO of job

satisfaction was 0.904; eigen-value was 7.667; moreover, job satisfaction had
the accumulated a total of 63.888% and Cronbach’s Alpha was 0.949, which

show these were critical underlying factors for this construct. Factor loading of

each item was greater than 0.6. Also, all items-to-total correlation of job

satisfaction was greater than 0.5, and the Cronbach’s Alpha was also greater

than 0.7. Based on all criteria, it concluded that the reliability and internal

consistency of this factor are acceptable.
Table 4.4 Result of FL and Reliability of Job Satisfaction

Research | Research | Factor Eigen- | Cumulative | Item-to-total | Cronbach’s
Construct Items Loading | value Explained | correlation Alpha (o)
JS8 .830 7.667 | 63.888% 790 949
JS7 815 776
- JS4 815 774
§_ JS5 814 773
é JS11 .809 768
3 JS9 807 264
-§ JS3 799 757
.‘é JS2 798 756
g JS12 793 748
§ JS1 781 736
JS10 770 724
JS6 158 710

Note: JS= Job Satisfaction

Source: Original Study
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4.2.3 Job Competency

The nine items of job competency in Table 4.5 were also better than the
requirement with KMO is 0.911, eigenvalue was 4.770. The job competency
had the accumulated a total of 63.005% which show these are important
underlying factors for this construct. Factor loading of each item is greater than
0.6. Besides, all items-to-total correlation of job competency was greater than
0.5, and the Cronbach’s Alpha was also greater than 0.7. Based on all criteria,

it concluded that the reliability and internal consistency of this factor are

acceptable.
Table 4.5 Result of FL and Reliability of Job Competency
Research | Research | Factor Eigen- | Cumulative | Item-to-total | Cronbach’s
Construct Items Loading | value Explained | correlation Alpha (o)
JCP5 162 | 4.770 63.005% 681 .889
g JCP4 | 762 680
(ls' JCP9 734 651
E JCP2 125 .640
g JCP6 724 639
g JCP7 718 632
§ jcPs | 711 628
§ JCP1 .709 620
JCP3 .706 617

Note: JCP= Job Competency
Source: Original Study

4.2.4 Job Involvement

Job Involvement has five items to analyze the factor loading and

reliability test in order to measure the constancy of the items. In Table 4.6, it
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could illustrate that the KMO value of job involvement equaled 0.787, and its
eigenvalue was 3.204. Job involvement had the accumulated a total of 60.405%
which showed that these are important underlying factors for this construct.
Factor loading of each item was greater than 0.6 with the highest value of
JI13=0.813, and the lowest point was JI6=0.606. Besides, all items-to-total
correlation of job involvement in this analysis was greater than 0.5, and the
Cronbach’s Alpha was also greater than 0.7 with its value of 0.820. Based on
all criteria, it concluded that the reliability and internal consistency of this factor
are acceptable.
Table 4.6 Result of FL and Reliability of Job Involvement

Research | Research | Factor Eigen- | Cumulative | Item-to-total | Cronbach’s

Construct Items Loading value Explained | correlation Alpha (o)
JI3 .813 3.204 | 60.405% 665 .820

c JI1 .805 .656

L <

g 0 J2 782 649

S 0

g S JI5 731 592

g < Jl4 701 574

S
JI6 .606 580

Note: JI= Job Involvement

Source: Original Study

4.2.5 Work Value

Work Value has eleven items to analyze the factor loading and reliability
test in order to measure the constancy of the items. In Table 4.7, it could
illustrate that the KMO value of work value equaled 0.861, and its eigenvalue
was 5.202. Work Value had the accumulated a total of 67.293% which showed

that these are important underlying factors for this construct. Factor loading of
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each item was greater than 0.6 with the highest value of WV6=0.767, and the

lowest point was WV8=0.651. Besides, all items-to-total correlation of work

value in this analysis was greater than 0.5, and the Cronbach’s Alpha was also

greater than 0.7 with its value of 0.888. Based on all criteria, it concluded that

the reliability and internal consistency of this factor are acceptable.
Table 4.7 Result of FL and Reliability of Work Value

Research | Research | Factor Eigen- | Cumulative | Item-to-total C;(Xllb?];h,
Construct ltems Loading value Explained | correlation ((B
WV6 767 | 5202 | 67.293% 694 888
WV7 744 671
g WV?2 .736 651
0
C”)- WV4 123 632
S WV1 719 628
X
%’ WV3 .696 599
c_>6 WV5 .676 581
< WV10 631 564
)
= WV11 618 550
WV9 .616 549
WV8 .615 547

Note: WV= Work Value

Source: Original Study

4.2.6 Organizational Citizenship Behavior

Organizational Citizenship Behavior has seven items to analyze the

factor loading and reliability test in order to measure the constancy of the items.

In Table 4.8, it could illustrate that the KMO value of Organizational

Citizenship Behavior equaled 0.926, and

53

its eigenvalue was 4.658;




Organizational Citizenship Behavior had the accumulated a total of 66.545%
which showed that these are important underlying factors for this construct.
Factor loading of each item was greater than 0.6 with the highest value of
OCB1=.845, and the lowest point was OCB6=0.777. Besides, all items-to-total
correlation of OCB in this analysis was greater than 0.5, and the Cronbach’s
Alpha was also greater than 0.7 with its value of 0.916. Based on all criteria, it

concluded that the reliability and internal consistency of this factor are

acceptable.

Table 4.8 Result of FL and Reliability of Organizational Citizenship Behavior
Research | Research | Factor Eigen- | Cumulative | Item-to-total | Cronbach’s
Construct Items Loading value Explained | correlation Alpha (o)
o OCB1 .845 | 4.658 66.545% 178 916

% § | ocBs | .834 764

o 9

s M OCB3 | 825 754

5 ¢

T ¥ 0CB2 .815 (41

S T

s O OoCB4 .814 741

N>

s 5 OoCB7 .799 122

S m

o OCB6 AT .695

Note: OCB= Organizational Citizenship Behavior
Source: Original Study

4.2.7 Job Performance

Job Performance has five items to analyze the factor loading and
reliability test in order to measure the constancy of the items. In Table 4.9, it
could illustrate that the KMO value of job performance equaled 0.882, and its
eigenvalue was 3.489; accumulated a total of 69.789% which showed that these

was important underlying factors for this construct. Factor loading of each item
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was greater than 0.6. Besides, all items-to-total correlation of job performance
in this analysis was greater than 0.5, and the Cronbach’s Alpha was also greater
than 0.7 which value of 0.892. Based on all criteria, it concluded that the
reliability and internal consistency of this factor are acceptable.

Table 4.9 Result of FL and Reliability of Job Performance

Research | Research | Factor Eigen- | Cumulative | Item-to-total | Cronbach’s

Construct Items Loading value Explained | correlation Alpha ()
JP3 .851 |3.489 69.789% 755 .892

[«B]

g P4 849 754

c 3

é I JP5 847 .750

S

o v JP1 .841 741

2 <

= JP2 787 673

Note: JP= Job Performance

Source: Original Study

4.3 Independent Sample t-test

In this part, the analysis would use the factor of job characteristic, job
satisfaction, job competency, job involvement, work value, organizational
citizenship behavior and job performance to compare its mean by using the
gender and type of industry that it work for to examine the differences between
two groups of each demographics. The significant results were p-value less than

0.05, and t-value could not be lower than 1.96.

4.3.1 Gender

The purpose in this part want to indicate the different between males and
females into the seven constructs. The independent sample t-test used to

compare means for male and female respondents on their opinion of job
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characteristic (JCh), job satisfaction (JS), job competency (JCP), job
involvement (JI), work value (WV), organizational citizenship behavior (OCB)
and job performance (JP). The result shown that, there was no significant
different between male and female, its mean their opinion was the same. It
would be shows in the table 4-10.

Table 4.10 Result of Independent Sample T-test with Gender

Male Female
Factor — =119 t-value p-value
JCh 6.14 6.08 563 190
JS 6.20 6.21 -.090 312
JCP 6.19 6.15 617 595
Ji 6.21 6.14 791 852
WV 6.20 6.15 681 739
OCB 6.25 6.09 1.751 160
JP 6.24 6.28 -.407 388

Note: “p<.05, “p<.01, “"p<.001

Source: Original study

4.3.2 Type of Industry

According to Table 4.11, It would be shows the results. There were
compute into seven constructs of job characteristic (JCh), job satisfaction (JS),
job competency (JCP), job involvement (JI), work value (WV), organizational
citizenship behavior (OCB) and job performance (JP). The result was shown
that, there was no significant different between service industry and

production/manufactory industry, it’s mean that their opinion was the same.
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Table 4.11 Result of Independent Sample T-test with Type of Industry

Service Production/
Factor Industry | Manufactory Industry | t-value p-value
n=112 n=188

JCh 6.136 6.103 365 363
JS 6.299 6.145 1.749 .061
JCP 6.165 6.181 -211 497
JI 6.196 6.171 317 238
WV 6.200 6.168 411 892
OCB 6.272 6.133 1513 .094
JP 6.363 6.193 1.806 095

Note: “p<.05, “p<.01, “"p<.001

Source: Original study

4.4 One-way Analysis of Variance ANOVA

In this part, the researchers analyzed the differences between more than

two more groups to test which group are the same or separate. Selected

demographics which are more than two groups (age, education level,

occupation level, work experience and income) will use to compare the mean

of job characteristic(JCh), job satisfaction(JS), job competency(JCP), job

involvement(JI), work value(WV), organizational citizenship behavior(OCB)

and job performance(JP). The research would take the mean score of each

component to compare with the demographic which have more than two groups

after it conducted the factor analysis and reliability in order to make that the

items of the questionnaire had no problem.
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4.4.1 Age

There were no significant of the factor within seven constructs among
difference age groups of job characteristics checked with Anova (F=.748,
P=.560) no significant, job satisfaction checked with Anova (F=.461, P=.764)
no significant, job competency checked with Anova (F=1.491, P=.205) no
significant, job involvement checked with Anova (F=.532, P=.712) no
significant, work value checked with Anova (F=.252, P=.908) no significant,
job performance checked with Anova (F=.366, P=.833) no significant, OCB
check with Anova (F=.4.860, P=.001)significant, checked with levene
statistic=8.115,(P=.000) significant but after check with Dunnett T3 no
significant (See in the table 4.12).

Table 4.12 Result of One Way ANOVA of Age

<20 21-30 31-40 41-50 >50 Scheffe
years years years years years F- P- or
Factor
old old old old old Value | Value | Dunnett
(1) 2 (3) (4) (5) T3
JCh | 6.3182 | 6.0970 | 6.0523 | 6.1612 | 6.3967 | .748 .560 NS
JS 6.2222 | 6.2013 | 6.1368 | 6.2633 | 6.3485 | .461 .764 NS
JCP | 6.2593 | 6.0574 | 6.2715 | 6.1566 | 6.2929 | 1.491 | .205 NS
JI 6.3611 | 6.1554 | 6.1384 | 6.2216 | 6.3636 | .532 712 NS
WV | 6.2576 | 6.1389 | 6.1767 | 6.2025 | 6.3140 | .252 .908 NS
OCB | 4.9524 | 6.2697 | 6.1146 | 6.62451 | 6.3636 | 4.860 | .001 NS
JP 6.4333 | 6.2494 | 6.2000 | 6.3000 | 6.4000 | .366 .833 NS

Note: “p<.05, “p<.01, ““p<.001

Source: Original study
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4.4.2 Education Level

There were no significant of the factor within seven constructs among
difference education groups where job characteristics checked with Anova
(F=.402, P=.752) no significant, job satisfaction Anova (F=.074, P=.974) no
significant, job competency checked with Anova (F=2.208, P=.087) no
significant, job involvement check with Anova (F=.1.251, P=.292) no
significant, work value checked with Anova (F=.2.405, P=.068) no significant,
OCB Anova (F=.171, P=.916) no significant, job performance check with
Anova (F=.554, P=.646) no significant (See in table 4.13).

Table 4.13 Result of One Way ANOVA of Education Level

Fresh Graduate
) Bachelor | Master | Ph.D. F- P-
Factor from High Scheffe
(2) (3) 4) Value | Value
School (1)
JCh 6.0045 6.1319 6.0587 | 6.3182 | 402 152 NS
JS 6.2458 6.1925 6.2206 | 6.2917 | (74 974 NS
JCP 6.1333 6.2247 5.9676 | 6.0926 | 2908 | .087 NS
Ji 6.1500 6.2198 6.0174 | 6.1111 | 1957 | .292 NS
wv 6.1318 6.2325 6.9621 | 6.0909 | 2405 | .068 NS
ocCB 6.2643 6.1713 6.1964 | 6.3333 | 171 916 NS
JP 6.4700 6.2416 6.2250 | 6.3333 | ©554 .646 NS

Note: “p<.05, “p<.01, “"p<.001

Source: Original study

4.4.3 Occupation Level

There were no significant of the factor within seven constructs among
difference occupation groups where job characteristics checked with Anova
(F=1695, P=.168) no significant, job satisfaction checked with Anova (F=.062,
P=.980) no significant, job competency checked with Anova (F=.448, P=.719)

no significant, job involvement check with Anova (F=.076, P=.973) no
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significant, work value checked with Anova (F=.083, P=.969) no significant,
OCB check with Anova (F=1.120, P=.341) no significant, job performance
check with Anova (F=.427, P=.734) no significant (See in table 4.14).

Table 4.14 Result of One Way ANOVA of Occupation Level

Front- Back Middle | Executives e b
Factor | line staff | Office mgt. (Top mgt.) Scheffe
1) | staff @) | staff (3) @) Value | Value

JCh | 61805 | 6.1621 | 6.9557 6.4545 1.695 | -168 NS
IS 6.2002 | 6.2100 | 6.1966 6.0278 062 | -980 NS
JCP | 62289 | 6.1827 | 6.1097 6.2593 448 | 719 NS
Ji 6.1542 | 6.1787 | 6.2073 6.1667 o076 | 973 NS
WV | 6.1872 | 6.1627 | 6.2040 6.2424 083 | 969 NS
OCB | 6.2367 | 6.2331 | 6.0495 6.1848 1.120 | 341 NS
JP 6.2119 | 6.2961 | 6.2051 6.5333 427 | 134 NS

Note: "p<.05, “p<.01, ""p<.001

Source: Original study

4.4.4 Work Experience

There was significant of the factors within seven constructs among
difference work experience group of job characteristics checked with Anova
(F=5.001, P=.000) significant, checked with Levene statistic=6.406, P=.000)
significant where group work experience over 5 year (mean=6.3690) is higher
than group work experience2-3 year (mean= 6.2200). Therefore, OCB Anova
(F=3.864, P=.002) significant, Levene statistic= 2.319, (P=.043) significant,
but after check with Dunnett T3, no significant. Job performance Anova
(F=2.613, P=.025) significant, Levene statistic= 2.718, (P=.020) significant,
after check Dunnett T3, no significant (See in table 4.15).
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Table 4.15 Result of One Way ANOVA of work experience

Scheffe
Under 1-2 2-3 3-4 45 Over or
Factor | 1year | year year year Syear | F-Value | P-Value | Dunnett
w |l el e e e T3
(5)

JCh | 4.0909 | 6.0000 | 6.2200 | 5.9239 | 6.2262 | 6.3690 | 5.001 000 | (6)>(2)
JS | 45833 | 6.1934 | 6.2248 | 6.1531 | 6.2439 | 6.3039 | 2.099 .066 NS
JCP 156667 | 6.2165 | 6.1363 | 6.0801 | 6.3144 | 6.257 990 424 NS
JI' 163333 | 6.2115 | 6.1527 | 6.1357 | 6.2439 | 6.1765 |  .206 .960 NS
WV 16,5000 | 6.2110 | 6.1345 | 6.1860 | 6.2106 | 6.2246 |  .282 923 NS
OCB | 3.9289 | 6.1319 | 6.2209 | 6.1993 | 6.2195 | 6.3193 |  3.864 .002 NS
JP 143000 | 6.2641 | 6.2807 | 6.2093 | 6.2780 | 6.3412 | 2.613 025 NS

Note: “p<.05, “p<.01, ""p<.001

Source: Original study

4.4.5 Income

There was significant different of the factors within one constructs
among difference income group of job characteristics checked with Anova (F=
3.633, P=.007) significant, check with Levene statistic= 4.777, (P=.001)
significant, JCh (mean group(2)=6.3373, group(3)=6.0902, group(4)=5.9137) ,
Post Hoc checked by Dunnett T3 group(2) higher than group(3) higher than
group(4). Therefore, Work value checked with Anova (F=2.759, P=.028)
significant, checked with Levene statistic= 5.623, (P=.000) significant, But
after check with Dunnett T3 no significant (See in table 4.16)
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Table 4.16 Result of One Way ANOVA of Income Level

Undr |200%- | 300%- |400%- | Over Schefe or
Factors | 1803|300 | 4005 |5008 |5008 | | | Dunnett
Value | Value

(1) (2) 3 4) ®) T3

JCh | 57879 | 6.3373 | 6.0002 | 59137 |6.2343| 3633| -007|(2)>(3)>(4)
JS | 6.1944 | 6.3443 | 6.1344 | 6.1398 |6.2596 | 1.104 | -355 NS
JCP | 50185 | 6.2617 | 6.1909 | 6.1168 |6.1239 | 1.128 | 343 NS
JI 5.8778 | 6.3048 | 6.1694 | 6.1610 |6.0897 | 1.578| -180 NS
WV | 57697 | 6.3182 | 6.1826 | 6.1826 | 6.0350 | 2.759 | 028 NS
OCB | 6.1810 | 6.2650 | 6.1970 | 6.0726 |6.1484 | 539 | -707 NS
JP | 6.1867 | 6.4500 | 6.2145 | 6.1254 | 6.2231| 1.684| 154 NS

Note: “p<.05, “p<.01, “"p<.001

Source: Original study
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4.5 Relationship among the Constructs

The aim of this part would be to test the hypotheses, and the relationship
among the seven constructs, the data analysis was performed using SPSS,
version 23. Descriptive statistics and bivariate correlations among the variables
for the study are shown in Table 4-17. This study also adopted Baron and
Kenny’s (1986), approach to test the mediation and moderation effect of the

variables.

4.5.1 Relationship among the Seven Constructs

This part would be test the relationship among the seven construct such
as job characteristic(JCh), job satisfaction(JS), job competency(JCP), job
involvement(JI), work value(WV), organizational citizenship behavior(OCB)
and job performance(JP). The highest mean was for job performance (6.2560)
with a standard deviation of 0.7913, while the lowest mean of OCB was (6.1148)
with a standard deviation of 0.7696. The correlation coefficients can help show
the bivariate relationships among the seven constructs. Based on the correlation
analysis of each variable it can be seen that all the seven 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 correlate with job performance
(r=0.493, p=<0.001) and significantly positive correlated with job satisfaction
(r=0.551, p=<0.001), also significantly positively correlate with job
competency (r=0.211, p=<0.001), otherwise job satisfaction significantly
positively correlate with job competency (r=0.258, p=<0.001). Job
Characteristics has significant positively correlate with Job Involvement
(r=0.121, p=<0.01), while job involvement has significantly positive correlated

with job satisfaction(r=0.269, p=<0.001), also job competency has a

63



significance with job involvement (r=0.553, p=<0.001). Job characteristics has
significant with work value (r=0.134, p=<0.001) while work value has
significantly positively correlate with job satisfaction (r=0.278, p=<0.001), and
work value also has significantly positively correlate with job competency
(r=0.641, p=<0.001), however work value has significantly positive correlated
with job involvement(r=0.908, p=<0.001). Organizational citizenship behavior
has significant positively correlate with job characteristics(r=0.293, p=<0.001),
Organizational citizenship behavior has significantly positively correlate with
job satisfaction(r=0.461, p=<0.001), while Organizational citizenship behavior
has significantly positively correlate with job competency(r=0.116, p=<0.05)
and Organizational citizenship behavior was shown there no significantly
correlate with job involvement(r=0.73, p=>0.05), also no significantly correlate
with work value(r=0.703, p=>0.05). Job Performance has significant positive
correlated with job characteristics(r=0.493, p=<0.001) while it was
significantly positively correlate with job satisfaction(r=0.906, p=<0.001), also
found that there was significant positive correlated with job competency (0.233,
p=<0.001), and significant with job involvement (r=0.268,p=<0.001);
otherwise, work value also has significantly correlate(r=0.263, p=<0.001) and
last of this part, job performance has positively significant between
Organizational citizenship behavior (r=0.432, p=<0.001).

Table 4-17 Results of the Correlation of the Seven Constructs
Variables | Mean SD JCh JS JCP JI wv ocB | JP
JCh 6.1155 [0.7642 | 1
JS 6.2025 |0.7410 | 551" | 1
JCP | 6.1748 |0.6420 | .2117" | 258" | 1
JI 6.1806 |0.6687 | .121" |.269™" | 553" | 1
WV | 6.13097 | 0.6489 | .134™" | 278" | .641™" | .908™" | 1
OCB |6.1148 |0.7696 | .293™" | 461" | 116" | .073 | .703 1
JP 6.2560 |0.7913 | .493™" | .906™" | .233"" | .268™" | .263"" | 432" | 1
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Note: “p<.05, “p<.01,
2. JCh=Job Characteristics, JS= Job Satisfaction, JCP=Job Competency,
JI= Job Involvement, WV= Work Value, OCB= Organizational

p<.001, r= Sample correlation coefficient

Citizenship Behavior, JP= Job Performance

Source: Original Study

4.5.2 Mediation Influence of Job Involvement while Job Characteristics

in relation with Job Satisfaction

The aim of this part would be test the mediation effect of job involvement
between job characteristics and job satisfaction, 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 was the mediating between the mediator with
the relationship of the independent-dependent variables, the effect of the
independent variable on the dependent variable.

Table 4-18 Mediation Influence of Job Involvement while Job Characteristics
in relation with Job Satisfaction

Ji JS
Variables Model 1 Model 2 Model 3 Model 4
® ® ® ®
JCh 1217 551" 526"
Jl 062" 205"
R 121 .551 .269 .588
R? .015 304 .072 .345
Adj. R? 011 .302 .069 341

65



F-Value 4.399 130.063 23.208 78.348
P-Value .037 .000 .000 .000
D-W 1.894 2.244 2.028 2.294
1.015
Max VIF 1.000 1.000 1.000
1.015

Note: 1. "P<.05, “P<.01, ""P<.001, B= Standardized coefficient

2. JCh=Job Characteristics, JI= Job Involvement, JS= Job Satisfaction
Source: Original Study

According to table 4-18, model 1 test the relationship between job
characteristics (independent variable) and job involvement (mediator) and the
results show that job characteristics is significant and positively affected job
involvement ($=0.121, p=<0.05); for model2 the test was for the relationship
between job characteristics (independent variable) and job satisfaction
(dependent variable), and the result show that job characteristics was significant
and positively affected to job satisfaction(=0.551, p=<0.001); next step, job
involvement(independent variable) and job satisfaction( dependent variable),
input to the model3 to test the relationship and the result was show that job
involvement was significantly and positively affected on job
satisfaction(f=0.062, p=<0.001), therefore H1, H2 and H3 are supported.
Finally, job characteristics and job involvement regressed with job satisfaction
show (p=0.526, p=<0.001; p=0.205, p=<0.001) respectively in model4. The
results in model4 show that R=588; R?=0.345 and the adjustedR?=0.341,
meaning that 3.41% of variance in job satisfaction can predicted from job
characteristics and job involvement. F-Value equals 78.348(p=<0.000) was
significant. For multicollinearity, max VIF was 1.015.

According to the result above, the beta value of job satisfaction was
reduced from B=0.551 to B=0.526, and both job characteristics and job

involvement are significantly related to job satisfaction. Therefore, H4 is
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supported. Job satisfaction provides a partial mediation effect on relationship

between job characteristics and job involvement.

Job Involvement

W

551

Job Characteristics Job Satisfaction

A 4

*hk

526

Figure 4-1 Mediation Influence of Job Involvement while Job Characteristics

in relation with Job Satisfaction

Source: Original Study

4.5.3 Mediation Influence of Job Satisfaction while Job Characteristics in

relation with Job Performance

According to table 4-19, modell test the relationship between job
characteristics (independent variable) and job satisfaction (mediator) and the
results show that job characteristics is significant and positively affected job
satisfaction (=0.551, p=<0.001); for model2 the test was for the relationship
between job characteristics (independent variable) and job performance
(dependent variable), and the result show that job characteristics was significant
and positively affected to job performance (f=0.493, p=<0.001); next job
satisfaction (independent variable) and job performance(dependent variable),
input to the model3 to test the relationship and the result showed that job
satisfaction was significantly and positively affected on job performance
(=0.906, p=<0.001), therefore H1, H2, and H3 are supported. Finally, the

results in model4 show that job characteristics and job satisfaction regressed
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with job performance respectively in model4 (=0.309, p=<0.05; p=0.911,
p=<0.001), R=.906; R2=0.821 and the adjustedR2=0.820, meaning that 8.2%
of the variance in job performance can be predicted from job characteristics and
job satisfaction. F-Value= 681.802 (p=<0.001), for multicollinearity, max VIF
is 1.436.

Table 4-19 Mediation Influence of Job Satisfaction while Job Characteristics
in relation with Job Performance

JS JP
Variables Model 1 Model 2 Model 3 Model 4
B B B B
JCh 551" 493" 309"
JS 906" 9117
R 551 493 906 .906
R? .304 243 821 821
Adj. R? 302 241 .820 .820
F-Value 130.063 95.730 1367.649 681.802
P-Value .000 .000 .000 .000
D-W 2.244 2.208 1.942 1.937
Max VIF 1.000 1.000 1.000 -4
1.436

Note: “p<.05, “p<.01, ""p<.001, = Standardized coefficient
2. JCh= Job Characteristics, JS= Job Satisfaction, JP= Job Performance
Source: Original Study

According to the result above, the beta value of job performance is
reduced from B=0.493 to B= .309, and both of job characteristics and job
satisfaction was significantly related to job performance. Therefore, H7 was
supported. Job performance provides a partial mediation effect on relationship

between job characteristics and job satisfaction.
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Figure 4-2 Mediation Influence of Job Satisfaction while Job Characteristic in

relation with Job Performance

Source: Original Study

4.5.4 Mediation Influence of Organizational Citizenship Behavior while

Job Satisfaction in relation with Job Performance

In this part table, 4-20 would be show mediate influence of
Organizational Citizenship Behavior while Job Satisfaction in relation with Job
Performance, model 1 to test the relationship between job satisfaction
(independent variable) and organizational citizenship behavior (mediator) and
the results show that job satisfaction was significant and positively affected
organizational citizenship behavior (=0.462, p=<0.001); for model2 the test
was for the relationship between job satisfaction (independent variable) and job
performance (dependent variable), and the result show that job satisfaction was
significantly and positively affected to job performance (f=0.906, p=<0.001);
next step, organizational citizenship behavior (independent variable) and job
performance(dependent variable), input to the model3 to test the relationship
and the result showed that organizational citizenship behavior was significantly
and positively affected on job performance (=0.432, p=<0.001), therefore H1,
H2, and H3 are supported. Finally, job satisfaction and organizational

citizenship behavior regressed with job performance show (f=0.898, p=<0.001;
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$=0.018, p=<0.05) respectively in model4. The results in model 4 show that
R2=0.821 and the adjustedR2=0.820, meaning that 8.2% of the variance in job
performance can be predicted from job satisfaction and organizational
citizenship behavior. F-Value equals 682.667 (p=0.000) was significant. For
multicollinearity, max VIF is 1.946.

Table 4-20 Mediation Influence of Organizational Citizenship Behavior while
Job Satisfaction in relation with Job Performance

OoCB JP
Variables | Model 1 Model 2 Model 3 Model 4
B B B B
JS 4617 .906™" .898™"
oCB 432 018"
R 461 .906 432 .906
R? 212 821 .186 821
Adj. R? 210 .820 184 .820
F-Value 80.391 1367.649 68.199 682.667
P-Value .000 .000 .000 .000
D-W 2.047 1.942 2.031 1.946
1.270
Max VIF 1.000 1.000 1.000
1.270

Note: “p<.05, “p<.01, ""p<.001, = Standardized coefficient
2. JS= Job Satisfaction, JP= Job Performance, OCB= Organizational
Citizenship Behavior

Source: Original Study
According to the result above, the beta value of job performance is

reduced from $=0.906 to $=0.898, and both job satisfaction and organizational

citizenship behavior are significantly related to job performance. Therefore,
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H10 is supported. Job performance provides a partial mediation effect on

relationship between job satisfaction and organizational citizenship behavior.

OCB
a6
- - .906***
Job Satisfaction > Job Performance
.898™

Figure 4-3 Mediation Influence of organizational citizenship behavior while

Job Characteristics in relation with Job Performance

Source: Original Study

4.5.5 Mediation Influence of Job Competency while Job Characteristics in

relation with Job Performance

Base on table 4-21 would be show mediate Influence of Job Competency
while Job Characteristics in relation with Job Performance, model 1 to test the
relationship between job characteristics (independent variable) and job
competency (mediator) and the results show that job characteristics was
significant and positively affected on job competency (p=0.211, p=<0.001); for
model2 to test the relationship between job characteristics (independent
variable) and job performance (dependent variable), and the result show that
job characteristics was significantly and positively affected to job performance
(B=0.493, p=<0.001); next job competency (independent variable) and job
performance(dependent variable), input to the model 3 to test the relationship
and the result was showed that job competency was significantly and positively
affected on job performance (f=0.233, p=<0.001), therefore H1, H2 and H3 are
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supported. Finally, job characteristics and job competency regressed with job
performance show (B=0.465, p=<0.001; p=0.063, p=<0.01) respectively in
model 4. The results in model 4 show that R2=0.261 and the adjustedR2=0.256,
meaning that 2.56% of the variance in job performance can be predicted by job
characteristics and job competency. F-Value equals 52.344 (p=<0.001) was
significant. For multicollinearity, max VIF is 1.046.

Table 4-21 Mediation Influence of Job Competency while Job Characteristics

in relation with Job Performance

JCP JP
Variables | Model 1 Model 2 Model 3 Model 4
(B) (B) ) (B)
JCh 2117 493 465
JCP 233" 063"
R 211 493 233 511
R2 .044 243 .054 261
Adj. R? .041 241 .051 .256
F-Value 13.849 95.730 17.132 52.344
P-Value .000 .000 .000 .000
D-W 1.904 2.208 1.975 2.240
1.046
Max VIF 1.000 1.000 1.000 06

Note: “p<.05, “p<.01, ""p<.001, = Standardized coefficient
2. JCh= Job Characteristics, JP= Job Performance, JCP= Job
Competency

Source: Original Study

According to the result above, the beta value of job performance was
reduced from pB=0.493 to B=0.465, and both job characteristics and job
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competency was significantly related to job performance. Therefore, H13 is
supported. Job performance provides a partial mediation effect on relationship

job characteristics and job competency.

Job Competency
pnd
— 493"
Job Characteristics »| Job Performance
465™"

Figure 4-4 Mediation Influence of Job Competency while Job Characteristics

in relation with Job Performance

Source: Original Study

4.5.6 Moderation of Work Value on Job Characteristics and Job
Satisfaction

This part aims 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 a hierarchical regression analysis to test the
moderating effect of work value on the relationship between job characteristics
and job satisfaction (see Figure 4-5). As shown in model 1, the result showed
that job characteristics are positively and significantly affected job satisfaction
(B=0.551, p<0.001). Model 2 showed the job characteristics interaction with
work value (B=-0.146, p<0.05) are negative significantly affected to the

73



dependent variable (job satisfaction). Besides, the result in model 2 revealed
the interaction effect (R2=0.021, adjustR?=0.018). F-value= 6.513, (P-value=<
0.011) was significant. Otherwise, the interaction between work value and job
characteristics influence a moderating effect on job satisfaction, exactly H14 is
supported. This indicates that work value is a moderator of the relationship
between job characteristics and job satisfaction.

Table 4-22 Moderation of Work Value on Job Characteristic and Job
Satisfaction

JS
Variables Modell Model2

(B) (B)
Independent
Variable
JCh 0.551™"
Interactive
Effect
JCh-WV -.146"
R 551 146
R? .304 021
Adj-R? 302 .018
F-Value 130.063 6.513
P-Value .000 011
D-W 2.244 1.853
Max VIF 1.000 1.000

Not: 1. P<.05, “P<.01, ™"P<.001, B= Standardized coefficient
2. JCh=Job Characteristics, WV= Work Value, JS= Job Satisfaction
Source: Original Study
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Figure 4-5 the Moderation of Work Value on Job Characteristics and Job

Source: Original Study
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CHAPTER FIVE
CONCLUSIONS AND SUGGESTIONS

5.1 Research Conclusion

The purpose of the study are (i) to analysis the effect between job
characteristics and job satisfaction (ii) to test the effect between job
characteristics and job involvement (iii) to investigate the effect between job
involvement and satisfaction (iv) to find out the effect between job
characteristics and job performance (v) to explore the effect between job
satisfaction and job performance (vi) to analysis the effect between job
satisfaction and organizational citizenship behavior (vii) to examine the effect
between organizational citizenship behavior and job performance (viii) to
investigate the effect between job characteristics and job competency (x) to
explore the effect between job competency and job performance (xi) to study
the mediates of job involvement while job characteristics in relation with job
satisfaction (xii) to determine whether how the mediates organizational
citizenship behavior while satisfaction in relation with job performance (xiii)
to check the mediates of job competency while job characteristics in relation
with job performance (xiv) to investigate the moderate of work value while job
characteristics in relation with job satisfaction.

Base on the chapter two, it was developed the theoretical background in
this study. So, in this research, it was conducts in seven constructs as: job
characteristics, job satisfaction, job involvement, job competency, work value,
OBC and job performance, as sign in the table 5-1 that which shows all of
hypothesis is supported.
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Table 5-1 Results of the Tests Hypothesis

Hypothesis Results
H1 | Job characteristics is positively affected to
o ) ) Supported
its job satisfaction
H2 | Job characteristics is positively affected to
o Supported
its job involvement
H3 | Job involvement is positively affected to its
) ) _ Supported
job satisfaction
H4 | job involvement is mediator between job
o _ _ _ Supported
characteristics and job satisfaction
H5 | Job characteristics is positively affected to
. Supported
its job performance
H6 | Job satisfaction is positively affected to its
. Supported
job performance
H7 |Job satisfaction mediator between job
- _ Supported
characteristics and job performance
H8 | Job satisfaction is positively affected to its
o N\ _ _ Supported
organizational citizenship behavior
H9 | Organizational citizenship behavior is
- o Supported
positively effect to its job performance
H10 | Organizational citizenship behavior
mediator between job satisfaction and job Supported
performance
H11 | Job characteristics is positively affected to
o Supported
its job competency
H12 | Job competency is positively affected to its
Supported

job performance
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Table 5-1 Results of the Tests Hypothesis

Hypothesis Results
H13 | Job competency mediator between job
o _ Supported
characteristic and job performance
H14 | Work value moderator on job characteristic
) _ ) Supported
and job satisfaction.

Source: Original Study

Base on the results, in this study was indicated, job characteristics have
significant effect on job satisfaction that was support in the previous Ali et al.
(2014), Thomas et al. (2019), where the job characteristics have had significant
effect on job satisfaction. That is demonstrated that job characteristics require
various skill, job autonomy and feedback is motivation potential, that can
trigger employee fulfill with job satisfaction.

Lawler and Hall (1970) in the previous scholar also support the result in
this present study between job characteristics and job involvement is clarity of
logic relationship significant effect on. In this study found that job
characteristics is critical position could increase of job involvement. Thus, to
enable employee to completely finish entire their own task. The result will be
increase in employee job that enhancement in the meaningfulness of
employee’s work. In this study, identify that between job involvement and job
satisfaction is significant effect. It substantiates previous finding in the
literature of Garcia et al. (2018) and Ollo-Lopez et al. (2016). Further, in the
different types of personalities may become involved and derive satisfaction in
the different ways. In shortly, it equal likely that (a) employee become and do
derive satisfaction, (b) employee become involved but not drive satisfaction, (c)
employee do not become involved and not derive satisfaction, (d) employee do

not become involved yet but derive satisfaction. However, it seem likely that
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employee get involved in work or involve any reason for job other than
identification, participation, that enhancement employee more satisfy with job
satisfaction to fulfill complete their task. In addition, after analysis test, it
showed job involvement provided a partial mediation effect because impact of
job characteristics to job satisfaction significantly reduce but still higher than
zero.

Further the test carried out with the result is significant effect between
job characteristics and job performance. It also supported with the previous
study Brooks and Califf (2017) and Chu and Lai (2011). That showed that
research clearly proved that employee’s cognition of job characteristics would
effect on their performance as well as inspire them. Job characteristics contain
everything relevant to factors and attributes which are related to job
performance. The concept was generated by the purpose to build the working
proficiency and productivity.

Furthermore, this study which was showed that between job satisfaction
and job performance was significant effect which confirmed with previous
research Petty, McGee & Cavender, (1984) and Petty et al. (1984). The job
satisfaction that can make satisfied employees who held positive emotion part
toward with their work did more better job to complete the duties to growth
creativity in job, to utilized decision-making and problem-solving ability, and
additional to strengthen the memory and recall ability. Study has indicated that
possessing an enjoyable or positive feeling state with the whole job, employees
would have a higher job satisfaction and job performance. In fact, analysis test,
it showed job satisfaction provided a partial mediation effect because impact of
job characteristics to job performance significantly reduce but still higher than
zero.

The result of this research was express that job satisfaction and

organizational citizenship behavior (OCB) has a significant positively
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correlation with each other. Likewise, the result of this present study also
supported with the previous scholar (Soto et al., 2019) and (Saxena, Tomar &
Tomar, 2019).Therefore, the satisfy employees would like to gain in higher
work-related behaviors offer to helped, advantage in the workplace and
increase desire to interrelation with others. OCB was every important for those
to contact with the people since it leads to increase work quality. In fact, it
showed that between job satisfaction and organizational citizenship behavior
have had interaction with each other.

The findings of this current study was indicate that OCB significant
predicts on job performance. The findings support the assertion of last studies
(MacKenzie et al., 1991) and Mallick, Pradhan, Tewari, & Jena, (2014) that has
examined the fact that OCB utilized the capacity of co-workers and managers
to performing their jobs through more proficient results. Organizations that
encourage a better citizenship behavior are create a higher attractive to work
and are able to hire and retain the good employees, leading to superior job
performance. Moreover, after analysis test, it showed organizational citizenship
behavior provided a partial mediation effect because impact of job satisfaction
to job performance significantly reduce but still higher than zero.

On the other hand (Sheldon, Ryan & Reis, 1996) was supported with
present of this study which demonstrated that between job characteristics and
job competency have had a significant positive, The result showed that skill is
the learning capacity to fulfill determined result and An ability and capacity
obtain through studied, systematic, and support to fluently and adaptively
completed activity or job competency involving with cognitive skills, technical
skills, and interpersonal skills.

The research was showing that job competency significantly positive
with job performance which approved the assertion of previous studies (Tutu
& Constantin, 2012) and Trivellas et al. (2015) which demonstrated result of
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job competency was the primary leading to superior job performance according
by ability, work experience and knowledge. It involves the ability to meet the
complex. In addition, analysis test, it showed job competency provided a partial
mediation effect because impact of job characteristics to job performance
significantly reduce but still higher than zero.

This research also shown that work value had moderation effect on the
relationship between job characteristics and job satisfaction which adopted
with the previous finding of Kalleberg (1977). When this study test the
moderate of work value interfere relation with job characteristics and job
satisfaction. Actually, in Cambodia which works that have freedom on their
own, paid enough and have a comfortable work that means they have
considered it was a high value from the workplace. Which showed that work
value has interacted with job characteristics who have a variety of skill to make

a person satisfied with their job.

5.2 Discussion and Implication

The remarkable result to emerge from this study was concerned with job
characteristics' influence on job performance as the initial thing that would be
a trigger to seeking out to superior-good performance in working. Exactly, refer
to Cambodia was the developing country that should be raised in the primary
case of this study. At the same time, job characteristics would be concerned
with usefulness to improving employed. So, the factor that can influences
employee’s professional such as job characteristics, job satisfaction, job
involvement, job competency, work value and OCB which is important
ongoing invest in human resource to assist an employee in learning skill, ability
and acquiring knowledge, attitude, and behavior to reach an organizational goal.

In particular, job characteristics are fundamental concepts that are produced for
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an organization to utilized employees’ explicit and implicit knowledge, skills,
behavior and abilities, and carry employees into personal effect resources for
trigger a good job performance. This purpose is not only related to an increase
of job performance besides an essential determinant in shaping kind of a person,
which are evaluative variables to impact on job performance. However,
following by discussion the significant among job characteristics, job
satisfaction, job involvement, job competency, work value, OCB and job
performance which have been proven in the upper section that can reveal some
meaningful things when practicing in the workplace. The result has been
consistent by the previous research of (Thomas et al., 2019) which job
satisfaction support to be linked with job characteristics as the amount of
control the job allowed the bearer and the extent to which it is seen to be
applicable to the holder's valued capability. Job satisfaction leads to greater
productivity, responsibility, and good emotionality. So, the person would work
with a better emotion and would learn other skills and at last promote in job
performance Coomber and barriball, (2007). According by previous scholars,
showed that the effect job characteristics would be more motivated and better
on their performance and proud themselves to be confident. It could lead to job
satisfaction being able to conform job feedback and help others to develop
themselves. Job satisfaction was an essential part that would lead to a better job
performance it was consistency with (Apisit, Tungkiatsilp, 2013). Dose, (1997)
has been view that work value has a suggestion for types of career, the work
situation, and type of decisions. In addition, work values is not only that types
to implicate on organizational work life, especially the effective of job
characteristics and job satisfaction. This research implicate both types of OCB
and job satisfaction as indicators of job performance to examined how these
extra-role behaviors are effectiveness which show that people are engaging in

OCB can further enhance productivity within a team, a group or by an
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employee in general, as people are there to support & help each other, further
it boosts the morale of others in organization and employee morale. A job
competency could be express as the skills, traits, qualities or characteristics that
provided to an employee’s ability to perform their respond in an organization.
Job Involvement is hiring for solving an issue or decision making. In contrast,
who emphasizes looking at an issue from all angles possible hence getting a
circular view, bringing out a more comprehensive resolution; In addition, a
structure that stresses relationships forges a strong bond within employees
resulting in increased employee loyalty and reduced attrition rate. Moreover, as
an employee feels involved, he/she is more motivated for working towards the
company’s goal/objective. It is built in a company then it might not have to
spend separately on various human resource activities, like employee

engagement. Which are consistent with the previous scholar (Gade, 2012).

5.3 Research Limitation and Future Research Suggestion

This research has several limitations while conducted the research. The
first limitation which concerned about the number of the respondent could not
representative on job performance in Cambodia so the future research should
be survey with the larger size of the respondent. The second limitation of this
research could be the demographics of the participants. Perhaps of the limited
range in age lower than 20 of participants, which isn’t appropriate to
participated because they were lack of work experience. So, Future research
should investigating the potential effective of age on work experience and
work-related outcomes with a more age-diverse sample. Third limitations, the
relationship between job characteristics with job competency and job
involvement which has fewer references for research. As a suggestion, in the

future study who are researcher should be studies among this factor to discover
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and improve the literature available in this field. Four limitations this studied
just examined with only one moderator; therefore, in future research should be
studies with another moderator in the different area may it will get a different
result. At the end of this, a qualitative might allow the respondent to express

their opinion on job performance to understanding deeper in these issues.
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APPENDIX QUESTIONNAIRE

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 would be kept
confidential. No identifying information would be provided to the public,
individuals or organizations. The survey data would be reported for the purpose
of this study only. This study would be asked to rate how each statement
describes an 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 to strongly Agree (7). It would be take approximately

20 minutes to complete the questionnaire.
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Section 1. Job Characteristics (ygriamsann:miing)

Levels of agreement (m{Satsmitisnijfuu)

Please take a short look at the questions below related with

2 9 5 = =
.. 2 | 2 o 2 0 6
the Job Characteristics, and then CIRCLE the level of | 3 E 5 5> 2 i R b
agreement on each of the items below base on your | 2 g 3 3 g 2, g 2,
opinion. ufdqpsuiapinametiumadgin | § 2 | 5| e | € 2 | & | B 'g
o o ' ' o a E? gz o2 g o S d’:ﬁ; @, B s
UHMGAUHAN:MINITTHUUEAGIY A AR ‘D¢_3 2 2 5 € g @ 3 = 8
al 9 a 0 o ) 9_) (Q 8) :: S 9 =
SYWIANIMBIGAIUASRIUAIHAT > 2| 2 c 2 <Z 2 <
S 212 | 22| 2 2
@ =2 © 3 S 2
h £ - E »
1 JCh1. I use my skill in my current job. 2 3 5 6 7
8rLUijsnmiUﬁJZnnﬁimsﬁﬁﬁjgiUMZW
I1Ch2. My job requires that | be very creative.
2 . . A 2 3 5 6 7
MMV GRS SMNIGUEaT
JCh3. My job requires that | must constantly
3 learn new things. 2 3 5 6 7
mimiuaigaigiggniasgimsy
JCh4. My job require learning new skill.
4 . . 4 2 3 5 6 7
MUNHUAISREIgI)SiMmE T
JCh5. I have a created deal of freedom as to how |
do my job.
5 gmsmitguAnaunnBssim:migmiminiuaigs 2 3 5 6 7
JCh6. Most of my interests are derived from my
6 job. 2 3 5 6 7
Samumignnivsgmanismeuaiminiuaig
JCh7. I can involving problems in my job. Job make
good use my skill and ability.
7 SHIGIN PUIUNMIMITIEms T fdimitn: 2 3 5 6 7
powiemstiminm  Shuuamaminiuag
mtanuedignT
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JCh8. I have an enough information to do my
8 job well.

gwmshfmspumSdugiEminigimeny
1

JCh9. I’'m encouraged to come up with better
way to complete my job.
gmsnpméndngsnngnidnyaquedicni

YR I MINIUaIE

10 JCh10. I can recognize for which | do a good job.

gmoAnmummuniginnimsny

JCh11.1 gather experience and learnt the new thing
from my job to improving my ability.S{ugritue

11 Grannggnd)sffndfmimau g idelig e w

IS iU BAM NIV S

Section 2. Job Satisfaction (mitng&gismiini)

Levels of agreement (a{gnismitsni{put)

Please take a short look at the questions below related with | -2 - g .2 ‘5 5
the Job Satisfaction, and then CIRCLE the level of g 2, ﬁ ‘gg 2, = g
agreement on each of the items below base on your | ‘2 = g 2 = sz _ g 2| 3
. o a - o 2 Lo a L o o = = > =
opinion. aysidapdusinpinmmutiumadgiami | 5 2| 2 R 5l § 2 g g .,
- o . . <€ CENS S e S 2 2| e = 5 | &
INERMIMINWUIUEAGIYIFIIUABASY 9211 > & g T - %% < NN
) “oa . =y s | = 3’ £ <| 2
HMEIGAIGASAIUESHA S 8| 2 =3 5 S
7] c %] i
12 | IS1. I have a job secure future. 1 2 3 4 5 6 7
S SMUNITH UM S IRM NN UH AR
JS2. The company | work will give a job without the
13 | risk becoming. 1 2] 3 4 5 |6 7
AlguinugimiSagrumunihwmnsim S w
14 | JS3. I love my job because is not dangerous. 1 2 3 4 5 6 7
gorugmimiuas iy NS SIS NAIG
JS4. | love my job because is not much pressure
from others.
15 | . . o s - o e 1 2 3 4 5 6 7
SUUGHMIMIUAIGAIYM B8 S AU HIGS NHA T
{2
JS5. I have a special course training each months that
ushing to get well performance.
16 | Rusmingto getWell p X . 1 2| 3 4 5 | 6| 7
gwmsmivjau]sigaiqpisinighmimitiinnsie
TN MW G UMSUGH N
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JS6. I have learned many new job to pursue position.
17 | gmsismuni§midsidujugdinniivai gt

fgHEHR

JS7. | feel I can easily communicate with others from
all level of this organization.

18 | . o e o . .
SHISHIEANN MBI WHAFHMSuNhin

PUthyWwugoAAuAEaT

JS8. Promote in my workplace is comfortable to me.
19 | sinmépiumisguwmiAgminiuass

JS9.1 feel satisfied with my job cause of salary
20 higher.
gmsmignninmeamuwshugrnaminiuasg

tHuw S {MAtegas

o1 | JS10.1 am satisfied with benefit that | receive.
ginmEalunauunnsidugsgrums

JS11. | feel satisfied with my chance for salary
increase.
22 | ¢wmsmignninmBaSnamesivnidanmiuds

{maAy)ig; I

o3 | JS12. I am satisfied with my chance to promote.
ginmEgsimegmeviuairdyjuinNpt

Section 3. Job Competency (susgmaifmiini)

Levels of agreement (a{gnismitsni{pit)

Please take a short look at the questions below related with g S| 2 g .o s B
the Job Competency, and then CIRCLE the level of | = 2, 3 g3 2, | &
agreement on each of the items below base on your | € = g 2= sz _ S =
- aa o ° o e L ° 5] —~ - - -
opinion. AJEASHJIB U ANINNITMBIHUMANSSNIER | 5 bos 2| 2 = 5 5l § 2 g g .2
o o . . o e s 2.2 | 2| 2 &l ¢ = 5 z| &
MOIMINIUIHUIUEAGIYNIFIUAEAS Y 9810 2 = g 2 = %% < g >
2 a0 a . =) s = S = < =2
HMUIGAIGASAIUESHA s 8| 2 £3 =2 g
1773 = » «
JCP1. | have an experience and ability to involve
24 | process my job.gwmsu¢ftannSnusamngimi 1 2 3 4 5 6 7
GRYIBE NI MIMiANIsaI g
o5 | JCP2. I have responded to manage my personal job. 1 2 3 4 5 6 7
SMSIFWAIR L FUEIMIMINgRivesg
26 JCP3.1 have enough information to achieve myjob.g: 1 2 3 4 5 6 v
s AR SRSl u UM MiNives g1
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27

JCP4.1 have a creative thinking that can reflexed with
my workplace require at moment.

gmshAfaigwinidumog uminiaigint§miueg
1 1

Siaru{aimirn s

28

JCP5.1 can do my job base on circumstances
immediately.
SHIGITMINTURS SN WA MGy

29

JCP6. | can complete my work as well because | am
well- being managing time, think what priorities to
do first that is the way to achieve my job.
gMBUMUMINIUASguRtGit gmgALAED
mungAafmEmaidugRigiynianmis

I IBEMSMINITUuAIS

30

JCP7. | have high expectation how does my job

going.
gmsmitingimidmimuuasgSnrgituninnm9

31

JCP8. | believe | can improved my job better
according my process.

gl gmoigmunuusémsianpredimu§i
IHIUaIS

32

JCPO.1 believe | can do my job.
gl M GITMIMiuesg

Section 4. Job Involvement (&fimitin s {puitsmini)

Levels of agreement (a{gatsmitisni{put)

Please take a short look at the questions below related with g g g = =
the Job Involvement, and then CIRCLE the level of 5 2] 5 3 2 “ ‘EZ
agreement on each of the items below base on your | 3 2, 3 =2 % g g 2,
.. aa o ° 2 PO @ = QL C ) -
opinion. fJEASHJIBIAITANINNIMBIHMANSSHUY @ = g @ ~| 2 3 2 5 g
N - . , —— L . | § B 2 3 S
AN IS M U MIMIUI WU IUEAHIYA IS IUA{EH 5 = 2 5% 5 3 % 3
. . o e . 2 o | 2 8 e 53 g 2
SutwgnnmulyAiaSaiugn 2 2 2 2 o < | < =
=) g = — ,E e} (=)
s 5 £ - 5 s
e = = = 5
5 wn 8 [ n
JI1. 1 am both of personally and team highly
33 | involved in my job. 1 2| 3 4 5 | 6 7
SHIGHN U MIMIN A 8IU AT M S
JI2. 1 can process my job because | work with
34 teamwork. 1 2 3 4 5 6 7
MMM SN WH S MIGUJEMN{AE 1
JI3. I can solved the problem with my team work
earlier than schedule
35 1 2 3 4 5 6 7

SHIGHN FUIWMIMIA SN NYW{HEmim
1 1
i1
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36

JI4. 1 also can involve personally in my job.
gmsmni) AR gnsIm e PO wmMiNu e

ol

37

JI5. I concentrate efforts in order to complete the
goals.
ginamitsAdasAmAIRE o men e

38

JI6. | will do more extra effort to make my job
success.

gnintnvigwg)midup§g mimuurige gru
M SINALI T

Section 5. Work Value (stgtsmiini)

Levels of agreement (a{faismitsni{fuu)

Please take a short look at the questions below related with

2 ba) 2 = =
the Work value, and then CIRCLE the level of agreement % =) g % S 2 *fo
on each of the items below base on your opinion. aysiifa | 3 2, g 5 % 2 g EJ

al o 9 I =3 ) > al 02 E '2 i (’J -
WIS AU RS ANIRIMETEIMANSRRAIYISMIMIIUIt 2 = |8 B = T 3 2 5 g

' ~ ' o & o 2 - gé a&a 4% § aéé E .ég \B/ B T
USITEARIYIFIURBARYW INNIMBIFAIUASH 2 | 2 S & 8 T g

o a 5| o e € | 3 <
jUﬁjEﬂv] > 3 > IS 5 > < >

=2 [a) = T & = 2

S = =S = g

] Z 2 @ ”

WV 1. Work in which you have to keep solving new

39 | problems. 1§ mitaruyAtAivgIN: pOWUEMEY 1 2| 3 4 5 |6 /

40 | WV2. Work in which you help others. igmitinign 1 2 3 4 5 6 7
HIGHWHAGIE

a1 WV3. Work in which you can get a raise. I§miliin 1 9 3 4 5 6 7
HAMGEGUMSMIRIENT
WV4.Work in which you look forward to changes in

42 | your job. rfmitirugn¢§ucimimasyimini 1 2| 3 4 5 |6 7
TURIHA T

43 | WV5. Work in which you have freedom in your own 1 2 3 4 5 6 7
area. ifmitirugAmsivimnandusthnigs

44 | WV6. Work in which you gain prestige in your field. 1 2 3 4 5 6 7
imitdugaegrumsAgnsmnsigniad wiv sy
WV7. My job allow me much opportunity to make

45 | My own decisions in carry out the work 1 2 3 4 5 6 7
performance. MIMIU R SHS MM A S s amauhs
iy misspoi g wgsnngmisgigming

46 WV8. Work in which you are one of the gang. igmi 1 2 3 4 5 6 7
T UHAAMIE{Y T
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WV9. Work in which you are paid enough to live
47 | comfortably. minitirugA¢grumMSMAlS(AUMS

igjiedtsi{pRv WM egAmn g

WV10. Work in which you can be the kind of person
48 | you would like to be. ifmitirugRm Gy s agjinn

HAGD MWt Y8 AI}HG T

WV11. Work in which you have a boss who gives
49 | you a square deal. ifmitiugamsiiatiugaig)

g*ﬁgfﬁgmmm]amﬁmmm b5 1

Section 6. Organizational Citizenship Behavior (OCB)
@nygrongan: 8§ Aiunu)

Levels of agreement (A{Sais mitisni{puts)

Please take a short look at the questions below related with | o o 2 = =
the OCB, and then CIRCLE the level of agreement on each _% = _?g % 5 = *foe
of the items below base on your opinion. sjsfAfgjISN | 3 2, g 5 % 5 g EJ
. R Vo a R = - [ 2 o - = .
pinnisnmetdumaAngSnyamsaugan: 81 gitnus | € o | 3 B = T 3 = 5 g
a 0 —~ e ' o a.s 2 5 oan o § 052 d% g dgé S ng a B ?)/
WU SITEAHIYRIFIOREA YW I N IMuIFAID = s 2 S = 8 3 g
. . 2 o 7 § a2 > % <
A8RIURIHA T B gl S 2 2 12 =
= E) 5| E 5 & | E 2
5 = s =) e
7 ® T Z 7
OCBL1. | have a positive impact on employee
50 Qerformafce and wellbelpg. . . 1 5 3 4 6 7
SHISHUIGHSIFIUMITINMMINIU Iy RSN
A BHIUMN T
OCB?2. | want to involve activity in which help to
romote working although that are not my duty.
51 | PO g ahouigh thal 21€ AN/ 1 (2| 3| 4 | 5 |6| 7
SUAGNIE A AYMATH UGG ARY [ mimi
isSmndsissmmanfgivesgitint
OCB3. I am willing to do something overtime on my
job respond.
5o [ 1ODTEP e . 1 2| 3 4 5 | 6| 7
swsng:aumuiiywuigurg)arslimimiunsg
IFWR
OCBA4. | carry out activity that serve to improve my
53 | job.gifruRgmninuMmGHWIGARNMINTUAS 1 2| 3 4 5 |6 7
g
OCBS. I do not tend see to the problem greater than
54 | they are. 1 2 3 4 5 6 7
g8sm)nigliAugnEtngAtaIg
OCB&.I always focus on the aspect positive of event
rather than negativ ts.
g5 | famerhan negative aspects. 1 |2 3 4 5 | 6| 7
gianinmpamégmnigesisfiaminnththi
Fgmnuigms
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OCB?7. | deeply to share something to workplace. §

56 L S o i 1 2 3 4 5 6 7
MSIGATTUAMNN ZINEUATZRIEMIT

Section?. Job Performance (rnugnirumisini) Levels of agreement (r{Satsmitisnifput)
Please take a short look at the questions below related with g 5 g = =
the Job Performance, and then CIRCLE the level of | 5 g5 g 2 i °§2
agreement on each of the items below base on your | 3 _?g 3 =) % 2 g 2,
opinion. sysffapduaiapinnmetirumafgdnng | @ - g g _| 58| & = ‘g
a g ' al o al 8 ° g o g c2 B ~
UMM UIUEAGHYAIGIIUAEaSYWwIaInImy | 5 bz g%; S| 52 3 % 8
o . 4] o ] B e S o 2>
tynnGAS AU gAY 2 g = 5| € | 2 =
=) g8l £ 5 @ £ 2
13 < [T ] = c
S 2 = 2 £
& % 2 s @

JP1. 1 know, and understand the responsibilities of
57 | job. 1 2 3 4 5 6 7

SN ww A § grugruipiismimia

JP2. | believe that I am a productive and active
58 | person. 1 2 3 4 5 6 7

grflmamgamunnanrigny Sheuny

JP3. | believe that | have had enough experience
and ability to performance my job.

59 | . Lo - <o = — 1 2.3 4 5 6 7
gnjmathgmsueinné  Sasamn{atms
ANMITINMMENTUAIS T
JP4. Good as my job characteristic it can make my

60 | job more better performance.njfGthgAN: MM 1 2 3 4 5 6 7
e gnMoI§gjminnuaigmsinuedirgii

61 | JPS. I can fulfill the job very well. 1 2 3 4 5 6 7

SHIGUINMMINIM SN I
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Respondent of Information ggri§tseiss)
For our information, 1 would you please indicate the following questionnaire:
BTGt AR S Y BIF W aiSINNIMY
1. Gender: ¢
O Male (Ltfﬁi)

O Female ({53)

2. Age: st
0 <20 &

0 21-30 &1
O 31-40 &1
0 41-50
0 >50 &1

3. Education Level: Ainsiti

O Fresh graduate from high school (s iimisdqpiisnnius)
O Bachelor (wigmus)

O Master (Hsunns)

O PhD (uan®)

4. Occupation Level: ggiuimiing

O Front-line staff (ygringiye)

O Back office staff (ugninmiunniu)

O Middle management staff (ygia{atERMNS ALMIY)

O Executives (Top management staff) (ugria{at{anhs:msgan)

5. Type of Industry: {siagisasgpnsy
O Production/Manufacturing industry (gsgpinagiianGnnmy)

O Service industry (2adpunagigaiunny)
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6. Working Experience: tgftann8miini
O under Lyear (I{MB 9§))

O 1~2 &

0 2~3 )

O 3~4 §

O 4~5 &

O Over 5 &

7. Income: Ganeg

O underl80 (1{Mu9 G0 )
0 200~ 300 & FY1

O 300 ~400 & FY1

O 400~ 500 §AN

[\Y

O Over 500 iUl

1 oV
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