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Abstract

The goal of this study is to look at the elements that influence employee job satisfaction and work-
from-home performance during the Bangkok lockdown. This study's chosen topics are job satisfaction
and job performance. This study's conceptual framework is based on prior literature's theoretical studies.
Cluster sampling, stratified random sampling, and simple random sampling methods were used to obtain
the samples (n = 450) using online surveys. To confirm the model's goodness-of-fit and evaluate the
hypotheses, the data were analyzed using Confirmatory Factor Analysis (CFA) and Structural Equation
Model (SEM). Work from home, work environment, work motivation, and employee commitment all had
positive significant impacts on job satisfaction during the Bangkok lockdown, according to the findings.
During the COVID-19 lockdown in Bangkok, however, job involvement and job satisfaction have a large
influence on job performance, but working from home has no noticeable impact on job performance.
Employee commitment is the most important factor in job satisfaction, and job satisfaction is the most
important factor in job performance. As a result, this paper suggests that organizations and business
leaders consider ways to encourage employees to be more committed to their jobs, such as improving
manager-employee relationships so that employees feel more at ease discussing issues with their

managers and feel more supported by the organization during COVID-19.
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1. Background of the study

This paper investigates what factors
influence job performance during work from
home. Nowadays, almost every employee
worldwide desires to work from home, specifically
for the new generation. People in the new
generation do not need to be awake in the early
morning, needless for taking a bath and dressing in
suitable outfits. They do not want to be stuck in
traffic jams when they travel to the office, wasting
a lot of time. Moreover, they are comfortable
wearing any outfits then start working from home.
Work from home is defined as employees working
from their homes or other locations instead of
going to the office and completing their job
remotely. Many related words describe work from
homes (WFH), such as teleworking, remote work,
or mobile. Work from home originally started in
the USA when the USA faced the oil crisis in the
1970s. Work from home started to reduce energy
consumption and mitigate traffic chaos(Allen et
al.,, 2015). Innovations in technology and
developments in communication have brought the
flexibility of working from home. Nowadays,
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many companies apply for a work from home
policy. While working from home, employees can
prioritize their tasks, doing their job with fewer
interruptions from other colleagues in the office
and other disturbing noise. Moreover, employees
can communicate effectively based on the
development in technology.

The employee’s performance evaluation is
perceived upon assessing a man’s contribution and
ability. Moreover, job performance can be
evaluated from how well a person can perform on
a job assigned or given by the employer (Narcisse
& Harcourt, 2008). The level of job
accomplishment could be evaluated from whether
employees could carry out their duty well or not.
Many companies nowadays are forced to compete
and to act professionally. Therefore, it is very
important to have capable employees who can
help the companies to achieve their goals and
survive among competitors. Many factors affect
employees’ job performance, such as work from
home, job involvement, job satisfaction, etc.
Moreover, other factors such as employee
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commitment and  motivation affect job
satisfaction.However, working at home,
employees may not get recognition and sudden
support once they need help. This may lead to
employee dissatisfaction because employees might
take time to solve this problem and suffer if the
problem or issue cannot be solved. When all
communication is conducted online, employees
find it more difficult to be recognized or get
compliments or achievements. Besides, managers
cannot observe their employees’ performance and
effort by working at home. The managers cannot
see how much a person puts effort or how many
steps or processes a person must go through to
accomplish the given task. For example, a difficult
task is assigned to an employee, and they might
have to work overtime or put too much effort into
a given job. However, when employers cannot
monitor the working processes, they will only
judge their performance by looking at the final
result or outcomes. They did not realize how many
difficulties a person needed to deal with while
doing that task.

In the past or before the COVID-19
pandemic, allowing employees to work from home
has been the fear of many companies because they
believe that employees will be less productive,
resulting in poor job performance. At home, it’s
easy to get distracted, and employees can
procrastinate on their tasks. Later, there are
acceptances from many organizations allowing
their employees to work from home. In the
meantime, there is a COVID-19 pandemic
outbreak, and many businesses can handle the
situation since communication software is getting
better. Also, the spread of the COVID-19
pandemic is the main reason that affects the
significantly rising number of employees working
from home. COVID-19 has changed how
organizations run business and technology
priorities, encouraging working from home policy
to be implemented among firms worldwide. In the
meantime, the government has announced a strict
policy to help the country reduce the spread of
infection by informing people to keep social
distance. If people have to see each other, they
must be aware of physical contact. Also, the
government encourages people to manage any
activities at home, such as eating at home,
watching movies at home, working at home, or
even studying at home. The significance of this
new phenomenon “COVID-19” and invited
researchers to examine solutions that can mitigate
the spread of COVID-19 and how various factors
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affect or affect or change the way people work or
feel about their work(Restubog et al., 2020).

After all, this practice has improved
employee retention by offering an only choice to
let people work remotely wherever they desire.
They can manage their time properly, e.g.,
working at homecan help retain working parents
who must take care of their children. In parallel,
the organizations can save company costs such as
water and electricity, building rental, or
maintenance. However, the organizations will

expect productivity and profitability to be
increased and meet the target. While the
organizations can save their cost, allowing

employees to work from home will increase
employee motivation with less stress and likely
imply that satisfied employees result in better job
performance. It also saves a huge expenditure and
time for traveling to the office. Moreover,
employees working from home can do their daily
office work, and home required assignments
simultaneously, and they can perform during their
most productive time. Since workers are allowed
to work from home, the companies can influence
workers to be more productive and balance their
life such as the comfortable to be able to work
from home rather than have long working hours at
the office or extend their working hours to get
extra pay for their liability, and those factors could
make workers feel escalation in their job.
Absolutely not, some fields of work cannot be
done at home, especially for those companies who
haven’t prepared for a new normal way of
working or traditional business which is still
running in a conventional way requiring
employees to come to work at the office.
However, when there is a new business operation,
many conventional business operations must be
agile enough to react to the change. Also, many
organizations try to implement various programs
or applications to support their employees while
working from home to help organizations run
smoothly and get the best outcomes from their
employees to fulfill the business goal such as
company profit, employee’s performance, etc.
Several applications and technologies such as
communication tools or platforms have been
implemented to support employees to be more
efficient and effective in their work, which gives
employees convenience and is able to work
anywhere. To illustrate, approximately 20% of
German organizations have allowed their
employees to have work from home several days
per month. The Privilege of working from home
will enable employees to be efficient in organizing
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their timetables. When employees can plan their
time properly, they will get more confident in their
abilities to make the decisions; they will have an
intrinsic motivation that can enhance the
commitment level in the performance of
employees. Employee performance is one of the
company’s key success factors. The level of job
satisfaction will also lead to the result of
execution. Employee performance is one of the
company’s key success factors. The level of job
satisfaction will also lead to the outcome of
performance. For example, if an employee is
satisfied with their job, they will perform better
than the unsatisfied one. Also, employees who are
satisfied with their job tend to be more willing and
active to do their job. Nevertheless, when
employees are working remotely, employees’
working experience is difficult to see. In contrast,
working from home can create work-life balance
problems. As working from home, managers,
leaders, or even colleagues can reach you anytime
and ask for help just because they know that
you’re at home. If this disturbance occurs
continuously, it will create a problem in that an
employee cannot manage time properly for their
role. For example, if an employee has children,
they have to manage work as an employee and
time for children as a mother (Croshie & Moore,
2004). In addition, communication and internet
connection are the important factors supporting
business operation to run smoothly. If the internet
connection is unstable or weak, it will affect an
employee’s  productivity, satisfaction, and
motivation in their job because of the frustration
of the weak internet (Khandelwal, 2020). Thus,
this research aims to examine the factors that
impact job performance during work from home.
The factors that affect performance from home are
work from home, job involvement, and job
satisfaction. Moreover, other factors such as
employee commitment and motivation impact job
satisfaction. Therefore, this study examines the
related factors that influence job performance after
the worldwide organizations have changed the
way of working to work from home. After the
COVID-19 pandemic, organizations worldwide
were forced by the government to change the way
of working to reduce the number of infections
from COVID-19. The government encourages
organizations and people in their county to
maintain social distance by conducting activities at
home. Nowadays, working from home has become
the new normal way of working which many
organizations adopt. Working from home allows
employees to work remotely, flexibly, and freely.
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In addition, there are many benefits to
organizations for offering employees to work
remotely, such as reducing time commuting to the
office, increasing the employees’ satisfaction,
managing time, and balancing work-life balance.
However, the factors that impact job performance
during work from home are not typically
researched in the previous. Job performance is a
significant factor to an organization due to
revenues of the organization are based on
outcomes or performance from employees of the
company. The result of this research will provide
information on the related factors affecting job
performance during work from home or the
information for organizations considering a
permanent or temporary remote work model for
their staff. The employee’s productivity is one of
the most important business factors. Therefore, it
is necessary to determine the positive or negative
influencing factors that impact job performance
while working from home. Therefore, this
research has significant value to organizations
worldwide to understand the factors that affect
employees’ job performance. Organizations could
use these factors to improve the working process
and persuade employees by using these factors to
make employees more effective and efficient in
procuring outcomes. Moreover, the result could be
used to create new organizations’ policies and
procedures by adapting the result to increase
employees’ satisfaction with a new normal life.

As mentioned earlier, several factors analyze
job performance and job satisfaction during work
from home. Therefore, this study aims to
investigate which factors influence employees’ job
satisfaction and job performance at work from
home during the lockdown in Bangkok.

2. Literature Review and Hypotheses
Development

2.1 Work from home, job satisfaction, and job
performance

The increase in digitalization and innovation
has shown the chances to work remotely with
employees during the past years. There are many
various terms, for example, telecommuting,
remote work, telework, interpretation of this word
is employees who use different smart technologies
for working activities outside the office(Allen et
al., 2015), which changed the nature of work by
giving us the possibility to use technology to work
anywhere from multiple locations. The first term
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used to describe work from home was
telecommuting. It was used to explain the situation
of employees working from their homes by using
the technology to contact colleagues. After the
COVID-19 pandemic, work from home has risen
worldwide, and it has changed the way of working
for most of the employees worldwide.
Continuously in local lockdowns, work-from-
home technology might become the ‘new normal’
for business practice(Wang et al., 2020;Mostafa,
2021). The organizations offer the flexibility of
work options and contemplate employees’ well-
being and work-life balance while it is saving for
the company by reducing expenses and increasing
work performance(Mostafa, 2021). However,
work from home also has disadvantages to the
employee because they tend to be more hard-
working while working remotely (Kelliher &
Anderson,  2009).  Nevertheless,  working
remotelycan be productive if practiced correctly
(Grant et al., 2019).

The working nature has been changed by
technology that offers us the opportunities to work
remotely in multiple locations at any time. There
is a prediction of continuous growth of working
remotely(Twentyman, 2010). Teleworking can
boost up the performance of employees and reduce
absenteeism, helping employee retention(Noonan
& Glass, 2012). The ability to work remotely
creates flexibility, which increases employees'
satisfaction that affects their job performance
(Burdin & Pérotin, 2019; Stavrou & lerodiakonou,
2011). Flexibility to work remotely boosts
employees’ capability to manage dynamics
changing, for instance, change in organization and
stress of work. It is a major source for improving
and engaging the job performance of organizations
(Sekhar et al., 2017). In addition, satisfaction in a
job is the satisfied and unsatisfied emotion of
workers toward their jobs. Also, job satisfaction is
the satisfaction and amusing emotion that comes
from an employee’s job assessment and job
experience (Locke, 1976). It is normally
recognized that when workers feel happy, they
will execute their work at the maximum capability
to accomplish the jobs’ objectives and goals.
Workers who have high satisfaction levels with
the job are always consistent and on time, more
energetic, more committed, and happier with their
working life. The company should give employees
a chance to grow in the company by increasing job
satisfaction, making employees of the companies
have higher accomplishments.

Similarly, feeling security and good
correspondence with managers and colleagues are
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the most important satisfaction; the job
characteristics, management styles, security of the
job, being realizable, and career growth are the
significant factors for workers’ satisfaction
(Mosadeghrad et al., 2008). Factors that persuade
satisfaction in a job are wages, security in a job,
career growth, reputation of company and
management style, working environment, social
respect in  work communication, work’s
resources(Sutrisno, 2017). The unsatisfied of
employees will make them feel ununited with the
company; the situation that makes them feel
ununited are such as the work assigned are not
rights, not secure in working environments,
colleagues are not collaborative, managers have
not recognized them, and they are not involved in
decision-making process (Clarke & lles,
2000;Clark, 1997). This study has the following
hypotheses, which are in line with the findings of
prior studies:

Hypotheses 1 (H1): Work from home has a
positive effect on job satisfaction.
Hypotheses 6 (H6): Work from home has a
positive effect on job performance.

2.2 Work environment and job satisfaction

In the late 1920s and early 1930s, Elton
Mayo performed the study at Hawthorne, a
Western Electric Company site in Chicago, to
develop the notion of worker satisfaction with
their jobs. According to the study's findings,
workers' working activities might be impacted by
their  sentiments.  Social connections and
psychological variables are the major foundations
of contentment with one's job or pleasure with
work, as well as personnel efficiency(Robbins et
al., 2003). Job satisfaction has become
increasingly important in determining employee
success. Among other things, a company's most
essential goal is to exhaust all options for
achieving the maximum level of employee
performance in order to accomplish set
objectives(Butler & Rose, 2011). One of the most
significant factors affecting employee satisfaction
and motivation is the working environment. Task
and activity are fueled by social, organizational,
and physical elements, which have an influence on
worker performance, accordingto Strong et al.
(1999). The environment in which employees
work has a significant impact on their
productivity. The most significant empirical
evidence that suggests bad working conditions in a
corporation is a reduced worker satisfaction
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rate(Kaya, 1995). In general, every employee
wishes to work in a nice workplace. One of the
advantages of having a good work environment is
that employees are happier at their jobs. The
working environment heavily influences job
satisfaction. Employees are more likely to stay in a
workplace that they feel will provide them with
peace of mind. As a result, a more pleasant
working atmosphere may boost employee
satisfaction. Additionally, a favorable work
environment has the ability to increase job
satisfaction. Enhancing the psychological, social,
and physical components of the workplace can
boost job satisfaction. The following premise
underpins this investigation and is consistent with
previous findings; therefore, the hypothesis has
been formulated as detail presented:

Hypotheses 2 (H2): Work environment has a
positive effect on job satisfaction.

2.3 Work motivation and job satisfaction

Work motivation is defined as the power of
human psychology to direct human perception and
behavior via the creation of processes. The
psychology of internal feelings and external
influences influencing those processes can
influence emotion, diligence, and the direction of
human behaviors pursuing specific goals (Kanfer,
2009;Kanfer et al., 2017). In the workplace, work
motivation is a defined dynamic intensity that
emerges inside an individual to initiate work-
related behavior and to influence their enthusiasm
and direction(Pinder, 2008). Work motivation is
derived from the link between personalization and
their surrounding variables (i.e., civilization,
society, and working culture), according to the
following statement(Latham & Pinder, 2005).
Furthermore, human traits, essentials, and the
amount of appropriate labor originate different
viewpoints and outcomes in business cultures,
such as happiness or satisfaction, dedication, and
acting like one. Motivation has an impact on
them(Tziner et al., 2012). Furthermore, job
motivation is divided into two categories: intrinsic
and extrinsic motivation(Ryan & Deci, 2000).
Intrinsic motivation is defined as motivation that is
impacted by internal variables. For example, if an
employee is content or enjoys his or her job, he or
she will be driven by such fulfillments(Bauer et
al., 2016;Legault, 2016). Extrinsic motivation, on
the other hand, is derived from external sources
such as prizes, incentives, money, and recognition.
Intrinsic motivation, on the other hand, is more
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effective than extrinsic motivation(Ryan & Deci,
2000;Deci et al., 1999). However, there are two
types of motivation: positive and negative
motivation. Positive motivation will, without a
doubt, inspire or drive an employee to put in more
effort at work. Negative motivation, on the other
side, will discourage people from paying attention
to their jobs or delivering outstanding results.
Incentives in the form of money or other best deal
offers, a raise in pay, fascinating benefits, or
employee recognition are all examples of positive
motivation. The Job Characteristics Theory (JCM)
is a study of people's desire to improve their job
performance based on their capabilities(Mustafa &
Ali, 2019). Employees with more positive
motivation, they are more engaged in their jobs
and are willing to go beyond to achieve the job’s
goals(Gagné & Deci, 2005). Employees with less
motivation are less likely to participate in their
jobs and are less likely to go beyond to achieve the
job's goals. The study indicates that the desire to
respond to job satisfaction more efficiently and
explicitly is a motivator (Guan & Frenkel, 2019).
Work motivation yield was substantially linked
with job satisfaction and performance(Ahsan et
al., 2009). The following premise underpins this
investigation and is consistent with previous
findings; consequently, the hypothesis has been
framed as detail presented:

Hypotheses 3 (H3): The work motivation has a
positive effect on job satisfaction.

2.4 Employee commitment and job satisfaction

The significance of “employee commitment”
has been caught up by many authors. Yilmaz and
Cokluk-Bokeoglu (2008)defined that correlation
between commitment and performance of
employees with high commitment will increase
the positive performance, behavior and quality of
work. Employees who have more levels of
satisfaction, loyalty and responsibility to the
company have more individual compatibility and
productivity of commitment. Moreover, they noted
that commitment has an effect in increasing
succession of work and inspires employees to
make volunteer actions that are important for the
company. Park et al. (2014)stated that the more
commitment employees’ have it will encourage
the organizational behaviors which could help the
company be more competitive such as creativity or
innovation. Regarding Bosiok and Sad (2013),
they explained that creativity is the capability to
create the way of thinking in a new form, different
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from others. Other researchersalso defined that
commitment of employees decreases the turnover
rate of employees(Lambert, 2016). The employee
turnover is the circumstances that employees are
willing to resign, or the company forces them to
quit the job. Allen et al. (2010)described that when
an employee is willing to resign from their job to
change to work for another company. Employee
who committed with the organization are loyal,
respect and follow the values, and goals of the
company(E. Lambert & Hogan, 2009). The
commitment of employee organization change
acceptance. Organizational changes as based on
observed the variety of shape in organization
entity, standard or circumstance over time,
innovative thinking, performing, and
operating(Parnini, 2011;Visagie & Steyn, 2011).
The commitment of employees is significant when
organizations have initiative changed due to the
commitment employees will deliver many
advantages to the company. These advantages
include the extra effort from employees that will
certainly make the change succeed, the employee
will be the public representative at the time of
change to be the norm of organization to make
organization effectively functional. Moreover, the
devotion of employees enhances colleagues’
knowledge sharing system. The definition of
knowledge sharing is a process of exchanging
knowledge and understanding with others to
utilize the knowledge appropriately(Demirel &
Goc, 2013). In conclusion, many researchers
above fully agree that employee commitment has a
significant effect in jobperformance due to there is
a lot of evidence showing positive employee
behavior, decreasing in turnover of employees,
more accepting of organization change and
increasing in knowledge sharing between
employees.

Employees’ happiness will also bring happy
customer to the firms. Regarding the option to
resign or continue working with the company is
based on the satisfaction on the job(Aydogdu &
Asikgil, 2011). The academics suggested that the
firm can be increasing employees’ job satisfaction
throughout training courses(Rowden & Conine,
2005). The success of training will increase
employees’  satisfaction and become more
committed to the firms, come to work on time,
better performing, blend in with the organization
culture and be supportive to the working team and
firm (Aamodt, 2007;Wright & Bonett, 2007). This
also includes if the employees feel happy with
their job, they will engage and commit more to the
company(Eleswed &  Mohammed, n.d.).
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Nevertheless, if the employees are not satisfied
with their job and the firm could not provide the
growth in their career path, they intended to move
to competing firms(Tziner & Eden, 2006)and
frequently resigned voluntarily. It is claimed that
employees will have more commitment to the firm
when they have higher job satisfaction, on the
other hand employees will intend to show
unfavorable behavior that may harm the firm when
they have lower job satisfaction. The employees’
commitment is based on level of job
satisfaction(Gunlu et al., 2010). If the employees
have job satisfaction with their work, they will
have more commitment to the firm than the
employees who have lower job
satisfaction(Okpara, 2004;Samad & Hassan,
2007). Based on the above discussion, there are
many literatures that have a coalition between
employee commitment and job satisfaction(Gunlu
et al., 2010). This study has the following
hypothesis, which is in line with the findings of
prior studies:

Hypotheses 4 (H4): The employee commitment
has a positive effect on job satisfaction.

2.5Job satisfaction and job performance

Performance of employees has a powerful
correlation with job satisfaction. Satisfaction in a
job helps the company to determine the necessary
development and instruction courses of company
and employees. As long as the company can
increase the job satisfaction and team spirit of
employees, it definitely increases job performance
(Chandrasekar, 2011). Management team will
begin to take the benefit from this assumption.
They will start to evaluate the worker’s feelings to
know which direction they should focus to
increase the satisfaction of employees. Next, they
will set up training courses for all levels of
supervisors, especially for the first level of
managers which they can closely concentrate on
the perspective and feelings of their lower-ranking
employees, by this way they can increase the
performance of their employees of the company.
One of the key elements that helps companies
accomplish their goals is job satisfaction. Most of
the companies define the workers who are happy
as the greatest value assets while the workers who
are unsatisfied are the biggest burden of the
company. Indeed, no company can accomplish its
vision, mission, and goals except and until those
who are working for the companies are happy with
their jobs. The truth is a worker who is unsatisfied
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with the job might also make an unfavorable
perspective to the management team. Bad
reputation of the company might come from the
dissatisfied employees. The satisfaction of
psychological will never achieved for worker who
did not have job satisfaction and at the end they
will show harmful perspective toward subordinate
or misbehaved in workplace, this action can lead
to irritation in workplace. At the same time,
workers who have satisfaction in their job will
have better performance, energetic, enjoy, interest,
and perform well than workers who are
dissatisfied(Khoerunnisa & Rahayuningsih, 2019).
Thus, increasing and retaining job satisfaction of
employees is the key factor that impacts on
companies’ survival, due to the happiness of
employees provided a positive effect to the
organization. Satisfaction or dissatisfaction in a
job comes from many factors that impact current
job situations(Kanwar et al., 2009).

Task performance is linked with the
openness and willingness to try and accomplish
the new characteristic of the job which increases
the productivity of employees(Oluseyi & Ayo,
2009). Performance of a job is described as the
total value expectation to the company of the
individual behavior events that each employee can
support the company during the period of
time(Motowidlo, 2003). Job performance could be
described as “all the behaviors employees engage
in while at work”. The employee reaction that they
present at work is not correlated with their job
outlook(Imran et al., 2009). A great performance
of a job is significant for the company because the
success of a company relies on innovation,
creativity, and commitment of employees
(Kreisman, 2002). Job performance is how a good
employee performs their work. Moreover, job
performance is the quality each employee can
perform(Imran et al., 2009). Moreover,
performance of a job as a set of aims of the

company that influence the behavior of
employees(Chaudhary &  Sharma, 2012).
Thesignificance that influences good job

performance is associated with the capability of
workers.

The historical research on job satisfaction
and job performance pointed to the performance of
individuals(Melian-Gonzalez et al., 2015).
Previous research subscribed to the correlation of
how job satisfaction affects job performance, and
the finding of studies are not harmonious. Some
findings show a positive relation of how job
satisfaction brings impact on job performance. On
the other hand, others show that job satisfaction
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and job performance have no related
relation(Bakotic, 2016). However, the relationship
is still unsolved, and job satisfaction is the key
factor of job performance(Varshney & Varshney,
2017). Regarding the improvement in performing
activities which came from job satisfaction which
affect the flexibility of the company that have
beneficial results in business
performance(Bakotic, 2016). This study has the
following hypothesis, which is in line with the
findings of prior studies:

Hypotheses 5 (H5): The job satisfaction has a
positive effect on job performance.

2.6 Job involvement and job performance

Job involvement is interpreting the interest in
a specific work in the way of psychological and
specifying the condition of the psychological
being settled, energetic and anxious about the
present work (Lambert, 2016). The recognition of
job wvalue by employees comes from job
involvement. Also, the employee growth has
correlation with job involvement(Fernandez-
Salinero S., 2020). The fact of psychology claims
that humans are concerned in career, occupation,
and organization. Furthermore, it is known that job
participation has become rising relevant because
of globalization, a downturn in economic and
competitive increasing. Despite this, job
involvement has no congruence on the meaning
(Demir, 2018). The involvement of a job is also
defined for the job’s attitude and generally defined
as the level of human recognition of their work or
stating how the job is significant to someone
(Culibrk et al., 2018). Job involvement can be
defined  throughout the  factors; task
interdependence, it is the observation of workers
on how to correspond and depend on employees to
perform the jobs(Pearce & Gregersen, 2001). The
character of task interdependence is to form a
team for working. The higher levels of task
intercedence of employees will create more
difficulty in the process of decision-making. Task
intercedence as when workers need to cooperate,
interconnect, and rely on a co-worker to finish the
tasks(Welbourne & Sariol, 2017). Next, decision-
making is specified as decision-making between
subordinates and supervisors. In the process,
workers need to decide on a specific job. The
decision-making process has positively influenced
employees’ psychology since this process will
create the feeling of respect and recognition of
employees, increasing the sense of ownership.
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Moreover, in decision-making, also specify that
team members have the opportunity equally to
attend in decision-making. It also can enhance the
worker to be more interested in supporting each
other and improving their performance(Welbourne
& Sariol, 2017).

The degree of job involvement of employees
has been forecasted to have an important effect on
organizational performance. Job involvement has
significantly affected motivation and effort of an
employee, which set for evaluated employees’
performance. Many researchers have tried to
expose the hypothesis that the correlation between
job involvement and job performance was not
verifiable. For instance, the described career
evaluation of job involvement ought to evolve and
create an assessment of “job involvement of
salesperson.”, shows the positive relationship
between job involvement and performance(Wang
et al., 2020). Therefore, job involvement and job
performance have a positive effect which might be
found if more measurements have been
established. This study has the following
hypothesis, which is in line with the findings of
prior studies:

Figure 1.
The conceptual framework

H1

Hypotheses 7 (H7): Job involvement has a
positive effect on job performance.

3. Research Methods and Materials
3.1 Research Framework

Four previous study models were used to
develop the conceptual framework. To begin with
the influence of teleworking and workplace
flexibility on business performance(Martinez
Sanchez et al., 2007). Susilo’s second paper,
revealing the Effect of Work-from-Home on Job
Performance during the COVID-19 Crisis:
Empirical Evidence from Indonesia, examines the
impact of work-from-home on job performance
during the COVID-19 crisis (Susilo, 2020).
Thirdly, the impact of motivation and commitment
on job satisfaction and employee performance in
the context of work from home (WFH)(Salma
Sultana et al., 2021). Finally, adapted from the
psychological elements that influence remote e-
workers’ job effectiveness, well-being, and work-
life balance(Grant et al., 2019). As a result, the
study’s conceptual framework is constructed as
shown in Figure 1.

Work from Home H6

Work
Environment
H2

Y

Job Performance H5

H3

Job Satisfaction Work Motivation

Job Involvement 4

Source. Author.

Work from home, work environment, work
motivation, employee commitment, and job
involvement all have an effect on job satisfaction
and performance, according to the conceptual
framework. As a result, seven hypotheses and
variables were proposed.

3.2. Methodology

The quantitative research methodology was
utilized to distribute offline and online
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y

questionnaires to 450 individuals. The survey was
divided into three sections. To begin, screening
questions were utilized to narrow down the target
audience. Second, the items in this study were
measured using a five-point Likert Scale. Finally,
the demographic questions were used to interpret
the sample group’s characteristics. The
guestionnaire was also translated into Thai so that
Thai participants could comprehend it better. The
Item Objective Congruence (IOC) validity test with
three expert ratings and the Cronbach’s Alpha

Employee
Commitment
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reliability pilot test with 50 participants were used
before gathering the data. According to the 10C
results, eight items were deleted from the
questionnaire, reducing the total number of items
from 35 to 27. Each structure’s acceptable alpha
coefficient must be larger than or equal to 0.70
(Cortina, 1993), resulting in 27 items being
reserved. The questionnaire was then distributed to
the intended audience. Probability sampling, which
included cluster sampling, stratified random
sampling and simple random sampling, was used
as the sample approach. The data analysis used
SPSS and AMOS statistical tools to validate data
normality before moving on to confirmatory factor
analysis (CFA) and structural equation modeling
(SEM).

3.3 Population and Sample Size

Employees working in Bangkok’s Central
Business District (CBD), which is divided into
three districts, were the study’s target group.
Commercial activity centered around the banks of
the Chao Phraya River, Charoenkrung Road, and
Yaowarat in the original CBD region (Chinatown).
Silom, Sathon, and Wireless/Lumpini were
developed and regenerated in the second CBD
area, which saw the growth of newer business,
retail, and residential styles. The third area was the
Table 1.

development of public transit lines (BTS and
MRT) that connected huge portions of the city,
transforming Early-Sukhumvit into a leisure and
retaill  hub  for  Bangkok(Employment in
International Central Business Districts, n.d.).
After inputting all necessary information into the
statistical software, the expected effect size (0.2),
the expected level of statistical power (0.8), the
number of latent variables (7), the number of
observed variables (27), and the probability scale
(0.05), the recommended minimum sample size
showed 425(Soper, 2021). However, the
researchers consider sample size of this study to be
450 participants.

3.4 Sampling Technique

The sampling techniques were employed,
using probability sampling method with 271,944
people from Employment in International Central
Business  Districts  website(Employment in
International Central Business Districts, n.d.).
Firstly, cluster sampling is accounted to selecting
employees in three Bangkok’s Central Business
District. Secondly, stratified random sampling was
applied to calculating ratio from total employees at
each CBD (Table 1). Simple random sampling was
used for the third step for the survey distribution
via offline and online channels.

Stratified random sampling by Bangkok’s Central Business District

Bangkok’s Central Business District (CBD) Total Sample %
Employees Proportion
First CBD, the Chao Phraya River, Charoenkrung Road, and 135,972 225 50%
Yaowarat (Chinatown)
Second CBD, Silom, Sathon, and Wireless/Lumpini Roads 100,619 167 37%
Third CBD, early-Sukhumvit 35,353 59 13%
Total 271,944 450 100%

~ Source. Author.
4, Results and Discussion
4.1. Demographic Information

Table 2 shows the frequency distribution and
percentage in sample size of 450 respondents are
as follows. For gender, among all 450
respondents, their distribution showed the higher
percentage of female with 53.1% which is higher
than male respondents that have 46.9%. The
results of respondents for female and male are 239
and 211 respectively. For age, the most respondent
in this research is age over 55 years old with 197
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respondents with 43.8%, follow by respondents
age between 46 — 55 years old with 136
respondents with 30.2%, 73 respondents who age
between 36 — 45 years old with the percentage of
16.2%, 26 respondents who age between 18 — 25
years old with the percentage of 5.8%, and the
lowest respondents are age between 26 — 35 years
old with the percentage of 4 with 18 respondents.
For education level,167 respondents have
completed Master’s Degree with 37.1%, following
by 120 respondents with 26.7% have completed
Bachelor’s Degree, 117 respondents have
completed PhD’s Degree with the percentage of
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26, 37 respondents have completed high school
with the percentage of 8.2, and lastly 9
respondents who have educational lower than high
school with the percentage of 2. Job level,169
respondents with 37.6% have a job level between
manager or senior manager, followed by 153
respondents with 34% having a position between
executive or management level, and lastly 128
respondents with 28.4% have position in job
between staffs or supervisors.Income per month,
most respondents participate in this survey have
earning income between 20,001 — 50,000 baht per
month with 128 respondents with 28.4%,
following by 111 respondents with 24.7% have

respondents with 24.2% have earned around
50,001 — 100,000 baht per month, 102 respondents
with 22.7% have earned less than 20,000 baht per
month. Lastly company location,the most
respondents their companies are located in Early-
Sukhumvit with 250 respondents with 55.6%,
following by 128 respondents with 28.4% whose
companies are located in Wireless/Lumpini Road,
38 respondents with 8.4% their companies are
located in Silom/Sathon Road, 21 respondents
with the percentage of 4.7 their companies located
in Charoenkrung/Yaowarat Road, lastly 13
respondents with the percentage of 2.9 their
companies are located along with Chao Phraya

www.psychologyandeducation.net

income per month over 100,000 baht, 109  River.
Table 2.
Demographic Profile
n =450
Demographic Factors Frequency Percent
Gender
Male 211 46.9
Female 239 53.1
Total 450 100
Age (Years)
18 — 25 years old 26 5.8
26 — 35 years old 18 4.0
36 — 45 years old 73 16.2
46 — 55 years old 136 30.2
Over 55 years old 197 43.8
Total 450 100
Education Level
Lower than high school 9 2.0
High school 37 8.2
Bachelor's Degree 120 26.7
Master’s Degree 167 37.1
PhD’s Degree 117 26.0
Total 450 100
Job level
Staffs or Supervisors 128 28.4
Managers or Sr. Managers 169 37.6
Executive or Management 153 34.0
Total 450 100
Income per month
Less than 20,000 Baht 102 22.7
20,001 - 50,000 Baht 128 28.4
50,001 - 100,000 Baht 111 24.7
Over 100,000 Baht 109 24.2
Total 450 100
Company Location
Chao Phraya River 13 29
Charoenkrung Road, Yaowarat (China town) 21 4.7
Silom, Sathon Road 38 8.4
Wireless/Lumpini Road 128 28.4
Early-Sukhumvit 250 55.6
. Total 450 100
Source. Author.
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4.2 Confirmatory Factor Analysis (CEA)

In this investigation, Confirmatory Factor
Analysis (CFA) was used. CFA revealed that all
items in each variable are significant, and factor
loading was present to demonstrate discriminant
validity. Each item’s factor loading and
permissible values are important in determining fit
quality (Hair et al., 2006). Every object should
have a factor loading of at least 0.6. (Awang,

Table 3.
Scale’s measurement, reliability and validity

2014). Delete any item with a factor loading of
less than 0.6 and an R? of less than 0.4 from the
measurement model. Factor loadings in this study
are more than 0.60, and the p-value is less than
0.05. In Table 3, the construct dependability is
higher than the cut-off points of 0.6, and the
average variance extracted is bigger than the cut-
off point of 0.5(Fornell & Larcker, 1981). All of
the projections are substantial.

Mean

Deviation

Std.

Factors
Loading

Cronbach’s
Alpha
0.60-0.90

CR

AVE

Work from Home (WFH)

0.963

0.863

0.612

WFHZ1: | have got supported efficient 4.642
facilities and technology from the
company to perform work activities
during working from home in the
COVID-19 situation.

WFH 2: | have flexible working hours to
have a work-life balance while working
from home in the COVID-19 situation.
WFH 3: I have efficiency and
effectiveness in communicating with
colleagues during working from home in
the COVID-19 situation.

WFH 4: | have authorized access to
work-related information via smart
technologies during working from home
in the COVID-19 situation.

4.507

4.596

4.602

0.653

0.762

0.707

0.647

0.813

0.764

0.803

0.747

Job Involvement (J1)

0.964

0.777

0.538

JI1: During work from home in the 4.436
COVID-19 situation, | have a positive
attitude toward my job.

JI2: During work from home in the
COVID-19 situation, | can have virtual
meetings with my colleagues to perform
jobs.

JI3: During work from home in the
COVID-19 situation, my supervisors
manage to have progress updates
regularly about team performance to
make employees’ involved in their job
during work from home.

4.624

4.493

0.682

0.650

0.726

0.680

0.752

0.765

Employee Commitment (EC)

0.963

0.768

0.525

ECL1: I have responsibilities toward jobs 4.553
assigned during work from home in the
COVID-19 situation.

EC2: During work from home in the
COVID-19 situation, | always commit
and perform my job that has been
assigned by my supervisor.

EC3: During work from home in the
COVID-19 situation, | always give a
good job to the company with the best
performance.

4.358

4578

0.705

0.766

0.674

0.774

0.702

0.696

Work Motivation (WM)

0.965

0.816

0.597

WM1: During work from home in the 4.609

COVID-19 situation, my company offers
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interesting and challenging rewards to

motivate employees.

WM2: To be able to grow and develop 4.640 0.680 0.756
myself, I am willing to put the effort into

my job during work from home in the

COVID-19 situation.

WM3: | put extra effort to get the 4.567 0.735 0.747
rewards or recognition during work from

home in the COVID-19 situation.

Job Satisfaction (JS) 0.962 0.856 0.545

JS1: My company offers a clear 4.353 0.704 0.719
boundary between working hours and

personal life during work from home in

the COVID-19 situation.

JS2: The flexibility of working from 4.558 0.720 0.722
home in the COVID-19 situation

increases my satisfaction.

JS3: | am very satisfied with new 4.671 0.625 0.837
experiences during work from home in

the COVID-19 situation.

JS4: During work from home in the 4.371 0.686 0.740
COVID-19 situation, | feel freedom.

JS5: | am very satisfied with my job 4.440 0.631 0.662
during work from home in the COVID-

19 situation.

Job Performance (JP) 0.959 0.862 0.557

JP1: The company offers a clear 4.360 0.712 0.709
boundary between working hours and

personal life during work from home in

the COVID-19 situation.

JP2: The flexibility of working from 4.416 0.689 0.677
home in the COVID-19 situation

increases my performance.

JP3: During work from home in the 4.616 0.756 0.772
COVID-19 situation, | took on extra

responsibilities.

JP4: During work from home in the 4.602 0.731 0.770
COVID-19 situation, | was able to carry

out my work efficiently and finished it

on time.

JP5: During work from home in the 4.682 0.607 0.798
COVID-19 situation, | worked on

keeping my work skills up-to-date.

Work Environment (WE) 0.961 0.898 0.688

WEZ1: During work from home, my 4.520 0.716 0.776
workspace is completely shared with

family members or other non-coworkers.

WE?2: During work from home, without 4.580 0.687 0.831
the intervention of my employer, | am

free to arrange my office as | see fit.

WES3: During work from home, my 4.667 0.612 0.868
ability to do my task is heavily

dependent on my internet connection.

WE4: During work from home, | always  4.627 0.683 0.841
have good planning, efficiency, and

getting the job done on time.

~ Source. Author

All of the correlations are bigger than the  according to the square root of average variance
appropriate correlation values for that variable,  retrieved in Table 4. GFI, AGFI, NFI, CFl, RMR,
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and RMSEA are also employed in CFA testing as
indications of excellent model fit. The convergent
validity and discriminant validity of this study is
confirmed since the values in Table 5 are higher
than acceptable levels. As a result, both
convergent and discriminant validity isguaranteed.
Furthermore, the findings of model measurement
generated discriminant validity and validation for
following structural model estimation validity.
This means that the constructs in this study have
strong convergent and discriminant validity. The

Fornell-Larcker criteria were used to assess
discriminant validity; the Heterotrait—Monotrait
ratio (HTMT) displayed in Table 4 indicates that
extracted variance was larger than the constructs'
squared correlations (Fornell & Larcker, 1981).
Finally, Table 4 shows that the HTMT values for
each concept are all less than 0.85, implying
discriminant validity (Henseler et al., 2015). This
means that the constructs in this study have strong
convergent and discriminant validity.

Table 4.
Discriminant validity of measures
Factors WFH Ji EC WM JS JP WE HTMT

<.85

Work from Home (WFH) 0.798 0.654 0.660 0.691 | 0.636 | 0.680 | 0.782 Yes

Job Involvement (JI) 0.654 0.754 0.733 0.642 | 0.742 | 0.737 | 0.665 Yes

Employee Commitment (EC) 0.660 0.733 0.772 0.640 | 0.751 | 0.725 | 0.669 Yes

Work Motivation (WM) 0.691 0.642 0.640 0.773 | 0.620 | 0.695 | 0.697 Yes

Job Satisfaction (JS) 0.636 0.742 0.751 0.620 | 0.782 | 0.738 | 0.674 Yes

Job Performance (JP) 0.680 0.737 0.725 0.695 | 0.738 | 0.747 | 0.721 Yes

Work Environment (WE) 0.782 0.665 0.669 0.697 | 0.674 | 0.721 | 0.830 Yes

Note: Diagonals (in bold and italic) represent the square-root of AVE, while the lower triangular represents the
shared variance (the squared correlations), and the upper triangular (in italic) represents the HTMT correlation

values.
Source: Authors.

4.3 Structural Equation Model (SEM)

The link between constructs in a model was
confirmed using structural equation modeling
(SEM), which also included measurement falsity
in the structure coefficient(Hair et al., 2010). For
illustration, the quality of the fit index is
calculated (see Table 5). The Chi-square/degrees-
of-freedom (CMIN/df) ratio for model fit should

Table 5.
Goodness of Fit

not exceed 3, and GFI and CFI should be more
than 0.9(Hair et al., 2006). Following the SEM
procedure and model adjustment with SPSS
AMOS version 24, the fit index results were
reported as excellent fit, with CMIN/df = 2.673,
GFI = 0.914, AGFI = 0.854, NFI = 0.945, CFI =
0.964, RMR = 0.015, and RMSEA = 0.061,
according to the quantifiable criteria listed in
Table 5.

Statistical values obtained from analysis

Index Acceptable Values Before adjustment After adjustment
¥*/df (CMIN/df) < 3.00 (Hair et al., 2006) 5.766 2673

GFI > 0.90 (Hair et al., 2006) 0.736 0.914

AGFI >0.80 (Segars & Grover, 1993) 0.670 0.854

NFI >0.90 (Bentler & Bonett, 1980) 0.838 0.945

CFI > 0.90 (Hair et al., 2006) 0.862 0.964

RMR < 0.05 (Hair et al., 2006) 0.025 0.015

RMSEA <0.06 (Hu & Bentler, 1999) 0.103 0.061

Model summary Not Fit Fit
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Note: CMIN/df = The ratio of the chi-square value to degree of freedom, GFI = goodness-of-fit index,
AGFI = adjusted goodness-of-fit index, NFI = normalized fit index, IFI = Incremental Fit Indices, CFI =
comparative fit index, RMR = root mean square residual, and RMSEA = root mean square error of

approximation.
Source: Authors.

4.4 Research Hypothesis Testing Result

The regression weights and R? variances of
each variable in the research model are used to
determine its relevance. Hy, Hy, Hs, Hy, Hs, and H-
hypotheses were supported with a significance of
p<0.001, p<0.01, and p<0.05, according to Table
6. Job satisfaction (B=1.081, p<0.001) was found
to be the most influential factor on related
variables of work from home, followed by

Table 6.
Hypothesis Results of the Structural Model

employee commitment (=0.697, p<0.001), work
environment (f=0.542, p<0.001), work motivation
(B=0.466, p<0.001), work from home ($=0.105,
p<0.01), and Job Involvement (= -0.076, p<0.05).
Hypothesis 6 was rejected because the p-value for
the wvariable of work from home on job
performance was more than the expected value.
The structural model's hypothesis outcomes are
shown in Table 6.

Hypotheses Paths Standardized Path S.E. t-value Tests Result
Coefficients ()

H1 WFH > JS 0.105 0.024 2.756** Supported
H2 WE > JS 0.542 0.030 10.829*** Supported
H3 WM > JS 0.466 0.026 10.376*** Supported
H4 EC 2> JS 0.697 0.042 10.780*** Supported
H5 JS>JP 1.081 0.103 10.573*** Supported
H6 WFH > JP -0.008 0.026 -0.181 Not Supported
H7 JI > JP -0.076 0.026 -2.415* Supported

Note: ***p<0.001, **p<0.01 and *p<0.05 Source: Authors.

4.5 Direct, Indirect, and Total Effects of independent factors influence or affect a

Relationships

A mix of direct and indirect effects
determines the associations between variables. A
direct effect occurs when an independent variable
directly influences or affects a dependent variable
without the need for intermediary variables. The
indirect impact, on the other hand, occurs when

dependent variable indirectly through mediating
variables, and the total effect is the sum of direct
and indirect effects (Asher, 1983). The researcher
used the AMOS tool to look at the direct, indirect,
and total impacts, as shown in Table 7. The
structural equation model utilized in this
investigation is presented in Figure 2.

Table 7.
Direct, Indirect, and Total Effects of Relationships
. Job Satisfaction (JS) 2

VENEISE Direct Effect Indirect Effect Total Effect R
Work from Home (WFH) 0.105** - 0.105**
Work Environment (WE) 0.542%** - 0.542%** 781
Work Motivation (WM) 0.466*** - 0.466*** '
Employee Commitment (EC) 0.697*** - 0.697***

Variables . Job Performance JP R?

Direct Effect Indirect Effect Total Effect
Job Involvement (J1) -0.076* - -0.076*
Work from Home (WFH) -0.008 0.114 0.107 .827
Job Satisfaction (JS) 1.081*** - 1.081***
Note:***p<0.001, **p<0.01 and *p<0.05Source: Authors.
429
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Figure 2.
The Results of Structural Model

0.105
H1

(2.756%%)

Source. Author.

Table 7 shows that work from home has a
significant direct influence on job satisfaction of
0.105, the work environment has a significant
direct effect of 0.542, work motivation has a
significant direct effect of 0.466, and employee
commitment has a large direct effect of 0.697.
Because of the researcher's inability to discover an
indirect impact, the direct effects were equal to the
overall effects. Table 7 shows that job satisfaction
has the biggest direct effects on job performance,
with 1.081, followed by job involvement with -
0.076. The influence of indirect effects on job
satisfaction and job performance resulting from
work from home was 0.114, indicating non-
significance. As a result, the influencing aspects of
job satisfaction and job performance on work from

0542 Work
-0.008 (108295 Environment
- 1.081 H2
Work from Home He 018D (10.573%*) il
Job Performance H>5 Job Satisfaction I:i’ﬁﬁ Work Motivation
(10.376**7)
Job Invelvement H7 H4
0.076
(-2.415%) 0.697 Employee
(10.780%=%)

Commitment

home during the COVID-19 pandemic lockdown
are all significant to drive just direct impacts.

5. Discussion

The results of using path analysis for the
hypotheses testing show the strengths of factors
that influence job performance variable is job
satisfaction (1.081) while followed by job
involvement (-0.076). The strengths of factors that
influence job satisfaction variable is employee
commitment (0.697), work environment (0.542),
work motivation (0.466), and work from home
(0.105). The ranking results are summarized in the
table 8 below.

Table 8.
Ranking results
Hypothesis Rank Path Standardized Path Coefficients (f3)
H5 1 JS>UP 1.081
H7 2" J>P -0.076
H4 1% EC > JS 0.697
H2 2" WE > JS 0.542
H3 31 WM > JS 0.466
H1 4" WFH > JS 0.105

Source: Authors.
5.1 Discussion based on Job Performance

Job Satisfaction

This study showed that job satisfaction had a
positive and highly significant relationship with
job performance. The significant value of job
satisfaction and job performance is p<0.001. This
implies that the consistency of the company to
maintain and increase job satisfaction is the key to
increase job performance of their employees.
Moreover, the result of this study is in concurrence
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with Meneghel et al. (2016); Varshney and
Varshney, (2017)and also agreed with previous
research subscribed to the correlation of how job
satisfaction affects job performance, and the
finding of studies show a positive relation of how
job satisfaction  brings impact on job
performance(Bakotic, 2016). By looking in deep
detail at a descriptive analysis of job satisfaction
which came from five questions in the
guestionnaire we had collected, the statistical data
shows that the means of job satisfaction is 4.479.
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However, the standard deviation from five
questions is not over 1.00 which means that the
scores that got from respondents are not spread
out. The highest mean is from the question “JS3: |
am very satisfied with new experiences during
work from home in the COVID-19 situation”
which is equal to 4.671, then the lowest mean is
from question “JS1: My company offers a clear
boundary between working hours and personal
life during work from home in the COVID-19
situation.” which is equal to 4.353. From the
results, the companies should find a way to
support their employees for working remotely
such as providing advanced technology to increase
the satisfaction of the employees. Moreover, the
companies need to find a way to set the boundary
of working life and personal life during work from
homes such as specifying the time and target of
the work to balance the work-life of their
employees.

Job Involvement

Job involvement was found to have a
favorable and very significant link with job
performance in this study. Job involvement and
job performance have a significant value of
p<0.05. This means that an individual employee's
participation in the job has a substantial impact on
job performance. This study supported the
findingsbetween job participation, job
involvement, and performance(Wong et al.,
2021;Chanana & Sangeeta, 2021). Furthermore,
according to work performance, employee job
involvement has been predicted to have a
significant impact on organization performance.
The result of a descriptive analysis of motivation
which we had collected data from the closed-
ended questionnaire, the statistical data shows that
the means of job involvement is 4.518 from three
questions. The lowest mean among the three
questions is “JI1: During work from home in the
COVID-19 situation, | have a positive attitude
toward my job.” which is equal to 4.436 lower
than average means. Moreover, this question has
the highest mean which is equal to 4.624 come
from question “JI2: During work from home in the
COVID-19 situation, | can have virtual meetings
with my colleagues to perform jobs.” The results
from respondents show that the score spread out,
so the company should consider how to maintain
the job involvement of employees such as
providing the monthly meeting of the department
to update the progress of work.

5.2 Discussion based on Job Satisfaction
Employee Commitment
This study showed that employee
commitment had a positive and highly significant
relationship with job satisfaction. The significant
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value of employee commitment and job
satisfaction is p<0.001. This implies that the
consistency of the company to initiate the way to
get employee commitment had a significant
contribution to job satisfaction of their employee.
Employees will have more commitment to the
firm when they have higher job satisfaction, on the
other hand employees will intend to show
unfavorable behavior that may harm the firm when
they have lower job satisfaction(Tziner & Eden,
2006). Moreover, the employees’ commitment is
based on level of job satisfaction(Gunlu et al.,
2010). By looking in deep detail at a descriptive
analysis of employee commitment which came
from three questions in the questionnaire the
author collected, the statistical data shows that the
means of employees’ commitment is 4.496. The
lowest mean among all questions is “EC2: During
work from home in the COVID-19 situation, |
always commit and perform my job that has been
assigned by my supervisor.” which is equal to
4.358 which is lower than the average means.
Moreover, this question has the highest mean of
4.578 come from the question “EC3: During work
from home in the COVID-19 situation, | always
give a good job to the company with the best
performance.” As the results of the mean show
that the respondents' score is high, the company
should focus more on how to maintain and
increase the responsibilities among employees
during work from home to keep the consistency of
the score.

Work Environment

According to the findings, there is a link
between the working environment and job
satisfaction. During the COVID-19, the
respondents agreed that the working environment
is critical in achieving job satisfaction. As
competition has risen and the corporate climate
has become more dynamic and difficult, various
firms must guarantee that their workers work in a
conducive, pleasant, and safe atmosphere in order
to achieve their full potential. During the COVID-
19 pandemic, employees are worried about the
working environment, which includes working
hours, job safety and security, the social distance
among coworkers, and esteem requirements. Job
satisfaction has a positive significant association
with the work environment. As a result, p<0.001 is
the significant value of the work environment and
job satisfaction; hence, companies must focus on
this component of the work. The study by Lee and
Branddiscovered that having a good working
environment improves job satisfaction(Lee &
Brand, 2005). While the findings of this study
contradicted the findings ofTokuda et al.
(2009)and Rafiq et al. (2012), who concluded that
the working environment is negatively related to
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employee job satisfaction and that extrinsic
rewards are the most effective motivator for job
satisfaction, job satisfaction is linked to the
opportunities provided by the organization(Kinzl,
2005). The statistical data shows that the mean of
work environment is 4.599, based on a descriptive
analysis of the work environment derived from
four questions in the questionnaire the author
collected. The high mean comes from the question
“WE3: During work from home, my ability to do
my task is heavily dependent on my internet
connection.” (X = 4.667). Meanwhile, the lowest
mean comes from the question “WE1: During
work from home, my workspace is completely
shared with family members or other non-
coworkers.” (x = 4.520). Employees' concerns
about their personal safety and social isolation
among their coworkers have made workforce
management more difficult during the COVID-19
outbreak while working in a company, according
to the comments. As a result, in order to
effectively achieve their aims and objectives,
businesses must identify and address the needs of
their employees. A good working environment
improves employee loyalty, dedication, efficiency
and effectiveness, productivity, and a sense of
ownership, all of which promote organizational
effectiveness and reduce prohibitive costs
associated with dissatisfied employees.

Work Motivation

Work motivation was shown to have a
positive and substantial link with work satisfaction
in this study. Work motivation and job satisfaction
have a significant value of p<0.001. This study
supports the findings of Gagné and Deci (2005),
who found that individuals with higher levels of
positive work motivation are more engaged in
theirjobs and are willing to go beyond to achieve
the job's goals. The desire to respond to job
satisfaction more efficiently and explicitly was
revealed byGuan and  Frenkel  (2019).
Furthermore, Ahsan et al. (2009)found that work
motivation yield was substantially connected to
job satisfaction and performance. The statistical
data reveals that the mean of work motivation is
4.605 from three questions because of a
descriptive study of motivation for which the
author collected data from a closed-ended
questionnaire. "WM3: | make extra effort to earn
the benefits or recognition when work from home
in the COVID-19 circumstance," with a mean of
4.567, is the lowest of the three questions. "WM2:
To be able to improve and develop myself, 1 am
willing to put the effort into my career when work
from home in the COVID-19 circumstance," with a
mean of 4.640, is the highest mean. Because the
results are high based on mean values, the
company should consider how to motivate their
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employees through recognition and rewards
provided by the company, such as staff of the
month announcements on the company board or
via email, in order to increase their effort to work
for the company while working from home.

Work from home

This study showed that work from home had
a positive and significant relationship with job
satisfaction. The significant value of work from
home and job satisfaction is p<0.01. This implies
that work from home has a significant influence
on job satisfaction. The result of this study agreed
that teleworking can boost up the performance of
employees and reduce absenteeism, helping
employee retention which aligns with the study
ofNoonan and Glass (2012). In addition, the
ability to work remotely creates flexibility which
increases the satisfaction of employees that affects
their job satisfaction and job performance(Burdin
& Pérotin, 2019;Stavrou & lerodiakonou, 2011).
The result of a descriptive analysis of work from
home which the author had collected data from the
closed-ended questionnaire, the statistical data
shows that the means of work from home is 4.587
from four questions. The lowest mean among the
four questions is “WFH 2: I have flexible working
hours to have a work-life balance while working
from home in the COVID-19 situation.” which is
equal to 4.507 that lower than the average means.
In contrast, this question has the highest mean
which is equal to 4.642 comes from the question
“WFHL1: | have got supported efficient facilities
and technology from the company to perform work
activities during working from home in the
COVID-19 situation.” The results revealed that the
company should be more concerned about
balancing their employees’ work-life balance
tomaintain and increase the satisfaction in work
from home for their employees.

6. Conclusion and Recommendations

Work from home, work environment, work
motivation, and employee commitment are all
elements that have a good impact on job
satisfaction, according to this study. Meanwhile,
job satisfaction and involvement have a major
influence on job performance. On the other hand,
working from home has no obvious influence on
job performance. According to the data, employee
commitment has the highest influence on job
satisfaction, while job satisfaction has the largest
impact on job performance. As a result,
organizations and business leaders should consider
how to motivate employees to be more committed
to their jobs, such as improving manager-
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employee relationships so that employees feel
more at ease discussing issues with their managers
and feel more supported by the organization
during COVID-19. Employees will also commit to
the work assigned by the supervisor or
management, resulting in a higher degree of job
satisfaction, according to the aforementioned
supports. Simultaneously, the organization should
make a larger emphasis on areas that have a
substantial influence on job performance, such as
work from home, engagement in the workplace,
and job satisfaction. Organizations could, for
example, provide enhanced technology to allow
workers to work from home, as well as a work-life
balance that allows people to focus only on work
during work hours and avoid being distracted after
work hours. When it comes to work participation,
organizations should seek influencing elements
that might help employees feel more excited and
engaged about their professions. Finally, because
employee commitment and motivation are
influenced by job satisfaction, the company should
place a greater emphasis on these related elements
that can serve as a support or incentive for
employees to improve their job satisfaction,
ultimately leading to improved individual and
organizational performance.

Employees will benefit from the findings of
this study, which include various
recommendations. Employees should be aware of
the aspects that will assist them in improving their
job performance. While working from home,
employees may experience increased burnout,
which can result in employee stress, decreased
productivity, and unhappiness. As a result, the
individual must examine what variables can help
them avoid burnout at work. Furthermore,
supervisors or managers should recognize that
their staff may be at risk of burnout as a result of
the pandemic issue and work to prevent it.
Furthermore, the Human Resource Management
team and business leaders should have a clear
picture of what the related factors on employee
performance are, and they should be able to come
up with a new supportive way of working or
innovate new activities that support and increase
employee motivation, commitment, involvement,
and job satisfaction.

7. Further Study

Due to the COVID-19 epidemic, this study
focused solely on seven variables: work from
home, job participation, work motivation,
employee commitment, work environment, job
happiness, and job performance in Thailand. In
order to obtain more comprehensive information
and comprehension of the elements that influence
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job performance, a similar study that could
establish additional related aspects that have an
impact on job performance should be added.
Furthermore, more research should be done with
bigger sample size and population to improve the
generalizability and trustworthiness of the
findings. Another study may be conducted in other
countries to investigate the association between
demographic variables and job performance and
job satisfaction. This could result in more and
better research, as well as different outcomes.

References

Aamodt, M. G. (2007). Industrial/Organizational
Psychology: An Applied Approach. Thomson
Learning, Inc.

Ahsan, N., Abdullah, Z., Fie, D. Y. G., & Alam, S. S.
(2009). A study of job stress on job satisfaction
among university staff in Malaysia: Empirical
study. European Journal of Social Sciences, 8(1),
121-131.

Allen, D. G., Bryant, P. C., & Vardaman, J. M. (2010).
Retaining talent: Replacing misconceptions with
evidence-based strategies. The Academy of
Management Perspectives, 24(2), 48-64.

Allen, T. D., Golden, T. D., & Shockley, K. M. (2015).
How effective is telecommuting? Assessing the
status of our scientific findings. Psychological
Science in the Public Interest, 16(2), 40-68.

Asher, H. B. (1983). Voting behavior research in the
1980s: An examination of some old and new
problem areas. In A. W. Finifter (Ed.), Political
science: The state of the discipline (pp. 339-388).
American Political Science Association.

Awang, Z. (2014). Research Methodology and Data
Analysis (2nd ed.). Universiti Teknologi Marg;
UiTM Press.

Aydogdu, S., & Asikgil, B. (2011). An empirical study
of the relationship among job satisfaction,
organizational commitment and turnover
intention. International Review of Management
and Marketing, 1(3), 43-53.

Bakotic, D. (2016). Relationship between job
satisfaction and organisational performance.
Economic Research-Ekonomska Istrazivanja,
29(1), 118-130.

Bauer, N. K., Orvis, A. K., Ely, K., & Surface, A. E.
(2016). Re-examination of motivation in learning
contexts: meta-analytically investigating the role
type of motivation plays in the prediction of key
training outcomes. J. Bus. Psychol., 31, 33-50.
https://doi.org/10.1007/s10869-015-9401-1

Bentler, P. M., & Bonett, D. G. (1980). Significance
tests and goodness of fit in the analysis of
covariance structures. Psychological Bulletin,
88(3), 588-606.
https://doi.org/https://doi.org/10.1037/0033-
2909.88.3.588

Bosiok, D., & Sad, N. (2013). Leadership styles and
creativity. Online Journal of Applied Knowledge
Management, 1(2), 64-77.

Burdin, G., & Pérotin, V. (2019). Employee

433



PSYCHOLOGY AND EDUCATION (2022) 59(1): 416-437

ISSN: 1553-3969

representation and flexible working time. Labour
Economics, 61, 101755.
https://doi.org/https://doi.org/10.1016/j.labeco.20
19.101755

Butler, M., & Rose, N. (2011). Introduction to
Organizational Behaviour, Edited. Chartered
Institute of Personnel & Development.

Chanana, N., & Sangeeta. (2021). Employee
engagement practices during COVID-19
lockdown. Journal of Public Affairs, 21(4).
https://doi.org/10.1002/pa.2508

Chandrasekar, K. (2011). Workplace Environment and
Its Impact Organizational Performance in Public
Sector organizations.

Chaudhary, N., & Sharma, B. (2012). Impact of
employee motivation on performance
(productivity) private organization. International
Journal of Business Trends and Technology, 2,
29-35.

Clark, A. E. (1997). Job Satisfaction and Gender: Why
Are Women So Happy at Work? Labour
Economics, 4, 341-372.
https://doi.org/http://dx.doi.org/10.1016/S0927-
5371(97)00010-9

Clarke & lles. (2000). Climate For Diversity And Its
Effects On Career And Organizational Attitudes
And Perceptions. Personnel Review, 324-345.

Cortina, J. M. (1993). What is coefficient alpha? An
examination of theory and applications. Journal
of Applied Psychology, 78(1), 98.

Crosbie, T., & Moore, J. (2004). Work--life balance and
working from home. Social Policy and Society,
3(3), 223-233.

Culibrk, J., Deli¢ M Mitrovi¢, S., & Culibrk, D. (2018).
Job satisfaction, organizational commitment and
job involvement: The mediating role of job
involvement. Frontiers in Psychology. 9(FEB), 1—
12.
https://doi.org/https://doi.org/10.3389/fpsyg.2018
.00132

Demir, S. (2018). The relationship between
psychological capital and stress, anxiety, burnout,
job satisfaction, and job involvement. Egitim
Arastirmalari - Eurasian Journal of Educational
Research, 75, 137-154.
https://doi.org/https://doi.org/10.14689/ejer.2018.
75.8

Demirel, Y., & Goc, K. (2013). The impact of
organisational commitment on knowledge
sharing. European Scientific Journal, 9(19), 945—
963.

Eleswed, M., & Mohammed, F. (n.d.). Job satisfaction
and organizational commitment: A correlational
study in Bahrain. Int J Bus Humanit Technol,
3(5), 44-53.

Employment in International Central Business Districts.
(n.d.). http://demographia.com/db-intlchd.htm

Fernandez-Salinero S., C. A. G. C. F. R. & T. G. (2020).
Is job involvement enough for achieving job
satisfaction? The role of skills use and group
identification. International Journal of
Environmental Research and Public Health,
17(12), 1-11.
https://doi.org/https://doi.org/10.3390/ijerph1712

www.psychologyandeducation.net

4193

Fornell, C., & Larcker, D. F. (1981). Evaluating
structural equation models with unobservable
variables and measurement error. In Journal of
Marketing Research (Vol. 18, Issue 1, pp. 39—
50). American Marketing Association.
https://doi.org/10.2307/3151312

Gagné, M., & Deci, E. L. (2005). Self- determination
theory and work motivation. Journal of
Organizational Behavior, 26(4), 331-362.

Grant, C. A., Wallace, L. M., Spurgeon, P. C.,
Tramontano, C., & Charalampous, M. (2019).
Construction and initial validation of the E-Work
Life Scale to measure remote e-working.
Employee Relations, 41(1), 16-33.
https://doi.org/10.1108/ER-09-2017-0229

Guan, X., & Frenkel, S. (2019). How perceptions of
training impact employee performance: Evidence
from two Chinese manufacturing firms.
Personnel Review, 48(1), 163-183.
https://doi.org/https://doi.org/10.1108/PR-05-
2017-0141

Gunlu, E., Aksarayli, M., & Percin, N. $. (2010). Job
satisfaction and organizational commitment of
hotel managers in Turkey. International Journal
of Contemporary Hospitality Management.

Hair, J., Black, W., Babin, B., Anderson, R., & Tatham,
R. (2006). Multivariate Data Analysis, 6th
edition. Pearson Education.

Hair, J. F., Anderson, R. E., Tatham, R. L., Black, W.
C., Babin, B., Anderson, R. E., & Tatham, R. L.
(2006). Multivariate Data Analysis (6th editio).
Pearson Education.

Hair, Joseph F., Black, W., Babin, B. J., & Anderson, R.
E. (2010). Multivariate Data Analysis: A Global
Perspective (Seventh Ed). Pearson.

Henseler, J., Ringle, C. M., & Sarstedt, M. (2015). A
new criterion for assessing discriminant validity
in variance-based structural equation modeling.
Journal of the Academy of Marketing Science,
43(1), 115-135. https://doi.org/10.1007/s11747-
014-0403-8

Hu, L. T., & Bentler, P. M. (1999). Cutoff Criteria for
Fit Indexes in Covariance Structure Analysis:
Conventional Criteria Versus New Alternatives.
Structural Equation Modeling, 6(1), 1-55.

Imran, R., Rehman, A., & Yousaf, I. (2009). Influence
of transformational leadership on employee’s
performance: A Pakistani perspective.
International Journal of Accounting Information,
2, 53-60.

Kanfer, R. (2009). Work motivation: identifying use-
inspired research directions. Indust.Organ.
Psychol., 2, 77-93.
https://doi.org/10.1111/j.1754-9434.2008.01112

Kanfer, R., Frese, M., & Johnson, R. E. (2017).
Motivation related to work: a century of progress.
J. Appl. Psychol., 102, 338-355.
https://doi.org/10.1037/apl0000133

Kanwar, Y. P. S., Singh, A. K., & Dwani, A. D. (2009).
Work-life balance and burnout as predictors of
job satisfaction in the IT-ITES industry. The
Journal of Business Perspective, 13(2), 1-12.

Kaya, E. (1995). No Title. Job Satisfaction of the

434



PSYCHOLOGY AND EDUCATION (2022) 59(1): 416-437

ISSN: 1553-3969

Librarians in the Developing Countries.

Kelliher, C., & Anderson, D. (2009). Doing more with
less? Flexible working practices and the
intensification of work. Human Relations, 63(1),
83-106.
https://doi.org/10.1177/0018726709349199

Khandelwal, M. (2020). Work from home: Meeting the
change in workplace. Research Reinforcement A
Peer Reviewed International Refereed Journal,
8(1), 82-89.

Khoerunnisa, Y., & Rahayuningsih, N. (2019).
Pengaruh motivasi dan kepuasan kerja terhadap
kinerja/ The influence of motivation and job
satisfaction towards performance. Journal
Investasi, 5(2), 42-61.

Kinzl, J. F., Knotzer, H., Traweger, C., Lederer, W.,
Heidegger, T., & Benzer, A. (2005). Influence of
working conditions on job satisfaction in
anesthetists. British Journal of Anaesthesia,
94(2), 211-215.

Kreisman, B. J. (2002). Identification of the drivers of
employee dissatisfaction and turnover. University
of Texas.

L.,D.E, R, K, &M, R.R.(1999). A meta-analytic
review of experiments examining the effects of
extrinsic rewards on intrinsic motivation.
Psychol. Bull., 125, 627-668.
https://doi.org/10.1037/0033-2909.125.6.627

Lambert, E. G., Minor, K. ., Wells, J. B., & Hogan, N.
L. (2016). Social support’s relationship to
correctional staff job stress, job involvement, job
satisfaction, and organizational commitment.
Social Science Journal, 53(1), 22.
https://doi.org/https://doi.org/10.1016/j.s0scij.201
5.10.001

Lambert, E., & Hogan, N. (2009). The importance of
job satisfaction and organizational commitment
in shaping turnover intent a test of a causal
model. Criminal Justice Review, 34(1), 96-118.

Latham, G. P., & Pinder, C. C. (2005). Work motivation
theory and research at the dawn of the twenty-
first century. Annu. Rev. Psychol., 56, 485-516.
https://doi.org/10.1146/annurev.psych.55.090902.
142105

Lee, S. Y., & Brand, J. L. (2005). Effects of control over
office workspace on perceptions of the work
environment and work outcomes. Journal of
Environmental Psychology, 25, 323-333.

Legault, L. (2016). Intrinsic and extrinsic motivation (Z.
H. Virgil & T. K. Shackelford (Eds.)). Springer.

Locke, E. (1976). Hand Book of Industrial and
Organizational Psychology, M. D. Dunnette, Ed.
In The nature and causes of job satisfaction (pp.
1297-1349). Rand McNally.

Martinez Sanchez, A., Pérez Pérez, M., de Luis
Carnicer, P., & José Vela Jiménez, M. (2007).
Teleworking and workplace flexibility: a study of
impact on firm performance. Personnel Review,
36(1), 42-64.
https://doi.org/10.1108/00483480710716713

Melian-Gonzalez, S., Bulchand-Gidumal, J., &
Gonzalez Lopez-Valcarcel, B. (2015). New
evidence of the relationship between employee
satisfaction and firm economic performance.

www.psychologyandeducation.net

Personnel Review, 44(6), 906-929.

Meneghel, 1., Borgogni, L., Miraglia, M., Salanova, M.,
& Martinez, 1. M. (2016). From social context
and resilience to performance through job
satisfaction: a multilevel study over time. Human
Relations, 69(11), 2047-2067.

Mosadeghrad, A. M., Ferlie, E., & Rosenberg, D.
(2008). A study of the relationship between job
satisfaction, organizational commitment and
turnover intention among hospital employees.
Health Services Management Research, 21, 211
217.

Mostafa, B. A. (2021). The Effect of Remote Working
on Employees Wellbeing and Work-Life
Integration during Pandemic in Egypt.
International Business Research, 14(3), 41.
https://doi.org/10.5539/ibr.v14n3p41

Motowidlo, S. J. (2003). Job performance. In W. C.
Borman, D. R. llgen, & R. J. Klimoski (Eds.),
Handbook of psychology: Industrial and
organizational psychology (pp. 39-53). John
Wiley & Sons Inc.

Mustafa, G., & Ali, N. (2019). Rewards, autonomous
motivation and turnover intention: Results from a
non-western cultural context. Cogent Business &
Management, 6(1).
https://doi.org/https://doi.org/10.1080/23311975.
2019.1676090

Narcisse, S., & Harcourt, M. (2008). Employee fairness
perceptions of performance appraisal: a Saint
Lucian case study. International Journal of
Human Resource Management, 19(6), 1152—
1169.

Noonan, M., & Glass, J. L. (2012). The Hard Truth
About Telecommuting. Monthly Labor Review,
June 2012, 38-45.

Okpara, J. O. (2004). Personal characteristics as
predictors of job satisfaction. Information
Technology & People, 17(3), 327-338.
https://doi.org/10.1108/09593840410554247

Oluseyi, S., & Ayo, H. T. (2009). Influence of work
motivation, leadership effectiveness and time
management of employees’performance in some
selected industries in Ibadan, Oyo State, Nigeria.
European Journal of Economics, Finance and
Administrative Sciences, 16, 1450-2887.

Park, H. Y., Christie, R. L., & Sype, G. E. (2014).
Organisational commitment and turnover
intention in union and non-union firms. Sage
Open. https://doi.org/10.1177/215824401-
3518928

Parnini, S. N. (2011). The role of government in
economic development: A comparative study
between Bangladesh and South Korea. Journal of
Public Administration and Governance, 1(1),
197-341. https://doi.org/10.5296/jpag.v1il.742

Pearce, J. L., & Gregersen, H. B. (2001). Task
Interdependence and Extrarole Behavior: A Test
Of The Mediating Effects Of Felt Responsibility.
Journal of Applied Psychology, 76.

Pinder, C. C. (2008). Work Motivation in
Organizational Behavior (2nd ed.). Psychology
Press.

Rafig, M., Javed, M., Khan, M., & Ahmed, M. (2012).

435



PSYCHOLOGY AND EDUCATION (2022) 59(1): 416-437

ISSN: 1553-3969

May). Effect of Rewards on Job Satisfaction
Evidence From Pakistan. An Interdisciplinary
Journal of Contemporary Research in Business,
4(2).

Restubog, S. L. D., Ocampo, A. C. G., & Wang, L.
(2020). Taking control amidst the chaos: emotion
regulation during the COVID-19 pandemic.
Journal of Vocational Behavior, 119, 103-440.
https://doi.org/10.1016/j.jvb.2020.103440

Robbins, S. P., Odendaal, A., & Roodt, G. (2003).
Organizational Behavior. In Global and Southern
African Perspectives 9th ed. Pearson Education.

Rowden, R. W., & Coning, C. T. J. (2005). The impact
of workplace learning and job satisfaction in
small US commercial banks. 17(4), 215-230.

Ryan, R. M., & Deci, E. L. (2000). Self-determination
theory and the facilitation of intrinsic motivation,
social development, and well-being. Am.
Psychol., 55, 68-78.
https://doi.org/10.1037/0003-066X.55.1.68

Salma Sultana, U., Abdullah, N. A., Teng Mok, E.,
Hossain, J., Rehman Sherief, S., Lutfi Iskandar,
M., & Warda Andalib, T. (2021). Exploring
Motivation and commitment on job satisfaction
and employee performance in Work from Home
(WFH) perspective. Psychology and Education,
58(3), 2411-2424.
www.psychologyandeducation.net

Samad, S., & Hassan, Z. (2007). Assessing the effects
of job satisfaction and psychological contract on
organizational commitment among employees in
Malaysian SMEs. The 4th SMEs IN A Global
Economy Conference, 171-178.

Segars, A. H., & Grover, V. (1993). Re-Examining
Perceived Ease of Use and Usefulness: A
Confirmatory Factor Analysis. MIS Quarterly,
17(4), 517-525.
https://doi.org/https://doi.org/10.2307/249590

Sekhar, C., Patwardhan, M., & Vyas, V. (2017).
Linking Work Engagement to Job Performance
Through Flexible Human Resource Management.
Advances in Developing Human Resources,
20(1), 72-87.
https://doi.org/10.1177/1523422317743250

Soper, D. S. (2021). A-priori Sample Size Calculator for
Structural Equation Models [Software].
https://www.danielsoper.com/statcalc

Stavrou, E., & lerodiakonou, C. (2011). Flexible work
arrangements and intentions of unemployed
women in Cyprus: A planned behaviour model.
British Journal of Management, 22(1), 150-172.
https://doi.org/https://doi.org/10.1111/j.1467-
8551.2010.00695.x

Strong, M. H., Jeannerert, P. R., McPhail, S. M., &
Bleckley, B. (1999). Work context, taxonomy
and measurement of the work environment.
American Psychological Association (Houston
TX), 86, 12767.

Susilo, D. (2020). Revealing the Effect of Work-From-
Home on Job Performance during the Covid-19
Crisis: Empirical Evidence from Indonesia. He
Journal of Contemporary Issues in Business and
Government, 26(1), 23-40.

Sutrisno, E. (2017). Manajemen sumber daya

www.psychologyandeducation.net

manusia/Human resource management. Kencana.

Tokuda, Y., Hayano, K., Ozaki, M., Bito, S., Yanai, H.,
& Kozumi, S. (2009). The Interrelationship
Between Working Conditions, Job Satisfaction,
and Mental Health among Hospital Physicians in
Japan, A path Analysis. Industrial Health, 47,
166-172.

Twentyman, J. (2010, September). The flexible
workforce. The Times, 1-16.

Tziner, A., & Eden, D. (2006). Effects of crew
composition on crew performance: Does the
whole equal the sum of its parts. Small Groups:
Key Readings, 55-64.

Tziner, Aharon, Fein, E. C., & Oren, L. (2012). Human
motivation and performance outcomes in the
context of downsizing. In A. Pandey, C. L.
Cooper, & J. C. Quick (Eds.), Downsizing: Is
Less Still More? (pp. 103-133). Cambridge
University Press. https://doi.org/DOI:
10.1017/CB09780511791574.008

Varshney, D., & Varshney, N. K. (2017). The effect of
resilience on performance and job satisfaction
among construction managers in Saudi Arabia.
Global Business And Organizational Excellence,
36(5), 36-45.

Visagie, C. M., & Steyn, C. (2011). Organisational
commitment and responses to planned
organisational change: An exploratory study.
Southern African Business Review, 15(3), 98-
121.

Wang, B., Liu, Y., Qian, J., & Parker, S. K. (2020).
Achieving Effective Remote Working During the
COVID-19 Pandemic: A Work Design
Perspective. Applied Psychology = Psychologie
Appliquee, 10.1111/apps.12290.
https://doi.org/10.1111/apps.12290

Welbourne, J. L., & Sariol, A. M. (2017). When does
incivility lead to counterproductive work
behavior? Roles of job involvement, task
interdependence, and gender. Journal of
Occupational Health Psychology, 22(2), 194
206.
https://doi.org/https://doi.org/10.1037/0cp000002
9

Wong, A. K. F., Kim, S. (Sam), Kim, J., & Han, H.
(2021). How the COVID-19 pandemic affected
hotel Employee stress: Employee perceptions of
occupational stressors and their consequences.
International Journal of Hospitality
Management, 93, 102798.
https://doi.org/https://doi.org/10.1016/j.ijhm.2020
.102798

Wright, T. A., & Bonett, D. G. (2007). Job Satisfaction
and Psychological Well-Being as Nonadditive
Predictors of Workplace Turnover. Journal of
Management, 33(2), 141-160.
https://doi.org/10.1177/0149206306297582

Yilmaz, K., & Cokluk-Bokeoglu, O. (2008).
Organisational citizenship behaviours and
organisational commitment in Turkish primary
schools. World Applied Sciences Journal, 3(5),
775-780.

436



