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ABSTRACT 
 

Objective - The organizational behavior of the young workforce in a country currently in a period of golden population 
structure like Vietnam has been a controversial topic for domestic and foreign business owners. This study explores the 
relationship between job satisfaction and six factors and the impact of job satisfaction-based work effort on 
organizational commitment in Vietnam. 
Methodology/Technique – Using a sample of employees under 30 years old who have recently graduated with a 
modern mindset, an antecedent mediation model, regression analysis, and structural equation modeling were employed 
to test the research hypotheses. 
Findings and Novelty – The results revealed that environmental support was the most significant factor for young 
workers in Vietnam, followed by achievement orientation, teamwork, and work conditions. The study provides practical 
implications for young workers and offers suggestions for employers. The findings contribute to a better understanding 
of the factors that influence job satisfaction and organizational commitment among young workers in Vietnam.   
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___________________________________________________________________________________ 

1. Introduction  

The global economic crisis and the concurrent global workforce mobility have significantly impacted 
employers. Finding and retaining top talent, especially from the Gen Z demographic, poses a challenge for 
recruiters. Therefore, understanding the workforce, gauging their actual job satisfaction, and enabling them to 
contribute long-term to businesses in the Vietnamese market is the primary focus of this article. In recent 
decades, human resources have been regarded as an organization’s most precious resource (Cherif, 2020) 
because human resource management, which involves employing quality labor, maintaining quality, and 
controlling labor, is critical for the business and their employees who receive the entire attention of the 
company and play a significant role (Ibrahim et al., 2020). 
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One of the realistic approaches to pay off and preserve human resources is to increase employee 
satisfaction and commitment. It means creating an environment where workers find excitement and passion 
about work as an integral part of their life at the enterprise, thereby working enthusiastically, conscientiously, 
with a sense of responsibility, and completing work with high productivity at their organization (Tiến & 
Thanh, 2020). 

Due to its importance in organizational behavior, job satisfaction is the most researched variable in the 
literature. Job satisfaction affects production efficiency, absence, intention to leave, and the impact on work 
performance (Nelson, 2006). Staff members who are disappointed, underpaid, or stressed adversely influence 
their dedication. Unsatisfied employees are less committed to the company, which affects their performance 
and, subsequently, the corporation’s performance. 

The study focuses on this age group because people begin to enter the workforce at this age. Retaining 
talents with a strong commitment to their organizations is considered a business prerequisite. International 
economic integration and FDI inflows into Vietnam will change the structure of industries, such as expanding 
the textile, garment, processing, assembly, tourism, and service industries (Public Security News, 2021; 
Ministry of Industry and Trade, 2021). Consequently, qualified and skilled workers would benefit, especially 
in expanding occupations, while for other workers, incomes would decrease, and the income gap would 
widen. This paper will contribute to previous research by developing and validating a questionnaire to 
measure the young Vietnamese workforce’s JS and commitment to work in their current organization. 
Vietnam has one of Southeast Asia’s highest growth rates, attracting foreign direct investment and 
multinational corporations with established human resource practices (World Bank, 2022). As a result, it is 
critical to identify the factors that influence Vietnamese employees’ JS and OC and assist companies in 
Vietnam's HR departments in understanding what they need to do to attract and retain talent. This study 
aimed to investigate the relationships between organizational commitment and job satisfaction in Vietnam. 
Organizational commitment and job satisfaction are popular topics in studying work-related attitudes. CFA 
and EFA models have been utilized to present which factors influence the long-term work commitment of 
Vietnamese youngsters. 

Literature Review 

In the literature, we would rely on the Theory of Achievement Motivation introduced by Atkinson and 
Feather in 1966. Many studies have determined laborers’ job satisfaction (JS) and organizational 
commitment (OC) globally. A cross-sectional study was conducted in Saudi Arabia using a previously 
validated questionnaire to examine pharmacists' JS, OC, and intention to leave. The findings show that 
respondents' age, income, workload, practical setting, experience, and current position can significantly 
predict their JS level. In contrast, age, nationality, and level of education were significant predictors of OC 
(Al-Muallem & Al-Surimi, 2019). Bresó et al. (2008) discovered that team learning affected OC (Bresó, 
Gracia, Latorre, & Peiró, 2008). 

Lester P.E. (1987) used exploratory factor analysis to assist school administrators in identifying valuable 
information about teachers' expectations of their work and working environment, allowing them to discover 
various aspects of the working environment that contribute to teachers' JS. Avery, Smillie, and Fife-Schaw 
investigated the added value of achievement orientation in explaining different forms of JS using the Eysenck 
Personality Questionnaire-Revised (Eysenck, Eysenck, & Barrett, 1985) to broaden the research on 
personality and JS. The findings of this study indicate that when different types of satisfaction are considered, 
a better understanding of the sources of JS can be gained (Avery, Smillie, & Fife-Schaw, 2015). 

JS is one of the areas of greatest concern in human resource management and public administration. 
Therefore, over the years, research on JS has attracted significant interest from researchers worldwide. Thus, 
research discussions usually focus on which variables affect employees’ JS, which will improve the 
organization’s work performance (Abugre 2014). The indicators of JS include employee empowerment 
(Abugre, 2014; Hanaysha & Hussain, 2018; Ntwiga et al., 2021), achievement orientation (Abugre, 2014; 
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Avery et al., 2015; Hirschfeld, 2002), environmental support (Ntwiga et al., 2021; Hanaysha and Hussain, 
2018), working condition;(Lester, 1987; Ntwiga et al., 2021; Savery, 1996; Staples & Higgins, 1998), work 
itself (Lam, Baum, & Pine, 2001; Lester, 1987; Savery, 1996; Togia, Koustelios, & Tsigilis, 2004) and 
teamwork (Bresó et al., 2008; Hanaysha & Hussain, 2018). 

 
The theory of OC is critical for organizations that expect employee loyalty and behavior (Mathieu & 

Zajac, 1990). (Testa, 2001) viewed OC as an “emotional response to a positive appraisal of the work 
environment”, in which the individual firmly believes in the goals and values of the organization and shows a 
strong desire to maintain the organization's membership. Commitment is essential because it connects 
employees to their responsibilities and duties, allowing them to complete tasks more efficiently and 
contribute to the goals and outcomes desired by organizations. According to (Selvi & Maheswari, 2020), 
developing OC among employees, which also improves organizational performance, is an essential factor in 
achieving organizational efficiency. Employees have high OC if they are satisfied with their jobs and intend 
to remain with the organization. Furthermore, when people are dissatisfied with their jobs, they are less 
motivated, which reduces their OC (Tarigan & Ariani, 2015). 

Employee empowerment (EE) has been highlighted in the literature as a critical human resource factor for 
retaining key talents (Hanaysha and Hussain, 2018). (Gill, 2011) defined it as a critical human resource factor 
encompassing various aspects such as meaningful work, a sense of competence, flexibility to complete 
specific tasks, participation in decision-making, and leadership applications. Power, authority, accountability, 
and responsibilities are transferred from superiors to colleagues to achieve empowerment. As a result, 
authorized employees actively work to improve their ability to perform job duties by applying newly 
acquired skills and knowledge. As a result, EE can foster creativity, performance, and JS. For the preceding 
discussion, the following hypothesis is proposed: 

H1: Employee empowerment relates positively to Job satisfaction.  

(Hough, 1992) defines an achievement-oriented person as one who "works hard, sets high standards, tries 
to do a good job, endorses the work ethic, and concentrates on, and persists in, completing the task at hand." 
Employees with a strong achievement orientation (AO) are more likely to strive for competence in their work 
(Hirschfeld, 2002). (Heggestad & Kanfer, 2000) also mentioned the relationship between AO and job 
performance because it is one of the factors that boost employee motivation to complete work tasks 
competently. When personal expectations are met at work, one's level of self-awareness rises (Avery et al., 
2015). Aside from other factors such as the working environment, employee relationships, etc., if an 
organization provides knowledge and training activities for skill development, it is a sign that the employee is 
pursuing competency development. As a result, allowing employees to enjoy their efforts results in high self-
referential satisfaction at work. 

For the above discussion, the following hypothesis is proposed: 

H2: Achievement orientation relates positively to Job satisfaction. 

According to observations, environmental support (ES), or employee training and development behaviors, 
have a significant positive correlation with financial operation performance and employee performance 
(Sadikoglu & Olcay, 2014). Its primary purpose is to retain key talents and ensure their personal development 
in a specific career. Employees may be unable to perform their jobs effectively if adequate training facilities 
are unavailable (Hanaysha and Hussain, 2018). Furthermore, when employees are viewed as a valuable 
resource, they can increase their loyalty and enthusiasm to the organization because they are proud of their 
work (Sadikoglu and Olcay, 2014). These characteristics lead to improved work performance, lower 
absenteeism, and lower employee turnover (Amin, Aldakhil, Wu, Rezaei, & Cobanoglu, 2017). This, in turn, 
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broadens employees' abilities, knowledge, and skills, increasing the output of complex tasks the supervisor 
assigns (Ntwiga et al., 2021). For the preceding discussion, the following hypothesis is proposed: 

H3: Environmental support relates positively to Job satisfaction. 

Working conditions (WC) refer to both the physical conditions of the workplace and the company's 
overall characteristics as defined and communicated by its policies (Lester, 1987). (Lam et al., 2001) 
concluded that organizations must have a good working environment. The working relationship between 
colleagues is harmonious in this environment, the human resource policy is clear, and there are opportunities 
for employee development. According to studies, WC has a significant impact on JS. The work environment 
in which individuals work significantly impacts their sense of pride in themselves and their jobs (Kinzl et al., 
2005). For the preceding discussion, the following hypothesis is proposed: 

H4: Working Conditions relate positively to Job satisfaction. 

Work entails the flexibility to use new materials and to apply one's talents and abilities in designing one's 
work (creativity), as well as the freedom to experiment and influence or control what goes into the job 
(autonomy) (Lester, 1987). In literature, some researchers believe that the work situation is the most critical 
factor in JS (Raza, Akhtar, Husnain, & Akhtar, 2015). According to (Lam et al., 2001), work itself (WI) 
appeared as a significant predictor of total JS. Employee creativity enhances the company's capacity to 
achieve a competitive edge (Lam et al., 2001). Furthermore, having a job that provides challenging, 
competitive environments and various tasks, employees will be able to appreciate their jobs and feel proud of 
it. As a result, individuals feel motivated after having a variety of functions on the same work, and they value 
their autonomy (Raza et al., 2015). From that, high-matched jobs are related to higher JS, and at the same 
time, a preference for the tasks performed will increase employee satisfaction (Griffin, Rosenberg, Cheyney, 
& Greenberg, 1996; Hall, Morgan, & Salzberg, 2014). For the above discussion, the following hypothesis is 
proposed: 

H5: Work itself relates positively to Job satisfaction. 

A team is a group of people working together to achieve a common goal or task (Ooko, 2013). Working in 
a team allows employees to collaborate, improves their abilities, and generates valuable ideas while 
considering team members without causing conflict (Ahmad & Manzoor, 2017). Teamwork (TW) can boost 
employees' sense of security, self-confidence, and work performance. Furthermore, it has established a health 
organization culture that includes attainable goals, creative plans, viable strategies, and positive values. TW 
is widely regarded as the primary determinant of successful leadership and an effective mechanism for 
cultivating organizational performance and competitiveness (Hanaysha and Hussain, 2018). According to 
Gallie, TW results in higher employee performance and dedication to the organization. For the preceding 
discussion, the following hypothesis is proposed(Gallie, Zhou, Felstead, & Green, 2009): 

H6: Teamwork relates positively to Job satisfaction. 

Smith described JS as the staff’s affection response to their job, which compares actual results and 
expected or required results (Smith & Jones, 1992). JS is defined as the level of a person’s liking and dislike 
of their work, which can be seen from their attitude towards work and everything they face in the work 
environment (Pratama, 2019). JS is one of the most widely focused areas of interest in HRM and Public 
Administration. Consequently, over the years, research on JS has attracted significant interest from 
researchers worldwide (Abugre, 2014); therefore, research discussions have often centered on what 
characteristics genuinely affect employees' JS, leading to increased productivity in work organizations. 
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In practice, satisfied employees are more willing to stay with an organization since they believe they are 
obtaining more advantages by continuing to work for such organizations (Kantabutra & Avery, 2007). 
Employees who are satisfied with their jobs tend to commit to their organization (Gaither, 1999).  

H7: Job Satisfaction relates positively to Organizational Commitment. 

Research Methodology 

According to (Hair, 2009), a variable's mediating effect is validated when the variable intervenes and 
facilitates the relationship between two related constructs.  It is used to examine the possible mediating 
effects of the satisfaction variable (as the antecedent of OC) and its effects. The proposed antecedent 
mediation model (AMM) is based on JS mediating the relationship between OC and its antecedents (EE, AO, 
ES, WC, WI, and TW).  

Figure 1. Antecedent Mediation Model - AMM 

 
Source: Modified by the authors. 
 
The measurements in this study were adopted and adapted from previous studies to match the research 

setting of a cross-sectional study. The survey questionnaire was first reviewed by two experts working in 
human resource management in two Vietnamese companies to collect feedback on its appropriateness and 
validity. After some modifications based on expert recommendations, a new questionnaire version was sent 
to a group of 10 random young employees to check the clarity and understandability of respondents. Then, 
the questionnaire was finalized based on the feedback of experts and potential respondents. The final 
questionnaire was divided into two sections. Section 1 examines respondents’ demographic characteristics 
with questions about gender, age, academic level, and years of working. Meanwhile, section 2 investigates 
young employees’ satisfaction and commitment to their organization. 
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 Data collection 

A self-administered structured questionnaire survey was conducted online. For the online method, a 
Google Form-based questionnaire was sent to jobholders under 30. We used convenient and snowball 
sampling techniques to distribute the questionnaire. The questionnaire was sent to 50 early advocates who are 
our school alumni. These alumni have graduated from our school for less than five years. After four months, 
351 responses were received. However, 86 responses had missing values and were removed. Finally, 265 
responses were valid for further data analysis. Data were then put into SPSS and AMOS version 25 for 
analysis. The sample characteristics are presented in Table 1. 

Data Analysis and Results 

The sample demographics included age, gender, academic level, current company’s working time, current 
position, and current company’s type of business (Table 2). According to the demographic characteristics 
results, employees aged 22 to 25 make up the most in the sample, accounting for 38.9%, followed by those 
under 22 years old and from 26 to 30 years old with 31.5% and 26%, respectively. The majority of the 
participants were female (65.7%), and most of them had a bachelor's degree (62.3%). With that age 
distribution, most respondents’ working time with their current company for 1 to 3 years accounts for 71.3%, 
and are staff (72.8% of the respondents). The result also shows that the proportion of respondents working in 
100% of FDI enterprises was high, at 61.1%.  

Reliability test 

Cronbach’s Alpha (CA)was calculated to examine each construct's internal items’ consistency. 
Researchers also  proposed  that  CA  greater than or equal to  0.6  was  acceptable (Hair, 2009; Shi, Si, 
Guangdong, & Wang, 2018),. Following the reliability statistics, seven examined factors are consistent as CA 
results varied from 0.861 to 0.922. The details of the CA of each factor are described in Table 3. 

 Confirmatory Factor Analysis 

CFA  was  performed to determine  the construct validity  of  the  survey  items  to determine the degree 
to which the item measures their underlying construct, which indicates a good construct validity measure 
when the items in the same construct are highly correlated (Hair et al., 2010). The CFA result is shown in 
Figure 2.  

According to the criteria for measurement model in Table 3, the CFA result shows an adequate model fit 
through these values: χ2/df = 1.577 (<2), CFI = 0.932, TLI = 0.923 (>9), GFI = 0.811 (>8) and RMSEA = 
0.047 (<0.05). Every statistic was in the suggested limitation, indicating a good model fit of the advised 
model to the data (Black, Babin, & Anderson, 2010; Jöreskog, 1969; Santos, Carvalho, & de Araújo, 2016). 
The CFA model is presented in Figure 2. 

https://pdfs.semanticscholar.org/6885/bb9a29e8a5804a71bf5b6e813f2f966269bc.pdf
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Figure 2. Confirmatory Factor Analysis result 

Source:  Own elaboration 

Composite Reliability (CR) - Convergent Validity 

(Fornell & Larcker, 1981) Proposed assessing the factor loadings to determine the constructs’ convergent 
validity and AVE. According to the EFA results, there were no eliminated variables because their factor 
loadings were higher than 0.40 (Fornell and Larcker, 1981) and ranged from 0.403 to 0.993. According to the 
criteria for model-fit measures described in Table XX, CR results of all factors greater than 0.7 and more 
excellent than AVE are considered significant reliability, and AVE greater than 0.5 affirms the convergent 
validity of measurement items. The data results illustrated in Table X confirm that the study’s CR and AVE 
value of all items met their condition. Furthermore, the Average extracted variances of all constructs had 
higher indices than the recommended benchmark point of 0.50. Therefore, it can be seen that the study has 
strong reliability and convergent validity of measurement items. 

Construct Validity 

Construct validity is established by establishing convergent validity and discriminant validity (Hair et al., 
2010). As analyzed in part 4.4., the constructs’ convergent validity was supported. Regarding whether the 
model has discriminant validity of construct, Fornell and Larcker (1981) state that AVE should be greater 
than the correlation squared of two constructs to demonstrate discriminant validity. Each AVE value shown 

https://journals.sagepub.com/doi/10.1177/002224378101800104
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in Table 5 was determined to be greater than the correlation square. As a result, the remaining constructs’ 
discriminant validity was confirmed. 

Hypotheses Testing 

Figure 3 and Table 6 show the details of the SEM (Structural  Equation  Modeling)  used  to  test  the  
hypothesized  relationships in the research model. The criteria for the measurement model are the same as the 
standard for examining CFA. The results of SEM indicate an adequate model fit with the data: χ2/df = 1.594 
(<2), CFI = 0.926, TLI = 0.920 (>9), GFI = 0.808 (>8) and RMSEA = 0.047 (<0.05). 

As shown in Table 6, the standardized path coefficients of AO and JS indicated that AO (β = 0.215, p = 
0.007), ES (β = 0.464, p < 0.001), WC (β = 0.179, p = 0.004) and TW (β = 0.212, p =0.003) affect the 
satisfaction of employee positively and significantly. It is explained by standardized path coefficient (β) 
indices, meaning a unit increase in AO raised the work satisfaction by 0.215 units; and a unit increase in ES, 
WC and TW raised the employee’s JS by 0.464 units, 0.179 units and 0.212 units respectively. The data also 
support the standardized path coefficients of JS and OC, showing a 0.412 unit increase for work commitment 
per unit increase of JS.  Nevertheless, EE (β = -0.084, p = 0.298) and WI (β = -0.001, p = 0.991) did not 
positively affect JS. The result supported hypotheses H2, H3, H4, H6 and H7 while rejecting H1 and H5. 

Figure 3. Structural Equation Modelling Analysis 

 

Source:  Own elaboration 

Note: a *** means p < 0.00 

 

Discussion, Conclusions, and Limitations 
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In this study, EE was not a significant predictor of young people’s JS. However, the goal of EE is for 
them to solve the problem. Furthermore, without the core elements of job attitudes and supervisor support, 
EE negatively impacts JS. There is increased efficiency in employees because of increased ownership of their 
work (Donley, 2021).  

The present study shows that WC had a positive effect on JS. Therefore, the organization should 
emphasize the relevance of working circumstances in maximizing worker satisfaction. Improving working 
conditions entails increasing workplace safety, employee training, policy, facility control and improvement, 
and the provision of adequate protective work equipment. 

Furthermore, AO had a positive impact on the job satisfaction of   young employees. Again, the 
standardized path coefficient was 0.215, indicating that AO had a minor effect on JS. It is clear that AO still 
plays a small part in job performance and that it is one of the factors that motivates people to improve their 
abilities. Young people are often eager to learn new things and to hone their talents. When young people can 
set their own goals and receive benefits from the organization, such as enhancing their individual abilities, 
work skills and knowledge, and so on, their degree of job satisfaction rises.  

As revealed in Table 6, the most important factor for young people is ES, followed by AO, TW, and WC. 
ES is a critical workplace component, where employees’ work and interactions are intertwined. In a world 
with many job opportunities, young individuals who have honed their abilities and prefer choosing to work 
for companies that provide a rewarding atmosphere for the employees. Companies need to stay relevant to 
this group segment by rewarding new ideas and concepts that appeal to people and make them want to be a 
part of them. With a good working environment, young employees may offer new ideas and perspectives to 
their workplace, and their enthusiasm benefits team building, productivity, and morale. It is also proved that 
employees’ attitudes toward their occupations are influenced by their work environment, which can also 
control their work habits (Agbozo, Owusu, Hoedoafia, & Atakorah, 2017). The business must meet its 
employees' needs by providing an ideal working environment to promote efficiency, effectiveness, 
productivity, and job dedication. WC affected JS, Based on the findings, the organization should emphasize 
the relevance of working circumstances in maximizing worker satisfaction (Bakotic & Babic, 2013). 
Improving work conditions entails increasing workplace safety, employee training, policy, facility control, 
and improvement. Young employees working in small and medium-sized enterprises in Vietnam have agreed 
that Working conditions are crucial to achieving job satisfaction. With increasing competition, changes, and 
challenges in the business environment, different organizations must ensure that their employees work in a 
favorable and friendly environment to maximize their potential. A harsh working environment restricts 
employees from exerting their abilities and realizing their full potential. 

In this study, WI was found to have no impact on JS. There may be a chance that shows a consequence of 
the limited sample size in this study. On the other hand, the meaning of variety for a job, free of action, was 
highlighted in the literature review as one of the crucial ideas of work itself. The dynamic of the young 
people under 30 is that they like doing a range of jobs to gain skills and knowledge. Furthermore, people tend 
to work according to their schedules and plans, allowing them to be more flexible. Again, numerous 
individuals report still feeling unsatisfied at work despite the fact that they are accomplishing their tasks. So, 
the organization should focus on other factors resulting in job satisfaction rather than work itself. 

TW demonstrated an impact on JS in the workplace. The benefits of cooperation in improving job 
efficiency and increasing organizational production are undeniable, but these benefits cannot be realized until 
teamwork is actively implemented inside a company. Teamwork is one of the strengths of today’s youth, who 
have been equipped with this skill right from the time they were in the educational environment. 

Working with a team helps young people understand the personality of each colleague and manager. This 
factor determines whether or not employees are satisfied with their business, influencing their decision to 
work and stick with your business for a long time. As a result, when entering the work environment, young 
people consider teamwork as a motivator for job contentment and a way to build a business culture that 
avoids unnecessary conflict.  In addition, our findings imply that increasing employees’ willingness to work 
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in teams should be done more systematically.  Once they are assigned to formal teams, it is also necessary to 
understand the benefit of being a good team player in informal teams or individual forms of job performance 
(Benrazavi & Silong, 2013). 

JS is essential that leads to OC. This finding suggested that employees’ views about their jobs, or their job 
satisfaction, impacted several areas of the workplace, including efficiency, productivity, absenteeism, 
turnover rates, and intention to quit. The reasons for this effect include that job satisfaction can lead to a 
variety of benefits for employees, including less moral stress, new thinking, and innovation that leads to 
higher performance, fresh brains, and strong connections with coworkers, supervisors, and employees, 
among others. Administrators should strive to establish the most excellent working environment for 
employees to improve job performance, overcome impediments to effective performance, and raise high 
commitment (Dalkrani & Dimitriadis, 2018; Nimalathasan & Brabete, 2010). 

The limitation of the study was acknowledged on the factors including humble sample size and employees 
under 30, which may lead to encountering certain issues such as WI unexpectedly showing no connection to 
JS or other results did not present the relationship between given variables to JS in a larger spectrum as a 
whole. This can be mitigated through improving data collection in future research. 
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 Appendix 

Table 1. Demographic characteristics of the sample 

Feature Type Frequency Percentage (%) 

Age 

Under 22 93 35.1 

From 22 to 25 103 38.9 

From 26 to 30 69 26.0 

Gender 
Male 91 34.3 

Female 174 65.7 
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Academic 
level 

College Degree 4 4.5 

Bachelor 165 62.3 

Engineering 56 21.1 

Master 32 12.1 

Current 
company’s 
working time 

Under 1 year 28 10.6 

From 1 to 3 years 189 71.3 

From 4 to 6 years 110 12.8 

From 7 to 10 years 14 5.3 

Current 
position 

Staff 193 72.8 

Team leader 37 14.0 

Manager 16 6.0 

Senior manager 15 5.7 

Other 4 1.5 

 
Type of 
business 

100% FDI enterprise 162 61.1 

Private enterprise 50 18.9 

State-owned enterprise 28 10.6 

Others (Sole trader/ small 
online business) 

25 9.4 

        Source: SPSS software 

Table 2. Criteria for Measurement Model 

Model – fit measures Criteria  

Chi-square/df (χ²/df)  ≤ 2**; ≤ 3*  

TLI (Tucker Lewis Index)  ≥ 0.9  

GFI(Goodness-of-Fit Index)  ≥ 0.90**; ≥ 0.8*  

CFI (Comparative Fit Index)  ≥ 0.90**  

RMSEA (Root Mean Squared Error of Approximation)  ≤ 0.05**; ≤ 0.08*  

Standardized Regression weight  > 0.5, > 0.3  

Unstandardized Regression Weight  < 0.05  

CR (Composite Reliability)  > 0.7 and > AVE  

AVE (Average Variance Extracted)  > 0.5  

    Source: Hair et al. (2010) 

   Note: a ** means a good fit threshold; a * means an acceptable fit threshold 

Table 3. Confirmatory Factor Analysis Fitting Indices 

Factor 
Encoded 
variable 

Factor loading CR AVE CA 

EE 
EE1 0.851 

0.919 0.654 0.918 
EE2 0.616 
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EE3 0.817 

EE4 0.801 

EE5 0.824 

EE6 0.779 

AO 

AO1 0.832 

0.862 0.557 0.861 

AO2 0.575 

AO3 0.779 

AO4 0.512 

AO5 0.524 

ES 

ES1 0.803 

0.870 0.572 0.869 

ES2 0.787 

ES3 0.560 

ES4 0.499 

ES5 0.505 

WC 

WC1 0.761 

0.874 0.585 0.873 

WC2 0.720 

WC3 0.838 

WC4 0.734 

WC5 0.776 

WI 

WI1 0.724 

0.907 0.623 0.903 

WI2 0.403 

WI3 0.849 

WI4 0.993 

WI5 0.825 

WI6 0.525 

TW 

TW1 0.749 

0.890 0.504 0.891 

TW2 0.599 

TW3 0.643 

TW4 0.737 

TW5 0.765 

TW6 0.673 

TW7 0.708 

TW8 0.714 

JS 

JS1 0.804 

0.925 0.637 0.922 

JS2 0.707 

JS3 0.795 

JS4 0.768 

JS5 0.774 
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JS6 0.801 

JS7 0.797 

OC 

OC1 0.935 

0.874 0.585 0.874 

OC2 0.616 

OC3 0.802 

OC4 0.759 

OC5 0.689 
     Source:  Own elaboration 

Table 4. Correlation and correlation square matrix among constructs. 

 JS EE TW OC WI WC AO ES 

JS 0.798        

EE 0.486*** 0.809       

TW 0.545*** 0.436*** 0.710      

OC 0.314*** 0.328*** 0.211*** 0.765     

WI 0.537*** 0.673*** 0.457*** 0.413*** 0.789    

WC 0.524*** 0.374*** 0.432*** 0.201*** 0.396*** 0.762   

AO 0.618*** 0.575*** 0.485*** 0.259*** 0.637*** 0.436*** 0.747  

ES 0.681*** 0.727*** 0.509*** 0.480*** 0.729*** 0.489*** 0.692*** 0.757 
Note: a *** means p < 0.001. 

Source:  Own elaboration 

Table 5. Standardized regression weights of path analysis 

Hypothesis Path Correlation Standardized 
Path 
Coefficient (β) 

p Results 

H1 EE → JS -0.084 0.298 Not Supported 

H2 AO → JS 0.215 0.007 Supported 

H3 ES → JS 0.464 *** Supported 

H4 WC → JS 0.179 0.004 Supported 

H5 WI → JS -0.001 0.991 Not Supported 

H6 TW → JS 0.212 0.003 Supported 

H7 JS → OC 0.412 *** Supported 
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