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ABSTRACT

This study intends to explore job related characteristics that influence employee performance i.e.,
"employee empowerment, communication, job security, and job environment". It will also explore the
moderating role of supervisor support that modifies the employee attitude towards job performance in
large industrial companies in Jordan. Moreover, with the use of social member exchange and
motivational theories, the theoretical framework of this study is justified. Empirical evidences from a
broad strand of performance literature will validate the significant and theoretical justification of this
research. The research design of this study will consist of two phases and will involve both qualitative
and quantitative research approaches. The expected results of the examination of the Impact of Job
Characteristics on Job Performance with the Moderating Role Perceived supervisor Support:

Manufacturing Companies in Jordan.
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1. INTRODUCTION

The fundamental goal of HR in an organization is to
effectively manage its employees by encouraging positive
attitudes like increasing productivity, job satisfaction,
motivation and organizational citizenship behavior and
reducing negative employee attitudes like increased
turnover, absenteeism and deviant work place behavior.
These factors collectively describe an individual
employee’s performance at work. employee performance
has a direct relation to an organization’s overall
performance and success [1]. Hence, it is important for
organizations to ensure that the employees are motivated
to perform at their highest potential.

Rsearch on reff [2] stated that every individual employee
is motivated by a different incentive be it internal or
external, monetary or non-monetary by its nature. The
study further stated that non-monetary methods such as
appreciation, recognition, job enrichment, employee
empowerment, work-life balance are the preferred

methods of motivating work force during weak economic
conditions the organization faces. In their studies of six
major situations across the globe have identified that non-
monetary strategies remained widely popular technique in
motivating the employees at the time of crisis [3]. That
employee empowerment has been most preferred option in
many organizations during the time of business decline
[4]. Employee empowerment is such a process, as defined
by management theorists, which not only encourages
employees but also the management to maximize the
utilization of their skills and expertise explained that
employees of any organization that feel empowered work
with better efficiency and help the organization to achieve
its ultimate goals [5]. Those organizations cannot achieve
high performance of their employee just by simply focuses
on wages and salaries that can be the alternative of their
efforts but not promote innovation, utmost efficiency and
creativity at workplace [6].
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2. LITERATURE REVIEW

2.1 Problem Statement

High employee turnover is a crucial factor that is effecting
the industrial sector in Jordan. The survey report suggested
that main reason for high employee turnover is less job
satisfaction and absence of essential job characteristics that
are necessary for employee retention. This may pose a
serious threat to highly growing sector in Jordanian
Economy.

These companies is that the number of employees in these
three companies in Jordan is not stable yearly. More
specifically, the employees’ number in Jordan Phosphate
Mines Company is changing every year-end. This
company reported losses of around $30.11 million in 2016
even though it has established a new branch in Indonesia
in 2014,

In the Arab Potash Company, the number of employees in
2018 was 1789, while it was 1811 in 2017 and 1925 in
2016. It shows that every year, employees are leaving their
jobs due to low job satisfaction since this is more
important problem it should be investigated and
considered solutions to stop this. investigated among the
employees of Arab Potash Company (APC). recommended
more studies to enhance employee satisfaction [7].

As for the Lafarge Cement Company, the number of
employees in 2015 was 569, whereas it was 596 in 2017
and 580 in 2018. problems that face Lafarge Cement
Company (LCC) and recommended paying greater
attention to employee involvement in the company as they
are seen as the cornerstone to the companies’ success [8].
About the change in employees’ numbers, this change
could affect the organization negatively. Due to changes
and reduce in employees' numbers, it can be possible that
employees are leaving jobs due to low job satisfaction and
less engagement and involvement. This can affect
company because there is less job security and employees
feel less satisfaction and this in turn results in low job
performance.

Job performance is a significant factor in any organization
as it determines the overall performance of the
organization. Due to increased competition and variety of
ongoing opportunities with fastest internet communication
systems, organizations are facing challenges in retaining
high performing employees. These challenges are: every
employee wants a good compensation and benefits from
his job. Day by day, these expectations are going higher
and higher. Second challenge is employees expect a well-
defined Career Path which defines whether they will stay
with the organization for a longer duration. So,
compensation is one of the major for affecting employee
retention in any organization. There are numerous studies
that discussed the social and psychological factors that
contribute towards employee retentions [9]-[10]. An
important challenge for which organizations are struggling
in 21st century is monitoring and provision of internal
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workplace settings that will contribute towards improved
job performance of existing employees.

The above literature indicated that there is effect of job
characteristics on employee job performance. But the
previous data revealed that there is extensive research on
organizational factors and employee job performance but
there is no specific study about the role of job
characteristics in increasing employee job performance.
The present study can be a pioneer study in this aspect.
The present study will try to bridge the gap between
literature on necessary job characteristics and current
status of job characteristics in Jordanian Industrial Sector.

3. RESULTS AND DISCUSSION

This study is intended to explore job related characteristics
that influence employee performance. In Large industrial
companies in Jordan, as compare to SMEs, the HRM
functioning is more standardized whereas the SMEs face
more issues regarding employee performance [11]. Among
all possibilities of low performance employee attitude also
matters a lot as employee attitude reveals the extent to
which particular employee is psychologically willing to
unleash his energies, efforts and capabilities on his job for
the advantage and benefits organization.

On the basis of social exchange theory argued that the job
related sociological factors contribute substantially toward
enhancing job satisfaction and job performance [12].
There are various evidences that have supported the
impact of job characteristics on job performance [13].
However, moderating role of perceived supervisor support
is not explored before in context of social exchange and
motivational theories.

3.1 Concepts and Variable Discussion

3.1.1 Job Performance

Job performance in organizational context is simply refers
to the answer of how employee or worker performs at job
or work [12]. The concept of Job performance in literature
stated as the net outcome of individual efforts that
commence with capabilities and knowledge of tasks which
presents the amount of achievement and accomplishment
of the function of tasks [14]. Finally, the concept and
meaning of job performance can be labeled as results or
outcomes of an employee against assigned task [15]

3.1.2 Job Empowerment

Defined employee job empowerment as submission of
control, autonomy and information to participate in job
related decision-making and other organizational affairs.
“Job empowerment occurs when an employee tends to
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share his information, enhances intellectual capabilities to
gain autonomy while making decisions” [16].

3.1.3 Interpersonal Communication

In organizational behavior literature the construct of
Interpersonal communication is defined as “involving real
time face to face or voice to voice conversation that allows
instant feedback in the organization” [17]. Moreover, it
can be stated as the extent or degree to which employees
perceive adequacy and satisfaction with respect to
presence of information and communication within work
environment [18].

3.1.4.Job Security

“Job security refers to an employee’s expectations about
the stability and longevity of his or her job in an
organization* [19].

3.1.5 Job Environment

Provision of conducive job environment embraces
provision of a positive working conditions or environment
to avoid conflicts plus ability to deal and combat with
unacceptable work behaviors [20]. A positive work
environment attributed with shared fairness and facilitation
to report unacceptable situation.

3.1.6 Perceived Supervisor support

In literature perceived supervisor support (PSS) is stated as
“the degree to which a subordinate feels that he/she is
supported and respected by his/her supervisor” [21]. The
PSS is also the perception of employees about their
readiness and willingness to support or help subordinates.

4. CONCLUSION

Accordingly, institutions and companies must understand
the things that satisfy their employees and how these
organizations can increase employee satisfaction with their
jobs and thus increase their performance towards their
jobs, which is what the current study tries to investigate
among its employees. These functional characteristics will
be an important factor that must be addressed effectively
as it improves productivity and develops the company in a
way that achieves its own goal. Empowerment practice of
providing employees with information about goals and
performance also has a huge positive impact on job
performance .This proves that employee empowerment has
an important role that it can play to increase employee job
satisfaction.
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The study is expected to bring about the relationship
among empowerment, job performance, job security, job
performance, interpersonal communication and job
performance, perceived supervisory support and employee
empowerment. This study will also see the effect of
perceived supervisor support on this relationship. It also
seeks to determine whether perceived supervisor support
strengthens or weakens this relationship.
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