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ABSTRACT

The objective of this empirical investigation was to examine the factors influencing on employees' job achievement in INGO offices Yangon, Myanmar. Data were collected from employees of among INGO offices using a survey questionnaire. This study collected data from primary and secondary sources to examine the impact of supervisor support, peer support, organizational support, job satisfaction and work-life balance which practices and leads to the individual's job achievement at INGO Offices Yangon in Myanmar. The information was assembled through a survey questionnaire consisting of six sections, distributed in both English language and explaining in local language to 110 individuals with over a year of working experience, resulting in a 100% response rate. The study utilized a multiple regression analysis to explore the factors influencing the job achievement within INGO offices, and their consequences for employees' job achievement. Specifically, the results revealed that both job satisfaction and work-life balance had significant positive effects on individual's job achievement in the organizations. Furthermore, supervisor support, peer support and organizational support were not found to exert a substantial influence on employees' job achievement. The study offers tailored recommendations for INGO organizations, emphasizing alignment with sector specific dynamics. Future research avenues are also highlighted, making this study a valuable resource for optimizing factors influencing on job achievement in the INGO sector of Yangon, Myanmar.
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CHAPTER 1
   INTRODUCTION
This chapter presents an overview of the context and purpose of the study, which centers on the examination of the relationship between job satisfaction and employee performance in Non-Government and International Non-Government organizations. The chapter also outlines the specific research objectives and the problem statement of the study, which are geared towards addressing the research gap in the literature on the relationship between job satisfaction and employee performance in Non-Government and International Non-Government organizations. There are six chapters such as Background of the Study, Rationale of the Study, Objective of the Study, Research Questions, Scope and Method of the Study, and Organization of the Study.
1.1	Background of the Study
The human resources management goal is to ensure that organizations have the talented, skilled, and engaged workforce they require, to promote high performance, and to create a positive work environment between management teams, and employees (Armstrong, 2014). Ashley, Jeffrey, Oliver & Stephanie (2017) opined that job satisfaction is the most important element needed for a positive employee’s performance. A satisfied worker is a productive worker (Latif, et al., 2013). A satisfied workforce creates a pleasant atmosphere within the organization to perform well (Singh & Jain,2013). Employees who are job-satisfied are less likely to exhibit counterproductive work behavior (Milkovich & Newman, 2008). The problem essentially that calls for this study is that hotel employees have consistently been confronted with dimensions of job satisfaction that are perceived to be limiting their job performance. These dimensions of job satisfaction include accessible promotion opportunities (Evans & Gibb, 2009), and the nature of the work environment (Wistow, Blackman, Byrne & Wistow, 2015). Employees who are satisfied with their jobs are more likely to engage in corporate citizenship activities, which involve going above and beyond what is required of them (Schermerhorn, et al., 2010). In organizational behaviors research, job satisfaction is the most researched topic due to its connections to individual satisfaction and work performance. Workplace citizenship practices, in which workers go above and beyond the call of duty to support their organizations, can result in job satisfaction (Schermerhorn, et al., 2010). According to Hassink and Fernandez (2015), confidence is the attitude that an individual has about their work, including job happiness, loyalty to the organization, and putting in extra effort to meet goals. Krekel (2019) claimed that happier workers start a domino effect of good deeds that leads to an enhanced business. Determine which variables influence employee satisfaction and how those variables affect the performance of the organization. According to another study, employee satisfaction affected retention, absenteeism, and productivity (Biason, 2020). Any company's ability to succeed is directly correlated with how happy its employees are, and any organization's ability to retain talented workers is essential to its success. Increasing worker productivity and performance is the main goal of all motivational strategies. Motivated workers produce more than unmotivated ones. (Ward, 2019) 
Employee satisfaction and job performance are influenced by a wide range of factors. In Myanmar, the hotel business is flourishing and very competitive. Employee job performance is becoming more and more important to gain a competitive edge in the market. Non-governmental organizations (NGOs) are private, non-profit groups that work to alleviate suffering, advance the interests of the underprivileged, safeguard the environment, offer fundamental social services, or carry out community development, according to the World Bank (Café, n.d.). International NGOs primarily have their headquarters in rich nations; they also raise money abroad and carry out national activities in low- and middle-income nations. The study looked at the connection between job satisfaction as well as the variables affecting employee satisfaction. 
	In the 1990s, a small number of INGOs began operating in Myanmar, a nation in southeast Asia. INGOs were much more numerous in response to the emerging humanitarian needs after Cyclone Nargis in 2008. The 2010 political transition in Myanmar—from a military to a democratic government—led to an increase in the number of International non-governmental organizations (NGOs) in the country. Both the development and humanitarian sectors receive support from those organizations. Myanmar continues to face humanitarian challenges due to ongoing conflicts in Kachin, Rakhine, and Kayin states. INGOs in Myanmar work in various fields, including health, education, livelihood and food security, peacebuilding, gender, human rights, agriculture, disaster risk reduction, environmental changes, nutrition, water, sanitation and hygiene, and protection. INGOs undertake programs and initiatives in the country, providing technical help at policymaking and community service delivery levels. INGOs mostly rely on funding from agencies such as UN organizations, donor agencies, and foreign aid to carry out their activities and projects. 
	International non-governmental organizations (NGOs) in Myanmar have headquarters in Western nations and run their projects globally. INGOs typically have country program headquarters in Yangon, the country's commercial hub, and field program offices in other states or regions for field-level implementation. INGOs hire people mostly from the local labor market for their workers, but most of them hire people from outside for expert and senior management roles. Employment contracts come in a variety of forms, including open, fixed-term, temporary, consulting, and so on (Han, 2019).  The majority of the projects carried out by INGOs have short to medium-term durations, and after they are over, the staff members who were hired specifically for that project must find other employment. INGOs are only able to extend staff contracts by financial availability and organizational openings.
	The Myanmar Information Management Unit (MIMU) and the INGO forum are the two primary sectoral platforms for INGO cooperation and information exchange. Information management services and information maintenance on the nation's development and humanitarian efforts are offered by MIMU. The INGO Forum helps as a forum to connect members of the International Development Organization (INGO) community in Myanmar to foster partnerships and enhance the coordination, efficacy, and coherence of development and humanitarian assistance in the country. The INGO forum does not, however, represent all INGO employees in Myanmar, as only staff allocated by their organizations or at the high management level attended meetings and made decisions within the forum. As in other sectors (such as the private sector), there isn't a labor union or association that now represents the whole staff in INGOs at the sectoral level. 
1.2	Rational of The Study
Employee job satisfaction is the most crucial element in a business since it is the cornerstone of productivity. When employees are content, they will produce excellent work at the most convenient time, increasing income. Furthermore, happy employees are more likely to be innovative and creative, which can result in breakthroughs and inventions that support a company's long-term growth and improvement in response to changing market conditions. -around module Employee satisfaction is a factor that organizations consider while developing their human resource strategies. 
	According to Bourne (2020), job satisfaction is a function that is positively connected with the degree to which an individual's personal needs are addressed at work. According to (Spacey, 2023) the most conducive environments for employees to be happy and productive at work are those that provide them with financial security, acknowledge their contributions, have a clear grievance policy, allow them to offer ideas and suggestions, participate in decision-making and management, have clearly defined roles and responsibilities, offer opportunities for advancement, have fringe benefits, have a sound payment structure, incentive programs, profit-sharing initiatives, social security, health and safety measures, compensation, and, most importantly, foster a culture of mutual trust and respect. Ngatuni (2022) defines job satisfaction as the happy feeling that results from doing one's work.
	Organizational psychology studies the relationship between job happiness and performance. Job satisfaction is the feeling that employees have about their workplace (Zadran, 2020). According to Strange (2021), job satisfaction has recently revealed how people feel about their occupations and that it is possible to determine an employee's degree of job satisfaction by observing how they feel about their working conditions. On the other hand, job performance describes how employees act while doing their jobs to achieve the objectives of the business (López-Cabarcos, 2022). Since it is believed to be the main strategy for accomplishing the firm's goal, the organization places a high value on employee performance (Environ, 2022). 
1.3	Objectives of the Study
	The main purpose of this study is to examine the impact of selected HR practices on employee job satisfaction in International Non-Government Organizations in Myanmar.
The two main objectives of the study and the specific objectives are as follows:
1. To determine the effect of factors influencing job satisfaction at INGOs, in Myanmar
2. To examine the effect of job satisfaction on employee performance at INGOs, in Myanmar.
1.4	Research Questions
	The research questions for the study are
1. What are the relationships between job satisfaction and employee performance in NGOs/INGO organizations?
2. What is the impact of job satisfaction on the employee performance of employees from NGOs/INGOs organizations?
1.5	Scope of Study
	Job satisfaction is important to an organization’s success. Much research has been conducted into ways of improving the job satisfaction of employees in various sectors of the business sector, including the educational sector, hotels, as well as non-profit sectors. 
Geographical scope	- The study scope on the middle-level and operational-level management staff who have different opinions and satisfaction in their organizations based on the various job satisfaction factors to their performance. 
Conceptual scope	- The conceptual scope of this study is intended to examine the effectiveness of employee performance on the job satisfaction of the employees in NGOs/INGOs organizations.
	Methodology scope- the study applied a quantitative research approach, and explanatory design and pertinent data were gathered through a structured questionnaire. The questionnaires are structured as designed and collected through Google Forms. The link was shared through their email, FB messenger, Viber, and Signal account. All the collected survey data are analyzed by using SPSS software and calculated with multiple linear regression methods, descriptive statistics methods, Cronbach’s Alpha value, and correlation methods. 
	Based on the main learning objective the research questioners are structured with 4 different sections. In section 1 we learn the demographic data, section 2 is for independent variables of Job Satisfaction factors, section 3 is for dependent variables of Job Satisfaction factors, and section 4 is for dependent variables of employee performance. Finally, what will be the motivation and performance of employees in the organizations?  Altogether 36 questioners were included in this research study question paper. 
1.6	Organization of the Study
	This thesis is included in 6 chapters. Chapter 1, the introduction, will outline the background of why we learn the selected topics in thematic areas with respective objectives, and how to structure the research questions based on which scope of work and methodology including the organization of the study. Chapter 2 is for literature review and outlining about the definition of job satisfaction, and employee performance, and how previous studies learn the relationship between job satisfaction and employee performance of the organizations. Finally, the conceptual framework of the study was adopted from previous studies. 













CHAPTER 2
LITERATURE REVIEW
	This chapter is divided into the following topics namely the definition of job satisfaction and employee performance, previous studies, and the conceptual framework of the study.
2.1	Job Satisfaction
	Job satisfaction refers to how satisfied and satisfied employees are with their jobs. It includes a variety of factors, including job structure, work environment, pay, relationships with colleagues and managers, and opportunities for growth and development. When people are enthusiastic at work, they are likely to be motivated, more productive, and committed to their organization. Conversely, job satisfaction can lead to decreased motivation, poor performance, and high turnover. Overall, job satisfaction plays a significant role in employee well-being and organizational success. 
	Many theories have been developed to explain job satisfaction, each reflecting different factors. Here are some important ideas:

2.1.1	Herzberg's Two-Factor Theory: 
Behavioral scientist Frederick Herzberg proposed a motivational-hygienic dualistic theory in 2023 (Nickerson, 2023). According to Herzberg, some aspects of work lead to satisfaction, while other aspects of work hinder happiness. Herzberg says that 'Dissatisfaction' is different from 'Satisfaction' and 'Dissatisfaction' is different from 'Dissatisfaction'. 		
[image: ]
Source: Nickerson (2023)
	In other words, hygiene changes are changes that, when necessary or reasonable in the workplace, will calm employees and prevent them from becoming dissatisfied. These are not characteristic features of art.
	Things related to cleanliness are sometimes called troubles and maintenance tasks because they are necessary to avoid pleasure. These factors characterize the working environment and conditions. Hygiene standards reflected the physiological needs that people wanted and expected. 
	Factors affecting cleanliness include wages, company and management policies, social rights, physical conditions, conditions, human relations, and occupational safety. Compensation means that the compensation plan must be fair and reasonable. It must be competitive and comparable with other companies in the same industry. Corporate policy and governance policy means that corporate policy should not be too rigid but should be direct and balanced. They should include things like vacations, vacations, clothing, and flexible work schedules. Equitable benefits include health care plans (medical needs), family benefits, employee assistance programs, etc. that must be provided to employees. takes place. Physical activity means a clean, safe, and hygienic workplace. Work equipment must always be up to date and in good condition. Status means employees need to know their place in the company and be motivated to stay there. Interpersonal Relations means that employees should have good and acceptable relationships with colleagues, superiors, and subordinates. There should be no conflicting or embarrassing parts. Occupational safety means that the company is obliged to provide a safe working environment for its employees (Neckerson, 2023). 
	Herzberg says the idea of ​​cleanliness cannot be considered motivation. Good satisfaction depends on the factors behind it. The work contains these elements in nature. These factors motivate employees to do extraordinary work. We call these satisfying things. These are things that come into play when you're at work. Employees think that these factors are met naturally. Emotional needs were identified as an additional benefit by participants (Charlotte, 2023). Some of the motivational factors include appreciation; This means that managers should give employees credit for their performance. A sense of achievement means that employees need to feel like they have accomplished something. This is valid depending on the position. Work needs to be rewarded. Opportunities for growth and promotion mean that to motivate employees to work hard, the company must provide opportunities for both. Accountability means that employees must accept responsibility for their actions. They should check the responsibilities of managers. They must reduce authority while maintaining accountability. Meaning of work means that employees are encouraged and committed to work; the work itself should be interesting, challenging, and purposeful (Dickmann, 2023).

 2.1.2	Maslow's Hierarchy of Needs: 
	Abraham Maslow proposed five basic needs. According to the hypothesis, people's needs are met as more basic and simpler needs are met, and as a result, their value levels increase (Kendra, 2022).
	According to Maslow's theory, there are five levels of needs. Physiological needs, or simply physical needs, are the first category. This includes all the basic needs of life, such as food, drink, air, and the ability to maintain body temperature, as well as waste removal. The next set of needs is not considered met until the first needs are met. 
	Physiological needs, safety and security needs, love and esteem needs, status and esteem needs and self-esteem are the five needs respectively. People strive to meet their needs, and as individuals and communities progress, their demands increase. This is true for everyone; It can also be applied to situations, larger groups of people, and even countries. As a person or organization grows, their needs increase, and when they do the opposite, their desire to meet those needs decreases. Physiological needs, safety and security needs, love and esteem needs, status and esteem needs, and self-esteem are the five needs respectively. People strive to meet their needs, and as individuals and communities progress, their demands increase. This is true for everyone; It can also be applied to situations, larger groups of people, and even countries. As a person or organization grows, their needs increase, and when the opposite happens, their desire to meet their needs decreases. 
[image: ]
Using the classification Maslow reasons that as a person moves up in life the need changes and if a person is unable to access needs appropriately, this person will be dissatisfied, even though not know it. 


2.2	Influencing Factors of Job Satisfaction

2.2.1 Physical Working Conditions

	Job happiness in the workplace is influenced by a variety of things. These include the actual workspace, perks and compensation, job stability, training, and interactions with colleagues and superiors. A positive and encouraging work environment was crucial to job satisfaction. Many aspects of your workplace can affect your physical and mental health. The right environment is necessary to ensure that employees can focus on various tasks and work efficiently. Competitive wages, trustworthy working relationships between management and employees, equity and equality for all, and a challenging work environment with challenging but achievable goals were all considered indicators of good work (Jennifer, 2023). The best way to work for the most satisfied employees is by combining all these factors into a single process. As a profit-driven company, it is crucial to foster an environment where happy employees thrive. Three separate but related documents can be used to describe your business. The three types of environments are social, psychological, and physical. Employees in the public service sector are better equipped to perform their normal duties and use their knowledge, skills, and abilities to provide better service (Drexler, 2023).
	The material in the place where the work is done is the subject of physical activity. Furniture included items such as office furniture, lighting, air, and heat. Space and noise levels are also included. It has been shown that many psychological processes are directly or indirectly affected by work-related factors such as heat, noise, and light. For example, noise can make it difficult to perform certain types of cognitive tasks (Negash, 2022).

2.2.2	Relationship with Supervisor and Peers

	Human interaction plays an important role in the business world and has a significant impact on employee satisfaction. Social stress in the workplace is often caused by absenteeism (Landry, 2019). People form positive, cooperative, and enjoyable relationships with others for a variety of reasons, including the immediate benefits and the social support they can provide during difficult times. According to (Heliyon, 2023), coworkers should support each other socially, emotionally, and technically. An individual's level of organizational commitment and job satisfaction has a positive impact on positive relationships with colleagues and interactions between colleagues (Gillet, 2022). A person's level of job satisfaction has been shown to have a positive impact on positive interactions with coworkers (Allen, 2023). People's ambitions for their work are greater than material gain or material success. Many employees feel that their jobs match their desire to socialize. One of the most important factors contributing to employee happiness is the manager's performance. Research consistently shows that if the direct supervisor is human, shows interest in employees, listens to their problems, listens to them, and appreciates their success, the number of employees increases (Mohan, 2020).

2.2.3	Capacity Development

	Capacity Development is described as a planned activity carried out by an organization to help employees become more knowledgeable, skilled, and capable or to change their attitudes and behaviors to better fit the demands of their jobs and the objectives of the company (Wenrou, 2019). The training was designed to support organizational initiatives aimed at assisting staff members in acquiring particular and practical knowledge, skills, and talents, among other things, to enable them to carry out their jobs more successfully and efficiently. Training is described by the HR dictionary  (Huang, 2019)as the quantity or kind of training that staff members should receive to prevent skill gaps that would hinder the organization from achieving its goals and running efficiently. In addition, the training comprised structured learning exercises that modified knowledge, skills, and abilities to enhance individual performance. 
	Human Resource Management, training plays a distinct role in achieving an organizational goal by merging the interests of the workforce and the  (Wolor, 2020). Additionally, training is currently the biggest problem in the business sector. This was because training can increase both the organization's and its employees' productivity and effectiveness. Employees needed to become familiar with the newest technology because roles and duties are changing owing to technological advancements, hence the training was required to supplement their prior job abilities. The training required significant financial investments in human capital, making its implementation challenging (Kujawa, 2023). Enhancing and developing employee capabilities that generate aggressive returns for a company was crucial for raising the general performance, innovations, and capacity to acquire new technologies of the organization. As a result, businesses were constantly inundated with enormous sums of money for human capital, and executives at every company tried to assess the necessity of investment to maintain their competitiveness in the market (Khatiwada, 2020).It was already mentioned how crucial it is for the worker to feel like a respected part of the team. Training emphasizes this point. Giving employees training was a method to express your respect and desire for them to advance. By providing training, the department was investing in its staff (Herrity, 2023). 
	In part by creating a favorable work environment and providing possibilities for promotion, good training can de-emphasize salary and perks (Team, 2022). Lynn continues by saying that employee loyalty is strengthened through training. Reviving staff members may be aided by training. A growing number of people made learning new skills a major personal objective to take advantage of the potential professional prospects that education could offer as well as the opportunity to try something a little different (Manucha, 2021). Employees receive training that focuses on how cherished and respected they are. 

2.2.4 	Work-life Balance

	Work-life balance is defined by Kirchmeyer (2000) as the achievement of fulfilling experiences in the different aspects of life that require various resources, like energy, time, and commitment, and these resources are spread across all the domains. Work-life balance is oftentimes compared to a similar term work-family balance, but the former term incorporates other roles like community, social, religious, and leisure roles taken up by an individual. Work-life balance is increasingly challenging in the modern context and the challenge arises from the fact that it is very difficult to strike the balance between work and other domains of life. In addition to being a challenge to individuals, the Work-Life Balance as a concept has been taken up by organizations and human resource departments across the board, instead of which many policies and strategies have been formulated to alleviate the conflict between the domains of work and life. 
Work-life balance means prioritizing and managing personal and professional responsibilities for a healthy lifestyle. It means striking a healthy balance between your work and home life to avoid overwhelm and burnout. In today's modern world, achieving work-life balance is essential to maintaining productivity, physical and mental health, and healthy relationships. Employees who maintain a healthy work-life balance can focus on their work while making time for their personal interests, family, friends, and free time. 

	Work-life balance has its beginnings in the nineteenth century after a long campaign of workers against long working hours in the factories (Hogarth & Bosworth, 2009). Today WLB is recognized as a major issue for both the employers and the employees to manage. Many of the issues related to WLB (like stress, absenteeism, employee retention, ill-health, and morale) can be discerned as the by-products of a poorly managed WLB (Syed, 2015). Several additional indicators have made their way into the contemporary policy mix in the field of work-life balance which includes egalitarianism, work safety, a flexible labor market, and global competitiveness (Hogarth & Bosworth, 2009). 

 2.3	Job Satisfaction

	Job satisfaction is defined as the emotion at work (Pushpakumari, 2008; Cranny, Smith &Kibuye, 2014). It is a list of interesting or positive feelings from the critic's job or work experience (Robbins, 2005; Bram, Song & Tapon, 2007). Smith, Kendall, and Hulin (2007) state that job satisfaction is a subjective response to job components. Schermerhorn, Hunt, and Osborn (2001) define job satisfaction as the level of job satisfaction. people feel good or bad about their job. Job satisfaction means general Workplace behavior is affected by a person's perception of their job (Singh & Jain, 2013). Mr. The index in the above definition shows that job satisfaction is a measure of pleasure or contentment.is related to work. According to Maslow's theory, some people approach job satisfaction researchers due to need. According to Simatwa (2011), job Satisfaction refers to performance that is positively related to the level of the individual. employment needs are met. Job satisfaction is also defined as a positive response created to meet a person's needs related to his job.(Pushpakumari, 2008). Job satisfaction reflects the happiness and satisfaction of employees in vacant positions (Rana and Singh, 2016b). This means the employee has fewer expectations. Someone may be more satisfied with a particular job than someone with more ambition. Weiss (2012)defined job satisfaction as the feeling of job satisfaction that helps a person achieve his/her job. Target. Smith (2009) argued that these emotions arise from fundamental differentiation. The track is expected to be and it is really good. The index in this description is indicative sense of achievement and achievement felt by employees in their daily work reported job satisfaction. Job satisfaction can also be seen as an example for employees who enjoy their jobs (Andreya, 2001; Simatwa, 2011). Job satisfaction is an employee's satisfaction with their organization and daily responsibilities (Rana and Singh,2016a). From the above description, it is clear that job satisfaction has three aspects. The first time showed workers' emotions in every aspect of their work. Second, the work is unique and needs to be collected to meet staffing needs. Thirdly, the nature of the work, including management staff eligible to participate, should be terminated at work. Therefore, the definition of job satisfaction for this study showed the attitudinal behavior of individual hotel employees as a result of self-evaluation of work experiences and how work can meet their needs and therefore motivate them will be made.

2.4 Employee Performance

	Employee performances were of great importance to the family and the individual. According to (Abdeen1, 2023), job performance can be defined as a multifaceted concept that can distinguish between behavior and the result of an action, where behavior refers to the actions taken by the individual while performing a task and the result is the result of the behavior. of an individual. Job performance was important to the company and the individual. A person who can perform well at work feels a sense of satisfaction and fulfillment after completing the task. When a person performs well, he can get career advancement, rewards and promotion opportunities.

	The function of work is to do work. Job performance is the process of achieving or setting goals in a position, role, or organization (Markus, 2019), but it is not the cumulative effect of the work performed. Job performance can be defined as the performance of all employees performing the job. Individual performance is a useful measure of research outcomes in the workplace; It refers to how well a person behaves at work. Areas such as task-specific cognitive processes, core task-related behaviors, level of involvement in core tasks, and general work behavior become important work-related factors. Performance is an important variable in work organization and has been an important indicator when measuring organizational performance in many studies.

	Business performance has a significant impact on organizational productivity and efficiency. The organization can use performance and responsibility related data (Mini, 2019) to evaluate the performance of employees. Well done. It is possible for Konstanzer (Online) Publishing System (KOPS). Additionally, participating in the budgeting process can increase purpose by improving the level of performance (Gollwitzer, 2021). Performance-related activities are activities that do not contribute to success but enhance performance and social and economic well-being. Broadly speaking, there are two types of behavior: behavior aimed primarily at the effective functioning of the organization in its current form, and action behavior aimed at changing and improving job performance and management activities. The ethical dimension includes citizenship behaviors with five dimensions: altruism, conscientiousness, civic virtue, politeness, and sportsmanship, some autonomous factors (Decu, 2023) (e.g., helping colleagues, protecting the family), and family. behaviour. Active behavior involves personality, voice, and responsibility. The conflicting outcome is therefore not a single element of a single action, but a multiple meaning in itself.
	Lpcentre examined the relationship between performance and retention measures, including staff training and development (Lpcentre, 2023). 

	The employees’ manager fully supports the research and encourages participation in training courses. With the help of the manager, the employee was able to put into practice the knowledge and skills learned during the training. The results of this study showed that employees believed that receiving training and support from their supervisors could improve their ability to do their jobs. 



2.5	Previous Studies

	A few relevant research articles are read to create the conceptual framework for this investigation. "A Study of a Job Satisfaction and Job Performance Model (JOPEF) for the Hotel Industry" is one of the research papers, written by  (Bello, 2021). 
	
	[image: ]	
Source: Bello (2021)

	According to a study by Bello (2021), job satisfaction is significantly impacted by their working environment, job stress, payment system, promotion opportunities, and superior support. 

	Kapur did a study titled "Factors Influencing Job Satisfaction." Job security, opportunities to use skills and abilities, people management, compensation/pay, supervisor support, working environment conditions, job characteristics, relationship with coworkers, job duties, flexibility to balance life and work issues, and educational qualifications are the main factors that influence job satisfaction, according to this study. These include the employees' attitudes about their jobs, which can be either favorable or bad, and they are all important (Kapur, 2019).The study, titled "The Relationship between Job Satisfaction and Job Performance among Employees: A Case of Commercial Bank in Punjab City, Pakistan," was carried out in 2016 by Imran Khan. They looked at the connection between worker job satisfaction and output in the banking industry, particularly in Pakistan's Punjab City. The study looked into the relationship between bank workers' job performance and job happiness. Task and contextual performance were taken into consideration while analyzing job performance. 

	The study's conclusions showed a weak but substantial association between job performance and job satisfaction. 280 employees completed structured questionnaires to obtain the primary data (Khan, 2016). A relationship exists between job satisfaction and job performance in banks in Punjab city, this research fills the gap by giving proper and empirical-based research that gives knowledge at the graduate level of education (Khan, 2022). The results of this study showed that there was a positive weak relationship between employee job satisfaction and job performance in banking sector employees so the management should consider both factors very critically to gain organizational goals and objectives these factors are the reason behind the success of banking sectors in Punjab (Prabakaran, 2019). According to the study's findings, there is a weak but positive relationship between job satisfaction and performance among banking industry employees. For this reason, management must give careful consideration to both factors to achieve organizational goals and objectives. These factors are also likely to contribute to the banking sector's success in Punjab.

2.6	Conceptual Framework of the Study

	The conceptual framework of the study is shown in Figure (2.4). The development of this conceptual framework is based on previous research studies. 	
[bookmark: _Hlk186276598]
[image: ]
The Framework above was created using the findings of the literature review. This study examines the variables that affect job happiness and how job satisfaction affects employees' job performance at the NGO and INGO in Myanmar. Numerous elements have been found to influence both job happiness and job performance in prior research publications. The physical working environment, compensation and perks, job stability, and relationships with peers and superiors are the study's affecting elements. This study is based on common characteristics from multiple research publications, even though there are many factors impacting job satisfaction.



				















CHAPTER THREE
		RESEARCH DESIGN AND METHODOLOGY

This chapter provides how the research design is based on which purpose and what kind of methodologies are used in this study. This chapter includes four different sessions, and they are research design, population and sampling/ sample design, data collection method, and data analysis of the study. 
 
3.1 	Research Design 
	The research means based on any single issue/problem/opportunity to learn what is the source of the problem/issue/opportunity and collect all related information through secondary and primary sources analyze all information/data without bias and present back the most suitable solution in win-win solutions by Stephen Harrison. He also mentioned that there was applied research and business research type not only for academic learning purposes but also to support solving problems of business and conducting right and important decisions for the top-level management leaders. 
	The research design represents the strategies and methods that the researcher chooses to carry out their research and get valid and relevant information/results in line with research objectives. (Drew, 2023) Some of the authors said the research design is the glue that holds the project together. (Jain, 2023) There were different types of research design based on the audience or target population, objective of research, identified problems, situation of research conducting period, how to analyze the collected data, and how to use it. Some sample research designs are Experimental design, Quasi-experimental design, Descriptive design, Correlational design, Case study design, Longitudinal design, Cross-sectional design, Ethnographic design, Phenomenological design, and Action research design. (Drew, 2023) 
Experimental research design – The experimental research design involves manipulating one variable to determine if changes in one variable led to changes in another variable. This research design trends to split research participants into two groups, the control group, and the experimental group. (Drew, 2023) 
	Correlational research design – This is used when researchers want to determine if there is a relationship between two variables, but it does not necessarily mean that one variable causes a change in the other variable. (Jennifer.M.,, 2012)

	Observation research design- As the name suggests, involves observing subjects in their natural environment without any manipulation or control by the researcher. 

	Descriptive research design – This is a form of research design that aims to describe a situation, problem, phenomenon, service, or program accurately and systematically, provides information about, say the living conditions of a community, or describe attitudes towards an issue. (Jennifer.M.,, 2012)

	Survey research design – This research design involves gathering information from a sample of individuals using a standardized questionnaire or interview format. (Jonathan.A.S., et al., 2021)  

	In general research, there were only three categories- descriptive research type, associational research type, and intervention research type. This study uses associational research type to explore the relationship between different leadership styles and the effectiveness to the motivation of their employees or followers. 

	After selecting the research design, the researcher needs to choose the research methodology, that is the implementation for the study or collection of the information/data in both secondary and primary through only quantitative and qualitative data collection. (Sileyew, 2019).
Qualitative research method focuses on finding answers to how and why. It uses open-ended questions and helps the subjects express their views and thoughts clearly. This research method is ideal for the business or project that aims to understand customers’ or employee’s feelings, behavior, and requirements in a specific way. 


	Quantitative research aims at finding answers to who, what, where how, and when through the design and objective of the research. Moreover, the outcome of the quantitative analysis is easy to represent in the form of statistics, graphs, charts, and numbers. The quantitative research questions are mostly multiple-choice and closed-ended questions. 
This study uses using quantitative research method with developed closed questions to choose with scores 1-5 as the Likert scale. The score levels are 1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, and 5 = Strongly Agree. 

3.2 	Population and Sampling/ Sample Design 

	The study will be taking place at some INGO in Myanmar. According to the INGO forum snapshot, released by INGO Forum Myanmar (2019), 115 INGOs are working in Myanmar. Only 10 organizations from 115 INGOs were chosen for the study due to the administrative and limited resources. Using sample random sampling, 10 organizations were selected from the INGO Forum member list. From each of the selected organizations, 10 participants were selected randomly for participation in the study. According to the current situation, the organization names should not be mentioned.

3.3 	Data Collection Method 
	There were two types of data collection methods named primary data collection and secondary data collection by Stephen Harrison. 

3.3.1 	Data Collection 

In this study only used the primary data collection method because there was no secondary data to review and refer for this study. In the primary data collection also has different methods to collect the primary data such as observation methods, interview methods, and scheduled questionnaires within the target time frame. In this study, questionnaires into Google Forms and sent the link through email, Viber, WhatsApp, and FB messenger accounts to the target population. The sampling size targeted all 100 staff working in INGO Myanmar. They can answer the setup Google question through the link shared by the researcher to their account within two months at their convenience time. All the submitted answers will be at google data and the researcher will download the data through the account. All downloaded data will be changed into a coding method to run with SPSS software to analyze the data. 

3.3.2 Question Construction 

According to Alonso- Ameida (2015) using or adopting questionnaires from previous studies is timesaving compared to generating new ones. (Corporate social responsibility perception in business students as future managers: a multifactorial analysis, 2014). The study, titled "The Relationship between Job Satisfaction and Job Performance among Employees: A Case of Commercial Bank in Punjab City, Pakistan," was carried out in 2016 by Imran Khan; Setyo and team (2021) learned about the Effect of work motivation and job satisfaction on employee performance of IT developers from IT company in Indonesia (Setyo.R.,et al., 2021);. This study was also based on the perception that there was a relationship between leadership styles and employee motivation and that affects employee retention of the company. These research questions are adapted from the above two previous studies and in line with the objectives and means of variables of the conceptual framework. The questionnaires included four sections: the demographic information as section one, section two is for the independent variable including three different leadership styles such as transformational leadership, transactional leadership, and laissez-faire leadership, section three is for dependent variables of employee motivation including both intrinsic and extrinsic motivation and the last section, section four also the dependent variable of the employee retention. All questions apart from demographic data going through with measured on a points scale such as 1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, and 5 = Strongly Agree with the Likert method. All questions were developed in the English language because the target population is a minimum high school level and more appropriate to use in English is easy to understand. Some words are difficult to translate directly to Myanmar and interpreted makes the wrong direction sometimes so go through in the English language for all questions. 


[bookmark: _Toc164201745][bookmark: _Toc164204234]3.4	Data Analysis of the Study

The process of methodically using statistical and/or logical techniques to explain, illustrate, summarize, and assess data is known as data analysis. Selecting appropriate statistical techniques primarily depends on the type of data and the relationship between the methodology and the study goal. Utilizing the statistical software for social science, or SPSS, an analysis of the gathered data will be conducted. We will evaluate the link between independent and dependent variables using multiple regression analysis. In this study, descriptive analysis will be used to analyze the demographic features of the respondents utilizing the response's mean, frequency, and standard deviations. 

The demographic feature of the response will provide a clear picture of the type of workers. A simple statistical analysis of the research dimensions is also presented. Additionally, it examines how employees view different levels and how empowered they are. The validity and dependability of the empirical findings are also covered. The frequency, mean value, and standard deviation of each variable are used in this analysis to illustrate its properties.

The variable that is directly impacted by the independent factors is known as the dependent variable. Job satisfaction is the research's dependent variable. Some empowerment practices' components, including knowledge and skill, rewards and incentives, communication and information flow, authority, position clarity, and trust, have a direct impact on job satisfaction.

The variables that directly affect the dependent variable are known as independent variables. Either favorably or negatively, the dependent variable is impacted by the independent variables. The research has many independent factors. In summary, this study examines the impact of empowerment on job satisfaction among employees of a corporation in Yangon, Myanmar, using both descriptive and regression analysis methods.

[bookmark: _Toc164201746][bookmark: _Toc164204235]3.4.1  	Reliability

A notion used to assess the quality of research; reliability shows how well a methodology tests obtained data using a consistent measurement. If the measurement consistently yields the same result when the same method is applied in the same circumstances, it is deemed reliable (Middleton, 2022). To quantify the reliability, specifically internal consistency, Cronbach’s Alpha or Coefficient Alpha is used (Creswell, 2012). According to (Pallant, 2002) referenced in (Daud, et al., 2018), if the value of Cronbach's Alpha is 0.6 and above, it is regarded as high validity and an acceptable index. A Cronbach's Alpha value is deemed low if it is less than 0.6. Alpha Cronbach values fall into the moderate but allowable range of 0.60 to 0.80. If Cronbach’s Alpha value ranges from 0.8 to 1.00, it is considered very good. Thus, the determination of Cronbach’s Alpha values is used to determine the degree of reliability of the research. 

[bookmark: _Toc164201747][bookmark: _Toc164204236]3.4.2 	Regression Analysis

In this study, the regression analysis statistical approach is utilized with SPSS to examine the relationship between the independent and dependent variables and determine the degree of correlation between them. The model and results are sufficient to be considered significant, as determined by the ANOVA table in the SPSS. The strength of the association and the importance of the independent variables in the model that affect the dependent variable are then displayed in the coefficient table (Jain & Chetty, 2019). While the coefficients define the mathematical link between each independent variable and the dependent variable, the p-values for the coefficients show if such correlations are statistically significant (Frost, 2022). (Glasserman, 2021) states that p-values, alpha levels, and significant levels are, respectively, 0.01, 0.05, and 0.1 for confidence levels of 99%, 95%, and 90%.



CHAPTER 4
 DATA ANALYSIS AND FINDINGS
The analysis and study results are presented in this chapter according to the research methodology. The employee from INGO in Myanmar provided the findings regarding the effect of Job Satisfaction on employee performance. The chapter discusses demographic data as well as conclusions drawn from the objectives. The results were given with explanations in the appropriate tables, graphs, and charts. This chapter consists of four sections. Those are 1.Demographic Data by Using Descriptive Statistics,2.Reliability Analysis of Variables,3. Descriptive Analysis of Dependent and Independent Variables, 4. Regression Analysis. 

[bookmark: _Toc164201750][bookmark: _Toc164204239]4.1 Demographic Data by Using Descriptive Statistics

The study's initial goal was to gather general data on the respondents' gender, age, educational background, years of service, monthly salary, and job position,. In the form of tables, graphs, and written explanations, descriptive analysis has been used to characterize the demographic profile of respondents in terms of frequency and percentage of the sample attributes.

[bookmark: _Toc164201751][bookmark: _Toc164204240]4.1.1 Gender 
The study attempted to examine the respondents' gender. The results are shown in Tables (4.1) and Figure (4.1) that follow. 
Table(4.1): Descriptive Analysis of Gander
	Gender

	 
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	54
	53.5
	53.5
	53.5

	
	Female
	47
	46.5
	46.5
	100.0

	
	Total
	101
	100.0
	100.0
	 


Source: Survey data (September, 2024)

	Figure (4.1): Comparison of Gender 
The outcome reveals that most respondents were female, and the rest were male. The study's findings indicate that 53 respondents, or 53.5% of the total, were male and 47 respondents, or 46.5 %, were female. According to the study, female respondents made up a greater percentage of the total than their male counterparts. This indicates that female staff are likelier to work in the INGO field and secure their jobs than male staff.

[bookmark: _Toc164201752][bookmark: _Toc164204241]4.1.2 Age
The four age groups that were employed in the survey make up the respondent age distribution, which is shown in Table (4.2) and Figure (4.2). 
Table (4.2): Descriptive Analysis of Age
	Age

	 
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	21-30
	15
	14.9
	14.9
	14.9

	
	31-40
	37
	36.6
	36.6
	51.5

	
	41-50
	33
	32.7
	32.7
	84.2

	
	51-60
	16
	15.8
	15.8
	100.0

	
	Total
	101
	100.0
	100.0
	 


Source: Survey data (September, 2024)
Figure (4.2): Comparison of Age 

According to the study's findings, the majority of respondents (36.6%) were between the ages of -31 to 40 years old; 32.7% were between the ages of 41 and 50; 13.7% were between the ages of 51 and 60; 15.83% and 14.9% were between the age of 21 and 30 years old. This suggests that the majority of responders were 40 years old and below.



[bookmark: _Toc164201753][bookmark: _Toc164204242] 4.1.3 Education Background

The respondents' educational backgrounds provided information about their wide range of talents and their ability to understand problems in the workplace. In this survey, respondents' educational backgrounds are divided into four categories: High school, graduate student, Under Graduated, Master's. The analysis of the respondent's education level is reported in Table (4.4) and Figure (4.4) as follows.
According to the report, the majority of respondents (55.4%) possessed a Bachelor’s degree. In addition, the survey indicated that respondents (35.6%) had Master's degrees, 7.9% respondents were Under Graduate, and 15 respondents (1%) were high school  categories. As a result, and as evidenced by this statistic, we observe that the majority of individuals have either a master's or a bachelor's degree. A smaller percentage have under graduate, and even fewer have a high school education.

Table (4.3): Descriptive Analysis of Education Background
	Education

	 
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	High School
	1
	1.0
	1.0
	1.0

	
	Under Graduate
	8
	7.9
	7.9
	8.9

	
	Graduate
	56
	55.4
	55.4
	64.4

	
	Master
	36
	35.6
	35.6
	100.0

	
	Total
	101
	100.0
	100.0
	 



  Figure ( 4.3): Comparison of Education Background
[bookmark: _Toc164201754][bookmark: _Toc164204243]4.1.4 	Working Experinces
Employees at the filed of INGO must have a solid, understanding of the culture, as well as the situation. The employee's working experience years at INGO Field is shown as follows in Table (4.6) and Figure (4.6).
Table(4.4) Descriptive Analysis of Years of Service
	 Working Experience

	[bookmark: RANGE!C4] 
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Less Than a year
	42
	41.6
	41.6
	41.6

	
	1-3 Year
	9
	8.9
	8.9
	50.5

	
	4-6 Years
	25
	24.8
	24.8
	75.2

	
	More Than 7
	25
	24.8
	24.8
	100.0

	
	Total
	101
	100.0
	100.0
	 


Figure (4.4): Comparison of year of services
The majority of respondents (42, or 41.6% of the total) have been employed by the company for less than one year; 25, or 24.8%, have been doing so for four to 6 years; and 25, or 24.8%, have worked there for more than 7 years,. 9 respondents (8.9%) are employed between 1 to 3 years. Long-term employees can also share their knowledge with new hires and offer additional support throughout the onboarding process, which could be reflected in the extended length of time they had spent working at their employers.In conclusion, the majority of respondents had, on average, been employed by the staff from the INGO field for less than one year, and more than seven years. 

[bookmark: _Toc164201756][bookmark: _Toc164204245]4.1.5 Position
In terms of the analysis of respondents' employment positions, those included in job positions are, respectively, Manager, Supervisor, Operator/Inspector, and others presented in Table (4.5) and Figure (4.5). 
 
	Position
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Manager
	7
	6.9
	6.9
	6.9

	
	Senior Officer
	19
	18.8
	18.8
	25.7

	
	Coordinator
	29
	28.7
	28.7
	54.5

	
	Other
	46
	45.5
	45.5
	100

	
	Total
	101
	100
	100
	 



Figure 4.5 Comparison of position
According to Table 4.5 and Figure 4.5, The category "Others" includes 46 staff representing the majority at 45.5% of the total, and 29 employees of coordinator roles, making up 28.7 % of   the total, and 19 senior officers, comprising 18.7 % of the total and 9 managers, accounting for 6.7% of the total.
From this comparison, we can see that the largest group is in the "Others" category staffs, followed by the operator/inspector roles, then supervisors, and finally managers. This indicates a hierarchical structure with the majority of positions falling outside of managerial and supervisory roles.Top of Form

[bookmark: _Toc164201757][bookmark: _Toc164204246]4.2	Reliability Analysis of Variables

In this study, selected HR practices and employee job satisfaction have been measured. Each factor includes a different number of items and each item is measured by a five-point Likert scale where; 1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree. As shown in Table (4.7), “Working Place” includes 5 items, “Capacity Development” includes 5 items, “Supervisor Support” includes 5 items and “Organizational Support” includes 5 items and “Work-Life Balance” includes 4 items, “Capacity Development” includes 5 items and “Job Satisfaction” includes 5 items respectively. 

The degree of a concept's stability and consistency is referred to as its reliability. The degree to which a measure is error-free and produces consistent findings is referred to as its reliability. Reliability is a key concern when it comes to the use of quantitative research (Bryman & Bell, 2011). The consistency and reliability of the questionnaire scales are assessed using Cronbach's alpha. Cronbach's alpha, whose index varies from 0.0 to 1.0 and whose higher values suggest a better degree of dependability signifying the consistency of the results, is one of the most widely used metrics to quantify a scale's reliability. Scales with 0.60 Alpha coefficients and above, according to the earlier study's George & Mallery (2003) findings, are regarded as satisfactory (Gezahegn, 2016).
[bookmark: _Toc164201758][bookmark: _Toc164204247]4.2.1` Reliability Analysis of Independent and Dependent Variables
Table 4.7 The result of the Reliability Test 
	                                 Reliability Test

	 No
	Variables
	Item
	Cronbach’s Alpha

	1
	Working Place
	5
	0.768

	2
	Supervisor's support
	5
	0.708

	3
	Organizational Support
	5
	0.778

	4
	Work-Life Balance
	4
	0.700

	5
	Capacity Development
	5
	0.862

	 6
	Job Satisfaction
	5
	0.791


Source: Survey data (September, 2024)
Using Cronbach's alpha reliability analysis, the consistency reliability of the items within each construct was examined. Based on the reliability study results (Table 4.7), all variables had Cronbach's Alpha values between 0.700 and 0.862, indicating that the measurement scales for all variables were reliable, stable, and consistent enough to be accepted. Hence, all variables' Cronbach's alpha values are accepted for statistical analysis.
[bookmark: _Toc164201759][bookmark: _Toc164204248]4.3 Descriptive Analysis of Dependent and Independent Variables
[bookmark: _Toc164201760][bookmark: _Toc164204249]4.3.1 Descriptive Analysis of Work Place at INGO Field
A descriptive analysis of the Physical Working Conditions is described as follows. Regarding the Working Place Conditions, respondents were requested to respond to five statements that measured the working environment of the INGO offices.




 Table(4.8); Descriptive Analysis of  Work Place Conditions
	Work Place Conditions
	Mean
	Std. Deviation

	My workspace is comfortable and meets my needs effectively.
	3.49
	1.092

	My workspace has adequate safety measures in place to prevent accidents and injuries.
	3.64
	1.188

	There are sufficient and comfortable rest areas available for breaks.
	3.26
	1.016

	The cleanliness of my workplace is maintained to a high standard.
	3.83
	0.895

	The necessary equipment and tools for my job are readily available and in good working condition.
	3.71
	1.227

	Average Mean
	3.67
	1.083


 Source: Survey data (September, 2024)
 The results, Table (4.8) revealed that respondents most agreed with the statement “The cleanliness of my workplace is maintained to a high standard.” with a mean value of 3.26 and a standard deviation is 1.083. Also, respondents agreed with the statements “The necessary equipment and tools for my job are readily available and in good working condition..” with a mean value of 3.71 and standard deviation is is 1.227, “My workspace has adequate safety measures in place to prevent accidents and injuries.” with a mean value of 3.64 and the standard deviation is 1.188, My workspace is comfortable and meets my needs effectively.” a mean value is 3.49 and a standard deviation is 1.092, and respondents least agreed on the statement “There are sufficient and comfortable rest areas available for breaks” with the mean value is 3.26 and a standard deviation is 1.016. It is still higher than the cut-off mean value. The calculated overall mean value of the working environment is 3.60, which is higher than the cut-off mean value of 3.00. So, respondents agreed on the Work Place Conditions practices of at INGO offices in Myanmar. 

[bookmark: _Toc164201762][bookmark: _Toc164204251]  4.3.2 Descriptive Analysis of Supervisor Support at INGO Offices 
A descriptive analysis of Supervisor Support is described as follows. Regarding Supervisor Support, respondents were requested to respond to five statements that measured the working environment of INGO offices.
Table(4.9); Descriptive Analysis of Supervisor Support
	Supervisor Support
	Mean
	Std. Deviation

	I feel comfortable communicating openly with my supervisor
	4.10
	0.798

	My supervisor provides constructive feedback that helps me improve my performance.
	3.67
	1.001

	My supervisor demonstrates strong leadership skills.
	3.66
	0.992

	My peers and I collaborated effectively to achieve our goals.
	3.91
	0.736

	I feel supported by my colleagues when I need help with my work.
	3.91
	0.757

	Average Mean
	3.85
	0.856



Source: Survey data (September, 2024) 
 Table (4.9) indicates the descriptive analysis of Supervisor Support. The result of the analysis Table (4.9), revealed that the highest mean score of “I feel comfortable communicating openly with my supervisor” has the highest mean score of 4.1 and the standard deviation is 0.798. The second highest mean is “My peers and I collaborated effectively to achieve our goals.” which has a mean score of 3.91 and a standard deviation is 0.736. “My supervisor demonstrates strong leadership skills..” and “ I feel supported by my colleagues when I need help with my work.” with a mean value of 4.15 and a standard deviation of 0.357. Followed by the statement “My supervisor provides constructive feedback that helps me improve my performance.” with a mean value of 4.14 and a standard deviation of 0.347. The lowest mean value of “My supervisor provides constructive feedback that helps me improve my performance.” is 3.67. In conclusion, the mean value of the overall score is 3.85, and the standard deviation is 0.856, which means that respondents are agreed upon of Supervisor Support.

[bookmark: _Toc164201763][bookmark: _Toc164204252]4.3.3	Descriptive Analysis of Organizational Support 
The respondent perception of Organizational Support in INGO Offices is described by the mean values in this section. A total of  Five statements were measured with a five-point Likert scale. Each question's mean and standard deviation score are measured and the results are shown in Table (4.10).
Table(4.10) Descriptive Analysis of Organizational Support
	Organizational Support
	Mean
	Std. Deviation

	The organization provides training opportunities to enhance my skills and knowledge.
	3.16
	1.233

	The organization supports my professional development through workshops, seminars, and courses.
	3.05
	1.332

	I receive regular and constructive feedback on my performance that helps me develop professionally.
	3.31
	1.103

	The organization supports further education, such as tuition reimbursement or study leave.
	3.11
	1.160

	The organization offers development programs that are relevant and beneficial to my job.
	3.41
	1.002

	Average Mean
	3.20
	1.166



Source: Survey data (September, 2024) 
The result of the descriptive analysis of  Organizational Support is shown in Table (4.10). The result described that the respondents most agreed on “The organization offers development programs that are relevant and beneficial to my job..” with a mean value of 3.20. Respondents also agreed with the statement “I receive regular and constructive feedback on my performance that helps me develop professionally.” (Mean = 3.31), “The organization provides training opportunities to enhance my skills and knowledge.” (Mean = 3.16), “The organization supports my professional development through workshops, seminars, and courses.”(Mean = 3.05). According to the table, the overall mean value is 3.20 which means that respondents agreed with Organizational Support.

4.3.4	Descriptive Analysis of the Relationship with Work-Life Balance in INGO Offices.
The respondent's perception of the Relationship with Work-Life Balance is described by the mean values in this section. A total of  Four statements were measured with a five-point Likert scale. Each question's mean and standard deviation score are measured and the results are shown in Table (4.11).
Table(4.11); Descriptive Analysis of Work-Life Balance in INGO.
	 
	Mean
	Std. Deviation

	My workload allows me to have sufficient time for my personal life.

	3.51
	1.073

	I rarely have to work overtime, which helps me maintain a healthy work-life balance.


	3.27
	0.813

	The organization's vacation and leave policies are adequate for maintaining a work-life balance.


	3.83
	0.825

	I have the option to work remotely, which improves my work-life balance.

	3.37
	0.936

	Average Mean

	3.49
	0.911



Source: Survey data (September 2024) 
Table (4.11) shows the descriptive analysis of the Work-Life Balance in INGO. Table (4.11) presents the mean and standard deviation of Work-Life Balance in INGO. According to the analysis results, “The organization's vacation and leave policies are adequate for maintaining a work-life balance.” has the highest man value of 3.83, followed by the statement “My workload allows me to have sufficient time for my personal life.” with a mean score of 3.51, which is higher than the cut-off mean value. The statement “The organization's vacation and leave policies are adequate for maintaining a work-life balance.” with a mean score of 3.27 and the statement “I have the option to work remotely, which improves my work-life balance” with the me. of 3.37 which is The respondents agreed on the Worklife balance practices in INGO Offices.

4.3.5	Descriptive Analysis of Job Satisfaction in INGO Offices 
The respondent perception of Job Satisfaction in INGO Offices is described by the mean values in this section. A total of seven statements were measured with a five-point Likert scale. Each question's mean and standard deviation score are measured and the results are shown in Table (4.12).
The following table (4.12) shows the descriptive analysis of job satisfaction. The study sought to determine the employee satisfaction level in the organizations. Employee job satisfaction level in the organization was evaluated based on seven statements which were assessed on a five-point Likert scale from ‘Strongly Disagree’ to Strongly Agree’.  
	Descriptive Statistics

	Job Satisfaction
	Mean
	Std. Deviation

	I feel my work aligns with my values and interests.
	3.56
	0.767

	Different types of challenges at my work make me feel excited and eager to tackle them.
	3.75
	0.921

	I am satisfied with my overall job experience at this company.
	3.53
	1.145

	The types of work I perform provide me with opportunities for personal growth and development.
	3.52
	0.879

	I love this work because I receive feedback and recongnition from peers and managers.
	3.61
	0.896

	Averag Mean
	                   3.61
	
0.897



Source: Survey data (September, 2024)
Table 4.12, a descriptive analysis of Job Satisfaction in INGO Office in Myanmar is presented. The Job satisfaction construct consists of five questions assessed through a questionnaire, with mean scores falling between 3.52 and 3.75, indicating a high level of agreement on Job satisfaction with the INGO Offices in Myanmar. The highest agreement level is observed in questions No.2” Different types of challenges at my work make me feel excited and eager to tackle them.”,No.5” I love this work because I receive feedback and recongnition from peers and managers.”,No.1” I feel my work aligns with my values and interests.”, with a mean of 3.75, 3.69 and 3.56 and a standard deviation of 0.921, 0.771, 0.767 while the lowest is in question No.4” The types of work I perform provide me with opportunities for personal growth and development.The overall average mean value for job satisfaction is 3.61, signifying an "Agree" level on the Likert Scale. This suggests that, on average, employees express positive satisfaction levels with various aspects of their work experience at in INGO Offices, as measured by the provided questionnaire. The obtained mean score for overall job satisfaction is 3.61 (SD=0.897) which is higher than the cut-off Mean, that is, employees are satisfied with their current job.

[bookmark: _Toc164201766][bookmark: _Toc164204255]4.3.6	Descriptive Analysis of the Job Performance in INGO Offices in Myanmar
The respondent perception of Job Performance in INGO offices in Myanmar is described by the mean values in this section. A total of five statements were measured with a five-point Likert scale. Each question's mean and standard deviation score are measured and the results are shown in Table (4.13).
Table (4.13) Descriptive Analysis of the Job Performance in INGO Myanmar
	Employee Perforrmance
	Mean
	Std. Deviation

	I feel my skills and contributions are recognized and rewarded in this organization.
	3.42
	1.061

	I feel that my work-life balance is respected and supported by the organization. And I didn't want to move any others.
	3.38
	0.733

	There are specific benefits or perks offered by the organization that contribute to my retention.
	3.16
	0.732

	Good relationships with my manager and colleagues play in my decision to stay with this organization.
	3.88
	0.688

	The organization's recongition and rewards system impacted my performance to improve.
	3.26
	0.886

	Average mean
	3.42
	0.82


Source: Survey data (September, 2024)
In Table 4.13, a descriptive analysis of Job Performance at INGO office in Myanmar is presented. The Job Performance construct comprises five questions assessed through a questionnaire, with mean scores falling between 3.16 and 3.88, indicating a high level of agreement on Job Performance to INGO Offices in Myanmar. The highest agreement level is observed in question No.7” Good relationships with my manager and colleagues play in my decision to stay with this organization.”, with a mean of 3.88 and a standard deviation of 0.886, while the lowest is in question No.4 “There are specific benefits or perks offered by the organization that contribute to my retention.”, with a mean of 3.16 and a standard deviation of 0.689. The overall average mean value for Job Performance is 3.42, signifying an "Agree" level on the Likert Scale. This suggests that, on average, employees express positive job preferment towards INGO offices in Myanmar, as measured by the provided questionnaire, with the highest agreement in question No.4 reflecting a particularly strong level of performance.
According to Table (4.8), most respondents stated that they can do the assigned tasks on time that they have a good relations with their manager, superisors and colleages. They also perceive that they have improved and could perform the job more smoothly. In addition, respondents state that they can do more than one job assignment at the same time and they could work as they are reconzied by the organztion for their skills and contribution. It is found that respondents always manage information and data effectively as they have knowledge and skills. Thus, they can solve customer complaints more effectively. According to the overall mean score, most of the respondents can work effectively since they are satisfied with their work.
[bookmark: _Toc164201767][bookmark: _Toc164204256] 4.3.7 Overall Descriptive Statistics of Variables 
Table (4.14) shows a descriptive analysis of the construct variables, HR practices, based on Physical Working Conditions, Supervisor Support, Organizational Support, Worklife balance, Job Satisfaction, and Job Performance of employees at INGO Offices in Myanmar. 

Based on the 5-point Likert scale, the respondent provides the answer with (1= strongly disagree, 2= disagree, 3= neutral, 4= agree, and 5= strongly agree) to measure the response rate. Thus, each of the questionnaires is a range between 1 to 5, however, the mean scores lower than 3 represent disagree on the statement and higher than 3, it provides respondents agree on that statement. Based on the mean score interpretation, the result outcome comparison of descriptive statistics of variables is shown in Table (4.14).





Table (4.14): Overall Descriptive Statistics of Variables
	No
	Variables
	Mean

	1
	Workplace Conditions
	3.67

	2
	Supervisor Supports
	3.85

	3
	Organizational Supports
	3.20

	4
	Work Life Blance
	3.49

	6
	Job Satisfaction
	3.61

	7
	Job Performance
	3.42


Source: Survey data (September, 2024)
Table (4.14) indicates that among the selected HR practices “Workplace Conditions” with a mean value of 3.67. The mean value of “Supervisor Support” is 3.85 which indicates that respondents are satisfied with the “Organizational Support” in the study area. Moreover, employees are relatively satisfied with “Worklife balance” and “Job Satisfaction” with a mean value of 3.49 and 3.42. The mean value of all variables is higher than the mean cut-off point, 3.00. 


[bookmark: _Toc164201768][bookmark: _Toc164204257] 4.4	Regression Analysis

The study employs multiple linear regression analysis to explore the relationships between Workpalce Conditions, Supervisor Supports, Organization Support, Worklife Balance, as well as the impact of Job satisfaction on Job Performance. The two main variables under investigation are the effects of Workpalce Conditions, Supervisor Supports, Organization Support, Worklife Balance, as well as the impact of Job satisfaction on Job Performance. Multiple linear regression allows for the examination of how changes in the independent variables (Workplace Conditions, Supervisor Supports, Organization Supports) are associated with changes in the dependent variable (Job satisfaction), and similarly, how Job satisfaction influences Job Performance. The analysis aims to provide insights into the complex interplay between these variables, shedding light on the factors that contribute to Job satisfaction and subsequently influence Job Performance in the context of INGO offices in Myanmar.


[bookmark: _Toc164201769][bookmark: _Toc164204258][bookmark: _Hlk186279593]4.4.1	Analysis on the Effect of Factors Influencing on Job Satisfaction at INGO Offices in Myanmar
The testing independent variables were Physical Working Conditions, Benefits, Job Security, and Relationships with Supervisors and Peers and  Job satisfaction as the dependent variable.
	 Coefficients

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	2.247
	0.473
	
	0.522
	0.603

	
	Work Place Conditions
	0.611
	0.068
	0.666
	9.016
	0.000

	
	Superisor Support
	0.018
	0.087
	0.017
	0.209
	0.835

	
	Organizational Support
	0.284
	0.095
	0.229
	2.299
	0.004

	
	Work-Life Balance 
	0.047
	0.067
	0.055
	0.700
	0.486


Source: Survey data (September, 2024)
a.	Dependent Variable;	Job Satisfaction Means

The coefficients analysis in Table 4.17 provides insights into the relationship between independent variables and job satisfaction at INGO Offices in Myanmar. Notably, workplace conditions, supervisor supports, organisational support, work-life balance, as indicated by p-values less than 0.05. The positive coefficients for beliefs, emotional feeling, behavioral intention, sensation experience, association experience, tangibility, reliability, assurance, and empathy suggest that increases in these independent variables are associated with higher levels of employee satisfaction. The intercept (constant) has a coefficient of 2.247, with a standard error of 0.473, a t-value of 0.522, and a significant p-value (<.603), indicating a statistically significant impact on job satisfaction. These findings collectively support the positive influence of the identified independent variables on job satisfaction at INGO Offices in Myanmar.


CHAPTER 5
CONCLUSION

            This study aimed to examine the effect of job satisfaction on employee performance at INGOs, in Myanmar. Through multiple regression analysis, the research investigated the relationships between factors influencing job satisfaction and employee's job performance. The findings of the study contribute to our understanding of the relationship between factors influencing job satisfaction and employee's job performance.The research highlights the importance of factors influencing job achievement, such as job satisfaction and work-life balance, in positively influencing employees’ job performance. It also sheds light on the limited impact of certain factors influencing job achievement, such as supervisor support, working coditoins and organizational support, which showed a non-significant effect on employees’ job statisfaction. These insights can be valuable for organizations seeking to improve employees’ job achievement. By identifying the most effective influencing factors on job achievement, organizations can design targets that align with employees' needs and contribute to a more achievable and motivated workforce among employees from some INGO offices in Myanmar.

5.1       Findings and Discussions 
          The findings and discussions of this research provide valuable insights into the impact of different influencing factors on employees’ job satisfaction. The study aimed to examine the relationship between factors influencing job satisfaction and employees’ s performance and their influence on employee job satisfaction within the INGO offices in Myanmar. This study utilized a structured questionnaire with a five-point Likert scale to gather data from a sample representing the NGO sector in Myanmar. The questionnaire allowed 120 participants to express their agreement or disagreement with statements related to the research topic. The study obtained responses from a total of 109 participants. The structured questionnaire and Likert scale were chosen as effective methods for gathering standardized data and insights into the impact of influencing factors on employees’ job performance in the INGO sector in Myanmar.

In this study, several variables were examined to understand their impact on employee job satisfaction in the NGO sector in Myanmar. The dependent variable was "Employees’ Job Performance," which represents the level of dedication, loyalty, and  enthusiasm that employees have towards their organization. The independent variables included were "Supervisor Support, Peer Support, Organizational Support, Job Satisfaction and Work-life Balance," which are designed to enhance employees' skills, work support, knowledge, and overall performance in their job roles. The multiple regression analysis was conducted to determine the relationship between these influencing factors and employees’ job achievement. The regression coefficients and t-values were used to assess the strength and significance of the relationships. The results showed which influencing factor had a positive, negative, or no significant effect on employee commitment. The study aimed to shed light on the effectiveness of different influencing factors in fostering employees’ job achievement and providing valuable insights for organizations to enhance employee satisfaction, productivity, and work-life balance. The findings contribute to our understanding of the role of factors influencing job achievement in shaping employees’ job achievement within the INGO sector in Myanmar.

The study offers a comprehensive analysis of the demographic characteristics of participants within the NGO sector of Myanmar. Among the 100 respondents, a majority identified as male, constituting around half of the sample, while the remaining half identified as female. In terms of age, the largest segment of participants, around 53.5%, falls within the 21-30 age range. The age group of 31-40 years represents about 46.5% of the participants. In the context of marital status, the majority of the respondents, 36.6%, are married, whereas about 63.4.% are unmarried. Regarding educational background, approximately half of the respondents hold a Bachelor Degree, 55%, while 35.6% possess a Master’s degree. In terms of work experience, nearly half of the participants have more than 7 years of experience with 45.5%, followed by around 28.7% with 4-6 years of experience, and 24.8% with 1 to 3 years of experience.  In terms of job roles, "Senior Officer and Manager positions dominate the sample, constituting nearly 50.6% of the participants. It illuminates the nuances of their educational backgrounds, working experiences, job roles, and participation preferences.This detailed demographic analysis paints a comprehensive picture of the study's participant composition, which is vital for understanding the research findings on factors influencing job satisfaction and employees’ job performance within this specific context.

The multiple regression analysis in the INGO ector of Myanmar revealed significant impacts on Employee’s Job Performance. Job Satisfaction and Work-life Balance positively influenced job achievement, while Peer Support had a negative effect. Organizations can utilize these insights to design effective influencing factors that enhance Employee's Job Performance and foster an achievable and engaged workforce. In this present study, Job Satisfaction and Work-life Balance emerges as potent tools to equip employees with versatile skills and nurture dedication to organizational and individual success. Further research is needed to explore additional influencing factors. These findings suggest that the organization should consider designing effective influencing factors on job achievement in the future. However, this study provides valuable insights for the INGO organizations in Myanmar to optimize the factors influencing employees' job performance.

It is important to acknowledge that the specific results may vary based on the unique characteristics of the NGO sector in Myanmar and the participants involved. Therefore, organizations should carefully consider their HRM strategies, taking into account the preferences, needs, and job roles of their employees to optimize the impact on Employee's Job Performance and overall organizational success. Further research and in depth analysis could provide additional insights into the most effective approaches to maximize employees’ job achievement in the INGO sector of Myanmar.

5.2           Suggestions and Recommendations 
             When it comes to the survey results for employees’ job achievement at INGO Offices Myanmar, several recommendations can be made to address the identified issues and improve job satisfaction perceptions among employees. The following are the recommendations based on the research findings of factors influencing job achievement in INGO offices, Myanmar.

According to the findings, the result of the study will help INGO office and its employees to gain more understanding about employees’ job performance. Then,  employers should be given attention to factors influencing the job satisfaction, such as supervisor support, peer support, organizational support, job satisfaction and work-life balance. The employer should consider the employees’ lifestyle including supervisor support, co-worker support and organizational support. This study shows that  workload achievement is balanced by employees’ job satisfaction and work-life balance in the INGO field. The result of the study will help the INGO offices to gain better management of employees’ job achievement. 
Secondly, this analysis will help identify any gaps and allow for appropriate adjustments to ensure fairness and competitiveness. By providing employees with fair and equitable compensation, the organization can enhance an individual's job achievement perception and improve overall satisfaction. In addition to this, providing opportunities for skill enhancement and career growth demonstrates an employee’s job achievement as the organization can ensure that employees have equal access to resources and opportunities for growth within the organization. Improving communication and transparency within co-workers is another important aspect of enhancing employees’ job achievement. Moreover, open and transparent communication channels should be established to ensure employees are well-informed about the work-related factors by upper management supervisors within the INGO offices.
Lastly, conducting regular surveys or feedback sessions to gauge employees’ satisfaction and attitudes toward job achievement is very crucial. These surveys provide valuable insights into employee experiences and perceptions, allowing for continuous improvement and timely addressing of emerging concerns or issues. Implementing mechanisms such as regular feedback sessions, suggestion boxes, or anonymous surveys provides opportunities for employees to share their perspectives and contribute to the process of decision-making which is essential for supervisors to actively listen and genuinely consider employees’ input before making decisions, ensuring that multiple viewpoints are taken into consideration. Involving employees, HR professionals, and upper management in the development and implementation of strategies that promote employees’ job achievement within the organization ensures a collaborative and inclusive approach. According to the survey results, supervisors should be proactive in ensuring that decisions align with legal requirements, fair treatment, and ethical considerations. It is important to address the misalignment of policies, procedures, and systems with the organization's vision, mission, and values. By reviewing and evaluating existing policies, the organizations can ensure that they align with its overall goals and values, and communicate the purpose behind these policies to employees. Enhancing transparency in co-workers’ communication is crucial as employees expressed dissatisfaction in this area. Creating a culture of open and honest communication, where information is shared consistently, will help employees feel informed and engaged among organizations employees. Based on the survey results, employees agree that they are satisfied with their job descriptions and possess their work-life balance at organizations. Demonstrating genuine concern for employees' physical, mental, and emotional needs promotes employees’ job satisfaction and work-life balance in this study. By implementing these recommendations, INGO organizations can enhance its job achievement practices, create a fair and equitable work environment, and improve employee satisfaction and work success in the organization.
In conclusion, the survey results highlight that organizations can create a more equitable and trustworthy work environment. Further research and in-depth analysis could provide additional insights into the most effective approaches to maximize employee job performance in the INGO offices in Myanmar.

5.3    Needs for Further Studies 
        This study focuses on the respondents who live in Yangon. It is crucial to recognize that the research scope is limited to Yangon, and as a result, the generalizability of the findings to areas outside of Yangon may be limited. Additionally, Studying the factors influencing on Employees’ Job Satisfaction is another valuable avenue for research. When it comes to job achievement, it is suggested that future research should undertake comparative studies to investigate and compare the viewpoints of different organizations. In contrast, respondents from other organizations may represent certain nuances and variations in the study results. 


Additionally, assessing the outcomes, several areas warrant further investigation to gain deeper insights and inform future studies. Another valuable avenue for future research is to broaden the scope beyond Yangon and encompass the entirety of Myanmar to assess whether the findings from Yangon accurately reflect the situation across the entire country. Moreover, investigating the effectiveness of different decision-making processes, the role of employee involvement, and the influence of communication channels can offer valuable insights for enhancing job achievement practices within the organization. Further study could examine the specific details and actions that contribute to employees’ job achievement perceptions.

Moreover,  exploring the impact of empathy, fairness, and respect at managerial level on employees’ outcomes such as job satisfaction and work-life balance can provide valuable guidance for job achievement. Lastly, it would be valuable to explore the factors influencing job achievement and its impact on employees by examining the purpose of organizational culture, job satisfaction and employee well-being can provide useful recommendations for enhancing employee loyalty and job achievement. By conducting further research in these areas, organizations like INGO may develop a more thorough grasp of the dynamics at work and put targeted interventions into place to enhance employee satisfaction, organizational results and work achievement. 

In conclusion, comparative analyses across different sectors within Myanmar are highly recommended. To enhance the effectiveness of job achievement goals, researchers and organizations should delve into the adoption of advanced influencing factors on job achievement 
for organizations to prioritize their employees' physical and mental health. Pursuing these diverse avenues for further research can yield valuable insights and practical recommendations for INGO offices in Myanmar.
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APPENDIX – A: SURVEY QUESTIONNAIRE

Dear Sir/Madam, 
We are conducting a study to examine the development of employee performance with strengthening of supervisor support, peer support, organizational support, job satisfaction, and work-life balance at INGO Offices in Yangon, Myanmar. Your valuable input is essential to our research, and we kindly request your participation by completing this questionnaire. Rest assured that your responses will be kept confidential, and your personal identity will not be disclosed. The data collected will be solely used for research purposes.

1. Personal Information

	Gender
	Male 
	Female 
	
	
	

	Age
	21 -30 
	31 -40 
	41- 50 
	51- 60 
	61 years and above

	Education Level
	High School 
	Undergraduate 
	Graduate 
	Master
	

	Working Experience
	Less than a year 
	1 -3 years 
	4 - 6 years 
	above 7 years 
	

	Marital Status
	Married 
	Single 
	Other 
	
	

	Job Role
	Manager
	Sr Officer  
	Coordinator
	Other 
	



2. Questions for the development of job achievement with the strengthening of working conditions, supervisor support, organizational support, job satisfaction and work-life balance at Non-government Organizations in Yangon, Myanmar.

Instruction: Please indicate the extent to which you either agree or disagree with the following Statements by marking a tick mark √ in the appropriate column to the right side where 
1= Strongly Disagree   2 = Disagree   3 = Neutral   4 =  Agree    5 = Strongly Agree.

	No.
	Questions Items
	1
	2
	3
	4
	5

	
	Physical Working Conditions
	
	
	
	
	

	1.
	My workspace is comfortable and meets my needs for performing my tasks effectively.
	
	
	
	
	

	2.
	My workspace has adequate safety measures in place to prevent accidents and injuries.

	
	
	
	
	

	3. 
	There are sufficient and comfortable rest areas available for breaks.
	
	
	
	
	

	4.
	The cleanliness of my workplace is maintained to a high standard.

	
	
	
	
	

	5.
	The necessary equipment and tools for my job are readily available and in good working conditon.

	
	
	
	
	

	
	Relationship with Supervisor and Peers
	
	
	
	
	

	1.
	I feel comfortable communicating openly with my supervisor.

	
	
	
	
	

	2.
	My supervisor provides constructive feedback that helps me improve my performance.

	
	
	
	
	

	3.
	My supervisor demonstrates strong leadership skills. 

	
	
	
	
	

	4.
	My peers and I collaborated effectively to achieve our goals.
	
	
	
	
	

	5.
	I feel supported by my colleagues when I need help with my work.

	
	
	
	
	

	
	Capacity Development

	
	
	
	
	

	1.
	The organization provides training opportunities to enhance my skills and knowledge.

	
	
	
	
	

	2.
	The organization supports my professional development through workshops, seminars and courses.

	
	
	
	
	

	3.
	I receive regular and constructive feedback on my performance that helps me develop professionally. 
	
	
	
	
	

	4.
	The organization supports further education, such as tuition reimbursement or study leave.
	
	
	
	
	

	5.
	The organization offers development programs that are relevant and beneficial to my job. 
	
	
	
	
	

	
	Job Satisfaction
	
	
	
	
	

	1.
	I feel my work aligns with my values and interests. 
	
	
	
	
	

	2.
	Different types of challenges at my work make me feel excited and eager to tackle them. 
	
	
	
	
	

	3.
	I am satisfied with my overall job experience at this company.
	
	
	
	
	

	4.
	The types of work I perform provide me with opportunities for personal growth and development.
	
	
	
	
	

	5.
	I love this work because I receive feedback and recognition from peers and managers. 
	
	
	
	
	



Thank you so much for your precious time and cooperation.
APPENDIX – B: SPSS Output of the Study
Frequencies
	Statistics
	
	
	
	
	
	

	
	Gender
	Age
	Marital Status
	Education
	Job Role
	Working Experience

	N
	Valid
	101
	101
	101
	101
	101

	
	Missing
	0
	0
	0
	0
	0



Frequency Table
	Gender
	
	
	
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	53.5
	53.5
	53.5

	
	Female
	46.5
	46.5
	46.5

	
	Total
	110
	100.0
	100.0



	Age
	
	
	
	
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent
	

	Valid
	21-30
	53.5
	53.5
	53.5
	53.5

	
	31-40
	47
	46.5
	46.5
	46.5

	
	Total
	110
	100.0
	100.0
	



	Marital Status
	
	
	
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Single
	53.6
	53.6
	53.6

	
	Married
	46.4
	46.4
	46.4

	
	Total
	110
	100.0
	100.0



	Education
	
	
	
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	High School
	1
	1
	1

	
	Under Graduate
	7.9
	7.9
	8.9

	
	Graduate
	55.4
	55.4
	64.4

	
	Master's Degree
	36
	35.6
	100.0

	
	Total
	110
	100.0
	100.0



	Job Role
	
	
	
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Other
	41.6
	41.6
	41.6

	
	Coordinator
	8.9
	8.9
	50.5

	
	Sr.Officer
	24.8
	24.8
	75.2

	
	Manager
	24.8
	24.8
	100.0

	
	Total
	110
	100.0
	100.0



	Working Experience
	
	
	
	

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Less Than a year
	6.9
	6.9
	6.9

	
	1-3 years
	18.8
	18.8
	25.7

	
	4-6 years
	28.7
	28.7
	54.5

	
	above 7years
	45.5
	45.5
	100.0

	
	Total
	110
	100.0
	







	Case Processing Summary

	 
	N
	%

	Cases
	Valid
	101
	100.0

	
	Excludeda
	0
	0.0

	
	Total
	101
	100.0

	a. Listwise deletion based on all variables in the procedure.


 
Reliability WP
	Reliability Statistics
	 

	Cronbach's Alpha
	N of Items
	 

	0.768
	5
	 



Reliability SP
Scale: ALL VARIABLES

	Case Processing Summary
	 
	 
	 
	 
	 

	 
	 
	N
	%
	 
	 

	Cases
	Valid
	101
	100
	 
	 

	 
	Excludeda
	0
	0
	 
	 

	 
	Total
	101
	100
	 
	 

	a Listwise deletion based on all variables in the procedure.
	 
	 
	 
	 
	 



	Reliability Statistics
	

	Cronbach's Alpha
	N of Items

	.708
	5


Reliability OS
Scale: ALL VARIABLES
	Case Processing Summary
	 

	 
	N
	%
	 

	Cases
	Valid
	101
	100.0
	 

	
	Excludeda
	0
	0.0
	 

	
	Total
	101
	100.0
	 

	a. Listwise deletion based on all variables in the procedure.
	 


 
	Reliability Statistics
	

	Cronbach's Alpha
	N of Items

	.778
	5



Reliability WL
Scale: ALL VARIABLES
	Case Processing Summary
	 

	 
	N
	%
	 

	Cases
	Valid
	101
	100.0
	 

	
	Excludeda
	0
	0.0
	 

	
	Total
	101
	100.0
	 

	a. Listwise deletion based on all variables in the procedure.
	 



	Reliability Statistics
	

	Cronbach's Alpha
	N of Items

	.700
	4



Reliability WB
Scale: ALL VARIABLES
	Case Processing Summary
	 
	 
	 
	 
	 

	 
	 
	N
	%
	 
	 

	Cases
	Valid
	101
	100
	 
	 

	 
	Excludeda
	0
	0
	 
	 

	 
	Total
	101
	100
	 
	 

	
	
	
	
	
	



	Reliability Statistics
	

	Cronbach's Alpha
	N of Items

	.862
	5








Reliability EP
Scale: ALL VARIABLES
	Case Processing Summary

	 
	N
	%

	Cases
	Valid
	101
	100.0

	
	Excludeda
	0
	0.0

	
	Total
	101
	100.0

	a. Listwise deletion based on all variables in the procedure.



	Reliability Statistics
	

	Cronbach's Alpha
	N of Items

	.791
	5



Descriptives WP
	Descriptive Statistics
	 

	 
	N
	Minimum
	Maximum
	Mean
	Std. Deviation
	 

	WP1
	101
	1.00
	5.00
	3.4851
	1.09191
	 

	WP2
	101
	1.00
	5.00
	3.6436
	1.18814
	 

	WP3
	101
	1.00
	5.00
	3.2574
	1.01640
	 

	WP4
	101
	1.00
	5.00
	3.8317
	0.89520
	 

	WP5
	101
	1.00
	5.00
	3.6733
	1.27365
	 

	Valid N (listwise)
	101
	 
	 
	 
	 
	 





Descriptives SP
	Descriptive Statistics

	 
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	SP1
	101
	2.00
	5.00
	4.1089
	0.79876

	SP2
	101
	1.00
	5.00
	3.6733
	1.00109

	SP3
	101
	1.00
	5.00
	3.6634
	0.99275

	SP4
	101
	2.00
	5.00
	3.9109
	0.73619

	SP5
	101
	2.00
	5.00
	3.9208
	0.75741

	Valid N (listwise)
	101
	 
	 
	 
	 



Descriptives OS
	Descriptive Statistics

	 
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	OS1
	101
	1.00
	5.00
	3.1683
	1.23344

	OS2
	101
	1.00
	5.00
	3.0594
	1.33283

	OS3
	101
	1.00
	5.00
	3.3168
	1.10391

	OS4
	101
	1.00
	5.00
	3.1188
	1.16006

	OS5
	101
	1.00
	5.00
	3.4158
	1.00267

	Valid N (listwise)
	101
	 
	 
	 
	 



Descriptives WL
	Descriptive Statistics

	 
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	WL1
	101
	1.00
	5.00
	3.5149
	1.07344

	WL2
	101
	1.00
	5.00
	3.2772
	0.81386

	WL3
	101
	2.00
	5.00
	3.8317
	0.82546

	WL4
	101
	1.00
	5.00
	3.3762
	0.93650

	Valid N (listwise)
	101
	 
	 
	 
	 


Descriptives JS
	Descriptive Statistics

	 
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	JS1
	101
	1.00
	5.00
	3.5644
	0.76702

	JS2
	101
	1.00
	5.00
	3.7525
	0.92093

	JS3
	101
	1.00
	5.00
	3.5347
	1.14511

	JS4
	101
	1.00
	5.00
	3.5248
	0.87857

	JS5
	101
	1.00
	5.00
	3.6931
	0.77127

	Valid N (listwise)
	101
	 
	 
	 
	 



Descriptives EP
	Descriptive Statistics

	 
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	JS1
	101
	1.00
	5.00
	3.5644
	0.76702

	JS2
	101
	1.00
	5.00
	3.7525
	0.92093

	JS3
	101
	1.00
	5.00
	3.5347
	1.14511

	JS4
	101
	1.00
	5.00
	3.5248
	0.87857

	JS5
	101
	1.00
	5.00
	3.6931
	0.77127

	Valid N (listwise)
	101
	 
	 
	 
	 












Regression
	Variables Entered/Removeda
	 

	Model
	Variables Entered
	Variables Removed
	Method
	 

	1
	MeanOS, MeanWP, MeanSP, MeanWLb
	 
	Enter
	 

	a. Dependent Variable: MeanJS
	 

	b. All requested variables entered.
	 

	
	
	
	
	

	
	
	
	
	

	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.726a
	0.527
	0.507
	0.51090

	a. Predictors: (Constant), MeanOS, MeanWP, MeanSP, MeanWL



	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	27.922
	4
	6.981
	26.743
	.000b

	
	Residual
	25.058
	96
	0.261
	 
	 

	
	Total
	52.981
	100
	 
	 
	 

	a. Dependent Variable: MeanJS

	b. Predictors: (Constant), MeanOS, MeanWP, MeanSP, MeanWL





	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	0.247
	0.473
	 
	0.522
	0.603

	
	MeanWP
	0.611
	0.068
	0.666
	9.016
	0.000

	
	MeanWL
	0.018
	0.087
	0.017
	0.209
	0.835

	
	MeanSP
	0.284
	0.095
	0.229
	2.977
	0.004

	
	MeanOS
	0.047
	0.067
	0.055
	0.700
	0.486

	a. Dependent Variable: MeanJS



 
	Variables Entered/Removeda

	Model
	Variables Entered
	Variables Removed
	Method

	1
	MeanOS, MeanWP, MeanSP, MeanWLb
	 
	Enter

	 a. Dependent Variable: MeanEP

	b. All requested variables entered.



	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.687a
	0.473
	0.451
	0.48903

	a. Predictors: (Constant), MeanOS, MeanWP, MeanSP, MeanWL



	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	20.569
	4
	5.142
	21.502
	.000b

	
	Residual
	22.959
	96
	0.239
	 
	 

	
	Total
	43.528
	100
	 
	 
	 

	a. Dependent Variable: MeanEP

	b. Predictors: (Constant), MeanOS, MeanWP, MeanSP, MeanWL



	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	1
	(Constant)
	0.513
	0.452
	 
	1.135
	0.259

	
	MeanWP
	0.548
	0.065
	0.659
	8.450
	0.000

	
	MeanWL
	0.030
	0.083
	0.031
	0.365
	0.716

	
	MeanSP
	0.180
	0.091
	0.161
	1.978
	0.051

	
	MeanOS
	0.044
	0.064
	0.057
	0.685
	0.495

	a. Dependent Variable: MeanEP



	Statistics

	Gender

	 N
	Valid
	101

	
	Missing
	0
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Figure (2.2) Herzberg’s Two Factors
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Figure (2.2) Maslow’s Hierarchy of Needs
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