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Abstract
This study seeks to analyze the influence of employee perceptions regarding job characteristics
dimensions, including skill variety, task identity, task significance, autonomy, and feedback, on job
satisfaction within two prominent private sector banks in J&K. Data were gathered from 250 employees
of the selected banks utilizing a convenience sampling method. We used the Job Diagnostic Survey
created by Hackman and Oldham (1975, 1980) to find out how employees feel about their jobs and the
Short Index of Job Satisfaction created by Brayfield and Rothe (1951) to find out how satisfied they are
with their jobs. Employing Smart-PLS-3 versions, the study's results indicated that among the five job
characteristic dimensions, only skill variety and feedback exerted a significantly positive influence on job
satisfaction, while the others demonstrated a negative impact. We have talked about the results of this
study in light of what has already been written.
Keywords: Employee Perceptions, Job Characteristics, Job Satisfaction, J&K Bank, HDFC Bank and
Kashmir Valley

Introduction

One of the primary catalysts for growth in the Indian service industry is the private banking sector.
This sector has significantly transformed the financial landscape of the country, providing a wide
range of services including personal banking, wealth management, and investment advisory. The
emergence of numerous private banks has not only enhanced competition but also improved the
quality of services offered, leading to greater financial inclusion. Additionally, the innovation in
digital banking and technology-driven solutions has further bolstered the private banking sector’s
role in driving economic activity and supporting various sectors of the economy. (Colwell, 2022 &
Sharma et al., 2017) advocated that positive client attitudes from highly motivated and contended
employees can stimulate business for banks. Moreover, higher job satisfaction and lower stress
levels have been construed as benefits of better work-life quality that have the potential to reduce
turnover among workers (Seiders et al., 2005; Diriwdchter and Shvartsman, 2018). Work
satisfaction is also regarded as a sign of happiness, mental independence, detachment from stress,
and an employee's confident attitude to job responsibilities. In any business, it represents futurist and
significant issues for employers and workers (Bauman & Skitka, 2012; Alfayad and Arif, 2017,
Thies and Serratt, 2018). According to a job diagnostic survey, Job characteristics are the objective
aspects of a job, especially the extent to which a job is structured to increase an employee's internal
motivation for work and level of job satisfaction (Hackman & Oldham, 1974). Research indicates a
positive correlation between the five core job characteristics like autonomy, feedback, task
relevance, task identity, and skill variety and both performance outcomes and employee job
satisfaction (Hunter, 2006).

Literature Review
Employee Perceptions of Job Characteristics (JC)

The employee views of work characteristics model, which was made by Hackman and Oldham in
1976, is one of the first and most popular models. The Job Characteristics Model (JCM) says that
people who have jobs that are naturally motivating will be happier with their jobs (Hackman &
Oldham, 1976). Hackman and Oldham (1975) say that the job traits model is a way to think about
how to make jobs better or create new ones by focusing on the most important parts of a job.
Creating jobs with more motivating traits is one of the most important goals of the job
characteristics model. Job traits can help cut down on absences and turnover while also making
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workers more engaged, productive, and happy. How you see the job traits model is one of the best
ways to improve your work and make your job more satisfying (Yen et al., 2007). The job
characteristics model says that the five main aspects of a job create a psychological entity that
impacts an employee's traits and performance at work. These psychological entities include
motivation, fulfillment, and extroversion (Hackman & Oldham, 1975), as well as psychological
empowerment that leads to job satisfaction (Liden et al., 2000). The first three dimensions of the
JCM—skill diversity, task identity, and task significance—work together to give workers work that
they think is important, worthwhile, and valuable. Hackman and Oldham (1975) say that skill
variety is the degree to which work requires a person to use a range of gifts, skills, and knowledge.
Morris and Venkatesh (2010) say that talent range is the number of different skills that are needed
for a certain job. Also, studies show that work change makes jobs better because it boosts
motivation and JS. Task identity also talks about how well an employee finishes a working part or
whether the job has a clear start and end (Hackman & Oldham, 1975). Coelho and Augusto (2010)
say that task identity means that each job requires a wide range of skills, knowledge, and the ability
to carry out different duties and tasks. Hoonakker et al. (2007) said that job identity is linked to how
productive workers are. As defined by Hackman and Oldham (1975), task significance is how much
a job affects the daily or professional lives of other people in or outside of the immediate firm.
People who work for you will be more likely to finish their jobs if they believe they are important.
Because they are required to, employees will work harder to do their jobs (Hackman & Oldham,
1975). Also, according to Hackman and Oldham (1975), autonomy is the amount of control and
power that workers have over how they do their jobs and how independent their jobs are. Zimmer-
Gembeck and Collins (2006) say that liberty means being able to think, feel, make choices, and act.
The last part is feedback, which can come from work bosses or any other source and is objective
information on performance and progress (Hackman & Oldham, 1975).

Job Satisfaction (JS)

Job satisfaction has been widely examined in academic literature due to its significant influence on
work productivity, employee turnover, and retention (Javad & Davood, 2012). According to
Spector (1997), job satisfaction refers to the degree to which an individual feels satisfied or
dissatisfied with their job. Similarly, Locke (1976) describes it as a positive emotional state
resulting from an individual’s evaluation of their job or work experience. In contrast, Betts (2000)
defines job satisfaction as an employee’s subjective evaluation of their work, encompassing both
psychological and physiological dimensions. In modern organizations, job satisfaction is considered
a crucial element, based on the notion that satisfied employees are not only happier but also more
productive and successful (Aziri, 2011). Likewise, Sinambela (2020) views job satisfaction as the
level of an employee’s positive attachment to their workplace and its conditions. Overall, there is a
strong relationship between employees’ attitudes toward their work and their level of job
satisfaction.

Various methods have been proposed in the literature to measure job satisfaction. Locke (1969)
emphasized assessing either overall job satisfaction or individual components such as pay,
supervision, and working conditions. However, total job satisfaction is often understood as the
combined evaluation of these different aspects, since a job cannot be assessed as a single unified
entity. Researchers have long shown interest in job satisfaction as a key organizational variable.
Gupta and Joshi (2008) argue that job satisfaction plays a vital role in motivating employees to
perform better. Similarly, Saleem et al. (2010) highlight its importance, noting that individuals
spend a substantial portion of their lives at work. Furthermore, Bontis et al. (2011) suggest that
satisfied employees contribute to improved customer service, as they tend to have more positive
perceptions of the organization’s products and services. Mwesigwa et al. (2020) also point out that
satisfied employees are more innovative and help create a positive work environment, while
enhancing morale, productivity, attitudes, and interpersonal relationships within the organization.
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Employee Perceptions of Job Characteristics and Job Satisfaction

An analysis conducted by Hackman and Oldham (1974) examined an instrument designed to diagnose
jobs and evaluate job redesign initiatives across 658 employees working in 62 different roles within
seven organizations. The findings highlighted that “job characteristics” refer to the objective features
of a job, particularly the extent to which a job is structured to enhance employees’ intrinsic motivation
and overall job satisfaction. Similarly, Hunter (2006) identified four key job attributes—task identity,
task variety, task significance, and feedback—as strong positive predictors of job satisfaction. Noor et
al. (2007) also reported a significant relationship between job satisfaction and situational factors such
as autonomy, feedback, skill variety, task identity, and task significance.

Bhatti et al. (2012) investigated the determinants of motivation and job satisfaction within
Pakistan’s banking sector using a cross-sectional design, collecting data from 200 middle- and
upper-level managers. The study revealed a strong positive relationship between job characteristics
and personal outcomes, including internal work motivation and job satisfaction. Regression analysis
further confirmed that job characteristics significantly influence these outcomes. Likewise, Ali et al.
(2013) explored the relationship between job characteristics and job satisfaction among managers in
fast-food outlets, using a sample of 212 respondents. Their findings indicated that all five
dimensions of the Job Characteristics Model had a substantial impact on managerial job
satisfaction.

Nan and Pukkeeree (2013) examined how job characteristics, personality traits, and job satisfaction
affect work adjustment among 310 recent graduates from Rajamangala University of Technology,
Thanyaburi. The results showed that job characteristics and job satisfaction directly influenced
work adjustment, while job characteristics also had an indirect effect through job satisfaction. Steyn
and Vawda (2014) further demonstrated that job characteristics—such as skill variety, task identity,
task significance, autonomy, and feedback—mnot only predict job satisfaction but also relate to stress
and depression levels.

Andrew et al. (2016) conducted a case study at Craun Research Sendirian Berhad in Malaysia with
a sample of 99 employees and found a strong association between job characteristics and job
satisfaction, with task identity emerging as the most influential factor. Similarly, Janjhua et al.
(2016), in a study of 60 bank employees from public and private sectors in Solan, Himachal
Pradesh, reported a positive correlation between job satisfaction and key job characteristics,
including task significance, job identity, job variety, and feedback.

Al-Khalil (2017) also found a strong positive relationship between job characteristics and job
satisfaction, suggesting that enhancing all dimensions of job design leads to higher satisfaction levels.
In a related study, Hand and Pujol (2019) observed that four job characteristics were positively
associated with overall job satisfaction, indicating that better working conditions contribute to
increased satisfaction. Raihan (2020) further confirmed that factors such as skill variety, task identity,
task significance, autonomy, and feedback positively influence employee job satisfaction.

Vaziri et al. (2020) examined the mediating role of emotional labor in the relationship between job
characteristics, job satisfaction, and stress among 180 nurses at Shariati Hospital in Isfahan, Iran.
Their findings indicated that job characteristics significantly and positively affect job satisfaction.
The study also emphasized the importance of investing in employee training to improve
competencies, attitudes, and customer satisfaction. Similarly, Putra et al. (2021) and Brahmana et al.
(2021) both reported that improved job characteristics lead to higher levels of job satisfaction
among employees.

Kumari et al. (2022) found that job characteristics and related factors have a significant positive
impact on job satisfaction, highlighting the nature of job design as a critical determinant. Omar et
al. (2022) explored the relationship between job characteristics and work outcomes, emphasizing
the mediating role of psychological states such as experienced meaningfulness, responsibility, and
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awareness of outcomes. Their findings suggested that job characteristics significantly shape these
psychological states, which in turn influence employee performance.

Pamudyarini (2022), in a study of 178 high school teachers in Bogor, Indonesia, found that job
characteristics positively and significantly affect job satisfaction, using AMOS for data analysis.
Pikl (2023) also reported a positive relationship between job satisfaction and the Job Characteristics
Model. Fatema (2024), studying 489 faculty members from private universities in Bangladesh,
found that organizational commitment mediates the relationship between job characteristics and job
satisfaction, with job design positively influencing satisfaction levels. The study recommended that
institutions focus on designing jobs that enhance employee commitment to improve overall
organizational outcomes.

More recent studies continue to reinforce these findings. Mostafa et al. (2024) emphasized that job
characteristics play a crucial role in shaping employees’ perceptions of their work environment and
overall satisfaction. Raihan et al. (2024) demonstrated that job characteristics and job satisfaction
significantly and positively influence employee performance. Hagen et al. (2025) further argued
that simply assessing job characteristics is insufficient; organizations must also consider employees’
satisfaction with these characteristics. They suggested that improving workplace well-being
requires attention to factors such as social support, workload management, learning opportunities,
job content satisfaction, and effective management practices.

Research Gaps

According to the literature, job characteristics and job satisfaction are critical to the organization.
Numerous theoretical and empirical study findings indicate that one of the key determinants of
employee satisfaction is the nature of the job characteristics (Hackman & Oldham, 1975; 1980;
Hauff & Richter, 2015, Loher et al., 1985; Tumer & Lawrence, 1965). Ameta- analysis between
work characteristics and job satisfaction were conducted by (Loher et al., 1985) in which results
revealed that job autonomy was shown to have the most impact on employee job satisfaction out of
the five key job aspects. On the other hand, the highest impact was attributed to job variety and job
feedback, while job significance and job identity had the lowest correlation coefficient. Hence, it is
evident from both theoretical and empirical research that job characteristics have a favorable impact
on work satisfaction. The present study seeks to explore the genuine relationships between job
satisfaction and various dimensions of job characteristics experienced by employees in the banking
sector. Further, the implementation of the Job Characteristics Model (JCM) in Jammu and Kashmir
has not received the attention it deserves, even after three decades of ongoing research in this area.
This oversight presents a critical opportunity for inquiry, particularly within the banking sector,
where understanding employee perspectives are essential. Consequently, the primary aim of the
present study is to delve into how workers' perceptions of various job characteristic factors impact
their overall job satisfaction in the context of J&K’s banking sector. To fill this significant gap in
existing literature, the research will focus on exploring the following specific question:

Research Questions

Based on knowledge gaps, the following research questions have been identified:

Does an employee's perception of job characteristics positively impact job satisfaction?
Research Objectives

On the basis of research questions, the research objective of this study is “To assess the impact of
employee perceptions of job characteristics on job satisfaction”.

Hypotheses
In light of the above research objective, the following hypothesis is made for this study:
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H1: Employee perceptions of job characteristics have a positively significant impact on job
satisfaction.

This hypothesis is divided into the following sub-hypotheses:

Hla: Skill variety has a significant positive impact on job satisfaction.
H1b: Task identity has a significant positive impact on job satisfaction.
Hlc: Task significance has a significant impact on job satisfaction.

Hl1d: Autonomy has a significant impact on job satisfaction.
Hle: Feedback has a significant impact on job satisfaction.
Research Design and Methods (Population, Sampling Method and Size)

The sample for this study consisted of employees from the banking sector in Jammu and Kashmir,
selected in proportion to population density based on the 2011 Census data. The empirical
investigation focused on two specific banks: Jammu and Kashmir Bank (JKB) and Housing
Development Finance Corporation (HDFC) Bank. JKB was included due to its significant market
presence and extensive financial operations within the Union Territory of Jammu and Kashmir, as
noted in the JK Bank Annual Report (2022). In contrast, HDFC Bank was chosen because it is
recognized as the largest private-sector bank in India (Kothari, 2022).

A non-probability convenience sampling method was employed for data collection. As explained by
Malhotra and Dash (2011), this approach is particularly suitable when it is difficult to access the
entire target population. A total of 250 questionnaires were distributed among the selected
respondents, out of which 225 were completed and returned, yielding a high response rate of 90%.

Sources of Data

Both primary and secondary data were used in this study. Questionnaires were used to gather
primary data, and books, journals, bank reports, and other sources.

Research Instrument and Reliability

Job Characteristics: - The five dimensions of job characteristics include skill variety, task identity,
task significance, autonomy, and feedback. The questionnaire adopted for the study was a job
diagnostic survey questionnaire developed by (Hackman & Oldham, 1975). Job diagnostic survey
questionnaire has been considered the most reliable measurement scale for measuring the job
characteristics model variables. There are 15 items in the questionnaire, and each item was scored
on a 5-point Likert-type scale, which ranges from "5" strongly agree to "1" strongly disagree.
According to Abbott (2004), the JDS scale's alpha coefficient reliability was 0.76, while the job
characteristics' coefficient alpha varied from 0.59 to 0.78 (Scott et al., 2005). As a result, JDS has
been proven to be a trustworthy measure of work characteristics.

Job satisfaction: Brayfiled & Rothe (1951) developed the short index of work satisfaction as a
means of quantifying job satisfaction. Rather than focusing on particular elements of the work
environment, the -assessment of Job Satisfaction provides an assessment of "overall" job
satisfaction. It produces an index that is both legitimate and dependable (Brayfield & Rothe, 1951).
The original work satisfaction index and the abbreviated version of the index are the two variants of
the measure. Although there was a short version with only five items, the original version included
eighteen items. A scale known as the short version was used for this investigation. The items were
rated on a 5-point Likert scale from 'S' strongly agree to 'l'strongly disagree. Many previous
researchers considered that the alpha coefficient reliability of the scale was 0.85 respectively
(Munyon et al., 2010; Derakhshani & Ghasemzadeh, 2014).
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Tools of Analysis

The measurement model examines the relationships between latent variables and their
corresponding observed indicators (manifest variables). It also evaluates the model’s validity
specifically convergent and discriminant validity—as well as its reliability, including item reliability
and internal consistency.

In this study, EPJC was conceptualized as a second-order construct within the structural model. The
structural model was analyzed using the bootstrapping technique to determine the relationships
among latent variables. Its significance was assessed through path coefficients and R? values.

Analysis and Implication
Measurement Model Results

This section aims to assess the quality of the measurement instruments by examining factor
loadings, discriminant validity, and internal consistency (Fornell & Larcker, 1981; Elbeltagi et al.,
2013). As presented in Table 1, the factor loadings for all items exceed the recommended threshold
of 0.70. Furthermore, the composite reliability and Cronbach’s alpha values for all constructs are
above the acceptable limit of 0.70, indicating strong internal consistency.

In addition, Fornell and Larcker (1981) recommend that the average variance extracted (AVE)
should be at least 0.50. The results shown in Table 1 confirm that the AVE values for all constructs
are above this threshold, demonstrating adequate convergent validity. The table also indicates that,
for each construct, the square root of the AVE is greater than its correlations with other constructs,
thereby establishing discriminant validity.

Overall, these findings suggest that the measurement scales used in this study are both reliable and
valid (Henseler et al., 2009; Elsetouhi et al., 2015).

36



Employee Perceptions of Job Characteristics and Job

Constructs Items Code F.L A.C C.R | AVE
Skill I have a chance to do a number of different tasks, 0.907 | 0.868 | 0918 | 0.788
Variety using a variety of different skills and talents.
The job requires me to use a number of complex | 0.873
skills.
The job is quite simple and repetitive. 0.883
Task I do a complete task from start to finish. The results
Identity of my efforts are clearly visible and identifiable. 0913 | 0.887 | 0.930 | 0.816
My job provides me with the chance to finish
completely any work I start. 0.912
My job is arranged so that I do not have the chance
to do the entire piece of work from beginning to end.| 0.885
Task Only when my job gets done, others' jobs can be 0905 | 0913 | 0.944 | 0.850
Significance completed.
Many people are affected by the job, I do. 0.929
My job is not an integral part of this organization. 0.932
Autonomy | I have almost complete responsibility for deciding | 0.880 | 0.863 | 0.916 | 0.784
how and when the work is to be done.
My job gives me considerable freedom in doing the | 0.883
work.
My job does not allow me an opportunity to 0.893
use discretion or participate in decision- making.
Just doing the work itself provides me with the 0904 | 0.707 | 0.834 | 0.629
Feedback | opportunity to figure out how well I am doing.
The supervisor and co-workers on this job 0.684
Almost never give me any “feedback” about
how well I am doing in my work.
The job gives few clues about how well I'm 0.776
performing
Job I feel fairly satisfied with my present job. 0.803 | 0.846 | 0.890 | 0.619
Satisfaction
I am enthusiastic about my work. 0.785
Each day at my work seems like It will never end. | 0.779
I find real enjoyment in my work. 0.759
I consider my job to be rather unpleasant. 0.806

Table:-1Factor Loadings, Constructs reliability & Validity

Note: F.L=Factor Loadings; A.C=Alpha Coefficients; C.R.=Composite Reliability; AVE=Average Variance Extracted

Discriminant Validity

Discriminant validity, according to (Hair et al. 2019), is the degree to which differentiable
measurements are distinct. According to (Bagozzi et al., 1991), meaningful assessments of two or
more unique ideas shouldn't correlate too heavily with one another. There are two suggested metrics
of discriminant validity: the HTMT Ratio and the Fornell-Lacker criteria.
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AT FB JS SV TI TS
AT 0.885
FB 0.354 0.793
JS 0.163 0.303 0.787
SV -0.079 0.055 0.308 0.888
TI 0.063 0.217 0.306 0.361 0.903
TS 0.297 0.155 0.224 0.051 0.277 0.922

Table 2:- Fornell - Lacker criterion
(Note: AT: Autonomy; FB Feedback, JS: Job Satisfaction; SV: Skill Variety;, TI: Task Identity;, TS: Task
Significance)

Table 2 indicates that every value in the top cell is bigger than every other value in that specific
cell. The discriminant validity was evaluated using the Fornell-Lacker criterion.

AT FB JS SV TI TS
AT
FB 0.450
JS 0.187 0.37
SV 0.096 0.110 0.350
TI 0.073 0.273 0.353 0.414
TS 0.335 0.189 0.254 0.092 0.306

Table 3: (Heterotrait—Monotrait Ratio)
(Note: AT: Autonomy, FB Feedback; JS: Job Satisfaction; SV: Skill Variety, TI: Task Identity; TS: Task Significance)

The heterotriat - monotrait ratio of correlations was also used to evaluate discriminant validity.
All values of lower-order constructs should be less than0.90. Table 3 shows that every value for
the lower-order construct is less than 0.90 suggesting the discriminant validity of the constructs.

Structural model and hypotheses testing

This study's main goal was to determine how employee perceptions of job characteristics affected
their level of job satisfaction among workers in the two private banking sectors. The evaluation of
path coefficients' significance and relevance is the primary emphasis of structural model assessment
in PLS-SEM. Next, the model's explanatory and predictive power are assessed (Hair et al., 2022).
The theory that demonstrates the relationships between different constructs is known as the
structural model (Hair et al., 2022). (Hair et al. 2022) stated that there are three processes involved
in structural model assessment in PLS-SEM. These are: (1) Examining if predictor constructs in
structural model regressions may be collinear. (2) Assessment of the relevance of the structural
model linkages and the importance of the path coefficients. (3) Evaluation of the explanatory power
of the model (R?, F, and Q).

(Step 1) Evaluation of Potential Collinearity among Predictor constructs in Structural model Regressions.

Constructs VIF Constructs VIF
AT 1.248 SV 1.165
FB 1.195 TI 1.289
JS TS 1.184
Table 5 Variance Inflation Factor (VIF) Values of Constructs (Outer model)
Constructs VIF Constructs VIF
EPJC 1.000 JS

Table 6, Variance Inflation Factor (VIF) Values of Constructs (Inner model)

It is crucial to examine the structural model regressions for any possible collinearity issues since

strong correlations between ecach set of predictor components may result in biased point estimates

and standard errors (Sarstedt & Mooi, 2019). According to (Becker et al., 2015), VIF values less

than 3 indicate that there are no collinearity problems with the structural model. The table indicates
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that the outer and inner VIF values of the predictor constructs are below the recommended cut-off
value 3, indicating that there is no collinearity issue in the structural model.

(Step 2) Assess the Significance and Relevance of the Structural Model Relationships (i.e., Path
Coefficients’).

Fig 2 & 3:- Structural models of Employee Perceptions of Job characteristics and job
satisfaction with sub-dimensions.
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Fig 3 Path Coefficient with T-statistics and P-value
Results, Discussion and Suggestions

Results

According to the study's objectives, which were to determine how employee perceptions of job
characteristics affected job satisfaction in two private banks and to test the research hypothesis H1
(employee perceptions of job characteristics impact job satisfaction), the study revealed through
(5000 complete bootstrapping) that employee perceptions of job characteristics have a significant
and positive impact on job satisfaction (§ = 0.457, t-value = 5.566, P-value = 0.000). The result of
the study is substantiated by the findings of Ali et al., (2014), Brahaman et al, (2021) and Brahaman
& Simanjuntak, (2022) all provide support for this. The findings indicated that while employee
perceptions of job characteristics influence job satisfaction, companies are more likely to see better
satisfaction levels among banking employees when they enhance all dimensions of job
characteristics. This is because, when firms focus on creating a working design that fosters
employee engagement, productivity, and high job satisfaction in the job characteristics model may
be highly beneficial in creating jobs for those working in the banking industry. Hence, H1 is
accepted.

Comparably, the results for the Hla skill variety (B = 0.248, t-value = 2.925, P-value = 0.004) and
Hle feedback (0.220, t-value = 2.450, P-value = 0.015) show that job satisfaction is significantly
and favourably impacted on skill variety and feedback. According to (Hadi & Adil, 2010; Bhatti et
al., 2012; Fan et al. 2014; Andrew et al. 2016; Al Khalil ,2017), who found that job characteristic
dimensions have a positive and significant impact on job satisfaction. Hence, Hla and Hle are
accepted.

However, no significant impact was found on some EPJC sub-dimensions like task identity, task
significance, and autonomy. Whereas, H1b (task identity positively impacts job satisfaction) study
revealed that task identity has a negative impact on job satisfaction (f = 0.131, t-value = 1.143, P-
value = 0.254); Hlc (task significance positively impacts job satisfaction) study revealed that task
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significance has negative impact on job satisfaction (= 0.123, t-value = 1.373, P-value = 0.170) and
Hld (autonomy positively impacts job satisfaction) study revealed that autonomy has negative
impact on job satisfaction ( = 0.060, t-value = 0.696, P-value0.487). According to Azash et al.,
(2012) skill variety is identified as a significant and positive predictor of job satisfaction whereas
task identity, task significance, autonomy and feedback are negative predictors of job satisfaction.
Hence, H1b, Hlc and H1d are Rejected

Hypotheses | Relationship Beta Standard T P - Values Decision
Deviation Statistics
Hl EPJC ->JS 0.457 0.082 5.566 0.000 Accepted
Hla SV->JS 0.248 0.085 2.925 0.004 Accepted
Hlb TI->JS 0.131 0.114 1.143 0.254 Rejected
Hlc TS->JS 0.123 0.090 1.373 0.170 Rejected
Hld AT->JS 0.060 0.087 0.696 0.487 Rejected
Hle FB->JS 0.220 0.090 2.450 0.015 Accepted

Table6:-Path Coefficient and Hypotheses Testing

(Step 3) Assess the model’s explanatory power through R-Square, F-Square & Q-Square.
Following the model's validation, the structural model is first evaluated for robustness using
collinearity evaluation, then hypotheses testing is done, and finally R-square, f-square, and Q-
square are used, in that order (Hair et al., 2019). According to Cohen et al. (1990), endogenous
latent variable R-square values are evaluated as follows: less than 0.13 (moderate), less than 0.02
(weak), and more than 0.26 (substantial) .To guarantees that the model has enough predictive
potential, the g-square of the endogenous variables should be higher than zero.

AT 151
= .~

3] __u 137 2 __H-.’J E:T-:__' 152

- (444 W s
oy L0513 D264 PSR o7 53
G305 oo,

Tl 0.985 085 =
— EPIC is i

5 155

Fig.4, Outer weight and loadings, F-square and R-square

Additionally, the 5000 complete bootstrapping procedure revealed that the acceptable R-square of
themodel is 0.209 which means a 20.9% change in job satisfaction is accounted for employee
perceptions of job characteristics. Similarly, the f-square for employee perceptions of job
characteristics (0.264) on job satisfaction shows that the removalofemployee perceptions of job
characteristics has a medium effect on the R-square value of job satisfaction as the f-square values
greater than 0.02, 0.15 and 0.35 signifies small, medium and strong effect respectively (Hair et al.,
2019). Furthermore, the blindfolding procedure revealed that the model's predictive relevance of
0.105, which is larger than zero, indicates that it has adequate predictive relevance.
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Discussion

The present study was a humble attempt to answer the two questions. First, "Does employee
perceptions of job characteristics impact job satisfaction?” Second, "Does employee perceptions of
job characteristic dimensions such as (skill variety, task identity, task significance, and autonomy
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and feedback) impact job satisfaction?”” Concerning hypothesis H1 the results show that employee
perceptions of job characteristics have a significant positive impact on job satisfaction. According to
(Alka and Sunil, 2020), several government bank employees in India indicate that job characteristics
positively affect job satisfaction. Another study on BRI Kediri Bank staff members found that when
the nature of their employment aligns with their interests and skill set, they will feel content.
Conversely, if employee’s qualities do not match their talents, they will not be satisfied with their
work (Meilina, 2016). The significance of this hypothesis is also in line with the action control
theory which suggests employee perceptions of job characteristics will affect job satisfaction, when
organizations increase job characteristics, they are more likely to achieve higher levels of
satisfaction among banking employees. Similarly, skill variety and feedback have a positive and
significant impact on the job satisfaction of J&K Bank and HDFC Bank employees. However, no
significant impact was found on certain

Sub-dimensions of the Employee Perceptions of Job Characteristics (EPJC) model, such as task
identity, task significance, and autonomy. This may be attributed to the highly stressful nature of the
banking sector, especially in roles that involve financial products, compliance issues, or sales
targets. The intense pressure to meet targets or adhere to regulatory standards can overshadow the
psychological benefits associated with task autonomy resulting in a lower perceived impact on
overall job satisfaction.

Conclusion

The study's findings have significant implications for enhancing job characteristics within
organizations. It is imperative for organizations to reassess job roles to ensure that employees
perceive their work as meaningful and that their competencies and skills are being optimally
utilized. Empowering employees to exercise autonomy in decision-making related to their roles
fosters a sense of psychological well-being. Furthermore, timely and constructive feedback is crucial
in influencing the quality of work produced by employees, as it contributes to their continuous
professional development and learning. The findings also suggested that businesses should invest
more in employee training to improve staff competencies, foster positive attitudes, and boost
customer satisfaction and loyalty. Furthermore, it is essential to consider providing employees with
job stability, competitive pay and benefits, as well as incentives that align with their productivity
and performance.

Suggestions for Future Researches

First, this investigation exclusively focused on the banking sector. Other sectors and industries such
as marketing, education, and engineering, may be influenced by different factors. Therefore, it is
advisable to explore how these factors interact across various disciplines. Second, we employed a
cross-sectional study design, which limits the research to a single point in time and does not provide
insights over an extended period. Longitudinal research would be more suitable and yield more
accurate results over time. Third, the current study examined the effects of employee perceptions of
job characteristics on job satisfaction at J&K Bank and HDFC Bank in Jammu & Kashmir. Future
researchers are encouraged to explore how employee engagement, innovative work behavior, or
emotional intelligence may serve as mediators to strengthen the relationship between the factors
under study.

References:

Abrami, P. C., d'dpollonia, S, & Cohen, P. A. (1990). Validity of student ratings of
instruction: Whatweknowandwhatwedonot. Journalofeducational psychology, 82(2), 219.

Al Khalil, A. H. (2017). Effects of job characteristics on employee satisfaction in the public radio stations in Syria.
International Journal of Academic Research in Business and Social Sciences, 7(9), 2222-6990.

Alfayad, Z., &Arif, L. S. M. (2017).Employeevoiceandjobsatisfaction: Anapplication of Herzberg's two-factor theory.
International Review of Management and Marketing, 7(1), 150- 156.

Ali, S. A. M., Said, N. A., Abd Kader, S. F, Ab Latif, D. S., &Munap, R. (2014). HackmanandOldham's job
characteristics modelto jobsatisfaction. Procedia-Social and Behavioral Sciences, 129, 46-52.

41



The Business Review (Vol-29, No.2)

Andrew, L., Haris, N., Zakariah, H., &Zekaria, N. A. B. (2016). Job characteristics and job satisfaction among
employees: A case study at Craun Research Sdn. Bhd., Kuching, Sarawak. International Academic Research
Journal of Business and Technology, 2(2), 165-171.

Azash, S., Safari, R., Thirupalu, N., &Subhan, B. (2012). Job characteristics aspredictors of work motivation and job
satisfaction of bank employees. International Journal of Business and Management Tomorrow, 2(1), 1-7.

Aziri,B. (2011).Jobsatisfaction: Aliteraturereview. Managementresearch&practice,

3(4).Bagozzi,R.P,Yi, Y, &Phillips,L. W.(1991).Assessingconstructvalidityin organizational research. Administrative
Science Quarterly, 421-458.

Bagozzi, R. P, Yi, Y, & Phillips, L. W. (1991). Assessing construct validity in organizational research. Administrative
science quarterly, 421-458.

Bauman, C. W., &Skitka, L. J. (2012). Corporate social responsibility as a source of employee satisfaction. Research in
organizational Behavior, 32, 63-86.

Becker, J. M., Ringle, C. M., Sarstedt, M., &Vilckner, F. (2015). How collinearity affects mixture regression results.
Marketing letters, 26, 643-659.

Betts, P.W.(2000).Supervisory management (7thed.).London, United Kingdom: Prentice Hall. Bhatti, N., Syed, A. A. S.
G., & Shaikh, F. M. (2012). Job satisfaction and motivation in the banking industry in Pakistan. Journal of Asian
Business Strategy, 2(3), 54-62.

Bhatti, N., Sved, A. A. S. G, & Shaikh, F. M. (2012). Job satisfaction and motivation in banking industry in Pakistan.
Journal of Asian Business Strategy, 2(3), 54-62.

Bontis, N.,Richards, D.,& Serenko,A. (2011).Improving service delivery: Investigating the role of information sharing,
job characteristics, and employee satisfaction. The learning ovganization, 18(3), 239-250.

Brahmana,S.S. (2021). Does Job Characteristics Predicted Employee Job Satisfaction?.Turkish Journal of Computer
and Mathematics Education (TURCOMAT), 12(8),1627-1632

Brand, J. E., Warren, J. R., Carayon, P., &Hoonakker, P.(2007). Do job characteristics mediate the relationship
between SES and health? Evidence from sibling models. Social Science Research, 36(1), 222-253.

Brayfield, A. H., &Rothe, H. F. (1951). An index of job satisfaction. Journal of applied psychology, 35(5), 307.

C. Fornell, D.F. Larcker. Structural equation models with unobservable variables and measurement error: Algebra and
statistics. Sage Publications Sage CA: Los Angeles, CA; 1981.

Coelho, F., &Augusto,M.(2010).Jobcharacteristicsandthecreativityoffrontlineservice employees. Journal of Service
Research, 13(4), 426-438.

Cohen, P., Cohen, J., Teresi, J., Marchi, M., & Velez, C. N. (1990). Problems in the measurement of latent variables in
structural equations causal models. Applied Psychological Measurement, 14(2), 183-196.

Colwell, M.G.(2022).Jobsatisfactionandretentionofremoteadmissionsprofessionals

(Doctoraldissertation, CaliforniaStateUniversity,Sacramento).

Derakhshani, A., &Ghasemzadeh, A. (2014). A Survey about the Correlation between Accountability, Job Satisfaction,
Job Performance, Job Tension and Organizational Citizenship Behavior (OCB) in Faculty Members of East
Azerbaijan PNU.". Intl J Basic SciAppl Res, 3(11), 781-6.

Dhamija, P, Gupta,S.,&Bag,S.(2019).Measuringofjobsatisfaction:theuseofqualitvofworklife factors. Benchmarking: An
International Journal, 26(3), 871-892.

Diriwaechter, P, &Shvartsman, E. (2018). The anticipation and adaptation effects of intra-and interpersonal wage
changes on job satisfaction. Journal of Economic Behavior & Organization, 146, 116-140.

Elbeltagi, 1., Al Sharji, Y., Hardaker, G., &Elsetouhi, A. (2013). The role of the owner- manager in SMEs’ adoption of
information and communication technology in the United Arab Emirates. Journal of Global Information
Management (JGIM), 21(2), 23-50.

Elsetouhi, A. M., Hammad, A. A., Nagm, A. E. A., &Elbaz, A. M. (2018). Perceived leader behavioural integrity and
employee voice in SMEs travel agents: The mediating role of empowering leader behaviors. Tourism
Management, 65, 100-115.

Elsetouhi, A., Elbeltagi, 1., &Haddoud, M. Y. (2015). Intellectual capital andinnovations: is organisational capital a
missing link in the service sector? International Journal of Innovation Management, 19(02), 1550020.

Fan,L., Javed, M. F.,& Rao,A. (2014). Job characteristics Model and job satisfaction.

Fornell, C., &Larcker, D. F. (1981). Evaluating structural equation models with unobservable
variablesandmeasurement error. Journalof marketingresearch, 18(1),39- 50.

Fatema, K. (2024). Relationship between job characteristics model and job satisfaction with mediating effect of
organizational commitment. International Journal of Social Science and Human Research, 7(10).

Ginting, H., Sinambela, M., Sibarani, P., Haro, J., &Ginting, J. (2022). Analysis of the Effect of Organizational Climate,
Work Motivation, and Job Satisfaction on Lecturer Performance at Medan State Polytechnic. Journal Syntax
Transformation, 3(11), 1445-1452.

GuptaK.Shashi&JoshiRosy,(2008). HumanResourceManagement.

Hackman, J. R. (1980). Work redesign and motivation. Professional psychology,11(3), 445.

Hackman, J.R.,&Oldham,G.R.(1975).Developmentofthejobdiagnosticsurvey.

Journalof AppliedPsychology,60(2),159.

Hackman, J. R., &Oldham, G. R.(1976). Motivationthroughthe designofwork:Testof a theory. Organizational behavior
and human performance, 16(2), 250-279.

42



Employee Perceptions of Job Characteristics and Job

Hadi, R., &Adil, A. (2010). Job characteristics as predictors ofwork motivation and job satisfaction of bank employees.
Journal of the Indian Academy of Applied Psychology.

Hair, J. F, Harrison, D., &Risher, J. J. (2018). Marketing research in the 21st century: Opportunities and challenges.
Brazilian Journal of Marketing-BJ Mkt, RevistaBrasileira de Marketing—Re Mark, Special Issue, 17.

Hair, J, &Alamer, A.  (2022). Partial Least  Squares  StructuralEquation  Modeling  (PLS-
SEM)insecondlanguageandeducationresearch: Guidelinesusinganapplied example. Research Methods in Applied
Linguistics, 1(3), and 100027.

Hauff, S., & Richter, N. (2015). Power distance and its moderating role in therelationship between situational job
characteristics and job satisfaction: An empirical analysis using different cultural measures. Cross cultural
management, 22(1), 68-89.

Henseler, J., Ringle, C. M., &Sinkovics, R. R. (2009). The wuse of partial least squares
pathmodelingininternationalmarketing.In Newchallengestointernational marketing (pp. 277-319). Emerald
Group Publishing Limited.

Hunter, P.E. (2006). Viability of the job characteristics model in a team environment: Prediction of job satisfaction and
potential moderators.

Janjhua, Y., Chaudhary, R., &Verma, S. I. L. K. Y. (2016). Job characteristics and job satisfaction: A case study of bank
employees. International Journal of Human Resource Management and Research (IJHRMR), 6(1), 21-28.

Javad, E. and Davood, G. (2012), “Organizational commitment and job satisfaction”, ARPN Journal of Science and
Technology, 2 (2), 85-90.

Hagen, T, Bogaerts, S., & De Caluwé, E. (2025). Mediation effects of job satisfaction in the relationships between job
characteristics and the outcomes burnout and work engagement among Dutch judges. Acta Psychologica, 259,
105401.

Korunka, C., Hoonakker, P, &Carayon, P. (2007). Job and organizational factors as predictors of qualityof working life
and turnover intention in IT work places. Arbeit und Gesundheit. Miinchen: Papst Publishers.

Kothari, C. R. (1990). Research methodology: Methods and techniques. New Age International Publisher: New Delhi.

Kumari, K., Ali, S. B., Batool, M., Cioca, L. I., & Abbas, J. (2022). The interplaybetween leaders’ personality traits and
mentoring quality and their impact on mentees job satisfaction and job performance. Frontiers in Psychology,
13, 937470.

Liden, R. C., Wayne, S. J., &Sparrowe, R. T. (2000). An examination of the mediating role of psychological
empowerment on the relations between the job, interpersonal relationships, and work outcomes. Journal of
applied psychology, 85(3), 407.

Locke, E. A. (1969). What is job satisfaction? Organizational behavior and human performance, 4(4), 309-336.

Loher, B. T., Noe, R. A., Moeller, N. L., & Fitzgerald, M. P. (1985). A meta-analysis of therelationofjobcharacteristicsto
Jjobsatisfaction. Journalof appliedpsychology,70(2), 280.

Malhotra, N.K. and Dash, S. (2011). “Marketing Research: An Applied Orientation”; 6th Edition, Pearson, Delhi.

Meilina, R. (2018). The Difference of Employee Performance After" E-Kinerja" Implementation AtPuncu Kediri
Community Health Center.

Mostafa, R., & Jaafar, H. J. B. (2024). Revisiting job characteristics and job satisfaction: A systematic review with
bibliographic analysis. Multidisciplinary Reviews, 7(7), 2024142-2024142.

Morris, M. G., &Venkatesh, V. (2010). Job characteristics and job satisfaction: Understanding the role of enterprise
resource planning system implementation. MIS Quarterly, 143-161.

Munyon, T. P., Hochwarter, W. A., Perrewé, P. L., &Ferris, G. R. (2010). Optimismand the nonlinear citizenship
behavior—Job satisfaction relationship in three studies. Journal of Management, 36(6), 1505-1528.

Mwesigwa, R., Tusiime, I., &Ssekiziyivu, B. (2020). Leadership styles, job satisfaction and organizational commitment
among academic staff in public universities. Journal of Management development, 39(2), 253-268.

Na-Nan, K.,  &Pukkeeree, P (2013). Influence of job characteristics and job  satisfaction
effectworkadjustmentforenteringlabormarketofnewgraduatesin Thailand. International Journal of Business and
Social Science, 4(2), 95-103.

Noor, Z., Khanl, A. U., &Naseem, 1. (2015). Impact of job promotion and job advancement on job satisfaction in
universities of KPK Province of Pakistan. Science International Journal (Lahore), 27(2), 1499-1505.

Omar, E. N., Hassan, N., Demong, N. A. R., Hassan, L. F. A., &Alwi, A. (2022). The Influence of Job Characteristics
towards Job Outcomes among the Employees. Global Business and Management Research, 14(4s), 50-57.
Pamudyarini, R. A. (2022). Effect of Job Characteristics and Satisfaction Work Against Abroad of State High School

Teachers Bogor City. EDUTEC: Journal of Education And Technology, 6(2), 241-257.

Pikl, L. (2023, May). THE RELATIONSHIP BETWEEN ORGANIZATIONAL PRIDE,
JOBCHARACTERISTICSANDJOBSATISFACTION: ALiteratureREVIEW.In7th

FEBInternationalScientificConference(p.329).

Pujol-Cols, L. (2019). Core self-evaluations, perceived job characteristics and job satisfaction: Evidence from two
independent samples of highly skilled Argentinian workers. RevistaColombiana de Psicologia, 28(1), 131-146.

Putra, R. B., &Fitri, H. (2021). The effects of mediating job satisfaction on organizational citizenship behaviors with
servant leadership and human relations as antecedent variables. Andalas Management Review (AMAR), 5(1).

Rai, A., &Maheshwari, S. (2020). Exploring the mediating role of work engagement between the linkages of job
characteristics with organizational engagement and job satisfaction. Management Research Review, 44(1), 133-

43



The Business Review (Vol-29, No.2)

157.

Raihan, A. (2024). PENGARUH KARAKTERISTIK PEKERJAAN DAN KEPUASAN KERJA TERHADAP KINERJA
KARYAWAN PADA PT AGRONUSSA ALAM PERKASA (Doctoral dissertation, Universitas Bina Darma).
Raihan, T. (2020). Role of Job Characteristics Model on Employee Job Satisfaction Empirical Study. Research Gate.

Role of Job Characteristics Model on Employee Job Satisfaction Empirical Study.

Saleem, R., Mahmood, A., & Mahmood, A. (2010). Effect of work motivation on job satisfaction in mobile
telecommunication service organizations ofPakistan. International journal of business and management, 5(11),
213.

Sarstedt, M., Mooi, E., Sarstedt, M., &Mooi, E. (2019). Regression analysis. A concise guide to market research: The
process, data, and methods using IBM SPSS Statistics, 209-256.

Scott, M., Swortzel, K. A., & Taylor, W. N. (2005). Extension agents’ perceptions of fundamental job characteristics and
their level of job satisfaction. Journal of Southern Agricultural Education Research, 55(1), 88-101.

Seiders, K., Voss, G. B, Grewal, D, &  Godfrey, A. L. (2005). Do  satisfied
customersbuymore? Examiningmoderatinginfluencesinaretailingcontext. Journalof marketing, 69(4), 26-43.
Sondhi, N., Sharma, B. R., &Kalla, S. M. (2017). Customer engagement in the Indian retail banking sector: an

exploratory study. International Journal of Business Innovation and Research, 12(1), 41-61.

Spector, P. E. (1997). Job satisfaction: Application, assessment, causes, and consequences (Vol. 3). Sage.

Steyn, R., &Vawda, N. (2014). Job characteristics: their relationship to job satisfaction, stress and depression. Journal
of Psychology in Africa, 24(3), 281-284.

Thies, K. M., &Serratt, T. (2018). Evaluating association degree nursing faculty job satisfaction. Teaching and Learning
in Nursing, 13(2), 71-74.

Vaziri, E., Zakeri, M., &Meybodi, A. R. (2020). Examining the effect of the job characteristics on job satisfaction and
Jjob stress by mediating the emotional work among nurses inShariatihospital, Isfahancity. Journal of Health and
Safety atWork, 10(1), 1-4.

Yen-Ju Lin, B., Yeh, Y. C., & Lin, W. H. (2007). The influence of job characteristics on job outcomes of pharmacists in
hospital, clinic, and community pharmacies. Journal of medical systems, 31, 224-229.

Zimmer-Gembeck, M. J., & Collins, W. A. (2006). Autonomy development during adolescence. Blackwell handbook of
adolescence, 174-204.

44



