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Abstract

Purpose – Drawing from tripartite theory of attitude, this study examined whether interaction effect of
psychological ownership (cognitive component) changes the nature of the relationship between job satisfaction
(affect component) and job performance (behavioral component) toward a higher or weaker relationship.
Furthermore, the study draws from psychological ownership theory to find support whether job satisfaction is
nurtured by the feeling of psychological ownership.
Design/methodology/approach – Longitudinal data from 211 academic and non-academic employees was
randomly collected and partial least square-structural equation model (PLS-SEM) was used for data analysis
through SmartPLS version 3.3.2.
Findings – The study found a positive interaction effect of psychological ownership on the relationship
between job satisfaction and job performance. Furthermore, the study found that feeling of psychological
ownership nurtures employees’ satisfaction with their job.
Practical implications –The findings of the study explicate to human resource managers and practitioners
the mechanism through which job satisfaction affects job performance and how feelings of psychological
ownership nurtures employees’ satisfaction with their job.
Originality/value – The study provides new insight into the relationship between job satisfaction and job
performance by drawing on the tripartite theory of attitude perspective, and concluded that job performance as
overall employee attitude toward the organization is predicted by the interaction and interplay of job
satisfaction, psychological ownership and job performance as components of attitude. To the authors’ best
knowledge, none of the previous literatures on job satisfaction–job performance relationship draws its
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conclusions from the perspective of tripartite theory of attitude. Furthermore, the study found empirical
evidences that psychological ownership nurtures employees’ job satisfaction.

Keywords Affect, Attitude, Behavior, Cognitive, Interaction effect, Job performance, Job satisfaction,

Psychological ownership

Paper type Research paper

Introduction
Job satisfaction (JS) and job performance (JP) are perhaps the two most central and enduring
sets of constructs in individual-level organizational research (Harrison et al., 2006). JS is a vital
factor in human resource practices which leads to organizational efficiency (Cummings and
Worley, 2014). Armstrong andTaylor (2014) defined JS as the feelings people have about their
job: positive and favorable attitudes toward the job indicate JS. Therefore, highly satisfied
work force is an ingredient for achieving higher JP for higher organizational performance
(€Olçer, 2015). Culibrk et al. (2018) opined that satisfied employees are imperative for
contemporary organizations and is one of the key factors that distinguish successful
organizations from the alternative. Therefore, creating a satisfied employee is essential for
the betterment of the organization. Human resources are very vital and most valuable
resources without which the organizations could not be able to achieve higher performance
(Nielsen and Montemari, 2012) since organizational performance is a shared outcome from
each individual’s performance (Fontannaz and Oosthuizen, 2007). JS is a key element of work
motivation and one of the fundamental determinants of employees’ behavior in organization
(Culibrk et al., 2018). These literatures underscore the need for organizations to ensure JS of
their employees.

Existing literatures documented the importance of JS in leading to positive behavioral
outcomes which in turn have effect on organizational performance. For example, JS affects
organizational commitment (Valaei and Rezaei, 2016; Srivastava, 2013), employee
engagement (Garg et al., 2017; Susan, 2012), loyalty (Matzler and Renzl, 2006),
entrepreneurial behavior (Mustafa et al., 2016), organizational performance (Bakoti�c, 2016)
and JP (Tella and Ibinaiye, 2019; Theresia et al., 2018). However, whether JS leads to JP is still
debated.

Studies on the relationship between JS and JP continually produced inconsistent findings
(Yang and Hwang, 2014): thus there is no consensus regarding the various models that
explain the relationship (Judge et al., 2001). Various reasonswere perceived to have accounted
for the inconsistent findings. For example, JS and its facets vary across context (country and
organization) and change over time (Westover and Taylor, 2010) such that what satisfied an
individual nowmay not be the same in the future (Locke, 1970). Satisfaction is subjective that
varies across individuals, organizations and country. For example, while the study by Garg
et al. (2017) found that managers of private banks in India are more satisfied with intrinsic JS,
Markovits et al. (2014) reported that extrinsic JS is the priority among employees in Greece
(promotion). Another reason is ascribed to differences in conceptualization of JS and JP, e.g.
whether performance is defined in terms of task or contextual performance (Organ, 1988).
Therefore, JS-JP relationship should be studied cross-culturally and over time (Valaei and
Jiroudi, 2016). Specifically, the failed relationships suggested that JS–JP relationship is likely
contingent upon individual and/or situational moderators (Schwab and Cummings, 1970):
thus, Judge et al. (2001) suggested the exploration of moderator in order to help explain the
inconsistent and weak relationship.

Few scholarly attempts were made to examine the relationship via moderator. Valaei and
Jiroudi (2016), Yang and Hwang (2014), Ferris et al. (2009), Foote and Li-Ping Tang (2008),
Norris and Niebuhr (1984) have reported a positive interaction of demographic variables,
personality trait, job-limiting pain and political skill, team commitment and organizational
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tenure. However, these studies failed to address the relationship through the interplay of
tripartite attitude. Locke (1970) opined that it is misleading to believe that satisfaction affects
performance because individual’s emotion/affect does not control his/her behavioral
outcome. Attitude is a component of cognition, affect and behavior whose interplay
influence attitude and attitude change (Katz and Stotland, 1959; Millar and Tesser, 1989;
Rosenberg and Hovland, 1960; Zanna and Rempel, 1988). Therefore, there is a need for
empirical examination of JS–JP relationship as an interplay of three components of attitude.
This study addresses this literature gap. The study conceptualizes model of relationship
between affect, cognitive and behavioral components which in turn manifested the overall
employee attitude toward the organization.

JS is viewed fromdifferent perspectives in relation to attitudes. Some scholars perceived JS
from affective component of attitude and present it as whole, general, or global feelings about
the job (Spector, 1997; Moorman, 1993; Kalleberg, 1977). For example, JS is defined as an
affective subjective construct that represents an overall emotional feeling individuals have
about their job as a whole (Kalleberg, 1977; Moorman, 1993). Similarly, JS was conceived as a
global feeling about the job (Spector, 1997). However, JS is generally construed in affective
terms (Brief andWeiss, 2002). It is suggested that affective JS as an overall feeling about a job
as a whole, directly reflects and thus comprises the aggregate of cognitive JS facets
(Thompson and Phua, 2012). Therefore, this study perceived JS as an affect component of
attitude.

JP is defined as the whole attitudes and actions that are judged as vital for accomplishing
the goals of the organization (Campbell et al., 1990). It is employee behaviors that are
consistent with role expectations and that contribute to organizational effectiveness (Judge
and Kammeyer-Mueller, 2012). Therefore, JS is the overt actions and responses to the attitude
object (Fabrigar et al., 2005). This study perceived JP as behavioral component of attitude.
However, JP is a multifaceted construct and differences in conceptualization and
operationalization of JP in terms of task or contextual performance is attributed to
persistent inconsistent conclusions on the nature of JS–JP relationship. Koopmans et al.
(2013), Judge and Kammeyer-Mueller (2012) perceived JP as an outcome of task performance,
contextual performance and counterproductive work behaviors. On the other hand, while
Johnson (2001), Borman and Motowidlo (1997) categorized JP into task and contextual
performance, MacKenzie et al. (1998) categorized JP into in-role and extra-role, and Williams
and Anderson (1991) classified JP into in-role behavior and organizational citizenship
behavior. However, this study adopted the model of Koopmans et al. (2013) and Judge and
Kammeyer-Mueller (2012). The present study perceived overall JP as an antecedent of task
performance, contextual performance and counterproductive work behaviors, thus, avoided
the problem of conceptualizing JP to certain facets.

Task performance is the traditional in-role performance, which is the rudimentary
constituent of performance appraisal that directly measures task outcomes and relates
directly to work effectiveness that contributes to the organization’s technical core (Yang and
Hwang, 2014). Contextual performance consists of volunteering to undertake activities that
are not formally part of the job, and aiding and cooperating with others in the organization to
accomplish tasks (Borman and Motowidlo, 1997). Counterproductive work behaviors are
responses to dissatisfaction that often go against organizational interests or norms (Judge
and Kammeyer-Mueller, 2012) and threatens the well-being of the organization, its members
or both (Robinson and Bennett, 1995) e.g. absenteeism, being late for work, theft, substance
abuse etc.

Specifically, this study intends to extend the present literature in four folds. First, the
study draws from the tripartite theory of attitudes perspective and examines the interaction
effect of psychological ownership (PO) on JS–JP relationship based on the constructionist
perspective of attitude. Second, the study draws from PO theory to find support whether JS is
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nurtured from feeling of PO such that when employees’ sense of PO is high their satisfaction
with the job is fostered. Third, the present study reflects all the three attitude components into
manifested constructs. Therefore, themodel is rather overt that can be understood easily, aids
decision-making by managers and practitioners, and influences management practices and
programs. Fourth, the study contributes to methodology.

Literature review and hypothesis development
Job satisfaction and job performance
Relationship between JS and JP is one of the most studied relationships in human resource
management field. For example, while meta-analysis study by Iaffaldano and Muchinsky
(1985) identified 74 studies on JS and JP and reported a correlated correlation of 0.17, Jugde
et al. (2001) sampled 312 studies out of 54,417 and reported a correlated correlation of 0.30.
However, one obvious issue from the extant literatures is continuous inconsistent conclusions
by the studies on JS–JP relationship. Studies conducted as recent as in 2018 and 2019 reported
different conclusions. For example, while a study by Hazriyanto and Silitonga (2019), Mira
et al. (2019) reported a positive and significant relationship between JS and JP, studies by
Eliyana et al. (2018), Agustiningsih et al. (2016) reported non-significant relationship between
JS and JP. Similarly, Ezeamama (2019) concluded that JS does not lead to employee
productivity. Christen et al. (2006) argued it is difficult to obtain support on the view that JS
has a significant effect on JP; thus, one of the least successfully resolved relationships in
literature (Hochwarter et al., 1999). Zeffane et al. (2008) opined that even though several
researchers have attempted to address the relationship between JS and JP, their study
conclusions could not agree on the strength or direction of the relationship. Therefore,
understanding the mechanism through which the relationship between these two important
constructs can be enhanced is of utmost importance to knowledge and practitioners.

However, we would like to emphasize that examining the direct effect of JS on JP is not
among the primary aims of this study because literature has said enough about it. But there is
no unanimity on the particular direction and strength of the relationship. Direct effect
hypothesis can best be ignored and declared as a well-known argument when there is
consensus on the relationship from the literature viewpoint (Anderson et al., 2014) which is
not the case between JS and JP. In addition, Judge et al. (2001) emphasized that themerit of JS–
JP model is dependent on the magnitude of their bivariate relationship such that a very low
magnitude means no point to examine the model. Consequently, the study hypothesized that:

H1. JS has significant effect on JP.

Moderating effect of psychological ownership
PO is the psychologically experienced phenomenon where an employee develops possessive
feelings for the target (Van Dyne and Pierce, 2004). The targets include personal or group
attachment, facilities in the work place and personal output in an organization (Avey et al.,
2009). These definitions implied that PO is a cognitive sense of possessive ownership toward
a particular target which reflects a bonded relationship between an individual and the target.
Therefore, PO as cognitive component of attitude can be refers as beliefs that one holds about
the attitude object (Robbins and Judge, 2013; Fabrigar et al., 2005). This study perceived PO as
a cognitive component of attitude. Employees feel psychologically entwined with their
organizations, and these feelings are accompanied by the feeling of responsibility and a sense
of commitment for the effective functioning and success of the organization (Pierce
et al., 2001).

PO fulfills employees’ basic needs of efficacy, self-identity and having a place (Pierce et al.,
2001) which provides an avenue in which satisfaction can be nurtured (Kozlowski and Klein,
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2000). Van Dyne and Pierce (2004) affirmed that PO for organization has implication for
employees’ satisfaction. In a similar argument, PO is an affective judgment which comprises
both affective and cognitive information (Van Dyne and Pierce, 2004). Hence, having sense of
POmeant that employees aremore satisfiedwith their job (Zhang et al., 2020). Employeeswho
developed a sense of PO perceived themselves as owners and the possessions become part of
their self-concept (Tian and Belk, 2005). Therefore, PO is vital for the development of positive
organizational behaviors among employees (Hernandez, 2012), hence, a powerful employee
motivator (Liu et al., 2012). Therefore, this study draws from the PO theory and perceived that
the pleasure that employees drive from the feeling of PO fosters their satisfaction with their
job. In other words, this study argued that employees’ JS as their affective component is
fostered from their cognitive information (feelings of PO).

Tripartite theory of attitude was also found suitable to further underpin this study.
Locke’s assertion that emotion/affect does not control individual’s behavioral outcome is in
congruent with the view of proponents of tripartite attitude theory. The proponents of
tripartite theory of attitude argued that consistent evaluation of affect, cognition and
behavior determines attitude (Katz and Stotland, 1959; Rosenberg and Hovland, 1960).
Therefore, attitude is developed from the interplay of cognitive, affective and behavioral
information (Zanna and Rempel, 1988). Previous studies have utilized and found the
usefulness of tripartite attitude theory in understanding and predicting both individual and
group attitude (Lu et al., 2017; Jackson et al., 1996; Haddock et al., 1994). For example, Lu et al.
(2017) showed the importance of tripartite attitude theory in understanding employee
attitude and suggested that the interplay of cognition (PO), behavior (territoriality) and affect
(work closeness) contribute to the prediction of employee attitude toward turnover intention.
Similarly, Jackson et al. (1996) revealed that, group attitude is derived not only from
stereotypes and values (cognitions) but also from affects and behavior associated with the
group. The theory could help our understanding on whether the interplay of affect, cognition
and behavior explains better the disputed effect of JS on JP. Therefore, the study
hypothesized that:

H2. The relationship between JS and JP is stronger when employees’ PO is higher and
weaker when PO is low.

Method
Sample
The samples of this study were university employees from Federal University Dutse (FUD),
Nigeria. The data were collected over the period of 11 months to attenuate common method
bias potential and enhance the causality/predictability among the variables (Podsakoff et al.,
2003). In phase one, employees provided information on demography and JS. Six months
later, they provided information on their performance. Five months after the phase two, they
provided information on PO. The questionnaires were either personally distributed or mailed
to the randomly selected 285 employees. In each phase, the questionnaires were sent to the
same employees whose details were obtained from the registry department. Only the data
from the participants who have not changed their job were used for data analysis. All in all,
211 valid responses were used for data analysis. 71% of the respondents were male, 29%
were female, majority of the respondents (60%)were between the age of 26–35, and 26%were
36 years and above. Similarly, 75% of the respondents have first degree and above, while
72% of the respondents have working experience of `between 0 and 15yrs.

Working conditions in Nigerian Universities are dissatisfying. JS factors are generally
lacking in Nigerian Universities (Olofinkua, 2020; Idiegbeyan-Ose et al., 2019; Opeke et al.,
2019). However, in spite of the poor working conditions, FUD is ranked as the best university
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in Nigeria (Scimago Institution Ranking, 2020). Literatures asserted that employeeswho have
a sense of PO for an organization presumed personal risks, obligations and accountability
toward their actions and decisionswhich lead to organizational success (Md-Sidin et al., 2010).
Hence, this study argued that feeling of PO fostered JS of FUD employees toward their action
(outstanding performance). Consequently, the attitude of FUD employees could help
understand whether JS is nurtured from feeling of PO toward higher JP.

Measurement of research variables
All the measurement scales of this study were adapted from previous studies and measured
based on a five-point Likert scale from 1 (strongly disagree) to 5 (strongly agree).

Job satisfaction
A generic JS scale (GJSS) developed by Macdonald and Maclyntyre (1997) was used to
measure JS. GJSS was developed to measure overall JS using employees from various
occupations which allows for its applicability across different sectors (Bailey et al., 2016). The
instrument was used by many researchers (Bailey et al., 2016; Mohamad, 2012; Marcinkus
et al., 2007) and an internal consistency of 0.88 was reported by Marcinkus et al. (2007). The
instrument has 10 items andwas adapted from the work ofMcDonald andMaclyntyre (1997).
Example item is “I receive recognition for job well done.”

Psychological ownership
PO was measured using an instrument developed by Van Dyne and Pierce (2004). The
instrument has received wide recognition and was used by many studies (Dawkins et al.,
2015). An internal consistency of 0.87 was reported by Li et al. (2015). The instrument has 7
items andwas adapted from thework of VanDyne and Pierce (2004). Example item is “I sense
that this is MY University.”

Job performance
Koopmans et al.’s (2014) improved version of individual work performance questionnaire
(IWPQ) was used to measure JP. This study utilizes this measurement to literally avoid
conceptualization issue of JP. IWPQ has covered all the three critical dimensions of individual
work performance (task performance, contextual performance and counterproductive work
behavior) and thus can be used for all types of occupations (Daderman et al., 2019; Hrdzic,
2016). The questionnaire has 18 items, and Daderman et al. (2019) reported an internal
consistency of above 0.7. The instrument was adapted from the work of Koopmans et al.
(2014). Example items are “I managed to planmywork so that it was done on time,” “I took on
extra responsibilities,” “I complained about unimportant matters at work.”

Data analysis
This study utilizes partial least square-structural equation model (PLS-SEM) for data
analysis. PLS gives more accurate estimates of moderator effects by accounting for the error
that lessens the estimated relationships and improves the validation of theories (Henseler and
Fassott, 2010). More importantly, PLS-SEM is a causal-prediction approach that emphasizes
estimating statistical models, whose structures are designed to provide causal explanations
(Sarstedt et al., 2017). Therefore, PLS-SEM overcomes the ostensible dichotomy between
explanation emphasized in academic research and prediction, which is the basis for
developing managerial implications (Hair et al., 2019).

Apart from ex ante method adopted by this study to minimize potentials of common
method bias (CMB), we still utilized ex-post method as recommended by Fuller et al. (2016).
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CMB was assessed through full collinearity test based on the threshold of variance
inflation factor (VIF) of ≤3.3 suggested by (Kock, 2015). To conduct a collinearity test for
possible CMB on PLS-SEMmodel, the variables are all connected to one variable at a time and
the same process is applied on each variable in the model (Gaskin, 2017). The model of this
study does not show any possible CMB (see Table 1).

Results
Measurement model
The measurement model was assessed via loadings, composite reliability (CR), average
variance extracted (AVE), rho “A” and HTMT as recommended by Hair et al. (2019).

The loadings are adequate (Table 2) since that all the items exceeded the minimally
recommended value of 0.5 (Hooper et al., 2008; Hulland, 1999). CR determines the internal
consistency of the construct measuring items. CR values for JS, PO and JP are within the
recommended region by Hair et al. (2019) of above 0.7. CR is more a precise measure of
reliability compared with Cronbach’s alpha because the later does not weight items (Hair
et al., 2019). TheAVEwas used to assess convergent validity of the constructs, and the values
were all above the threshold of 0.5 suggested by Hair et al. (2019).

Table 3 presents the Heterotrait–monotrait (HTMT) discriminant validity results. The
HTMT criterion is that when the value of HTMT is greater than 0.85 then there is lack of
discriminant validity (Henseler et al., 2015; Kline, 2011). All the HTMT values for both
constructs were less than the recommended threshold hence, displayed discriminant validity
(see Figure 1).

Latent variable JS JP PO

JS 1.82 1.81
JP 1.20 1.20
PO 1.72 1.625

Source(s): PLS-SEM

Construct Items Loadings AVE CR rho A

Job Performance Task Performance 0.869 0.605 0.817 0.817
Contextual Performance 0.857
Counterproductive Work Behavior 0.57

Job Satisfaction JS1 0.666 0.522 0.896 0.905
JS2 0.716
JS3 0.756
JS4 0.581
JS6 0.667
JS8 0.721
JS9 0.843
JS10 0.794

Psychological Ownership PO1 0.865 0.559 0.863 0.852
PO2 0.691
PO3 0.705
PO6 0.781
PO7 0.682

Note(s): Items deleted due to poor loadings: JS5, JS7, PO4 and PO5
Source(s): PLS-SEM

Table 1.
Common method bias

test result

Table 2.
Convergent validity

and reliability
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The model fit was assessed via standardized root-mean residuals (SRMR) and normed-fit
index (NFI). SRMRdetermines the extent of the discrepancies between residuals of the sample
covariance matrix and hypothesized covariance model (Hooper et al., 2008). This study
obtained an estimated model value of 0.077 for SRMR which is within the threshold of ≤0.08
recommended by Hu and Bentler (1999). NFI compares the χ2 value of the model to the χ2 of
the null model (Hooper et al., 2008). An estimatedmodel value of 0.96 is recorded by this study
which is within the threshold of ≥0.95 recommended by Hu and Bentler (1999) (see Figure 2).

Structural model and test of hypotheses
The structural model of this study is a reflective model, thus was assessed via coefficient of
determination (R2), blindfolding-based cross-validated redundancy (predictive relevance,Q2),
statistical significance and relevance of path coefficient as suggested by Hair et al. (2019).

Q2 is a blindfolding procedure which determines the predictive relevance of the PLS-path
model based on threshold of >0, >0.25 and >0.50 for small, medium and large (Hair et al.,
2019). R2 determines the explanatory power of the model based on variance explained by the
endogenous constructs (Shmueli and Koppius, 2011). R2 values of 0.75, 0.50 and 0.25 present
large, moderate and weak explanatory power (Henseler et al., 2009). Therefore, based on the
results in Table 5, hypothesis one is accepted (see Figure 4).

Product indicator approach was used for the analysis of the moderation effect as
recommended by the Memon et al. (2019). Similarly, the reporting format focuses on the
significance of the interaction effect significance (p-value), effect size (F2), R2 and simple slope
analysis as suggested by Memon et al. (2019).

Figure 5 shows the interaction effect of PO as a moderator on the relationship between JS
and JP particularly at lower level of PO of�1 SD (represented by red line) and higher level of
PO atþ1 SD (represented by green line). The moderation effect is positive since all the three
lines moved toward the direction of positive region to the right. The simple slope analysis

Construct JP JS PO

JP
JS 0.561
PO 0.677 0.408

Source(s): PLS-SEM
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Figure 1.
Discriminant validity
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supported hypothesis two. Similarly, the standardized path coefficient (Table 5) for the
interaction effect is F2 is 0.173; R2 is 0.558 at p < 0.05. These results revealed that PO as a
moderator has a significant positive interaction effect on the relationship between JS and JP.

Discussion, theoretical and managerial implications
Discussion
This study purposely examined the interaction effect of PO as a moderator on the relation
between JS and JP among academic and non-academic employees. The study found that there
is a positive significant interaction effect of PO on the relationship between JS and JP
(Table 4). Furthermore, it is clear from the slope analysis (Figure 3) that PO changes the
nature of relationship between JS and JP. The effect of JS on JP is weaker when PO is low and
stronger when PO is higher. The interaction influences variation in JP by over 55% (R2 0.558)
compared with the direct effect with R2 of 0.322 (32%). This result meant that the interaction

PO1

PO2

PO3

PO6

PO7

JS1

JS10

JS2

JS3

JS4

JS6

JS8

JS9

25.787
9.201
5.101

6.351
Psychological
Ownership MV

Job Satisfaction
IV

Job Performance
DV

Job Satisfaction X
Psychological

Ownership

5.258

4.975
12.870
12.154

8.713
3.875

6.680

7.831
17.874

4.420

Contextual_...

Counterpro...

Task_Perfor...

2.038

3.431

8.752
4.395

16.936

Source(s): PLS-SEM

Hypotheses Beta R2 t-value F2 Standard deviation Q2 Decision

H1 JS IV -> JP 0.567 0.322 5.404*** 0.283 0.073 0.199 Supported

Note(s): t-values *** 5 p < 0.001
Source(s): PLS-SEM

Figure 2.
Moderation model

t-values

Table 4.
Test of hypothesis
(path coefficient)
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effect is larger based on the threshold of 0.35 for large interaction effect suggested by Cohen
(1988). Therefore, high sense of PO among the employees strengthens their JS toward higher
JP. In other words, their feeling of PO fosters their satisfactionwith the job. The finding of this
study is in line with the findings of previous studies (Valaei and Jiroudi, 2016; Yang and
Hwang, 2014; Ferris et al., 2009; Foote and Li-Ping Tang, 2008).

PO1

PO2

PO3

PO6

PO7

JS1

JS10

JS2

JS3

JS4

JS6

JS8

JS9

0.866
0.711
0.687

0.769
Psychological
Ownership MV

Job Satisfaction
IV

Job Performance
DV

Job Satisfaction X
Psychological

Ownership

0.671

0.650
0.797
0.723

0.757
0.588

0.686

0.705
0.848

0.409

Contextual_...

Counterpro...

Task_Perfor...

0.219

0.308

0.558
0.859
0.547

0.875

Source(s): PLS-SEM

Hypotheses Beta R2 t-value F2 Standard deviation Q2 Decision

H2 JS X PO -> JP 0.219 0.558 2.083*** 0.173 0.075 0.213 Supported

Note(s): t-values * 5 p < 0.05
Source(s): PLS-SEM

Job satisfaction Job performance

0.567 0.322

[+][+]

Source(s): PLS-SEM

Figure 4.
Interaction effect (H2)

Table 5.
Moderation effect

Figure 3.
Path coefficients (H1)
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Theoretical implication
The study has several valuable contributions to knowledge. First, previous studies have
examined the relation between JS and JP across models suggested by Judge et al. (2001) from
different theoretical perspectives such as social psychological perspective (Zhang and Zheng,
2009), agency theory (Christen et al., 2006), affect-cognitive consistency perspective (Visser
and Coetzee, 2005; Schleicher et al., 2004). This present study provides new insight into the
relationship by drawing on the tripartite theory of attitude perspective, and concluded that JP
as overall employee attitude toward the organization is predicted by the interaction and
interplay of the affective component (JS), cognitive component (PO) and behavioral
component (JP) of attitude. To our best knowledge, none of the previous literatures on JS–JP
relationship draws its conclusions from the perspective of tripartite theory of attitude.

Second, the study contributed to the theory of PO. The present study found support that
PO nurtures JS. The working condition of university employees in Nigeria is dissatisfying
which portent the propensity of employee counterproductive/work deviance behaviors such
as lateness, absenteeism and turnover (Judge and Kammeyer-Mueller, 2012). Lecturers in
Nigerian universities owed over four month salaries (Chioma, 2020). Conversely, the study
found that JS explained their performance by more than 32% and the interaction effect of PO
accounted for more than 55% of their performance. Pierce et al. (2001) argued that PO
comprises both cognitive and affective elements of attitude. These findings meant that their
feeling of PO has fostered their JS. Third, the study addresses a cross-cultural gap suggested
by Valaei and Jiroudi (2016). The studywas carried out on new cultural context which adds to
the generalizability of tripartite theory of attitude. To my best knowledge, this study is the
first to empirically test the interaction effect of PO on the relationship between JS and JP.

Lastly, this study provides methodological contribution to the body of knowledge. Richter
et al. (2016) noted that only 45 (12%) out of 379 studies published in top International Business
and Marketing journals utilized PLS-SEM rather than CB-SEM (co-variance based structural
equation modeling). Similarly, Ali et al. (2018) reported that only 29 studies in six top
hospitality journals utilized PLS-SEM between 2001 and 2015 and only three were on
moderation effect. PLS-SEM is a more predictive-oriented approach and causal explanatory
compared with CM-SEM; thus, it overcomes many of the well-known limitations of the CB-
SEM (Ringle et al., 2018). It is remiss of social science researchers if they did not apply all
statistical methods at their disposal to explore and better understand the phenomena they are
researching (Hair et al., 2019). Hence, this study contributed to the arguments that PLS-SEM
approach should be utilized more. To our best knowledge, there is no existing literature that
utilizes PLS-SEM to report an interaction effect on JS–JP relationship. This study contributed
to this methodological gap.
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Managerial implication
The literature has documented that JS leads to positive employee behavioral outcomes which
in turn leads to organizational performance, efficiency and effectiveness. However, there is a
persistent literature controversy as to whether JS leads to JP. It is crucially important to
explicate to human resource managers and practitioners the mechanism through which JS
influences JP so that human resource practices in the organizations can be designed in such a
way that ensures configuration of themechanism in the organizational operations. The study
found that the interaction of JS and PO explains variation in employee overall JP by over 55%.
The managerial implication of this finding is that organizations, human resource managers
and practitioners can utilize PO as a strategy to strengthen employee JS toward higher JP.

Employee dissatisfaction causes high turnover, low commitment and absenteeism, and
lateness (Farrell, 1983). A survey by INC. found that employees’ turnover costs US companies
$450-$500 bn annually (Albanee, 2018). The findings of this study concluded that feeling of
PO by employees’ fosters their satisfaction with the job. Employees who feel high sense of PO
drive their satisfaction from that which in turn attenuates their feelings of dissatisfaction
from the absence of JS factors in their workplaces toward higher performance. Therefore,
when organizations strengthen organizational practices that encourage the feeling of PO
among their employees they also strengthen their JS with the job. JS is fostered in employees’
feelings of PO and strengthening their feelings of PO enhances their satisfaction with the job
which in turn positively influences their overall JP.

Conclusion and direction for future studies
Conclusion
The motivation of this study is to shed more light on the inconsistent conclusions on the
relationship between JS and JP. The study draws its conclusions from the tripartite attitude
theory and PO theory. The study purposely examined whether interaction effect of PO
(cognitive component) changes the nature of the relationship between JS (affective
component) and JP (behavioral component) toward higher or weaker effect. In addition, the
study aims to find support whether PO nurtures JS. The study found a positive interaction
effect of PO on the relationship between JS and JP such that higher feeling of PO means
stronger effect of JS on JP. The study further concluded that feeling of PO nurtures
employees’ JS. The finding clarifies to human resource managers and practitioners the
mechanism that enhances stronger effect of JS on JP.

Direction for future research
Very handful studies in the literature examined the moderating effect on the relationship
between JS and JP. Future studies can explore the potential moderating effect of servant
leadership particularly from the theoretical perspective of situational strength theory.
Further studies can replicate this study on a different industry and culture. A mixed
methodological study can also be explored to examine the model of this study. This will
enhance the generalizability of the model particularly its theoretical base of tripartite theory
of attitude.
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Appendix

Figure A1.
Outer weights/factor

loadings/average
variance extracted

Figure A2.
JS–JP predictive
relevance (Q2)

Figure A3.
JS–JP t-values
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predictive
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