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Abstract 

This study aims to examine the mediating influence of job satisfaction on the relationship between employee’s 

participation and job performance in the Jordanian Income and Sales Tax Department. This study also employed 

questionnaires to gather data from the Jordanian Income and Sales Tax Department employees. Partial Least 

Square Structural Equation Model (PLS-SEM) was used to determine whether a relationship exists between the 

mediator, independent, and dependent variables. From the questionnaires administered, 310 were valid for 

analysis. The results revealed that employee participation and job performance have a significant positive 

relationship. This study's findings revealed that employee’s participation significantly increase the job satisfaction 

of an individual. The result indicated that job satisfaction partially mediated the relationship between employee’s 

participation and job performance in the Jordanian Income and Sales Tax Department. Therefore, this study 

suggested that all managers who are intended and assigned to increase the performance of overall industries can 

achieve their goals and objectives through job satisfaction by focusing on decision-making participation (DMP). 

Besides, to build the quality of the trade relationship where organizations can acquaint DMP with increment job 

performance, the view of authoritative help for their employees' prosperity can yield and prompt more positive 

performance by employees.  

Keywords: Employees Participation; Job Satisfaction, Job Performance, PLS-SEM. 

 

1. INTRODUCTION 

Society and organisations engage with each other to meet human needs, either to earn money 

by creating and selling goods and services or to receive compensation for the services they 

provide. In doing so, it allows organisations to pool all of its resources including efficient use 

of human expertise to fulfill the fundamental economic rule. This partnership is gradually 

gaining intensity. What employees and employers expect from each other may vary and cause 

friction, and if treated poorly, the company’s predefined goals will not be achieved. To ensure 

that both employer and employee agree with their aspirations, humanization of the workplace 

appears to be highly important. Orally or verbally, workers are well briefed about what they 

are expected to do. Organisations are uncertain of how much hard work will be done in meeting 
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duties or how much positive work will be carried out when remaining with the organisation. 

Furthermore, there is still a need for companies to consider certain returns on investments in 

the humanization of the workplace (Alkhwaldi et al., 2022; Al-Okaily et al., 2022 a,b; Groen, 

et al., 2017). In today's rapidly changing environment, effectively managing employee 

performance has become not only the norm but the sine qua non, particularly in the public 

sector (Ehiane, Adejuwon, & Goyayi, 2019). However, it has become difficult to do so, with 

organisational pressures accumulating barriers, excessive bureaucracy, and low levels of 

morality and satisfaction exacerbating frustration and bad morality, leading to poor results 

(Jacobsen & Andersen, 2015). It has been argued that resolving these issues requires leaders 

who can thoroughly understand them and who have the right style of leadership (Liu et al., 

2013; Ohemeng, Amoako, & Darko, 2018). Job success has drawn the attention of many 

scholars and practitioners (Ahmad et al., 2016, 2015). 

However, employees have become the organisation's key assets in today's work environment 

(David 2011), and recognition of the importance of their role in achieving the goals of the 

organisations has increased dramatically (Zhu et al. 2015). As a result, the debate among 

academics, practitioners and policymakers on the involvement of employees in the decision-

making process and the shift toward decreasing centralization in decision-making has attracted 

the interest of many stakeholders (Shaed et al. 2015). Among these, many considered moving 

from the traditional way of dealing with employees by putting orders to the reconstruction of 

the company based on the decentralization of the decision-making process, allowing workers 

the opportunity to engage in this process and the trust between managers and their employees 

as significant ingredients for the survival of the organisation (Stohl and Cheney). 

Several studies have reported that employees’ participation in decision-making (EPDM) exerts 

a positive influence on employees outcomes and behavior in organizations. EPDM motivates 

employees to show a desirable behavior (Coch and French Jr 1948, Vroom 1964), encourages 

them to show their talents through participation, and increase their feeling to be connected to 

organizational goals (Heller et al. 1998). Han et al. (2010) determined that EPDM has a positive 

relationship with their feeling of psychological ownership, which makes them feel like they are 

the owners of the organization, and they are ready to spend more time and more prepared to 

assume more to enhance organization performance. Furthermore, many researchers found a 

positive effect, even though in some cases the effect was minimal, of EPDM on job satisfaction 

(Locke and Schweiger 1979, Wagner Iii et al. 1997, Cox et al. 2006, Karatepe and Olugbade 

2009, Zhu et al. 2015, Bakan et al. 2004), and productivity (Matteson and Ivancevich 1999, 

Miller and Monge 1986b, Chizoba et al. 2019, Abdulai and Shafiwu 2014), motivation 

(Bhuiyan 2010, Bhatti and Qureshi 2007, Bakan et al. 2004, Chizoba et al. 2019), and morals 

and commitment (Abdulai and Shafiwu 2014, Akuoko et al. 2012). In contrast, many studies 

revealed that employees’ satisfaction could be improved significantly when they are involved 

more in the decision-making process (Bhatti and Qureshi 2007, Tourani and Rast 2012, Alas 

2007, Holland et al. 2011, Advani and Gulzar 2018, García Gustavo 2019). As a result, their 

performance can be achieved as it is affected by their satisfaction (Uzun and Ozdem 2017, 

Afshar and Doosti 2016, Ölçer and Florescu 2015, Khan et al. 2019, Vandenabeele 2009). 
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However, Jordan is a developing country that experiences a fast-growing economy from 2000 

to 2009, with a growth in its Gross Domestic Product (GDP) to be estimated as 6.5%. However, 

since 2010, the growth of GDP has declined to approximately 2.5% (The Economic Policy 

Council 2017). As Jordan suffers from the conflicts in the Middle East region and from the 

scarcity of its resources, Jordan tried to create an internal fundi g resource by giving the 

opportunity to its taxation system (Al-Okaily, 2021; Al-Okaily et al., 2020; Malkawi and 

Haloush 2008). Taxation has several disadvantages which encompass lack of transparency, 

corruption, inefficiency, and the high burden on the taxpayers. However, in developing 

countries, taxation is a significant financial resource for governments, especially in developing 

countries (Al-Bashayreh et al., 2022; Al-Adwan et al., 2022; Al-Qudah et al., 2022; Al-Okaily 

et al., 2021 a,b). Using taxes, governments possess a constant fund for their expenditures, 

services, and projects, and are able to achieve different goals on many levels. For instance, on 

the social level, taxes are very helpful when it comes to distributing the income and resources 

in the society. Higher taxes can be used to reduce the demand of undesired products like 

cigarettes and alcohols. In addition, taxation is very useful to protect national products in 

competing for the external ones in the local market (Al-Naimat 2013). Taxation in Jordan is a 

responsibility of the Jordanian Income and Sales Tax department (ISTD), which was among 

the first Arabic governmental departments to be certified with quality management system 

(QMS) ISO 9001 in 2005, and plays a significant role in providing funding to the national 

economy of Jordan (ISTD 2017). Therefore, there is a necessity to investigate the mediating 

effect of job satisfaction on the relationship between employees’ participation in decision-

making process (EPDM) on employees’ job performance. 

 

2. LITERATURE REVIEW 

Mahoney (1963) proposed job performance in Listiyaningsih (2005) as the performance of 

individual members of the company in managerial activities that involve preparation, 

investigation, management, training, monitoring, and initiating negotiations with external 

parties and representations. According to Milani (1975), the degree of managers' involvement 

and influence in the budgeting process is a condition which distinguishes between participatory 

and non-participatory budgets. An organisation has processes and procedures related to the 

budget planning process and its use which may be different from other organisations. Eker 

(2007) reported a connection between spending support and administrative execution is 

positive and significant. Studies have indicated that worker commitment has a positive 

relationship with a representative's effectiveness, joy and profitability (Pfeffer, 1994; Wagner, 

1994; Verma, 1995; Wang and Lim, 2008). Studies have also demonstrated that representative 

commitment has a positive connection with a worker's effectiveness, bliss and efficiency 

(Pfeffer, 1994; Wagner, 1994; Verma, 1995). DMP's most prominent advantage is that it 

controls certain parts of workgroup decent variety (Friday‐Stroud and Sutterfield, 2007; 

Ingleby, 2011; ScottLadd et al., 2006; Wadesango, 2012; Chirenje et al., 2013). It has been 

accentuated that the assortment of tasks and occupation exercises empower laborers to 

participate in a dynamic cycle. Lastly, DMP has significant constructive outcomes on work 

fulfillment. The literature on the contribution of DMP in hierarchical achievement shows 
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several negative connections. Investigations by Kees Looise et al. (2011), Gartner (2008) 

Adesango (2010), Bhatti et al. (2011), Hughes et al. (2015), Peter and Amrik (2016) on non-

association commitment at the hierarchical level, including both immediate and circuitous 

commitment, reported that worker contribution in dynamic was a specific subject in mechanical 

relations which do not translate to hierarchical needs. We hypothesize on certain rationales: 

2.1 Employees Participation and Job Satisfaction 

Lee (2009) notes that budget has a significant effect on human behaviour, especially for people 

who are directly involved in writing or developing budgets. Job efficiency, job satisfaction, 

subordinates' attitudes, supervisors and moral attitudes can be realised through someone's 

participation towards something of value, both for the part he is engaged in on a daily basis 

and for the organization (Alzoubi et al., 2022 a,b; Allozi et al., 2022; Alshurideh, 2014). Lee 

(2009) mentioned that managers' engagement in budgeting would improve productivity and 

develop high-level project managers. High employee productivity is explained as someone 

with job satisfaction on their supervisor and colleagues. Lee (2009) found that participation has 

a positive effect on job satisfaction. Employees participation will lead to greater confidence in 

the proper performance of their duties, which will then have a better impact on the work. 

Christopher et al. (2006) commented that JS is a situation-sensitive work feeling that is often 

great (satisfied), and some incidents can worsen it (unsatisfied). Michael (2006) and Foster et 

al. (2010) stressed "Morale is also characterised as equal to JS." Some workers may be more 

satisfied with their employment, while others may be less satisfied as Ivancevich and Hoon 

(2002) recorded that "job satisfaction levels may vary depending on sector, country, and type 

of employee." Pay is usually compensated for the sacrifices made by workers to attain goals 

and make their work excellent and the value generated by their workers. John Purcell (2004) 

emphasised that money is not the prime motivator in jobs for most workers. Tangible benefits 

actually rank fourth, behind enjoyable JS work and a sense of accomplishment. O'Leary et al. 

(2009), Kang et al. (2015), Alhouti et al. (2016) and Boddy (2016) reveal that male employees 

display a higher degree of JS (overall) than female employees, while female employees were 

found to be more comfortable with customer relationships than their counterparts on the other 

side of JS. Thus, this study proposes: 

2.2 Job Satisfaction and Job performance 

Puspaningsih (2002) claims that if employees feel the justice and extrinsic rewards (salary and 

promotion) and intrinsic rewards (feeling what has been achieved), employees performance 

will increase. This condition will lead to a higher degree of satisfaction. If managers are happy 

with the work they have done because the manager already includes the budget involvement, 

it will positively affect employees performance in which the budget's aim has been achieved. 

Techniques of reward, which explicitly relate the compensation of the agent to individual 

results, are expected to result in improved efficiency (Lazear, 1999; Baker et al., 1988). 

Productivity is rarely a goal, but not an accomplishment according to Brayfield and Crockett 

(1955). Vroom's very comprehensive literature (1964) failed to endorse and suggest a close 

relationship between JS and employees productivity. As per performance theory (Campbell, 

1990), performance refer to acts of behavioural people which have an effect on the goals of the 
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organisation. This can be positive or negative, and the action can be treated either as part of the 

job or outside of the duties prescribed. Kalyta (2009) and ASSOCHAM (2016) argued that 

components of compensation play an important part in EP. There are a number of researches 

that suggest that rewards can be related to different organisational goals at various management 

levels. The overall organisational preparation and implementation of plans is more concerning, 

whereas the benefits from lower-level workers should be closely connected to their roles 

(Horngren et al., 2000 and Nazir and Islam, 2017). Global culture has a profound effect on the 

level of employee JS, and multinational companies in particular must track JS and performance 

reviews in the local cultural context (Eskildsen et al., 2010). According to Schulman (2007), 

"a number of practitioners and researchers discovered that the JS amount explicitly or indirectly 

hits the output of employees”. As the satisfaction level goes down, the performance deteriorates 

and an improvement in the level of JS increases the results (Alwan and Alshurideh, 2022; 

Alzoubi et al., 2020; Hayajneh et al., 2021). Thus, it is essential to understand the factors that 

influence work satisfaction in order job satisfaction. Thus, this study proposse: 

2.3 The mediating influence of Job Satisfaction on the relationship between Employees 

Participation in Decision-Making Process (EPDM) and Job Performance 

Theory of organisational support (OST) indicates that workers develop a subjective 

understanding of the degree to which the company values their efforts and cares about their 

well-being. Shanock and Eisenberger (2006) established a clear positive relationship between 

the perception of supervisors / immediate bosses about organisational support and the 

perception of their subordinates about organisational support. If supervisors are positive about 

organisational support, subordinates will demonstrate positive reactions and vice versa. 

Employers’ inducements are found to be positively correlated with POS according to the 

perception of employees and are negatively correlated with the perception of employers' 

obligations as stated by Coyle et al. (2005). A meta-analysis by renowned scholar and principle 

creators (Rhoades and Eisenberger, 2002; Bednall et al., 2014) further highlighted three major 

POS antecedents which are compensation and working conditions, assistance from supervisor 

/ immediate boss, and procedural judges. Perceived Organizational Support by Hekman et al. 

(2009) has had the most positive impact on the job performance of employees when workers 

are strongly associated with the organisation and weakly associated with the career. There is a 

clear sense in the literature that perceived organisation is a variable that affects almost all 

employee behaviour model in every organisational setting (Aburayya et al., 2020; Kurdi et al., 

2020; Ammari et al., 2017). Therefore, we propose: 

 

3. METHODOLOGY 

A quantitative method was used in this descriptive study. The population of this study was 1542 

employees. As this study aims to assess EPDM and job performance in the Jordanian Income 

and Sales Tax Department through quantifying the perceptions of the employees in this 

department, the population of this study included all the employees in the department. 

According to the annual report of ISTD in 2017, which is the most recent annual report, the 

number of employees in ISTD was 1556 employee. among those, there are 14 employees who 
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occupy higher levels of management in the department, and 1542 employees from the first, the 

second, and the third grade (ISTD 2017). The sample size of this study was 310 employees 

from the Jordanian Income and Sales Tax Department (Krejcie and Morgan, 1970). The 

technique used for sampling was simple random sampling. Neuman (2014) proposed that a 

researcher should create a detailed section framework to carry out simple random sampling by 

selecting functions from the frame and employing a mathematical selection method, and then 

trace the exact item selected in the sample.  

3.1 Data Collection Technique 

The study was carried out in Jordan, and the results were obtained using self-administered 

questionnaire, where respondents were asked to complete the survey themselves. The goal of 

this study was to reduce costs with the elimination of the respondent of devices and things, 

including computer software (Willett, 2017). The adapted questionnaire combined and adapted 

various research instruments from related previous studies. The questionnaire was adapted to 

provide a clear understanding of the phenomenon and constructs of this research study in 

Jordan.  

3.2 Data Analysis Technique 

Partial Least Structural Equation Modeling (PLS-SEM) was used in this analysis to evaluate 

the data obtained (Aws et al., 2021; Al-Okaily & Al-Okaily, 2022). Before conducting the actual 

data analysis, the researcher performed a data mining procedure to ensure adequate 

representation of the data. In addition, the data collected were analyzed using SmartPLS 3.0 to 

check the fitness of the research's proposed model or structure and to evaluate the proposed 

research hypotheses. PLS-SEM was also used to examine the mediating effect of job 

satisfaction on the relationship between employees’ participation in the decision-making 

process (EPDM) on job performance. There are some rationales for using PLS-SEM. The aim 

of this analysis was to examine the previously defined causal relations between constructs. 

However, PLS-SEM was the tool used by this study to evaluate the data obtained from the 

respondents. In light of the empirical knowledge and subjective causal assumptions, PLS-

SEM is a quantitative method to check and analyze certain causal relations. SEM is a 

corroborative approach that is used to evaluate if the model generated for the study is 

knowledge valid. SEM is a combination of study of the component and specific degenerations. 

SEM can be individualized into two parts. The estimation model is the part which relates 

inactive factors to calculated factors. The basic model is the part where inactive factors are 

associated. 

 

4. RESULTS  

A total of 310 valid responses were collected from the questionnaire administered. The 

results presented were based on the purpose of the study which used the research results of the 

PLS-SEM. In ensuring that the data were free from missing values, this study conducted 

frequency and missing value analysis for each measuring item. The results of the data screening 

showed that there was a minimum amount of missing data which was replaced by using the 
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median variable responses for each measuring item. Outliers suggest an unnormal value for 

observations on a single variable (Tabachnick & Fidell, 2013). For unit-variate reporting, in 

addition to analysing histograms and box-plots, the standardised (z) value for each value was 

assessed (Tabachnick & Fidell, 2013). Continuing with Hair et al ., ( 2016), the regular score 

of an outlier should be ±4.0 or higher. Thus, any Z-score higher than 4 or below -4 is perceived 

as an outlier. 

4.1 Multicollinearity, and Data Normality Assessment 

Focusing on the measuring model, as postulated by Awang (2014), the study analysed the 

normality of the remaining items following the confirmatory factor analysis (CFA) to assess 

the distribution for each item or variable associated in the measurement model.  

Table 2 demonstrates that for all products used in the measurement model, the skewness and 

kurtosis values were lower than -2.0 and 4.0, respectively, suggesting that the data were 

normally distributed as prescribed by the statistics law. It implies that the data attained the 

standard limit of a multivariate normality distribution.  

Thus, the study is proceeding for further analysis. In this study, the problem of collinearity for 

the structural model was evaluated by applying VIF. The VIF values should be less than 5.  

Therefore, Table demonstrates that there was no problem of collinearity among the items in the 

structural model. 

Table 2: Multicollinearity and Data Normality Assessment 

 Skewness Kurtosis Tolerance VIF 

JOB PERFORMANCE -0.683 -0.005   

EMPLOYEES 

PARTICIPATION 

-0.267 -0.725 0.559 1.79 

JOB SATISFACTION -0.668 0.386 0.541 1.43 

4.2 Reliability and Validity  

The reliability was measured by evaluating the composite reliability values using the internal 

consistency method. All variables indicated reliability for composites (values greater than 0.7) 

(Wong, 2010) as shown in Table 4. Wherever the reliability of the indicators (squaring of outer 

loadings) is found to be less than 0.7 but composite reliability and AVE is appropriate for the 

measure, then the indicators were preserved as they indicate clarification (Becker, 2017).  

Convergent validity was evaluated by measuring AVE (explained average variance) values that 

surpass 0.5 (Table 3), while discriminant validity was evaluated using the Fornell-Larcker test 

(Table 4). The conditions for discriminant validity are that for each latent variable, the square 

root of AVE should be higher than the correlation between latent variables. The variables follow 

the requirements for discriminant validity as presented in Table 5. 
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Table 3: Loading and Internal Consistency Reliability of the Measurement Model 

Variables Loading CR AVE CA 

JOB PERFORMANCE  0.939 0.687 0.923 

JP1 0.721    

JP2 0.817    

JP3 0.858    

JP4 0.851    

JP5 0.838    

JP6 0.832    

JP7 0.876    

EMPLOYEES PARTICIPATION  0.957 0.584 0.952 

EP1 Deleted   

EP2 Deleted   

EP3 Deleted   

EP4 0.655    

EP5 0.72    

EP6 0.774    

EP7 0.783    

EP8 0.783    

EP9 0.736    

EP10 0.779    

EP11 0.748    

EP12 0.808    

EP13 0.773    

EP14 0.768    

EP15 0.813    

EP16 0.765    

EP17 0.802    

EP18 0.719    

EP19 0.786    

EP20 Deleted   

Job Satisfaction  0.931 0.552 0.918 

JS1 0.640    

JS2 0.784    

JS3 0.802    

JS4 0.744    

JS5 Deleted   

JS6 Deleted   

JS7 0.763    

JS8 0.767    

JS9 0.812    

JS10 0.809    

JS11 0.73    

JS12 0.691    

JS13 Deleted   

JS14 0.602    
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Table 4: Fornell-Larcker criterion analysis to check discriminant validity 

 Employees Participation Job Performance Job Satisfaction 

EMPLOYEES PARTICIPATION 0.764   

JOB PERFORMANCE 0.745 0.829  

JOB SATISFACTION 0.67 0.643 0.743 

4.3 The Results of the Structural Model Analysis 

The first step of Smart PLS is to specify the research framework or model in a schematic 

diagram based on the theory. Additionally, the analysis system was translated into graphic 

SmartPLS 3.0. The diagram, which starts with employee’s participation, job satisfaction, and 

job performance, is illustrated in Figure 1. The arrows connecting this study's constructs were 

determined by the hypotheses. The single-headed arrows were used to check the study 

construct's causal effect. In addition, the standardized estimate for this study's structural model, 

showing the factor loading for each item and mediating effect of job satisfaction on the 

relationship between employees’ participation in decision-making process (EPDM) on the job 

performance, was described in Figure 1. 

 

Figure 1: Smart PLS Standardized Result 
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Table 5: Summary of Path Coefficients  

 PATH 

COEFFICIENTS 
STDEV 

P- 

VALUES 
Q2 F2 DECISION 

JOB PERFORMANCE    0.027 0.073  

EMPLOYEES 

PARTICIPATION -> JOB 

PERFORMANCE 

0.650 0.066 0.000   Supported 

EMPLOYEES 

PARTICIPATION -> JOB 

SATISFACTION 

0.669 0.04 0.000   Supported 

JOB SATISFACTION -> 

JOB PERFORMANCE 
0.208 0.07 0.003   Supported 

The summed influences of the study's SmartPLS were presented in Table 5. It shows the path 

coefficients, standard deviation (STDEV), and the probability value (P-value) according to the 

results of the study's respective construct. Employee participation and job performance also 

revealed a significant positive relationship. The results showed that a 1 percent increase in 

employee participation will result in a 0.650 increase in the Jordanian Income and Sales Tax 

Department's job performance. The result in Table 5 showed a positive and statistically 

significant relationship between employee participation and job satisfaction. The path 

coefficient in the employee participation and job satisfaction relationship indicated that an 

increase of 1 percent in employee participation would result in an increase of 0.669 in the 

Jordanian Income and Sales Tax Department job satisfaction. However, the results reported 

that job satisfaction's exerted a significant positive effect on job performance. However, the 

predictive relevance Q2 of the exogenous latent constructions was above zero in the present 

study (Hair et al., 2014). Moreover, the exogenous latent constructs f2 was considered a minor 

effect (Henseler & Chin 2010). The R2 value indicates the extent to which the independent 

variables explained independent variables for the variance. The R2 estimates for the model were 

shown in Table 6. It showed the magnitude of variance on the dependent variable which the 

independent variables represent. Table 6 presented that job performance's predictors explain 

64.7 per cent of its variance. In other words, the job performance error variance is about 35.3 

percent of the Job Performance difference itself. Table 6 also estimated that job satisfaction's 

predictors explain 44.8 percent of its variance, thus, the error variance of job satisfaction is 

approximately 55.2 percent of the variance of job satisfaction itself.  

Table 6: Summary of the R2 

 R2 R2 Adjusted 

JOB PERFORMANCE 0.647 0.639 

JOB SATISFACTION 0.448 0.447 

4.6 Testing the Job Satisfaction as a mediator in the Relationship between Employees 

Participation and Job Performance 

To examine the mediating effect of job satisfaction, the researcher assessed the importance of 

the direct effect without integrating the mediator variable (Job Satisfaction) into the PLS 3 

direction model. The table showed the meaning of the coefficients of indirect effect and total 
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effect path from performing the bootstrapping procedure (with 310 tests, 5000 subsamples and 

no sign changes). Thus, Table 7 showed that job satisfaction partially mediates the relationship 

between employee participation on job performance in the Jordanian Department of Income 

and Sales Tax. 

Table 7: Mediation Influence of Job Satisfaction on Relationship between Employees 

Participation and job performance 

Construct  Beta p Result 

DIRECT EFFECT Employees Participation -> Job Performance 0.650 0.000 Sig 

MEDIATION MODEL 

INDIRECT EFFECT 
Employees Participation -> Job Satisfaction 0.669 0.000 Sig 

Job Satisfaction -> Job Performance 0.208 0.003 Sig 

TOTAL EFFECT 
Job Satisfaction -> Employees Participation -

> Job Satisfaction 
0.877  Sig 

DECISION Partial Mediation   

NB: Sig= Significant 

 

5. DISCUSSIONS AND CONCLUSION 

The paper suggested that job satisfaction has a direct effect on employees’ job performance. A 

critical positive effect of representative commitment on job satisfaction and job performance 

is that this training is normal or very much rehearsed in the Jordanian Income and Sales Tax 

Department. Hence, it contributes to a high effect. Employees who are offered opportunities to 

participate in the decision-making process will, in general, be more satisfied than their job 

contrasted and employees who are not provided opportunities to partake in decision-making. 

As indicated by Bhatti and Qureshi (2007), this finding is similar to the current study. 

Employees concur that designating dynamic at different levels is a necessity where the firm's 

objective is to accelerate the general client prerequisites/protests/treatment. Yet, DMP expands 

job satisfaction with the present place of employment while simultaneously unequivocally 

ensuring EP. Furthermore, specialists accept the conclusions that the organizations are not just 

helping them with their objectives and consider their own needs. These discoveries negate the 

discoveries in different settings (Feldman, 1989). Hence, the social exchange arrangements by 

firms interceding capacity were explained. The relationship of the independent variable and the 

dependent variable gets more fragile with Baron and Kenny (1986), while the intervening job 

is ensured. In a similar vein, when the hypothetical model of social exchange is checked within 

the OST, the greatness of the factors is altered (more grounded), which in the long run creates 

more significant correspondence. The connection between EP, JS, and JP, as guessed in H1-

H4, yields similar number of different analysts found in previous studies, while the intervening 

connections furnished in H4 are exceptional alongside the directing impact of POS in the 

general model. This relationship makes this exploration a novel and extended model, an 

expansion to concentrate from both the perspective of non-financial motivations and the POS. 

This investigation guarantees researchers to not neglect to check the impact of POS on social 

exchange and all the more explicitly non-money related parts of the exchange during a 

discussion. EP is a non-money related and completely adaptable agreement for its employees 
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from the organizations. This investigation demonstrates the best approach to improve job 

performance by focusing on the representative's comprehension of authoritative and reminding 

them for DMP, which does not require any financial advantages. Hence, directors and 

organizations should focus on these goals to have the most elevated increment in JP while 

holding themselves in confined or available resources. These discoveries direct administrators 

that if the organization is not in a situation to give ceaseless compensation financially, it can 

make a decent blend with DMP to keep the activity at an ideal pace alongside representative 

satisfaction from their specific positions. Developing individual performance altogether will 

possibly improve job performance and gain an upper hand than business rivals. Along these 

lines, by focussing on DMP by JS, all administrators are expected to enhance the yield of by 

and large firms to accomplish their targets and objectives. Moreover, to expand the quality of 

the exchange relationship where associations should fuse DMP to build the presentation of job, 

the view of hierarchical help (on the off chance that it is to be engaged) for the prosperity of its 

employees will yield and support positive job performance by employees. The sample size for 

this analysis was taken from the Jordanian Department of Income and Sales Tax. For data 

collection, simple random sampling technique was used. In this analysis, the measure of 

perception was measured concerning independent and dependent variables along with the 

mediator. Data were collected via questionnaire. Future research should gather data using focus 

group and interviews that can further expand and improve the reach and validity of the findings. 

In the left-hand variables, more dimensions of non-monetary compensation behaviors can be 

included in the model to increase the significance of the magnitude that these variables 

collectively generate when determining dependent variables. 
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