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ABSTRACT 
Prior studies have explained how job stress, job insecurity, and work engagement 

influence job performance under normal conditions. However, there have been limited 
empirical studies during an unprecedented crisis. This study examined the impact of job 
stress, job insecurity, and work engagement on job performance during the COVID-19 
pandemic among the hotel industry employees in Siem Reap, Cambodia. Data were 
collected from 212 respondents who were hotel industry employees in Siem Reap. 
The collected data were analyzed using descriptive statistics, Pearson’s correlation 
coefficient, simple regression, and multiple regression analysis. The results revealed that 
job stress and job insecurity had a statistically significant impact on job performance 
(Job stress: Beta = 0.179, p = 0.000; Job insecurity: Beta = 0.414, p = 0.000). In addition, 
job stress and job insecurity had a statistically significant impact on work engagement 
(Job stress: Beta = -0.157, p < .05; Job security: Beta = 0.830, p = 0.000). Finally, work 
engagement had a statistically significant impact on job performance (Beta = 0.502, 
p = 0.000). The results of this research can be used to help employers understand 
the factors that influence employees’ job performance if similar events occur in the 
future. The study recommends several improvements for employees and employers 
in the hotel industry in Siem Reap. These include communication with each other, 
minimizing utilities and other expenses during a pandemic, controlling employees’ 
emotions when problems arise, and improving employees’ work performance rather 
than worrying about issues that may occur in the future.
Keywords:  job stress, job insecurity, work engagement, job performance, Siem Reap 

Province
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INTRODUCTION 

 COVID-19 has had a negative 

influence on many business sectors, 

especially in the tourism and hospitality 

industry. Siem Reap Province is a tourist 

destination because of the Hindu temple 

called Angkor Wat. After the number of 

people infected by COVID-19 increased 

during the middle of 2020 and the restrictive 

laws of many countries around the world 

to limit traveling to protect their citizens, 

the number of tourists who came to 

visit Siem Reap rapidly dropped. Many 

businesses that provide services to tourism 

were pushed to close their operations 

since they could not continue running with 

less income. By January 2021, many hotels 

closed their operations temporarily as the 

pandemic spread, and they reopened their 

operations later in 2022 when the country 

started to welcome tourists without 

restriction. However, most hotels were 

reopened with only half of their employees 

working daily due to the number of guests 

being less than 30 percent of the hotel’s 

capacity. In addition, most of the tourists 

who come to visit Cambodia more 

recently prefer to spend less than before 

the pandemic. COVID-19 has shifted the 

way guests make decisions about buying 

services in the tourist industry. 

In this difficult period, the fear 

of losing one’s job and the fear of the 

pandemic resulted in stress and insecurity 

among the hotel workers. This stress may 

negat ively affect employees’ job 

performance. Both employees and 

employers need to understand the 

situation to adjust the way that they 

manage human resources. In this study, 

the cognitive job stress and affective job 

insecurity of hotel industry employees 

caused by the COVID-19 pandemic were 

analyzed; some of these employees may 

have experienced both forms of job stress 

and job insecurity during the pandemic.

A key area of research has been 

understanding how factors such as job 

stress (Ghias & Saboor, 2023; Oktaviola & 

Subariyanti, 2023), job insecurity (Shoss & 

Vancouver, 2024), and work engagement 

(Ghias & Saboor, 2023) influence job 

performance under normal conditions. 

However, there have been limited empirical 

studies during such an unprecedented 

crisis. Particularly, the COVID-19 pandemic 

brought about significant disruptions in 

the workplace, impacting employees’ job 

performance in various ways. Ngo et al. 

(2021) reported that more than half (53 

percent) of workers were suspended 



307
Phranakhon Rajabhat Research Journal (Humanities and Social Sciences)

Vol. 20 No. 1 (January-June 2025)

during the pandemic, and an average of 40 

percent of workers remained suspended 

after the pandemic. Among those who 

returned to work, workers were employed, 

on average, fewer hours and earned less in 

July 2020 compared to pre-pandemic July 

2019. Therefore, there is a need to investigate 

the impact of job stress, job insecurity, 

and work engagement on job performance 

during the COVID-19 pandemic among the 

hotel industry employees in Siem Reap, 

Cambodia.

RESEARCH OBJECTIVES 

The purpose of this research study 

is to examine the impact of job stress, 

job insecurity, and work engagement on 

job performance among hotel industry 

employees in Siem Reap, Cambodia, 

during the COVID-19 pandemic.

EXPECTED BENEFITS 

The results of this research can 

be used to help employers understand 

the factors that influence employees’ job 

performance if similar events occur in the 

future and to help with the future 

management of employees in the ho-

tel industry, including human resource 

management policy development.

RESEARCH SCOPE 

This research study attempts 

to discuss the impact of job stress, job 

insecurity, and work engagement on 

job performance during the COVID-19 

pandemic among hotel industry employees 

in Siem Reap, Cambodia. The study 

investigated if hotel employees were 

stressed and felt insecure during the 

COVID-19 pandemic, both from the 

pandemic and from the low number of tour-

ists that may have threatened their jobs. 

The study investigated the phenomenon 

of one-star hotel employees to five-star 

hotel employees. 

LITERATURE REVIEW

Job Stress

Job stress refers to the tension 

an employee feels due to an imbalance 

between the demands of the job and the 

ability to cope with them. This can harm 

employee performance, job satisfaction, 

and overall happiness (Astorquiza-Bustos 

et al., 2020; Djamaluddin, 2022; Hastuti 

et al., 2022). Work stress can arise from 

many different factors, such as excessive 

workload, lack of control, and poor 

work-life balance (Alphin, 2022). This 

can lead to physical and psychological 
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symptoms, including decreased productivity, 

job dissatisfaction, and even health 

problems (Rahman and Azim, 2018). 

The effects of workplace stress can be 

short-term, causing discomfort and 

disruption during work, or long-term, 

leading to illness and absenteeism. 

Understanding and managing workplace 

stress is vital for organizations to improve 

employee performance and well-being.

Job Insecurity

Job insecurity refers to the subjective 

perception and fear of losing one’s current 

job or worrying about the possibility of 

losing one’s job in the future. This is a 

major stressor affecting employees globally 

(Saif et al., 2023). Job insecurity can arise due 

to changes in environmental conditions, 

such as organizational changes or automation 

of routine tasks (Adawiah et al., 2023; 

Graham et al., 2023). It is associated with 

negative outcomes, including increased 

emotional exhaust ion, decreased 

engagement, and physical and mental 

health problems (Nikolic & Mirkovic, 2023). 

The relationship between job insecurity 

and well-being is influenced by factors 

such as job satisfaction (Witte & Hootegem, 

2021). Job insecurity acts as a stressor, 

leading to decreased happiness, motivation, 

work engagement, and productive behaviors, 

while increasing counterproductive 

behaviors. Overall, job insecurity is a 

significant concern, affecting employees’ 

psychological health and performance.

Work Engagement

Work engagement refers to a 

positive mental state in which individ-

uals are fully absorbed, dedicated, and 

energized by their work. It is characterized 

by high levels of vigor, dedication, and 

absorption (Nurbayanti & Dwarawati, 2023; 

Genita & Dwarawat i ,  2023) .  Work 

engagement is influenced by job demands 

and job resources, and it can have a 

significant impact on various aspects of 

employee well-being and organizational 

outcomes (Kaur & Mehta, 2023; Taris, 

2023). Engaged workers tend to experience 

higher levels of satisfaction, motivation, 

and performance, and they are more 

likely to contribute to the achievement 

of organizational goals (Taris, 2023). Work 

engagement is distinct from other 

concepts such as burnout and workaholism, 

although there may be some overlap. 

It is associated with intrinsic regulation, 

authenticity at work, and satisfaction 

of needs for affiliation, autonomy, and 

competence (Abidin et al., 2021). 
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Job Performance

Job performance refers to the 

behavioral outcomes, level of achievement 

of tasks and responsibilities in an organization. 

It is a multidimensional concept that is 

defined and measured differently across 

occupations and industries. Aspects of job 

performance include task performance, 

direct and indirect contributions to the 

technical core of the organization, and 

contextual performance, supporting the 

organizational, social, and psychological 

climate. Factors such as job satisfaction,  

motivation, and engagement have a 

s i gn ificant  impact  on employee 

performance. In addition, personality 

traits, cognitive abilities, knowledge, 

and skills are causal antecedents of job 

performance. It is important to emphasize 

factors such as job satisfaction, motivation, 

and engagement to enhance employee 

performance  (Muchhal,  2014;  Ramawickrama 

et al., 2017; Sebayang & Lestario, 2021).

HYPOTHESIS

Several studies found stress 

negatively impacts employee engagement 

and performance (e.g., Gomath et al., 

2022; Tongchaiprasit & Ariyabuddhiphongs, 

2016). This leads to poor performance, poor 

work quality, and reduced productivity 

(Issahaku & Ruhana, 2023; Pasaribu et al., 

2023; Rasheed et al., 2023). High levels 

of work stress can affect employee 

performance, reduce productivity, and 

affect overall work quality (Gomathy 

et al., 2022). Conversely, while job stress 

is detrimental, some argue that moderate 

levels of stress can enhance performance 

by fostering resilience, engagement, and 

adaptability in employees (Puspitawati 

& Dhamadewi, 2021). Therefore, the first 

two hypotheses are presented as follows.

H1: Job stress has a positive effect 

on job performance among the employees 

of the hotels in Siem Reap, Cambodia, 

during the COVID-19 Pandemic.

H2: Job stress has a positive effect 

on work engagement among the employees 

of the hotels in Siem Reap, Cambodia, 

during the COVID-19 Pandemic.

Job insecurity can have both positive 

and negative effects on employees’ 

engagement and performance (Medlin 

& Green, 2009). Some studies suggest a 

negative relationship between job in-

security and performance, while others 

indicate a positive or curvilinear associa-

tion. The impact of job insecurity on per-

formance is influenced by various factors, 
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such as the quality of the relationship 

between employees and their supervisors, 

the presence of mediating variables like job 

stress, and the perception of job insecurity 

as an individual or collective phenomenon 

(Portovedo et al., 2023). Additionally, 

job insecurity has been found to have a 

negative direct effect on job performance 

(Ma et al., 2023). However, when job 

insecurity is perceived as a collective issue, 

employees may demonstrate higher 

performance due to job preservation mo-

tives (Natalia et al., 2022; Nikolova et al., 

2022). Thus, the researchers hypothesize 

that:

H3: Job insecurity has a positive 

impact on job performance among the 

employees of the hotels in Siem Reap, 

Cambodia, during the COVID-19 Pandemic.

H4: Job insecurity has a positive 

impact on work engagement among the 

employees of the hotels in Siem Reap, 

Cambodia, during the COVID-19 Pandemic.

Several studies found components 

of work engagement, including vigor, 

dedication, and absorption, are positively 

correlated with job performance 

(Corbeanu & Iliescu, 2023). Additionally, 

work  engagement  med ia tes  the 

relationship between job crafting and job 

performance, indicating that higher levels 

of work engagement lead to better job 

performance (Naqshbandi et al., 2023). 

Furthermore, the hybrid workplace model, 

specifically flexible work, positively affects 

work engagement, which in turn positively 

influences job performance (Chumba, 

2022). Overall, work engagement plays 

a crucial role in enhancing employee 

performance and should be considered by 

organizations to improve job performance 

(Asim et al., 2022; Khusnia & Sopiah, 2022; 

Naveed, 2022). Thus, it can be hypothesized 

that:

H5: Work engagement has a pos-

itive impact on job performance among 

the employees of the hotels in Siem Reap, 

Cambodia, during the COVID-19 Pandemic.

CONCEPTUAL FRAMEWORK

This study examines the impact 

of job stress, job insecurity, and work 

engagement on job performance among 

the hotel industry employees in Siem Reap, 

Cambodia, during the COVID-19 pandemic. 

Based on the literature and the proposed 

hypotheses, a conceptual framework 

is proposed as shown in Figure 1. 
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Figure 1 Conceptual Framework

METHODOLOGY MATERIAL

Population and Sample Size 

The population of this study 

was the hotel employees in Siem Reap, 

Cambodia. According to the Siem Reap 

tourism department, there were 228 

hotels and 248 guesthouses in 2020. There 

were approximately 13,983 employees, 

of which 12,192 people worked in hotels 

and apartments and 1,791 people in 

guesthouses. This study focused only on 

hotel employees and adopted 14,000 as 

its approximate population. According to 

Yamane (1973), the sample size of 400 

individuals was intended to provide a 

confidence level of 95% and a margin 

of error of 5% accuracy. Both stratified 

random sampling methods and quota 

sampling methods were used to collect 

the data. The hotels were categorized into 

3 levels: 4–5-star hotels; 3-star hotels; and 

1–2-star hotels. About 100 samples were 

targeted at the employees of 4–5-star 

hotels. About 200 samples were targeted 

at the employees of 3-star hotels, and 

about 100 samples were targeted at the 

employees of 1-2-star hotels. As a result, 

four hundred (400) samples were the 

total target. The employees within each 

category were divided in terms of position 

level: leadership level and employee 

level. Then, researchers collected data 

from each of the hotel categories and 

position levels. They were asked to 

spend about ten minutes participating in 

this study by completing a survey 

questionnaire, which was sent via various 

social media platforms and by email; hard 

copies were also distributed in addition to 

the online survey. 

Research Instrument 

The survey instrument was com-

prised of two sections. Section 1 addressed 
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the demographic variables of age, gender, 

level of education, positions, and the 

information on the level of hotel (1 to 5 

stars). Section 2 was the Likert-type 

statements ,  which measured the 

participants’ perception of job stress, job 

insecurity, work engagement, and job 

performance. Job performance was 

measured using an 8-item scale from 

Shang et al. (2016) and Paramita and 

Sudhartio (2022). Job stress was measured 

using an 8-item scale from Lait & Wallace 

(2002), Jamal (2010), and Min (2013). Job 

insecurity was measured using an 8-item 

scale from Akgunduz & Eryilmaz (2018) and 

Pienaar et al. (2013). Work engagement 

was measured using an 8-item scale from 

Paramita and Sudhartio (2022).

The content validity of the 

questionnaire was confirmed using the 

Index of Item Objective Congruence (IOC) 

method; the questionnaire was reviewed 

by three experts in the field before it 

was translated into the Khmer language. 

The results showed that only four items 

received IOC scores of 0.70; the rest of 

the questions received scores of 1.0. The 

overall average score was 0.96.

In addition, a total of 30 hotel 

employees in Siem Reap, Cambodia who 

were not part of the sample group took 

the survey. Cronbach’s alpha was used 

to determine the dependability rating to 

check that the items were internally 

consistent. The results showed that 

Cronbach’s Alpha value was higher than 

0.90 for all measurement items, which 

indicated that the survey questionnaire 

was appropriate to use.

Data Analysis  

Descriptive statistics, Pearson’s 

Correlation Coefficient, Simple Regression 

Analysis, and Multiple Regression Analysis 

were used to test the hypotheses against 

the data obtained from the questionnaires.

RESULTS

Demographic Information

This data set contains the information 

of 212 respondents who were hotel industry 

employees in Siem Reap, Cambodia, 

during the COVID-19 pandemic. The 

information gathered from them pertains 

to their gender, age, marital status, category 

of hotel, years of service in the hotel, 

employment position, and salary range. 

The majority of the respondents were 

female (80.7%), 21-40 years old (85.3%), and 

married (58%). The majority of them work 

in 3-star hotels (45.3%) and 4-5-star hotels 
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(45.8%), with 1-5 years of service (58%), 

in the front office (32.1%), and with a salary 

range of $300-400 per month (58%).

Level of Work Performance and 

Its Antecedents

Table 1 shows the mean and 

standard deviation scores for the items 

that examined levels of job stress, job 

insecurity, work engagement, and job 

performance. The findings in Table 1 

indicated high levels of job insecurity and 

work performance among the respondents 

of the hotel industry employees in Siem 

Reap, Cambodia. In addition, the job 

stress and work engagement were at the 

average level. 

 Table 1 Level of Job Performance and its Antecedents (n = 212)

Variable Mean SD Level

Job Stress 3.03 0.53 Average

Job Insecurity 3.65 0.61 High

Work Engagement 3.34 0.66 Average

Job Performance 3.63 0.67 High

Correlation Among the Variables

A test of the correlation between 

the components of job stress, job insecurity, 

work engagement, and job performance 

was performed using Pearson’s Correlation; 

the results are shown below in Table 2.

Table 2 Pearson’s Correlation Test Among Variables (n = 212)

 Variables Job Performance Job Stress Job Insecurity Work Engagement

Job Performance

Job Stress

Job Insecurity

Work Engagement

VIF

1.00

0.413**

0.781**

0.784**

1.00

0.448**

0.213**

1.283

1.00

0.701**

2.409

1.00

2.018
Note: * p < .05; ** p < .01
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The correlation analysis in Table 

2 reveals significant relationships among 

the variables of job stress, job insecurity, 

work engagement, and job performance 

of the hotel industry employees in Siem 

Reap, Cambodia. For the relationship 

between the dependent variable and 

independent variables, job performance 

showed positive correlations with job 

stress (r = 0.413, p < 0.01), job insecurity 

(r = 0.781, p < 0.01), and work engagement 

(r = 0.784, p < 0.01). 

The correlation coefficients (r) 

were between 0.213 to 0.784, statistically 

s i gn i ficant  a t  the  0 .01  leve l ,  o r 

multicollinearity may occur. Therefore, 

the researcher conducted a further test 

of multicollinearity using VIF values. The 

test results showed VIF values ranging 

from 1.283 to 2.4099, which were less 

than 10.  This indicated that there was 

no relationship among the variables or 

no multicollinearity; hence, they could be 

used for multiple regression analysis and 

indicated that every independent variable 

could be used to predict job performance.

Table 3 Regression Table for Work Engagement (n = 212)   

 Variables
DV: Job Engagement

Model 1 Model 2 Model 3
Job Stress 0.265** -0.157*
Job Insecurity 0.768** 0.830**
R 0.213 0.701 0.710
R Square 0.045 0.492 0.504

F 10.008** 203.150** 106.364**

Note: * p < .05; ** p < .01

Relationship Between Job Stress, 

Job Insecurity, Work Engagement, and 

Job Performance

In Table 3, the results of simple 

regression analysis and multiple regression 

analysis with work engagement as the 

dependent variable are shown. The 

simple regression analysis found that in 

Model 1, job stress significantly predicted 

work engagement (B = 0.265, p < 0.01), 

explaining 21.3% of the variance in work 

engagement.  In Model 2, job insecurity was 

a significant predictor of work engagement 

(B = 0.768, p < 0.01), accounting for 70.1% 

of the variance in work engagement. 

The multiple regression analysis (Model 

3) found that job stress had a negative 

effect on work engagement statistically 
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significant at the 0.05 level.  Job insecurity 

had a positive effect on work engagement 

statistically significant at the 0.01 level. 

The coefficient of determination of the 

model was 71.0% (R2 = 0.504). The 

overall regression models for all three 

models were highly significant (p < 0.01), 

as indicated by the F-values.

Table 4 presents the results of the 

regression analysis with job performance as 

the dependent variable (DV) and job stress, 

job insecurity, and work engagement, 

as the independent variables (IVs). The 

simple regression analysis found that in 

Model 4, job stress significantly predicted 

job performance (B = 0.522, p < 0.01), 

explaining 41.3% of the variance in job 

performance. In Model 5, job insecurity was 

a significant predictor of job performance 

(B = 0.870, p < 0.01), accounting for 

78.1% of the variance in job performance. 

Model 6 showed that work engagement 

significantly predicted job performance 

(B = 0.797, p < 0.01), explaining 78.4% 

of the variance in job performance. The 

overall regression models for all three 

models were highly significant (p < 0.01), 

as indicated by the F-values.

Accord ing to the mult ip le 

regression analysis (Model 7), it was found 

that all factors had a positive effect on 

the job performance of the hotel industry 

employees in Siem Reap, Cambodia, 

during the COVID-19 Pandemic, statistically 

significant at the 0.01 level, with a 

coefficient of determination of 85.8% 

(R2 = 0.736). The researcher therefore 

used Model 7 to explain the relationship 

between job stress, job insecurity, work 

engagement, and job performance of the 

hotel industry employees in Siem Reap, 

Cambodia during the COVID-19 Pandemic.

Table 4 Regression Table for Job Performance (N = 212)

Variables
DV: Job Performance

Model 4 Model 5 Model 6 Model 7
 Job Stress (X1) 0.522** 0.179**
Job Insecurity (X2) 0.870** 0.414**
Work Engagement (X3) 0.797** 0.502**

R 0.413 0.781 0.784 0.858

R Square 0.171 0.610 0.615 0.736

F 43.212** 328.793** 335.927** 193.281**
Note: * p < .05; ** p < .01
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CONCLUSION AND DISCUSSION

Relationship between  Job Stress 

and Job Performance (Hypothesis 1)

The results of the analysis 

supported Hypothesis 1, as job stress 

has a positive effect on job performance 

among the employees of the hotels in 

Siem Reap, Cambodia, during the COVID-19 

pandemic. This result conflicts with most 

of the literature, which suggests that job 

stress leads to poor performance, poor 

work quality, and reduced productivity 

(Issahaku & Ruhana, 2023; Pasaribu et al., 

2023; Putra et al., 2023; Rasheed et al., 

2023; Vijayan, 2018). High levels of work 

stress can affect employee performance, 

reduce productivity, and affect overall 

work quality (Gomathy et al, 2022). 

However, prior research literature pointed 

out that job stress can have both positive 

and negative effects on job performance, 

depending on how it is perceived and 

managed. Positive stress, known as 

eustress, can drive motivation and 

enhance job satisfaction, ultimately 

leading to better outcomes (Iftikhar et 

al., 2023). In conclusion, job stress can 

positively influence job performance 

under certain conditions, particularly when 

the stress is at a manageable level and 

employees can channel it productively. 

Especially during the pandemic, when 

the supervisor supports the employees 

and employees help each other, this 

supportive work environment can mitigate 

negative stress effects, fostering a more 

productive atmosphere. Positive stress 

encourages individuals to confront 

challenges, enhancing their performance 

levels. 

Relationship between Job Security 

and Job Performance (Hypothesis 3)

The results of the analysis 

supported Hypothesis 3, as job security 

has a positive effect on job performance 

among the employees of the hotels in 

Siem Reap, Cambodia, during the COVID-19 

pandemic. These results are aligned with 

other studies. Job security plays a crucial 

role in influencing job performance, with 

various studies highlighting its impact. 

Research conducted in South Korea 

emphasized the positive relationship 

between perceived job security and job 

performance, noting the psychological 

effects of organizational commitment and 

motivation (Kim, 2020). Similarly, a study 

of Pakistan’s food and beverage industry 

found that job insecurity negatively 
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af fected job performance,  whi le 

subjective well-being mediated this 

relationship positively (Sarfraz et al., 2023). 

Moreover, a study at Berger Construction 

Company in Nigeria revealed a significant 

positive effect of job security on employee 

performance (Ofre & Andow, 2023). 

Additionally, research on high-star hotel 

employees in China demonstrated that job 

security factors like job prospect security 

and stability positively influenced job 

performance, emphasizing the importance 

of ensuring employees’ work safety for 

improved efficiency (Libin & Ahmad, 2022). 

Job security can have a significant impact 

on job performance, influencing both the 

quality and quantity of work employees 

produce. Job security helps reduce anxiety 

and stress, as employees are less worried 

about losing their jobs. When employees 

feel secure in their positions, they can 

focus more on their tasks and less on 

external uncertainties. This results in 

improved productivity and performance. 

Therefore, the collective evidence 

suggests that job security indeed has a 

positive effect on job performance across 

various industries and regions.

Role of Work Engagement 

(Hypothesis 2 and 4)

The results of the analysis 

supported Hypothesis 2 that job stress 

has a positive effect on work engagement 

among the employees of the hotels in 

Siem Reap, Cambodia, during the COVID-19 

pandemic. Similar to Hypothesis 1, job 

stress can have varying effects on work 

engagement based on different studies. 

While some research has indicated a 

positive relationship between job stress 

and work engagement (Muchtadin & 

Sundary, 2023), other studies have 

suggested a negative impact of job stress 

on work engagement (Park & Han, 2023). 

Job stress can lead to lower satisfaction 

and engagement among employees, 

affecting their overall performance 

negatively (Park & Han, 2023). Furthermore, a 

study on Peruvian nurses highlighted the 

importance of self-efficacy as a mediator 

in the relationship between stress and 

work engagement, emphasizing the need 

to strengthen personal resources like 

self-efficacy to improve work engagement 

and satisfaction levels among nurses 

(Cabrera-Aguilar et al., 2023). Additionally, 

Rahmayanti et al. (2023) found that work 

stress had a significant positive effect 

on employee engagement but did not 

significantly affect doctors’ performance, 
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indicating a complex relationship between 

stress, engagement, and performance in 

healthcare settings. Therefore, the 

relationship between job stress and work 

engagement is complex and can be 

influenced by various factors such as 

individual resilience, self-efficacy, and 

organizational support.

Hypothesis 4 of this research posited 

that job insecurity has a positive impact on 

work engagement among the employees 

of the hotels in Siem Reap, Cambodia, 

during the COVID-19 pandemic. From the 

analysis, Hypothesis 4 is supported. Similar 

to prior studies, job insecurity has been 

shown to have a significant impact on 

work engagement across various industries. 

However, the results of these studies are 

mixed. Studies on frontline workers during 

the COVID-19 pandemic highlighted that 

job insecurity led to decreased work 

engagement (Dewi & Martdianty). Similarly, 

research on hotel employees emphasized 

that perceived job insecurity negatively 

affected work engagement, leading to 

psychological withdrawal behavior (Yasami 

et al., 2024). 

On the other hand, a study on 

hospitality workers during the pandemic 

found that job insecurity had a positive 

influence on work engagement, indicating 

that lower job insecurity levels were 

associated with higher work engagement 

levels (Wardani et al., 2023). Additionally, 

research on honorary education staff 

revealed that job insecurity had a strong 

influence on work engagement, with 

a 56% impact observed among the 

participants (Ramadhanty & Rozana, 

2023). These findings collectively suggest 

that job insecurity indeed plays a crucial 

role in shaping employees’ levels of 

work engagement in various professional 

settings. In summary, during the crisis 

period, when employees perceive their 

jobs as secure, they are more likely to 

exhibit higher levels of engagement and 

commitment to their organization. This 

relationship is supported by various studies 

that highlight the mediating effects of 

motivation and organizational commitment 

on job performance.

Relationship between Work 

Engagement and Job performance 

(Hypothesis 5)

Hypothesis 5 of this research 

posited that work engagement has a 

positive impact on job performance 

among the employees of the hotels in 

Siem Reap, Cambodia, during the COVID-19 
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pandemic. From the analysis, Hypothesis 

5 was supported. The results are in line 

with other research and literature. Work 

engagement plays a crucial role in 

influencing job performance across various 

sectors. Research has indicated that 

work engagement positively impacts 

different facets of job performance. 

Corbeanu & Iliescu (2023), in their systematic 

literature review of 174 unique studies, 

found that the components of work 

engagement, including vigor, dedication, 

and absorption, were positively correlated 

with job performance. Naqshbandi et al. 

(2023) examined how working in a hybrid 

workplace affected job performance 

through the mediation of work engagement 

among employees working in universities 

in Nigeria. The study revealed that work 

engagement intervened in the relationship 

between job crafting and job performance, 

indicating that higher levels of work 

engagement  lead to  bet te r  job 

performance. Other studies (Asim et al., 

2022; Khusnia & Sopiah, 2022; Naveed, 

2022) confirmed that work engagement 

plays a crucial role in enhancing employee 

performance and should be considered by 

organizations to improve job performance. 

There are several reasons for the 

relationship between work engagement 

and job performance. Rothbard (2001) 

emphasized that workplace well-being is 

a key factor in work engagement. 

Workplace well-being creates work 

engagement among the employees, 

which in  turn a f fects  employee 

performance (Zhenjing et al., 2022). 

The results of this study showed that 

the workplace well-being situation 

was high among the employees of the 

hotels in Siem Reap, Cambodia, during the 

COVID-19 pandemic. That led workers to 

have energy, remain strong and vigorous, 

like going to work, always persevering, be 

enthusiastic about their job, and continue 

working for long periods.

SUGGESTIONS AND RECOMMENDATIONS

After spending several months 

on this research study, the researcher 

proposes several recommendations from 

its findings. First, employers should have 

endeavored to minimize utility and other 

expenses and allowed employees to 

work only a few days per week during the 

COVID-19 pandemic. This study found that 

employee layoffs during the pandemic 

increased job stress on employees’ daily 

work. 
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Second, clear communication is 

necessary for employees to understand a 

company and employer’s decision-making 

process during a pandemic. Employers 

should have meetings to explain company 

conditions and their decisions to all 

employees to alleviate fears that they 

will be terminated. This study found that 

employees’ negative imaginations affected 

concentration on their work and increased 

job insecurity.

Third, during the pandemic, 

employees should control their emotions 

when they encounter problems. The study 

found that most employees felt that their 

job results were not good during the 

pandemic, and they were overthinking 

about situations that had not yet occurred. 

If they cannot control their emotions 

that are influenced by external factors, it 

can have a negative impact on their job 

engagement and make them feel less 

enthusiastic about their work. 

Finally, employers had options 

to improve or decrease employee work 

performance during the pandemic. This 

study found that employees tended to 

overperform by doing more than they 

were asked because they thought that 

this was a good opportunity for them to 

keep their jobs during the pandemic, so 

they needed to hang on to them rather 

than lose them. Employers provided 

opportunities for employees to show their 

ability rather than closing their companies.
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