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ABSTRACT 

The effects of job enrichment on job satisfaction, job perfromance, and job stress of 

Javanese workers were examined in a field experiment at three private companies, 

among their production employees, who were randomly assigned to either an 

enriched or unenriched condition. Research samples consisted of 300 production 

workers, 150 for each group. In the enriched condition, a systematic attempt was 

made to increase the extent to which the jobs of the employees possessed each of the 

dimensions of skill variety, task identity, task significance, autonomy, and feedback. 

In the unenriched condition, the employees performed their original duties and tasks. 

After 3 (three) months experimental period, the effect of enrichment was examined. 

Data were analysed by descriptive statistics such as mean, ancova, and multiple 

regression. The results showed: (1) employees in the enriched condition perceived 

their jobs as more enriched than before; (2) enrichment induced significant increases 

in employee job satisfaction and job performance, and decreases in job stress; (3) the 

relationship of job enrichment and work outcomes was not moderated by 

demographic variables and different companies. These findings, which are described 

in terms of Hackman-Oldham's theory of job design are regarded as evidence 

suggesting that enrichment can cause substantial improvements in employee 

attitudes. On the whole, however, the effective contributions of the five job 

dimensions of job enrichment to increase job satisfaction, job performance, and 

decrease job stress have not reached the optimum level. Although there are no strong 

reasons to believe that these results are peculiar to Javanese workers, caution should 

be exercised in generalising their application elsewhere. 
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Chapter 1 

INTRODUCTION 

1.1. Background to the Problem 

In the areas of job design, managerial staff and training staff have become increasingly 

aware of the potential benefits of achieving a good fit between the workers' 

characteristics and the requirements of his/her job. It is expected that by achieving this 

good fit, the employees can be utilised optimally consequently reaching maximum 

organisational achievement. In this regard, there are three factors to consider. These 

factors are job satisfaction, job performance, and job stress. The organisation can be 

assumed to be successful when the employees show a high level of satisfaction and 

performance, and a low level of stress (Sherman, Bohlander, & Chruden, 1988). 

It is predicted that the proper management strategy to overcome these three factors is 

job enrichment. Herzberg (1980) has stated that job enrichment is a suitable way to 

make work more rewarding, challenging or satisfying to the individual by adding 

meaning to the job. The current research emphasis on job enrichment is caused, in part, 

by the fact that the human being is dynamic and has different characteristics which 

vary over time and place. Thus, today's worker is different from yesterday's worker. 

According to Jammieson & O'Mara: 

todays workforce does not look, think, or act like the workforce of the past, 
nor does it hold the same values, have the same experiences, or pursue the same 
needs and desires. 

(Jammieson & O'Mara, 1993, p.6) 



The changing of the composition of the workforce is creating new challenges for 

managment. It follows that the treatment of today's workforce must be different. 

Factors such as responsibility, challenge, a sense of wholeness, purpose, contribution 

and meaning, are essential for today's worker. Beer, Spector, Lawrence, and Walton 

argue that management: 

particularly in the expectations they create, the feedback they provide, the 
trust they generate, and the responsibility they delegate, can do more than any 
personnel policy or system to shape and reshape the employee-organisation 
relationship. 

(Beer, Spector, Lawrence, Mills, & Walton, 1984, p.  2) 

Job enrichment is one job design which tries to improve the well-being of employees 

and also improves organisational effectivess. This effort aims not only to make work 

more rewarding psychologically but also to reduce anxiety and stress among the 

workers (Sherman et al., 1988). Particularly for a workforce with an increasing 

educational level and rising expectations, boredom, apathy, hope lesness, resentment 

and alienation can occur and reduce commitment, creativity, responsibility and social 

support and create dependency and/or rebellion (Goddard, 1981). 

Theoretically job enrichment can be utilised to reduce job stress (Robins, 1992). 

Lawson (1980) argues that "job enrichment is the elimination of simple, repetitive, dull 

tasks..." (p.  156). Unfortunately, insufficient research has been done in this area. Due 

to the importance of the workers' stress in influencing such factors as job satisfaction 

and job performance, this research will examine the role of job enrichment and its 

capability to reduce job stress. It is expected that job enrichment will improve job 



satisfaction and job performance, and reduce stress among the workers. lfjob 

enrichment not only improves job satisfaction and job performance but also increases 

job stress, then the enrichment program will be in vain. Indeed, job enrichment 

improves job satisfaction, but sometimes the enriched job has exceeded the worker's 

capacity, producing a state known as role overload. Undesirable consequences 

attributed to this state include reduced self-esteem, reduced quality of output, increased 

incidence of heart trouble, tension even stress. It is necessary to confirm apart from 

increasing job satisfaction and job performance that job enrichment can also be used to 

reduce job stress. 

The job characteristic model (JCM) of Hackman and Oldham will be the job 

enrichment model utilised to overcome the three problems indicated above. Five core 

job dimensions of JCM will be manipulated in the present enrichment program, namely 

skill variety, task identity, task significance, autonomy, and feedback. l-lackman and 

Oldham (1976, 1980) assumed these five core job dimensions will influence three 

critical psychological states (ie., experienced meaningfulness olthe work, experienced 

responsibility of outcomes of the work, and knowledge of the actual results of the work 

activities), which in turn affect work outcomes. It is expected that the manipulation of 

these five dimensions, will result in an increase of perception of the five core job 

dimensions which will in turn improve job satisfaction, job performance, and job 

stress. 

Earlier studies ofjob enrichment suffer from inconsistency. Indeed, in the relationship 

of job enrichment and job satisfaction, there are some studies that report statistically 

significant increases in satisfaction (Umstot, Bell, & Mitchell, 1976,   Wall, Corbett, 
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Martin, Clegg, & Jackson, 1990), but the field experiment conducted by Locke, Sirota, 

and Wolfson (1976) found that job enrichment had no effect on the job attitudes of 

clerical employees, even the laboratory experiment of Maher (1971) actually reported a 

statistically significant decrease in satisfaction. 

There is even weaker support from some earlier studies for the argument that job 

enrichment increases job performance. They generally conclude that the job 

characteristics and performance relationship is tenuous (Aldag, Barr, & Brief, 1981; 

OBrien, 1982; Thomas & Griffin, 1983). O'Brien argues that the job characteristics 

model 'has not been shown capable of predicting individual productivity" (p. 398). 

Even Griffin (1983) believes that the influence of task characteristic on performance 

is a study in contradiction" (p.  677). Griffin, Welsh, and Morhead (1981) characterise 

results of empirical tests of the job characteristic-performance relationship as 

disappointing or inconclusive" (p.  656), and Umstot et al. (1976) believe that job 

enrichment had a neglible impact on performance. 

Regarding the deficiencies inherent in studies of job enrichment, it is important to 

make an effort not to repeat them. in fact, as stated by Fried and Ferris (1987) the weak 

effect ofjob design interventions on employee attitudes and behaviour might be due to 

unsuccessful implementation. Indeed this present research is superior to previous 

research in more than one way: besides the above mentioned defect, earlier studies 

were limited because much of the evidence relating to employee satisfaction and 

peformance was based on the subjective impressions of the investigators or an 

inadequate measure of satisfaction and performance. Thirdly they did not have any 

well-defined conceptual and theoretical basis which could generate testable 



propositions about how job characteristics affect employees under various 

circumstances. Thus, it is proposed that this present research will seek answers 

regarding thus far inconclusive knowledge of job enrichment. 

Accordingly, the present research will examine the role of job enrichment in an effort 

to reduce stress among the workers. It is the first investigation relating job stress to job 

enrichment, something rarely attended to in job design. Considering the importance of 

job stress, it is absolutely necessary to examine it more closely in this manner. 

Second, this research attempts to find confirmation of the effect of job enrichment on 

job performance and satisfaction that is consistent with the theory. It is very important 

not to be deceived by the image of job enrichment as a "management fad" (Hackman, 

Oldham, Janson, & Purdy, 1990). Such a perspective will lessen confidence in the 

ability ofjob enrichment research to provide useful lindings. 

Third, this research is a moderate time investigation unlike the previous test of Orpen 

(1979) who conducted a longitudinal investigation. This research, concerned as it is 

with effectiveness and efficiency takes place over three months. The measures are 

taken both before (pre-test) and after (post-test), the introduction of job enrichment. 

Fourth, this research takes the position that job enrichment is also possible for workers 

who have low growth need strength (GNS). Robert and Glick (1981) strongly 

questioned the utility of including growth need strength (GNS) as a moderator ofjob 

enrichment-employee outcomes relationships. There is an inconsistency in findings of 

GNS from study to study (Arnold & House, 1980; Champoux, 1980; Graen, 1982; 

Pokorney, 1980). Only one case study has reported growth need strength (GNS) to 



have the predicted moderating effect (Hackrnan, Pearce, & Wolfe, 1979). Accordingly, 

based on these inconsistent findings, growth need strength (GNS) will be ignored in 

this present research for the reason of time efficiency. Demographic variables such as 

age, gender, length of service, and the level of education, instead of GNS, will be 

utilised as moderators. This is the first research of the effect ofjob enrichment which 

will examine how these effects are moderated by demographic variables such as age, 

gender, length of service, and level of education. 

Fifth, this present investigation attempts to find an accurate causal relationship between 

job core dimensions and job satisfaction, job performance, and job stress. It is expected 

that this research, will show the extent of core job dimensions in influencing worker 

outcomes and job atitudes. In other words, it will show which one of among the five 

core job dimensions plays an effective role in the improvement of each of the 

dependent variables. 

Finally, this research tries to explore the influence of Javanese culture (a collectivist 

culture), or the relationship between job enrichment and job satisfaction, job 

performance, and job stress. Research on job enrichment has so far only been 

conducted among individualist oriented or Western societies. The relations between 

situational attributes and incumbent cognitions of attributes may differ in non-Western 

societies and cultures. It is important to study the differences on the effectiveness of 

job enrichment in different kinds of societies. A question naturally arises: can job 

enrichment be effective in a collectivist cultural group like the Javanese9  Thus, this 

type of research is needed to determine whether the findings reported here can be 

generalised to a variety of cultural settings. 



1.1.2. Statement of the problem 

There can be little doubt that Indonesia has achieved enormous economic success 

through its national development efforts (Wardhana, 1993). The success of Indonesia 

in developing its economy during PJPT I (The First Long Term Development Program) 

has placed Indonesia as one of eight newly-industrialised countries in the East Asian 

Region. "The Economist" magazine (October,1994) predicted that by 2020 Indonesia 

will become "the fifth largest economy in the world" after China, USA, Japan, and 

India. This world recognition has increased Indonesian national pride, optimism, and 

self-confidence. 

Although Indonesia's economic growth rate for the last twenty five years has reached 

approximately six per cent on average (Official Handbook, 1993), this does not 

compare favourably with other economies. China, for example, reached a growth rate 

of ii per cent in 1994 and the economy is still growing rapidly (Fortune, March 20, 

1995). It seems the relatively low Indonesians economic growth is tightly linked with 

the low level of Indonesian worker productivity. In fact, Indonesia's worker 

productivity shows the lowest level of all Southeast Asian countries (see figure 1). 

It is clear that Indonesian worker productivity is low by regional standards. Indonesia 

must, therefore, not ignore any chance to increase productivity. It is imperative that a 

greater effort he made to capitalise on the progress already made in increasing 

development and raising living standards. Since the globalisation era is full of change, 

competition is of greater importance than ever before. 

7 



USS '000 

30 

25 

20 

15 

10 

5 

0 

In the global arena there is a new phenomenon called: "competition in cooperation" 

(Djojonegoro, 1994). The characteristics of this kind of cooperation can he seen in 

several manufactured products for the world market. An example is the assembly from 

different components, produced by several countries of such products as the computers, 

automobiles and aircraft. 
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Fig 1. Worker Productivity in Southeast Asia countries. 

Source: Far Eastern Economic Review, 12 September 1994, p.  87. 

in facing the "competition in cooperation" phenomenon, Indonesia's industries must 

have a "competition advantage" in order not to be the victim. To develop a 

"competitive advantage", high quality human resources, as they relate to the production 
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process, are vital. The quality of human resources in an industrial organisation can 

make a substantial contribution to improving productivity and performance. 

The low level of Indonesian organisations' productivity and performance is related to 

a weakness in organisation and personnel management. Industrial management in 

Indonesia is inefficient (Kompas, 1985), mainly because of the lack of skilled 

managers and workers. Some managers lack an understanding of today's workers and, 

therefore, lack the ability to get the most out of them. 

At the same time, improving productivity must be accompanied by increasing job 

satisfaction because high job satisfaction theoretically leads to befter job performance 

(Jabri, 1992). Bruce and Blackburn (1992) argue that "satisfied workers are more 

productive and that organisations with satisfied workers are more efficient". The 

consequences of worker dissatisfaction may be seen, for example, in high levels of 

absenteeism, high level of employee turn over, and even strikes (Blau & Boal, 1987). 

The problem is that programs that improve productivity and performance frequently 

ignore worker's needs. According to Olaleye (1980), job satisfaction can be achieved 

through meeting the worker's needs and satisfying his/her personal values in the work 

role. Satisfaction may be defined as the contentment experienced when a want or need 

is satisfied. 

While there have been efforts towards increasing satisfaction among the employees, 

these efforts sometimes miss the target. This may be caused by the lack of knowledge 

among the managers regarding the characteristics of today's workers. Managers 

concentrate on the rapid change of technology as a management strategy to enhance 



productivity rather than the development of an understanding of their employees. In 

fact, organisations are not only faced with rapid technology changes but also with 

changes in the values and expectations of their workforce stemming from increased 

economic security, mobility and higher levels of education among today's workers. 

A major consequence of the change is that people seek to exercise greater freedom in 

both their work environment and in the content of their jobs. If organisations are going 

to be able to adapt successfully to meet these changes, to develop their human 

resources and, in particular, to improve the quality of working life they provide for 

employees then managers will have to gain a better understanding of both the needs 

and expectations of the work force. As a consequence, will have to re-evaluate 

organisational practices and their own managerial assumptions. Just as the organisation 

expects optimum performance from its workers, employees have come to expect job 

satisfaction as a right (Bruce & Blackburn, 1992). 

Work has not always been a place where workers have felt satisfied. Work has usually 

been a place where workers have experienced tension and stress. in fact Bruce and 

Blackburn believe: 

work is, by its very nature, about violence to the spirit as well as the body. It is 
about ulcers as well as accidents, about shouting matches as well as fist fights, 
about nervous breakdowns as well as kicking the dog around. It is above all (or 
beneath all), about daily humiliations. To survive the day is triumph enough for 
the walking wounded among the great many of us. 

(Bruce & Blackburn, 1992, p. 4-5 ). 

In this context, there is no way to avoid worker stress. The best ways to overcome 

worker stress are to reduce it to an optimal level, to improve the adaptability" of the 
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individual to the environment, or to improve the environment (Ivancevich, Matteson, 

Freedman, & Phillips, 1991). 

In other words, it is necessary to consider work conditions in selecting a management 

strategy which will not only promote high job satisfaction and increased job 

perthrmance but also reduce job stress. As stated by Stone (1982), job stress occurs 

when some element of the work environment has a negative impact on an employee's 

mental health and well being. Management efforts focused on improving productivity 

often ignore the needs of the employees. Management attempts to exploit human 

resources in order to reach high productivity solely for the advantage of the employers. 

Stress is assumed to be important since it can disturb an organisation's life. For 

example, United States industry loses approximately 550 million working days 

annually due to absenteeism and 54% of these absences are in some way stress related 

(Elkin & Rosch, 1990). 

It might be useful then to examine some sources of stress: excessive work load creates 

stress, as do pressures to maintain a machine-regulated pace. At the other extreme, job 

boredom may also create stress. Individuals with more challenging jobs have less 

anxiety, depression and physical illness than do those with less challenging jobs 

(Robbins, 1992). Role conflict and ambiguity also create stress. The former imposes 

contradictory demands on the employee, whereas unciear expectations and uncertain 

job requirements characterise the latter (Rosenthal, Teague, Retish, West, & Vessel, 

1983). Additional organisational factors that cause employee stress include excessive 

rules and regulations, an unresponsive and unsupportive boss and ambiguous 

communication (Cooper & Marshall, 1978). 



When job stress occurs, it may be overcome through correct human resource 

management practices. Thus, the central issue is to build organisation and management 

systems that produce harmony between the individual's needs and the organisation's 

needs. 

An attempt to improve both job productivity and job satisfaction, whilst reducing job 

stress, cannot be conducted without considering human factors. Every effort must be 

taken to make human beings the main asset and to make work conditions more humane 

for the workers. This is linked with a widespread sentiment in the intellectual circles of 

most advanced industrial societies, that work conditions are becoming increasingly 

intolerable to workers of all ranks and classes. Referring to these conditions, Fraser 

(1989), for example, states that the greatest satisfaction in industry tends to be found in 

jobs which maximise possibilities for advancement, the recognition of one's abilities 

and achievements, opportunities for affirming one's self-esteem, and opportunities for 

becoming involved in creative activity. 

Beside the need to give attention to today's workers as human beings, the cultural 

background of the people involved should not be ignored. It is often found that the 

barriers which hamper development activities arise from the worker's cultural 

background (Adisubroto, 1987). It is well known that people are a company's greatest 

resource, and the way to manage them is not by computer reports, but by the subtle 

cues of a culture. Thandi (1993) stated that "culture has a powerful influence". A 

strong culture provides a significant lever for guiding behaviour and it helps employees 

do their jobs a little better. Thandi (1993) also argued that a strong culture is a system 
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of informal rules that spells out how people are to behave most of the time. By 

knowing what exactly is expected of them, employees will waste little time in deciding 

how to act in a given situation. Moreover, Geertz (1963) states that culture supplies 

integration through providing meaning and value. Finally, Barney (1988) argued that 

culture can be the source of competitive advantage providing it meets the condition that 

the culture must not be subject to imitation, but must remain unique to that society. 

A study of Javanese workers is particularly important to Indonesia. Not only are the 

Javanese the largest ethnic group, being 45% of 190 million of an Indonesian 

population which consists of some 300 ethnic groups (Suseno, 1991), but also their 

culture can be said to be a reflection of Indonesian conditions in general. 

The influence of the Javanese can be found in cultural, political, economic, social and 

educational fields. In short, almost all fields of Indonesian life have been influenced 

by Javanese culture (Koentjaraningrat, 1985; Sujarnto, 1992). 

There are some Javanese values or ethics which may facilitate management strategy 

by enhancing job performance, enhancing job satisfaction and reducing job stress. 

These values are expressed by the following traditional Javanese proverbs: 

- narima ing pandum (accept fate willingly in life) 

- alon-alon waton kelakon (doing the job carefully) 

- tuna satak bathi sanak (no money, but have many friends) 

- sepi ing pamrih rame ing gawe (be responsible) 

-jer basuki mawa bea (success will be reached by hard work) 

- ngundhuh wohing panggawe (who has done it has the right to enjoy) 
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- rawe-rawe rantas malang-malang putung (all obstacles that are 

hanging down in front of you must be pushed aside and broken to 

pieces) (Sujainto, 1992). 

In social life the Javanese are a cohesive people. In particular they enjoy living together 

with others and also typically enjoy parties, organisations/clubs and other opportunities 

to get together. The Javanese always attempt to mantain good relationships amongst 

their fellows, especially with their close neighbours or good friends. This is clarified by 

a saying "mangan ora mangan nek kumpul", which means that even if there is not 

much to eat, it is important that we are together (Koentjaraningrat, 1985). 

The Javanese are also a collectivist society (Thome & McAuley, 1992), so the interests 

of society will be placed higher than will individual interests. The relationship between 

the individual and the group in human society is not only a matter of a way of living 

together, but is intimately linked with societal norms. However, it should not be 

thought that the individual in Javanese society is not important. Rather it is expected 

that the individual ought actively play an important role regarding the group interests. 

As stated by Ho: 

"collectivism doesn't mean a negation of the individual's well-being or interest, 
it is implicitly assumed that maintaining the group's well-being is the best 
guarantee the individual has". 

(Ho, 1978, p.2). 

Javanese society can also be assumed to be"gemeinschaff'. According to Toennies 

(1963), Gemeinschaft' refers to a type of social organisation in which people are 

bound closely together by kinship and tradition. He added that 'gemeinschaft' results 
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from mutual sympathy, habit, or common belief and individuals are "willed" for their 

intrinsic value to the other members. Thus, gerneinschaft' is essentially synonymous 

with collectivism. 

From this general proposition, Gudykuntst (1988) derived predictions that in 

individualist cultural groups, speech will be more focussed and briefer and will involve 

more reference to "1" and to specific goals. In collectivist society, speech will be more 

discursive and will include more qualifiers such as "may be", "perhaps" and 

prohably". 

Given the importance of human resources and their distinctive cultural background, it 

is reasonable to have a powerful commitment to creating an organisation that actually 

behaves as if its people are the most important asset it possesses. Accordingly, to 

overcome job satisfaction, job performance, and job stress problems, it will be 

necessary to create jobs that fit the demands of the workers. it can be a challenge to 

match people and jobs so that employees are satisfied and job requirements are met. In 

other words, the principles of modern management which have people centred 

characteristics are the most appropriate principles. As Davis states: 

There is a need to give workers more of a challenge, more of a whole task, 
more opportunity to use advanced skills, more opportunity to grow, and more 
chance to contribute their ideas. The classical design ofjobs was to construct 
them according to the technology and give little attention to other criteria. The 
new approach is to provide a careful balance of the human imperative and the 
technical imperative. Jobs are required to fit people as well as technology. 

(Davis, 1981, p. 287) 
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As a result, workers who perform repetitive, unchallenging tasks that; a) provide little 

intrinsic reward, and yet b) are associated with positive extrinsic outcomes, become 

confused and frustrated. This frustration can have severe negative consequences for 

both the individual and the organisation. 

The challenge for the manager is to attempt to strike some sort of balance between both 

the physical and technological requirements of the task, and the psychological 

requirements of the worker performing that task. Over the past forty years, 

organisational behaviour researchers have attempted to address that challenge by 

investigating the impact of task design and redesign efforts on employee responses. 

The main intent of their investigations has been with the intrinsic characteristics ofjobs 

and the influence of these characteristics on motivation, satisfaction, absenteeism, 

turnover, and performance. 

Considering some aspects of the human resource such as the characteristics of today's 

workers and also the cultural background, it is supposed that job enrichment is a proper 

management strategy which can be used to overcome job satisfaction, job performance, 

and job stress problems. There are three variables critical to the success of job 

enrichment which are appropriate for today's workers: individuals need to see their 

work as meaningful and worthwhile, they need to feel personally accountable for 

consequences of their efforts, and they need feedback that would give them knowledge 

of results (Hackrnan et al., 1987). Many theorists and researchers (Hackman & 

Oldham, 1980; Herzberg, 1980; Loher, Noe, Moeller, & Fitzgerald, 1985) believe that 

one way to increase employee performance and satisfaction is through empowering the 

employees with job enrichment. In an enriched job an employee has opportunities for 



achievement, recognition, advancement, responsibility, and growth (Knight et al, 

1985). Research has shown that job enrichment is useful to increase job satisfaction 

and job performance (Hacknian & Oldham, 1975; Loher et al., 1985; Orpen, 1979; 

Umstot et al., 1976), but insufficient research has not been done that examines the role 

of job enrichment in reducing job stress. 

Theoretically, job enrichment also can be used to decrease job stress (Agrawai, 1984; 

Robbins, 1992). One of the factors contributing to low stress in job enrichment is 

challenging work. Since job enrichment provides challenging work, it will give 

opportunities for the employee to practice in solving a variety of problems that happen 

in the workplace. Accordingly, the employees will be forced to participate and gain 

social support in work decisions. As a result, the workers will become skillful in 

managing problems, including job stress. In other words, an enrichment program gives 

training to the employee to improve his/her adaptability to the environment (Edwards 

& Cooper, 1990). It is clear then that job enrichment is not a series of limited, 

specialised activities, repeated over and over (Bruce & Blackburn, 1992). The 

workforce may be utilised more effectively and human resource waste can be 

minirnised. Thus it is expected that job stress will decrease as a result ofjob 

enrichment and enriched jobs will become associated with high quality perforniance 

and higher worker satisfaction outcomes. 

A strategy to improve both job satisfaction, and job performance, whilst reducing job 

stress, by giving recognition to the employee, is an attempt to stimulate and humanise 

the manpower resources. The job enrichment model in this research uses the Hackman 

and Oldham's job characteristic model (JCM)(l-lackman & Oldham, 1980). There are 
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five components (core dimensions) of this model which will be used to stimulate the 

workers potency in order to enhance job satisfaction, job perfonnance, and job stress. 

Hackman and Oldham (1980) have defined these five job dimensions as follows: 

Skill variety: The use of a number of the individual's valued skills. 

Task identity: Doing a whole piece of work. 

Task significance: A task that accomplishes something meaningful. 

Autonomy: The freedom to do the job in the way that the individual 

feels is best. 

Feedback: Mechanisms for letting an individual know how well the 

work is being performed. 

Thus, it is expected that these five job dimensions of the enrichment program will 

constitute a change toward providing workers with more control over the way they 

perform their job, increased responsibility and feedback, more activities in the job, and 

duties of greater significance and completeness. It is assumed, for the purposes of this 

research, that the influence of the five components (core dimensions) of skill variety, 

task identity, task significance, autonomy, and feedback on job satisfaction, job 

performance, and job stress are of equal weight. 

Moreover, using job enrichment is in line with the doctrine of"Comparative 

Advantage", a doctrine which states that the model of management approach must be 

based on a maximum utilisation strategy of "endowment/resources" which is available 

in Indonesia (Ramli, 1982). With this doctrine the positive values of Javanese culture 

may be utilised. 
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In summary, (1)job satisfaction, (2)job performance, and (3)job stress are the three 

important factors which determine the success and the failure of an organisation. The 

success of an organisation itself will stimulate the progress in the industrial world. 

Based on the discussion above, it can be argued that job enrichment, will hopefully 

result in overcoming the problems referred to previously. 

1.2. Aims of the Study 

The purpose of this study is to examine the effect ofjob enrichment on (l)job 

satisfaction, (2)job perforrnance,and (3)job stress of Javanese workers, 

and how these factors interact. The basic premise of the research is that job enrichment 

can be used to increase job satisfaction and job performance and to reduce job stress 

among Javanese workers. 

1. 3. Assumptions 

The following assumptions were made. 

Ajob enrichment program is a valid source for identifying job satisfaction, job 

performance, and job stress. 

The Javanese are the most numerous ethnic group in indonesia and form a majority 

in all aspects of Indonesian life. 

The production workers participating in this study are representatives of Javanese 

workers in some companies. 

The responses to items in the questionnaires reflect an honest opinion of the 

respondents based on their knowledge and experience. 



1. 4. Limitations of the Study 

The following were recognised as limitations to this study: 

The study was limited to the knowledge and expertise of a relatively small sample of 

Javanese workers. 

The worker outcomes and responses identified and analysed in this study were 

limited to behaviour which can be detected through observation only. 

The findings of this study were limited to the response of the questionnaire, level of 

measurement, and data analysis methods employed. 

The findings of the study were based on the analysis of data obtained through an 

Indonesian translation of questionnaire items which were originally written in 

English. 

1. 5. Summary 

The study is presented in five chapters. Chapter 1 provides an introduction and 

includes the following sections: (1) background of the study, (2) purposes of the study, 

(3) assumptions, (4) parameters of the study, (5) limitation of the study, and (6) 

summary. 

Chapter 2 presents a review of literature which was considered relevant to the purpose 

of the study. The review identifies and discusses the main six variables: (l)job 

satisfaction, (2)job performance, (3)job stress, (4) Javanese culture, (5) human 

resources and culture, motivation, and (6)job enrichment. 
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Chapter 3 describes the methodology of the study and is comprised of the following 

sections: (1) identification research variables of, (2) operational definition of the 

research variables, (3) setting and sample, (4) design and procedure, (5) experimental 

manipulation, (6) instrument, and (7) data analysis. 

One way anacova procedures were used to determine the effect ofjob enrichment on 

job satisfaction, job performance, and job stress of Javanese workers in the experiment. 

To analyse the differences between the enriched group and the unenriched group in 

regard to job satisfaction, performance and stress, a t-test comparing the means of these 

two groups was utilised. 

Results of the analysis are discussed in chapter 4. Some arguments and reviews are 

discussed to support the result of this study, based on the theoretical background. 

Chapter 5 presents conclusions. Included in this chapter are the implications of the 

findings of the study as well as recommendations for future research. Chapter 6 is the 

final chapter in which is a summary of the study. 
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Chapter 2 

CONCEPTUAL. FRAMEWORK 
AND LITERATURE REVIEW 

In this section, the conceptual framework and the literature review for this research are 

presented under the following seven major areas: (a) Job Satisfaction, (b) Job 

Performance, (c) Job Stress, (d) Javanese Workers, (e) Job Enrichment, (f) Review of 

the Effect, and (g) Hyphotheses. 

2. 1. Job Satisfaction 

2. 1. 1. Overview 

Job satisfaction has been a popular subject of research in industrial psychology since 

the appearance of 1-loppock's (Turton, 1991) community survey more than six decades 

ago. Since that time, the term "job satisfaction" has been used to refer to effective 

attitudes or orientations on the part of individuals toward jobs. 

The Hawthorn studies of the 1930s (Rootlizberger & Dickson, 1939) initiated a human 

relations movement in which management actively began to seek increased employee 

job satisfaction and higher morale. The Hawthorne studies dramatised the fact that a 

worker was not a machine, and scientific management's Ione best way' approach had 

to be tempered to recognise the effects of behavioural variables. This field study 

emphasised (1) the importance of non-economic motives in human motivation, (2) the 

social nature of work environments, (3) the need to create work environments and jobs 

that are satisfying to workers, (4) the belief that workers who were satisfied with their 

jobs would be more productive. 1-loppock emphasised the importance of studying the 
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attitudes, feelings, and perceptions that employees have about their jobs. It was found 

in these studies that employees have strong affective reactions to what happens to them 

at work. Although the studies failed to show any clear cut relationship between job 

satisfaction and job performance, the studies did stimulate a tremendous amount of 

research on job satisfaction that has not yet died away. Recently indeed, many 

organisational psychologists are studying job satisfaction because they are interested in 

finding its causes. This approach to studying job satisfaction is congruent with the 

increased prominence of humanistic psychology, which emphasises human affective 

experience. 

On this issue, Bruce and Blackburn state: 

Designing jobs that created employees satisfaction, as opposed to providing 
only a day's pay for a day's work became one part of the work place 
humanization movement. This movement is based on the premise that the work 
force assures long-term production if it is well cared for". 

(Bruce and Blackburn, 1992, p. 4) 

Many aspects of humanising involve the creation of conditions which are ccbetter  for" 

the individual in the organisation, this usually involves management. in this sense, 

humanisation may also be something that lower level participants do for themselves. 

Burns (1993) argues that a humanistic organisation should have some of characteristics 

mentioned below: 

It members generally express satisfaction with their jobs and feel that the 

organisation values them. 

Within and between levels, there are positive, supportive, accepting relationships 

and communication. 
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Members feel part of an organisation through involvement and contribution to 

managing change. 

Management is visible and approachable (p. 145). 

If humanistic or democratic values are adhered to in an organisation, trusting, 

authentic relationships will develop among the employees which will result in 

increased interpersonal competence, intergroup cooperation and flexibility which 

should in turn increase organisational effectiveness (Agyris, 1962). In this kind of 

environment people are treated as human beings. Both the employees and the 

organisation itself are given an opportunity to develop to the fullest potential and the 

work will become both exciting and challenging. 

Emphasising the importance of humanisation as it relates to job satisfaction also ties in 

directly with the rising concern in many countries about the quality of life. There is an 

increasing acceptance of the view that material possessions and economic growth do 

not necessarily produce a high quality of life, if the human factor is neglected. So it is 

suggested that hurnanisation applies to today's workers as is illustrated by the 

following: 

Today's workforce does not look, think, or act like the workforce of the past, 
nor does it hold the same values, have the same experiences, or pursue the same 
needs and desires. The workforce has changed significantly from six 
perpectives: age, gender, culture, education, disabilities and values". 

(Jamieson & O'Mara, 1991, p.  6) 

Time and effort was spent by experts convincing managers that they should be more 

human in their approach to employees. It was stressed that greater satisfaction leads to 
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a better quality of life, better health (both mental and physical), more job stability, and 

probably greater co-operativeness (Bruce & Blackburn, 1992). Hackrnan and Oldharn 

(1980) added that this is related to the worker's higher needs. People with a strong 

desire to satisfy higher order needs perform their best when placed on jobs that are high 

on certain dimensions. These are: 

- Autonomy : responsibility for work 

- Variety : use of different skills and abilities 

- Task identity : doing the whole piece of work 

- Feedback : information on performance 

Thus, job satisfaction is closely related to many important organisational forms of 

behaviour. Improving and maintaining high levels of job satisfaction is, therefore, an 

important goal for managers. 

For management, an interest in job satisfaction is very useful. One aim of all 

management and motivation theories is to have a satisfied workforce, although an 

impediment to this research is disagreement about what constitutes satisfaction 

(Schneider, 1985). Despite this disagreement, satisfaction is significant for a number of 

reasons. First, it is important to the human outcome in organisational life. There is the 

belief that satisfied employees are more productive than dissatisfied employees (Bruce 

& Blackburn, 1992). In this case, it can be indicated that advanced societies are 

concerned with improving the quantity of life. The researchers then with strong 

humanistic values argue that satisfaction should be a legitimate goal of an organisation. 

Not only is satisfaction negatively related to absenteeism and turnover but, those 

researchers argue, organisations have a responsibility that goes beyond dollars and 
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cents, to provide employees with jobs that are both challenging and intrinsically 

rewarding (Burns, 1993). Its indications are that conditions like pay, benefits, fair 

policies and procedures, and comfortable working condition are neither satisfiers nor 

motivators for most workers. Therfore, it is proper to consider job satisfaction as an 

important dependent variable. In addition, it may be a predictor of other important 

behaviors like absenteeism and turnover, though the evidence about this is not clear 

(Clegg, 1983). 

The evidence on which job satisfaction is important will be reviewed briefly. Staw, 

Bell, and Clausen (1986) showed that a high level of satisfaction tends to retain the 

employee in the job. In other words, the relationship between satisfaction and turnover 

is negative: the more satisfied employees are, the less likely are they to leave their jobs. 

The idea that satisfied workers will be more productive is, of course, the reason behind 

managerial interest in the job satisfaction of the workers. it is also anticipated (Arnold 

& Feldman, 1986 Clegg, 1983) that job dissatisfaction not only correlates regulatively 

with withdrawal behaviour (high turnover and absenteeism), but also with striking. In 

this case, it is also likely that employees will make a variety of unpredictable troubles 

for the employer or management. Among these are, grievances, low performance, poor 

product quality, employee thefi, and disciplinary problems (The Wall Street Journal, 

1987). 

It appears then that employees desire to have input into decisions that affect them and 

to feel important. They want to be informed and involved. When ajob brings 

recognition and respect, employees experience satisfaction with it. The suggestion is, in 
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job satisfaction research in particular, that people are motivated to attain 

objects/condition and outcomes and that when these are achieved, they will feel 

satisfied. So it can be suggested that job satisfaction is also related to commitment, 

motivation potential and job involvement (Bateman & Strasser, 1984; Brooke, Russel, 

& Price, 1988; Zaccaro, Craig, & Quin, 1991). 

It can be concluded that there are three reasons why job satisfaction is one of the most 

researched areas in industrial and organisational (1/0) psychology; they are cultural, 

functional and historical. In the cultural context, there are three important values: 

individual freedom, personal growth, and opportunity. For example, there is a belief 

among people that America is the "land of opportunity". As a result, many people have 

emigrated from their native countries for a chance at a new life. At the same time, a 

work ethic also developed as part of the fabric of American life, one that is formulated 

on the "pursuit of happiness": one of the facts of work. Thus, concern over whether 

people like their jobs, their freedom to express feelings, and their ability to alter their 

destiny through work are hallmarks of employee tradition. Simply put into words, it is 

believed implicitly that everyone has a right to a rewarding satisfying job. 

The second reason is functional. Some researchers of job satisfaction have shown that 

satisfaction is in fact related to the important variables like performance, absenteeism 

and turnover. Because the feelings of high job satisfaction are associated with certain 

levels of the above, so increasing job satisfaction is vital to combat absenteeism, high 

staff turnover, and better performance. However, it must be understood that human 

resource managers may be interested in employee job satisfaction for other reasons. For 

example, benevolent managers want satisfied employees because they are concerned 
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about their employees. While result-oriented managers want satisfied employees 

because satisfied workers may perform better, be absent less and stay with the 

organisation longer. Since it is important to have less absenteeism, less turnover of 

staff, and better performance by staff, increasing the individuals job satisfaction may 

help in meeting these objectives. 

The third reason, concerns the historical basis to job satisfaction research. Research in 

job satisfaction was started by Hawthorne's studies in the 1930s. His research revealed 

that employees have strong feelings about work. These studies dramatically shifted the 

work variables studied by psychologists. Interpersonal and attitude factors began to be 

emphasised, replacing economic and structural variables. A few years later, some 

intensive studies ofjob satisfaction appeared, for example Hoppock (1935) who 

examined fatigue, working conditions, supervision and achievement contributing to job 

satisfaction. Then in the late I950s and early 1960s the emphasis shifted to designing 

jobs to make them more satisfying and to improve work life. However, the purpose of 

job satisfaction research, as with employee motivation research, has generally not been 

for the benefit of the individual worker. Rather, job satisfaction has been investigated 

largely because it has been viewed as relevant to organisational effectiveness, because 

productivity, absenteeism, and turnover are thought to relate to employee job 

satisfaction. 

The final point in support of the importance ofjob satisfaction is the spin-off effect that 

job satisfaction has for society as a whole. When employees are happy with their job, it 

improves their lives off the job. In contrast, dissatisfied employees carry that negative 

attitude home. 
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Based on the importance of job satisfaction, Roustang (1977) suggests the following 

purposes for job satisfaction: 

To avoid such manifestations of alienation such as absenteeism and rapid labor 

turnover and to build up a more stable working force. 

To achieve better productivity and quality standards. 

To make more efficient use of human resources. 

To forestall fundamental criticism of industrial society, in particular by young people 

who are less willing to accept bad working conditions. 

In sum, it is now nonnal that managers must be concerned with job satisfaction since it 

can influence organisational effectiveness. Robbins (1992) states that there are three 

reasons why managers should be concerned about their employees: First, there may be 

a link between satisfaction and productivity. Second, satisfaction appears to be 

negatively related to absenteeism and high staff turnover. Finally, it can be argued that 

managers have a humanistic responsibility to provide their employees with jobs that are 

challenging, intrinsically rewarding and satisfying. 

Understanding job satisfaction as a concept and a process is then important and 

accordingly will be discussed in detail in the section below. 

2. 1. 2. Conceptual Framework 

The definition of any concept is not an easy matter, least of all in a field like 

psychology which deals with human behaviour: a field of study so complex that 

science and speculation are said to co-exist in some areas. Hoppock (1935) responded 
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to this issue as follows: that "to formulate an adequate definition of anything about 

which we know so little is an extremely difficult if not impossible task" (p.47). 

According to Whether and Davis (1989), job satisfaction is the favourableness or 

unfavourableness with which employees view their work. As with motivation, it is also 

affected by the environment. It is sometimes not easy to differ between job satisfaction 

and motivation. Schultz and Schultz (1990) added that job satisfaction is not a simple 

concept. It is a highly complex variable that includes a wide range of individual 

differences and presents continuing challenges for the industrial and organisational 

(1/0) psychologist. In this case the term job satisfaction refers to evaluations/feeling 

about objects/conditions/outcomes. While motivation refers to the energising and 

directing of effort toward the atiai ntment of objects/conditions/outcomes. 

Therefore, the idea in job satisfaction research in particular is that people are motivated 

to attain objects/conditions/outcomes and that when attaintment is achieved they will 

feel good (Schneider, 1985). A clear illustration of the difference between job 

satisfaction and motivation can be seen in this quote: 

"People are motivated and achieve satisfaction through factors which are 
internal or external to their work, from the work itself through the enhancement 
of skiU, responsibility, status or authority; from their social relations in the 
workplace and from outside work through activities related to the family, 
leisure or other organisations to which they might belong". 

(Thomson & Hugh, 1994, p.  253) 

Furthermore, job satisfaction refers to a set of attitudes that employees have about their 

job, in other words it refers to the degree of pleasureable or unpleasureable feelings that 
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one has toward ajob or job experiences (Jewel, 1991). As such, job satisfaction is 

presumed to be global, encompassing such specific facets as satisfaction with work, 

pay, supervision, benefits, promotion opportunities, working conditions, co-workers, 

and organisational practices. 

Similarly, Dawis and Lofquist (1984) define satisfaction as a result of the worker's 

appraisal of the extent to which the work environment fulfils the individuaPs needs. 

This concept also refirs to job definition which might be seen as "a pleasurable 

effective condition resulting from one's appraisal of the way in which the experienced 

job situation meets one's needs, values and expectations"(p.72). it is stated by Milburne 

and Francis (1981)that this definition refers to a source of infonTnation for managers; 

according to them, job satisfaction is an indication of how individuals feel about their 

job when their expectations are compared to what is actually received from different 

facets of the work situation. 

Job satisfaction has also been defined in terms of equity theory (Adams, 1965). He 

argues that "inequity exists for persons whenever their perceived job input andlor 

outcome stands psychologically in an observed relation to what they perceive are the 

inputs and/or outcomes of others" (p.  424). An input is defined as anything a worker 

perceives as deserving a payoff. Examples of input are amount of education, number of 

hours worked and previous job experiences. Outcomes are represented by pay, fringe 

benefits, rewards intrinsic to the job, status symbols, etc. Therefore, job satisfaction is 

determined as a function of the amount of difference between the amount of reward an 

individual believes he/she should receive and the amount of reward which the 

individual actually receives. In other words, it can be argued that satisfaction is 
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indicated by the perceived ratio of what a person receives from his/her job relative to 

what a person puts into his/her job. 

There are four basic postulates of equity theory: 

Individuals strive to create and maintain a state of equity. 

When a state of inequity is perceived, it creates tension which the individual is 

motivated to reduce or eliminate. 

The greater the magnitude of the perceived inequity, the greater is the motivation to 

act to reduce the state of tension. 

Individuals should perceive an unfavorable inequity (e.g., receiving too little pay) 

more readily than a favorable one (e.g., receiving too much pay) (Schultz & Schultz, 

1990). 

People will be satisfied when they think that their own ratio of outcome to input is the 

same as both the employers' ratio and also the same as their fellow workers' ratio. 

Whether equity exists depends on the perceived relationship between input and 

outcome when compared to some other person's input and rewards. Therefore, 

satisfaction results when perceived equity exists, but dissatisfaction sets in when 

perceived inequity exists. 

It can be argued that satisfaction with organisational membership is determined in part 

by the expectations which people have about their desired outcomes, by their thoughts 

on what would be appropriate outcomes, and by their own personality characteristics or 

the strength of their particular needs and desires (Vroom, 1964). Vroom's theory of 

human motivation is not only relevant to the world of work but also to the concept of 
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job satisfaction. The theory has both a cognitive and a hedonistic orientation. Vroom 

uses the basic concept of valence, which reflects how one feel toward particular 

outcomes. Valence is the strength of an employee's preference for a particular outcome 

or reward, which can be either intrinsic or extrinsic" (Szilagyi, 1988, P.  447-448). He 

added that valence can either be given a positive or negative value by the person. 

Positive attitudes toward the job are conceptually equivalent to job satisfaction and 

negative attitudes toward the job are equivalent to job dissatisfaction. Vroom argued 

that job satisfaction is not a single variable, but a complex set of inter-related variables 

of one's work roles. The multidimentionality of job satisfaction can be indicated where 

job satisfaction has been measured in various dimensions such as supervision, work 

group, wages, the job content, and promotional opportunities (O'Brien, 1982). In 

addition, the index of satisfaction for job satisfaction is usually measured by the 

difference between the rewards people expect and rewards which they get. Therefore, 

they will be satisfied if their expectation is met. If however the rewards fall short of 

their expectation they will be less satisfied. Conversely, they will be more satisfied if 

the rewards exceed the expected level. 

The job satisfaction concept was reviewed by Herzberg (1966) and his associates. Their 

approach to job satisfaction did not look at motivation directly, but at the causes of job 

satisfaction and dissatisfaction (Herzberg, 1966). They state that the main factors 

involved in job satisfaction are advancement, recognition, responsibility, growth, and 

the job itself These factors, termed "satisfiers", will correlate positively if optimised, 

with improved performance, reduced labor turnover, more tolerant attitudes to 

management, and general "mental health". Herzberg also recognises "dissatisfiers", 

which act in a negative direction. These include such things as working conditions and 
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amenities, administrative policies, relationships with supervisors, technical competence 

of supervisors, pay, job security and relationships with peers. He argues that if the 

quality of the dissatisfiers is less than adequate, dissatisfaction will occur. Improvement 

in the degraded conditions will remove the dissatisfaction with beneficial effects on 

morale and perhaps also on productivity. 

Herzberg's theory is unique in that it suggests that satisfaction and dissatisfaction exist 

on two different continua. Herzberg claims that the opposite ofjob satisfaction is not 

job dissatisfaction, but rather no job satisfaction -,and the opposite of Job dissatisfaction 

is not job satisfaction, but no job dissatisfaction (Herzberg, 1968). Thus, job context 

factors give rise to job dissatisfaction, while job content factors contribute to job 

satisfaction. Since the aim of this research is to suggest ways of increasing job 

satisfaction, it is appropriate to stress job content factors which contribute to enhance 

job satisfaction. 

Locke (1980) discussed job satisfaction in terms of emotions and values and argued 

that values, rather than expectations, determine satisfaction. Therefore, job satisfaction 

is the extent to which a person derives pleasure from a job. He defines job satisfaction 

as: 

"The pleasurable emotional state resulting from the appraisal of one's job 
achieving or facilitating the achievement of one's job values. Job dissatisfaction 
is the unpl easurahl e emotional state resulting from the appraisal of one's job as 
entailing disvalues. Job satisfaction and dissatisfaction are a function of 
perceived relationship between what one wants from one's job and what one 
perceives it as offering or entailing". 

(Locke, 1969, p.  316). 
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Unlike morale, which is a group response, job satisfaction is strictly an individual 

response. The morale of a group could be high while a person in that group could be 

dissatisfied and the converse could also be true. Locke's definition is based on the 

premise that what individuals seek in ajob is the realisation of their basic goals and 

values. Therefore, an individual's job satisfaction could be predicted and explained in 

the short term by taking account of the individual's specific goals. However, one would 

have to consider the individual's wider values, in order for the individual to achieve 

satisfaction in the long run, because it is these wider values that will determine what 

future goals a person will want after reaching his present goals. 

In summary, numerous theories have attempted to explain job satisfaction in the 

workplace. Herzberg's (1966) two-factor theory suggests on the one hand that only job 

content-related factors (e.g., achievement, responsibility, the work itself) lead to 

satisfaction. On the other hand, job context-related factors (e.g., pay, security, working 

conditions) lead to job dissatisfaction but not satisfaction. Vroom's (1964) expectancy 

theory suggests that both situational and personality variables produce job satisfaction. 

Vroorn defined this satisfaction as valence, or anticipated satisfaction of an outcome. 

Locke (1976) assumed that job satisfaction is an emotional, affective response. It was 

initially thought that people could have an overall feeling of liking for ajob ranging 

from very low to very high, so this was known as global job satisfaction. Thus, there is 

one common aspect of the definition that have been discussed above that is, job 

satisfaction refers to positive affective attitudes or orientations on the part of the 

workers which related to to their jobs. 

0 
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It is assumed that in today's work condititons, the human factor must be given 

important attention. Understanding people and their complex set of needs is crucial in 

any attempt to increase job satisfaction. It is necessary to treat each human being as a 

person with a complex set of needs, all of which are important in his work, and provide 

opportunities for people in organisations to influence the way in which they are doing 

the job. For the purposes of this study, job satisfaction is defined as the result of the 

workers' appraisal of the extent to which the work environment (factors intrinsic) 

fulfils his/her needs. This concept has much in common with several other definitions 

of job satisfaction, all of which might be seen as the pleasurable affective condition 

resulting from one's appraisal of the way in which the experienced job satisfaction 

meets one's needs, values, and expectations. 

2. 1. 3. Demographic determinant of job satisfaction 

A number of determinants of job satisfaction have been identified in previous research, 

although the evidence is not consistent or conclusive (Dalton & Marces, 1987; 

Forgionne & Peeters, 1982; Mottaz, 1986, Murray & Atkinson, 1982). Commonly, 

many researchers have pointed to the significant influence of demographics such as 

age, gender, and tenure (Kacmar & Ferris, 1989; McNally & Goldsmith, 1991), but 

caution that, in addition we need to consider satisfaction as influenced by situational 

variables and/ or psychological individual difference variables as well. For this study, 

the personal characteristics which will be reviewed are age, gender, length of service 

and the level of education, in spite of the fact that these factors cannot be changed by 

the employing organisations. However, analysing these factors is still very useful in 

that at least we have some understanding of the relationship of these factors to each 
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other and how they might be used to predict the relative level of satisfaction to be 

expected among the workers. 

Age. Although the evidence is not consistent, it strongly suggests that differences in job 

satisfaction are a function of age. According to Meltzer and Nord (1981) and Quinn, 

Staines, and McCullon (1974), the most dissatisfied workers are the youngest and the 

most satisfied workers are those who are nearly retired. The young workers bring new 

ideas, energy and growth to the task; the older workers bring maturity, stability and 

concern for the organization goal (Davis, 1985). In sum, there is a positive relationship 

between age and job satisfaction. Thus, the young workers tend to be less satisfied due 

to a high level of expectation and may also be less adaptive than older workers. 

Another explanation is that a sense of reality and resignation may have set in by the 

time a person is in his thirties, causing him/her to feel less dissatisfied realising that 

family and financial considerations will force him to stay in his job. In a sense, they 

make the best of a bad situation and so report a higher level of job satisfaction. In 

addition, the older the worker, the more opportunities he has had to fulfil his need for 

achievement and to find seif-actualisation in his work. 

Most studies (Reddy, 1989; Hunt & Saul, 1975; Rhodes, 1983) show a high level of 

morale and satisfaction when the employee begins a job. However, a drop in morale is 

reported after working for several years which lasts until the worker is in his/her late 

twenties. When the workers reach their early thirties, an increase in morale occurs 

which continues for the rest of the person's working life. Some explanation can be 

offered. For example, it is possible that those workers who are extremely dissatisfied in 
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their twenties will drop out of the labor force or change jobs so often that they can no 

longer be included in such a survey. This means that when comparing populations of 

older and younger workers, there are fewer disstisfled people in the older population 

(McNally & Goldsmith, 1991; Handoko, 1990). 

Moreover, Lee and Wilbur (1985) indicate there is a positive association between age 

and job satisfaction, at least up to the age of 60. Satisfaction will decrease when 

employees move towards middle age, but it will increase again from around age 40 

onwards. This can be explained by the following: satisfaction tends to increase 

continually among professionals as they age, whereas among non professionals, it 

tends to fall during middle-age and then rises again in the later years. 

Whatever the explanation, the finding and its implication for industry remain the same. 

A company can expect a high level of enthusiasm among its new employees, a 

moderate to high level of satisfaction among those above, ages 30 to 35, and relative 

dissatisfaction among those in their middle and late twenties. Despite this, older 

workers are more satisfied, not only because they receive more of what they want out 

of work (i.e., enhanced feelings of control, higher salary, higher level), but may be also 

because of their longer tenure. 

Gender. Due to a shortage of studies which examine the relationship at anything more 

than at a general level, between job satisfaction and gender, it is difficult to review this 

relationship. Principally, females are more easily satisfied, because work is more a 

voluntary matter for them, but they also experience much more conflict and bad 

treatment in the workplace than do males (Ivancevich & Donelly, 1981). it cannot be 
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denied that discrimination against women employees all over the world is common in 

industrial life. Management prefers to employ males rather than females workers 

(Posner & Powell, 1985). In this case, Posner and Powell (1985) revealed the following 

evidence that discrimination is experienced by the female workers; 1) they receive slow 

promotion, 2) they receive liffle increase in salary and 3) they receive less training. 

Terborg (1977) added that females are underestimated, compared to males in 

managerial positions. Females are said to both lack responsibility and not rise to job 

challenge. Similarly, in ajob satisfaction study when groups of men and groups of 

women were at the same occupational level, the women's group had a lower mean 

satisfaction level. Possible reasons for this result could be less promotion opportunities, 

dissonance and stress from non-work issues (such as home care duties, children and 

childcare) and a preference for more democratic leadership styles in the workplace as 

well (Blair, 1988). Thus, it can be concluded that women are generally less satisfied by 

work than are men. 

Length of job experience. Initially, during the early stages of employment, the new 

worker tends to be well satisfied with the job. The workers seem to be satisfied with 

the work because it is new. But after a few years on the job, discouragement is 

common, brought on by the feeling that the worker is not advancing as rapidly as 

he/she would like. On the other hand, Organ and Bateman (1986) argue that people 

begin work with unrealistic expectations, and they endure the first decade of work with 

gradually increasing disillusionment. After some point, expectations are apparently 

modified and adjusted downward, and the job is seen in a more positive perspective. 

However, it can be concluded that job satisfaction increases after a number of years of 

experience and then continue to improve steadily thereafter (Schult & Schultz, 1988). 
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Moreover, working for an organisation over a period of time may lead to loyalty to that 

organisation. It is reasonable then for a senior employee in an organisation to have a 

better understanding of the problems faced by the management which in turn may leads 

to job satisfaction. 

Education. Some studies have reported a negative relationship between education and 

work satisfaction (Campbell, Converse, & Rodgers, 1982; Grunenberg, 1980). Also 

there were some which have found no relationship at all between education and work 

satisfaction (Hamilton & Wright, 1981; Wright & Hamilton, 1979; King Murry & 

Atkinson, 1982). Generally, however, studies indicate that education tends to increase 

job satisfaction. For example, Glenn and Weaver (1982) showed a small positive 

relationship between education and work satisfaction. 

There is a current belief in society that more education brings greater opportunity for 

individuals to secure more satisfying and challenging vocations. This opinion is based 

on the notion that education tends to increase work expectations that cannot be met by 

low level jobs. Moreover it also contributes to dissatisfaction with work (Glenn & 

Weaver, 1982). For example, it does seem reasonable to assume that college-educated 

workers who take blue-collar jobs would expect more out of work than the job has to 

offer and, as a result, be more dissatisfied than workers with less education. This 

assumption has been tested by Motazz (1984) in a study in America. He found that not 

only does education enhance intrinsic rewards and the value placed on these rewards by 

the individual but also that the intrinsic rewards are the main predictor of overall job 

satisfaction. The higher the level of education, the greater the need for intrinsic rewards 

in order to achieve reasonable levels of job satisfaction for better educated workers. 
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Thus, this relationship can be used to explain, in part, why managers have higher job 

satisfaction than do employees in lower positions. 

2. 2. .Job Performance 

Organisations exist to attain goals. An organisation without goals has no purpose. As a 

result, any measure of an organization's effectiveness must attempt to relate its actual 

performance to the standards it has established as its goals. Similarly, the only true 

measure of an individual's effectiveness on the job is job performance. 

Job performance is an indicator of work success. Good performance indicates the 

worker's capability in doing the job, and bad performance implies something is wrong 

in the job which can be caused by employees andlor other factors. A low level of job 

productivity or job performance among workers is actually induced by many factors 

which refer to the many dimensions of productivity itself. One of the antecedents to 

low level job productivity is inefficiency in managing human resources. 

One of the inefficient aspects in managing human resources might be caused by the 

lack of knowledge of the management staff about the factors which play an important 

role in enhancing job performance. 

With the worker as the central factor, it is clear that effectively managing people is a 

key to all of the following: I) self-managing teams, 2) quality circles, 3) flatter 

organisational structures, 4) new flexible technologies, 5) increased training, and 6) 

continuous improvement. 'Thus, companies or organisations that exhibit high 
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performance use both all their human resources, and their technological expertise to 

achieve and sustain a competitive advantage. 

A system approach is a key. High performance will emerge from the following 

variables; 1) how work is organized, 2) how people are managed, 3) how technology is 

used and 4) how all of these are linked to an organisation's competitive strategy and 

employees culture. 

Inefficient aspects in managing human resources are also caused by the insensitivity of 

the manager to the meaning of the condition of their employees. The managers do not 

realise that today's worker is not the same as yesterday's worker. As mentioned earlier, 

today's workers seem more concerned with life value fulfilment, a sense of wholeness, 

and with love of the job (Bruce & Blackburn, 1992). 

Therefore, due to the importance of job performance, it is then reasonable for 

management to give attention to achieving high performance amongst their employees. 

In order to have a more detailed appreciation of job performance, conceptual 

framework and performance appraisal, these will be discussed in the following. 

2. 2. 1. Conceptual Framework 

Overseas studies on job performance which have been conducted explicitly in the last 

40 years (and implicitly since the time of Aristotle) have often been inconclusive and 

riddled with jargon. Moreover, the studies are too few to permit a definitive answer to 

most questions about job performance. A general statement may, however, be made 

about job performance and it is that the organisation would like to achieve two 
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objectives. First, to enhance productivity and performance and, second, to improve the 

quality of working life and job satisfaction (Lussier, 1993). Research does not, 

however, indicate how either these objectives may be reached. 

It is assumed that the variations in performance occur in the context ofajob, position, 

or role in an organisation. In addition, the organisation is assumed to exist for the 

purpose of accomplishing certain goals. Understanding of job performance depends on 

having some understanding of the organisational goals to which individual job 

performance is supposed to contribute. According to Goodman & Fichman (1983) 

performance is a socially defined output or product. it is something that people do and 

is reflected in the actions that people take, i.e., performance is behaviour. Moreover, 

performance should be relevant to the organisation's goals. The choice of goals can be 

considered as a value judgement on the part of management. Thus, performance is not 

the consequence or result of action, it is the action itself 

However, according to Campbell and Campbell (1988), performance is to be 

distinguished from effectiveness and productivity. Effectiveness refers to the evaluation 

of the result of performance. Often a performance variable is presumed to be 

synonymous with productivity. In fact, productivity is only one aspect of performance. 

For example, the productivity of production workers might be described in terms of the 

number of units of work turned out per day, the proportion of completed units that pass 

inspection, with some wastage, and allowance for maintenance of tools and equipment. 

A clerk's productivity might be defined in terms of accuracy, initiative, and quantity of 

work, while the productivity of sales people might be represented by dollar value of 

sales or numbers of new accounts (Ghiselli, 1982). In fact, only a subset of 
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performance variables can be equated with productivity. Productivity is an efficiency 

concept, generally defined as the ratio of the output relative to input into some 

productive process (Mahoney, 1988). With this explanation, the illustration of 

performance is clearer. This is a necessary bottom line in an attempt to define the 

concept of job performance. 

According to Scalon (1976) 'Job performance is the result of the interaction of the two 

variables (I) ability to perform the task and (2) amount of motivation". The ability to 

perform a task seems a clear variable (Cummings & Schawb, 1983). Without this 

ability there is no performance. Scalon adds that higher job performance should be 

expected as a function of the capability of the workers in peforming the job. 

In the context of ability, Conole and O'Neille (1985) argue that the ability is influenced 

by: 

How realistic and achieveable the job objectives are. 

1-low clearly the incumbent understands the goals and standards of competence 

required. 

Whether the incumbent has the intrinsic capability to learn to do the job in the time 

required. 

Whether the incumbent has the requisite knowledge and skill to do the job. 

The extent to which there are positive or negative factors in the job environment, 

beyond the control of incumbent, influencing results. 

The other determinant of job performance is the amount of motivation which in turn is 

dependent on other factors such as 
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Strength of the need for achievement 

Belief that one is being well paid 

Job requiring skills and abilities valued and believed possessed. 

Feedback 

Opportunity to participate 

Performance instrumental to promotion, wage increases, coworker acceptability, 

etc (Scalon, 1976). 

Hersey and Blanchard (1988) and Lussier(1993) argue that job performance is not only 

based on ability and motivation. Job performance is the result of the interaction of three 

variables (1) ability (2) motivation, and (3) resources/ environment. If it is expected 

that the performance level will be high, all three factors must be high. The performance 

level will be effected if any one is low or missing. In other words, in order for work 

performance to occur some level of each must be present; a change in the component 

variables will lead to a change in the observed performance of the worker. When 

performance is not at the required standard or above, it must be determined which 

performance factor needs to be improved. l-Iowever, to make this performance 

determinant model relatively complete, performance determinants must be 

distinguished from performance components and from the predictors of performance 

determinants. The interaction of the components are indicated by the two-way arrows 

in figure 2. 
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Figure 2. The model of job performance determinants 

Albanese (1981) stated that job performance is closely related to the workers' 

behaviour in doing the job they must do. It includes socialisation, training and personal 

interest. PerfonTnance is defined as a result of activities, a pattern which is done to 

obtain the goal according to the required standard, regarding either quality or quantity. 

This pattern of activities can be divided into abstract activities (i.e., diligence, skill, 

toughness) and practical activities (i.e., problem solving, decision making, planning). 

However, there is the distinction between behaviour and performance, as stated by 

Dunnette & Leaetta: 

The construct of motivation subsumes the determinants and processes 
underlying the development of intentions, choice behaviours, and volitional 
activities. The products of the motivational processes are the individual's overt 
and/or covert behaviours. In contrast, performance in organisational psychology 
typically refers to an evaluation of the individual's behaviour". 

(Dunnette & Leaetta, 1993, p. 80) 
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The importance of this distinction is to predict or explain the effect of motivation on 

the performance of complex tasks or tasks involving behaviour over extended time 

periods. In such circumstances, correspondence between behaviour and performance is 

seriously weakened by interactive effects between motivational processes, cognitive 

abilities and environmental factors. 

To sum up, job performance can be defined as the result of activities and the interaction 

of the three variables: (1) ability, (2) motivation, (3) environment, can be improved 

more effectively by providing challenging and responsibility assignments such as skill 

variety, autonomy, and feedback. 

2. 2. 2. Performance Appraisal 

Performance and its measurement is playing an increasing role in the conduct of 

business affairs. According to Hau siu chow (1994) performance appraisal may be one 

of the most valuable tools in managing human resources and productivity. Evaluating 

job performance can never be separated from performance appraisal. Because 

"performance appraisal is the systematic evaluation of employees with respect to their 

performance on the job and their potential for development" (Hau siu chow, 1994, p. 

67). Thus, the performance of the employees, must be measured. Lussier (1993) argued 

that the evaluation of an employee will provide the basis for decisions about that 

employee. For example any decision about how to improve an employees' 

performance, which employees should be promoted, transferred, left in their current job 

or terminated, should all be based on performance appraisal. 
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Performance appraisal also has a powerful influence on what happens to employees in 

their job. Performance appraisal functions like a monitoring tool in an organisation and 

is therefore a useful managerial technique. Even though some organisations fail to 

appreciate the value of performance appraisal and treat it as an annual ritual, 

performance appraisal has become a standard practice and has been adopted by most 

organisations. 

Henderson (1983) stated that, at least for Western culture, the important elements of an 

effective appraisal are valid measuring criteria and instruments, good relationships 

between supervisor and subordinate, with mutual trust and respect, frequent and open 

communication, clearly set performance standards and feedback. In fact, Western 

cultures and Eastern cultures are quite different. Western cultures are characterised as 

aggresive and individualistic (Hofstede, 1982), conversely Eastern cultures, like that of 

indonesia, tend to be collectivist. Whether a Western appraisal system can be validly 

and reliably used to assess human performance in a non Western culture is open to 

question. It seems that an appraisal system cannot simply be transplanted from culture 

to another. Performance appraisal must be modified in order to fit, for example, 

Javanese culture and values: effective appraisal systems must reflect the subject's 

culture. 

In order to receive a clear understanding about job performance appraisal, it will be 

then necessary to review the definition of perfoniiance appraisal. 
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According to Hall and Goodale (1986) performance appraisal is the process through 

which the organisation assesses the quality of the work of its employees and attempts to 

improve their performance. 

Performance appraisal is the process of identifying, measuring , and developing human 

performance in organizations (Schneier & Beatty, 1982). Besides accurately measuring 

current performance levels, an effective appraisal system also contains a mechanism for 

reinforcing strengths, identifying deficiencies and feeding such information back to 

employees, in order to improve future performance. 

Similarly, Hau Siu Chow (1994) defines performance appraisal as the systematic 

evaluation of employees with respect to their performance on the job and their potential 

for development. It seems she gives attention in part to employee development as well 

as evaluation. It may be that employee development has more long term direction 

compared to evaluation. In this context, appraisals are designed to assist the potential 

performance of the employee. Improvement and growth also receive important 

attention (Cummings & Scwab, 1981). 

Interestingly, some psychologists suggest that the majority of employees dislike the 

whole idea of performance appraisal (Ordione, 1987 Weihrich & Koontz, 1993). in 

this regard, labor unions are not enthusiastic in supporting performance appraisal 

programs. The source of their resistance stems from their understandable motivation to 

provide the greatest degree ofjob security possible for their members. Another source 

of opposition to performance appraisal can be the individual employee. Few employees 

enjoy being tested or evaluated, particularly if they feel they might not receive a 
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favourable rating though some of them are so confident of their abilities that they 

consistently expect to receive glowing comments from their superiors. So, because 

most people would rather not be assessed and told of their weaknesses or deficiencies, 

they often react with suspicion and hostility to the idea of a performance appraisal. 

Another source of resistance to programs of performance appraisal are members of 

management who may oppose such appraisals because of unfavorable experiences with 

them. A survey conducted by Fortune magazine in 500 companies revealed that 45% 

report that performance appraisal had brought about no improvement in employee 

attitudes (Taylor & Zawacki, 1984). Employees dislike performance appraisal because 

few of them like being judged or criticised. Despite the resistance to performance 

appraisal, it remains a necessary activity in organisational life. When the job 

performance is done properly, considering the cultural background of the worker, the 

worker may he happy if told about his/her achievements or deficiencies, or at the very 

least will not feel ashamed (Kayam, 1992). In other words, a careful approach may help 

produce a better reaction to a performance appraisal. 

In order for the employees to accept the idea of performance appraisal, an 

understanding of the purposes of the performance appraisal is crucial. The important 

thing about performance appraisal is that it is designed to provide an accurate measure 

of how well a person is performing the job. However, studies have shown that 

performance appraisal systems are used for other purposes (Cleveland, Murphy, & 

Williams, 1989; Brumback, 1988). 

According to McMillan and Doyel (1982), the primary purposes of performance 

appraisal are: 
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I. Salary administration: performance appraisals are used in determining salary 

increases for employees. Such appraisals should focus on performance in relation to 

on-going requirements of the position and in relation to other employees performing 

similar functions at the same organisational level. 

Incentive award determination: performance appraisals are also frequently used to 

determine bonus payments. Such use tends to focus on the accomplishment of 

specific, short-term objectives. 

Promotability assessment: performance appraisals are also used in determining an 

employee's suitability for promotion. 

Other purposes of the performance appraisal system have also been suggested. 

Cleveland et at. (1989) have structured a comprehensive list of uses of performance 

appraisal, established from a thorough review of the literature. Four underlying factors 

em erged. 

Performance appraisals are used to compare individuals: for salary administration, 

promotion, retention, recognition of individual performance. 

Performance appraisals are used to look at individual performance: for performance 

feedback, and the identification of the individual's strength and weaknesses. 

Performance appraisals are used for system maintenance:personnel planning, 

determining training and organisation development needs and goal development and 

evaluation. 

Performance appraisals are used for documentation: criteria for personnel research 

and the meeting of legal requirements. 
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With the many purposes of performance appraisals, one system must be developed 

which is appropriate to this study. 

Up to now, standard measures do not exist for most performance factors, with the 

exception of the mean number of absences per worker (Ruch & Wright, 1976). With 

most jobs, performance is multifaceted and may be measured in various ways. When 

several criteria are available for evaluating a worker's performance, sometimes the one 

deemed most appropriate is used alone. However, in most cases no single criterion can 

accurately be used to give an adequate description ofjob performance. 

Basically, performance measures can be classified into two general types: objective and 

subjective. Objective performance measures consist of production data (unit produced, 

number of errors, amount of scrap), and personnel data such as, number of accidents, 

turnover of staff, absences, tardiness). These variables directly define the goals of the 

organisation. Performance is defined, by these criteria as behaviour. As stated by 

Campbell (1990): lt is something that people do and is reflected in the action that 

people take. Further, it includes only those actions of behaviour relevant to the 

organisation's goals" (p. 704). However, people often suffer from several glaring 

weaknesses, the most serious of which are performance unreliability and modification 

of performance by situational characteristics. For example, dollar volume of sales is 

influenced by numerous factors beyond a particular sales person's control. For 

example, the territory location, the number of accounts in that territory, the nature of 

the competition, the distances between accounts, the price and the quality of the 

product will influence sales. In short, although objective measures of performance are 
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intuitively attractive, theoretical and practical limitations often make them unsuitable 

(Cascio, 1982). 

The present study will use subjective measures ofjob performance. To be useful, 

subjective measures must be based on a careful analysis of the behaviours viewed as 

necessary and important for effective job performance. One reason for taking 

measurements is that they can be used for predicting (Siegel & Lane, 19987). In this 

context there are the two other vital criteria, of reliability and validity (Oraziano & 

Raulin, 1993), and these must also be addressed by subjective measures. 

Validation can be viewed as the process of accumulating evidence to support the 

inferences from the scores on any one or any combination of personnel assessment 

procedures. Validity refers to the degree to which the evidence supports such 

inferences. Such inferences are typically quantified as criterion-related validity 

coefficients. (Burke & Pearlman, 1988). 

Reliability is the extent to which the measure of performance yields consistent results 

when applied at different times or by different methods (Martin, 1991). Reliability also 

refers to how consistently a measure of performance is applied to the same employee 

by different appraisers. 

For a performance appraisal method to be reliable, it must be consistent in yielding the 

same result over time and/or by different raters. For it to be valid, it must be relevant to 

the job at hand. It must also be unbiased, that is, it must measure only factors directly 

relevant to performance. Graziano and Raulin (1993) argued that one thing to be 
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understood about validity and reliability is that a measure cannot be valid unless it is 

first reliable but a measure can be reliable without being valid. Both these criteria are 

especially important, given legal concerns for the impact of performance appraisal 

practices on age, gender and other forms of discrimination in the work place. 

One way to improve reliability and validity is to provide the manager doing the 

appraisal with a clearly defined measure. Moreover, there are other ways to increase 

validity and reliability, Kingstorm and Bass (1981) suggest the following: 

The concept being rated consists of observable dimensions of performance rather 

than traits. 

The concepts being rated are clearly defined. 

The phrases along the rating scales that define level of performance are carefully 

developed. 

Managers are trained in their use. 

There are many methods of subjective performance appraisal, the most frequently used 

method of performance appraisal being the rating technique. As Gion (1965) reported, 

81 percent of the published studies in the Journal of Applied Psychology and personnel 

psychology between 1950 and 1955 used ratings as criteria. Landy and Farr(1976) 

reported that 89 percent of 196 police departments in major metropolitan areas used 

supervisory ratings as the primary form of performance measurement. Laundry and 

Fan (1980), by refering to several surveys, assessed how frequently ratings are used as 

criterion measures in research reports: the precentages were 75 percent or higher. 
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Ratings are a popular way of evaluating performance for two reasons: (1) they are 

relatively easy to construct and (2) they are relatively objective (Schultz & Schultz, 

1987). Olson (198 1 ) revealed some reasons why ratings are used: (1) We are 

conditioned to grades by the educational system, (2) salary administration is so 

designed that ratings are necessary to place employees as different points on the salary 

scale, (3) ratings are used to compare personnel for promotion purposes, and (4) in 

some cases, ratings persist because they are the traditional method. 

Therefore, it is necessary to correlate performance standards with rating measurements. 

There are some established criteria for differentiating the level, or degree of results, 

provided by performance standards. To describe results, in the quantifiable terms of 

how much, how well, when, and in what ways are used, may be further identified 

through, (1) quantity of output, (2) quality of output, (3) timeliness of output, (4) 

effectiveness in using resources, (5) positive and negative effects of effort, (6) manner 

of performance, and (7) methods of performing assignments (Henderson, 1982). 

2. 3. Job Stress 

Job stress, as a measurable quantity, may be added to by the stress of modern living. 

Society is changing rapidly, with the resulting changes in values, lifestyles, career 

patterns, family expectations and so on. These changes apparently influence today's 

workers. Consequently, the workers' demands will be more complex. lfjob conditions 

cannot meet with the workers' demands, this will lead to job stress. The specific 

conditions contributing to stress include such things as, work overload or underload, 

lack of control, role ambiguity, lack of autonomy and role conflict. 
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Some popular and professional books, magazines and journals have focussed 

increasingly on stress (John, 1995). This increase of focus upon stress indicates the 

growing importance of stress as a problem. There have been numerous reports in the 

literature which indicate that stress is of crucial importance in any description of the 

workplace. Landsbergis (1988), for instance, found that the experience of work stress 

was predictive ofjob dissatisfaction in a sample of hospital employees. Similar results 

have been reported by other researchers (e.g., Cummins, 1990). Other studies have 

reported a significant relationship between the levels of occupational stress and 

reactions of anger ( Hodapp, Neuger, & Weyer, 1988), high level of work conflict 

(Greenhaus, Bedein, & Mossholder, 1987) and reports of low levels of life satisfaction 

and marital adjustment. 

It is reasonable to expect organisational management to react positively in regard to the 

stress problem. A tendency to focus attention on trying to get rid of it altogether, should 

not, however be an objective. It is not only unrealistic to try to do so, but some degree 

of stress actually contributes to productivity (Rerman, 1990). In this case, the most 

important factor about stress is that stress has negative consequences for individuals 

and organisations and is therefore something to be managed or reduced, rather than 

eliminated. Intervention is required to manage and reduce stress by giving attention to a 

stress management program as there is an expectation that this can improve the quality 

of organisational life. An understanding ofjob stress, in its conceptual framework of 

stressful events in the workplace, stress and blue collar worker, stress and sex, and 

reducing stress will be discussed below. 

56 



2. 3. 1. Conceptual framework 

It is not easy to define what stress is. But generally, stress results from any external 

situation that requires behavioral adjustments (Jones & Buttler, 1980). Many authors 

have noted the lack of consensus on even a definition of stress (e.g., Ailuisi, 1982; 

Beehr & Newman, 1978; Hogan & Hogan, 1982; Schuler, 1980). It was Dr. Hans 

Selye, the father of stress research who provided the foundation for most of the current 

thinking in this field. He states that stress is a physical (biological) reaction to stressors. 

Selye (1974) views stress as a non-specific body response to any demand from our 

environment. Certainly, stress should not be viewed as arising from adverse reactions, 

but rather characterised as a reaction or adjustment to any event which may damage us. 

As can be seen in Fig 3, Selye (1983) has developed a model of stress that helps clarify 

the multidimensional nature of stress. Stress can be good in quality (eustress) or bad in 

quality (distress), or high in quantity (hyperstress) or low in quantity (hypostress). 

Selyes explain: 

"Our goal should be to strike a balance between the equally destructive forces 
of hypo - and hyperstress, to find as much eustress as we can, and to minimise 
distress. Clearly, we cannot run away timidly from every unpleasant experience; 
in order to achieve our purposes, we must often put up with unhappiness, at 
least for a time. Here faintheartedness would in the long run prove even more 
distressing by depriving us of the joy of ultimate success. Unnecessary or too 
much distress-all distress, in general, that does not hold promise of eustress is 
what is to be avoided" 

(Selyes, 19813,p. 18). 
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Overstress 
(hyperstress) 

Good stress Stress Bad stress 
(eustress) (distress) 

Understress 
(hypostress) 

Fig 3 Selye's model of stress 

Selye (1982) put increasing emphasis on the distinction between good stress 

(eustress) and bad stress (distress). As explained by Quick and Quick: 

"Eustress is the adaptive, constructive, healthy response to a stressfull situation. 
This healthy response leads to effective employee performance and normal 
organisational functioning. However, not everyone responds to stress in a 
healthy manner. When someone does not, the resulting maladaptive, 
detrimental, dysfunctional response leads to distress, with its associated 
individual and organi sational consecluences". 

(Selye, 1982, p.  13). 

Selye (1982) refers to eustress also as the stress of fulfillment. He assumed that human 

beings are by nature intended to work, that is, to set tasks and attempt to complete them 

successfully. Moreover, he stated that the differences between eustress and distress 

seems to lie in the prospects for fulfillment or achievement. So the important point is 

not to avoid the stress of life, but to analyse the ratio of eustress to distress. 

However, Selye's definition is unhelpful from a psychological perspective because it 

describes only the body's reaction to physical stress. However, psychologically-based 

definitions, even when given, are often excessively vague. 
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Furthern-iore, stress is a consequence of, or a general response to, an action or situation 

that places special physical or psychological demands, or both, on a person. Stress 

involves the interaction of a person and that person's environment. The physical or 

psychological demands from the environment that cause stress are called stressors 

(Quick & Quick, 1986). Stressors can take a variety of forms and stem from ajob, 

family, friends, co-workers, or internal demands. However, stressors have one thing in 

common; they create stress or the potential for stress when an individual perceives 

them as representing a demand that may exceed his her ability or capacity to respond. 

Stress exists anywhere we live, including in the job area. Fisher and Gettelson (1983) 

suggested that the nature of the workplace has repeatedly been shown to contribute to 

stressful feeling within the workers. No organisation can be free from stress. It is 

incumbent upon management to manage stress for the better functioning of the 

organisatlon. 

Based on this review of what stress is, job stress can be defined as work demands that 

exceed the workers' ability to cope (Rice, 1983). Jamal (1985) defines job stress as the 

interaction of work conditions with worker characteristics that change normal 

psychological and/or physiological functions. These two definitions point to a poor fit 

between the individual's capabilities and his work environment in which the demands 

on the individual are excessive. In addition, stress at work can be attributed to the 

nature of the job and its environment, the individual workers or a combination of these 

factors. 

Some researchers have concluded that stress at work has a negative effect on the 

mental and physical health of the workers (Frese, 1978; Gardell & Johannson, 1981), 
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and a negative impact on business and industry (Elkin & Rosch, 1990; Schuler, 1980). 

As a consequence, annually, US industry loses approximately 550 million working 

days due to absenteeism and the UK lost 360 million working days annually through 

sickness (Sigman, 1992). Sigman added that eight and a half million of these days lost 

are caused by worker stress. In response to this, many large companies are investing 

money in reducing the stress problems among the workers (Cooper, 1986; Fletcher & 

Hall, 1984) in an effort to control the stress situation and improve organisational 

performance levels. 

In sum, job stress is an emotional and/or physical reaction to work environmental 

activities and events. It is considered that job stress occurs when some element of the 

work environment has a negative effect on an employee's mental health and well-

being. In addition, if the work environment cannot meet with the employee's demand 

or fails to provide intrinsic rewards this will result in stress. The sources of stress in the 

work environment are to be found among psychological aspects such as relationships, 

role ambiguity, lack of social support, the pressure of change, lack of autonomy, shift 

work and inadequate positive feedback. These will be reviewed in the section below. 

2. 3. 2. Stressful events in the workplace 

As concluded above, job stress occurs when some element of the work environment has 

a negative impact on an employee's mental health and well being. Morover, stress may 

occur when a job makes demands that an employee cannot meet, or when it fails to 

produce intrinsic rewards. All things that cause stress are called stressors. Thus, it is 

important to understand and be able to recognise stressors because they cause job 

related stress, which influences work attitudes and behaviour. 



Discussing job related stress, there are many researchers who suggest that the major 

causes of stress in organisations are many (Agrawal, 1984; Quick & Quick, 1984). 

Generally, however, they fall into two categories. The first concerns factors related to 

physical sources, and the second psychological sources (Weihrich & Koontz, 1993). 

There are some physical sources of stress, such as work overload, irregular work hours, 

loss of sleep, loud noises and bright or insufficient light. Psychological sources of 

stress may be due to a particular situation, such as a boring job, an inability to socialise, 

a lack of autonomy, reponsibility for results without sufficient authority, unrealistic 

objectives, role ambiguity or role conflict. 

In this research, the causes of stress focus on psychological sources around the work 

environment which are relevant to the management program of the study in reducing 

stress in the job. Although people react differently to potentially stressful situations 

(Yoder & Etardohar, 1983), it is assumed, for this purpose, that job enrichment will be 

appropriate to overcome stress for all employees in the workplace. The relevant 

stressors are stated below. 

Relationships. Caplan and French (1988) suggested that relationships with others at 

work are potentially stressful. They argued that poor relationships with other members 

of an organisation can be precipitated by role ambiguity. As defined by French and 

Caplan (1973) poor relationships are caused by the following: low trust, a low level of 

supportiveness and a low interest in problem solving within the organisation. In 

addition, Hellesoy (1985) argues that poor working relationships among co-workers in 

an organisation are a potential source of stress at work. These poor relationships may 
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arise in large, uncohesive work units or stem from isolation and the lack of 

opportunities to interact with others. This condition can also come from a lack of 

acceptance by co-workers or feelings of being discriminated against by supervisors or 

the organisation itself. In this regard, improving personal relationships in the workplace 

is an important, though complex process. Oldham (1988) investigated the impact of the 

physical layout of the workplace on communication and employee satisfaction amongst 

clerical staff It was found that employees were more satisfied when working in 

traditional partitioned offices than in open plan offices. Partitioned offices were 

recognised as providing greater possibilities for focussing on the task and for 

communicating in private. Good relationships need good communication; bad 

communication leads to bad relationships. Inevitably, bad communication results in 

stress. 

Role ambiguity. A source of stress that may happen in the work environment is when 

a worker experiences a vagueness concerning job expectations or responsibilities. In 

other words he/she does not have adequate information to carry out the task (Cherniss, 

1982; Maher, 1983; Richardson & West, 1982; Rosenthal et al., 1983). The interest in 

role ambiguity sterns from its negative effects on the well being of individuals in 

organizations, its potentialy harmful consequences for the organisation, and its 

prevalence in today's working settings. It is important for employees to know about 

their rights, obligations and privileges, essentially their "areas of freedom" (Maier, 

1965). Also, it is necessary for workers to have some information regarding the 

potential consequences of what employees do in carrying out their jobs. While role 

ambiguity is generally stressful for the workers, there are individual differences in how 

much ambiguity a person can tolerate. Persons with a high need for structure and a low 
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tolerance for ambiguity are more likely to experience job related tension than are 

persons who are low on these needs, when both are faced with ambiguity in their work 

(Kahn, Wolfe, Quinn, Snoek, & Rosenthal, 1964). According to Quick and Quick 

(1984) role ambiguity arises when: (1) the role senders, especially the key ones such as 

the supervisor, simply do not communicate adequate information to the role incumbent 

about what is expected, (2) the role sender (s) communicates inforn-iation that is unclear 

or confusing, (3) ambiguity is attributable to uncertainty about what behaviour will 

enable the incumbent to fulfil the role expectations, which are clear in and of 

themselves, (4) the consequences of a specific role expectation are unclear. In all of 

these above cases role ambiguity has been found to correlate highly with stress (Potter, 

1980; Kahn, 1964). 

Social support. Workers who work in a non-supportive environment are likely to 

experience higher levels of stress and lower levels of personal and marital well-being 

(House, 1981; Quick & Quick, 1984). Social support is defined as support which is 

"accessible to an individual through social ties to other individuals, groups, and the 

larger community" (Lin, Eusel, Simeone, & Kuo, 1979, p.  109). Based on a recent 

review of literature on the effects of social support in the work context, Kahn and 

Byosiere (1992) concluded that the majority of studies (20 out of 22) had found 

evidence of the positive effect of social support (from supervisor, co-workers, and non 

work supports) on levels of well-being. Even House and Wells (1978) believed that 

social support buffered the negative effects of a number of different work stressors on 

measures of both psychological and physical well-being. Moreover, House (1981) 

suggested that supportive social relationships operate in three possible ways to reduce 

stress. First, support can directly improve health by supplying human needs for 
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affection, approval, social contact, and security. Second, by reducing interpersonal 

tensions and anxieties, support may directly reduce levels of stress and thus improve 

health. These two pathways may be considered to be main effects. The third effect of 

support is a buffering or interactive one. House (1981) indicates that social support may 

come in one of four forms, either emotional, instrumental, informational, or appraisal. 

These forms of social support, which are perceived by each individual, come from a 

variety of social support relationships at work, at home, and in the community. For 

instance, a spouse may be the source of emotional support at home and informational 

and appraisal support may be provided by a supervisor at work. Moreover, according to 

House (1981), social support from a social support source seems to bean advantage 

primarily through its buffering effect. Thus, the individual views the existing 

individual's support system both at home and at work as a wealth of resources in order 

to be able to manage various stressful situations. It is expected that informational or 

instrumental resources at work can help the individual meet the demands causing the 

stress, and as a result reduce the level and intensity of the stress. Moreover, a non 

supportive condition may cause a high level of frustration among the workers who feel 

that, when they face difficulties, no one gives attention to solving their problem. 

Change. Life is constantly and rapidly changing. Change is inevitable. Stress appears 

when the body has to adapt to this change. There is tight competition from 

industrialised countries with corresponding changes in world markets. There is also the 

change from nationalised to privatised companies. At the present time, change is 

profitable and is a "prima donna" in the industrial sector, but the workers appear unable 

to easily cope with this change (Audrey, 1988). Thus, meeting the needs of the 
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changing workforce is not only beneficial from the standpoint of harmonious working 

relationships; it is also may make good business sense (Richardson, 1986). 

Lack of autonomy. Pelrnan and Hartman (1982) and Richardson and West (1982) 

found that autonomy, for the professional, is important. The absence of this aspect will 

cause stress. Maslach (1982) notes that burnout, in particular, will increase when the 

employees lose control over what they do in their job. For example, a library 

professional who works in an area requiring professional autonomy will likely have an 

increased stress level if that autonomy is not available. 

Role conflict. There are two significant models explaining job stress. First, lack of a 

fit between individuals and their jobs, and second, a conflict between the individual's 

values and the demands of the job (Daniels 1985; Rosenthal, 1983). When these two 

situations cause personal dissatisfaction high stress emerges and, as a consequence, 

individuals will not show much capability for doing the job. Role conflict exists in 

situations that require the controlling of personal feelings so job expectations will meet 

with individual values. Miles and Perreault (1976) indicate four types of role conflict 

which usually exist in a job: (a) person-role conflict: the individual would like to do the 

task differently from that suggested by the description; (b) intersender conflict: the 

individual receives an assignment without sufficient personnel to complete the task 

succesfully; (c) intrasender conflict: the individual is asked to behave in such a manner 

that one person will be pleased with the result, while others will not be; (d) rote 

overload: the individual is assigned more work than can be effectively handled. In 

addition, excessive work load, which is also a form of conflict, may create stress as do 

pressures to maintain a machine-regulated pace. At the other extreme, job boredom can 



also create stress. Individuals will have less anxiety, depression, and physical illness in 

more challenging work compared to those with less challenging jobs. 

Shiftwork. Monk and Tepas (1985) argued that shiftwork influences the level ofjob 

stress among blue-collar workers. As well, Reutenfranz, Colquhoun, Knauth, and 

Ghata (1977) show that shiftwork causes more frequent fatigue and gastro intestinal 

troubles than does day work. With shift work the employee needs to change his 

schedule on a rotating basis. This can cause disturbances in patterns of sleep, 

neurophysiological rhythms, metabolic rate, and mental efficiency. Reutenfranz et at. 

(1977) added that shiftwork disturbs the worker by causing an alteration or inversion of 

the normal activity cycle by obliging him/her to be alert and active during the night 

time hours while attempting to rest or sleep during the day. It may be that people can 

adjust to shift work, but it is not always easy, nor can it be done quickly. In fact, 

people may never make a completely successful adjustment. 

Inadequate positive feedback. The employees usually get feedback from supervisors, 

colleagues or their manager. Without feedback the employees may not know if their 

performance has been good or bad. Inadequate positive feedback can cause stress and 

burn out among the workers (Elliot & Smith, 1984; Pines & Aronson, 1988). 

Inadequate feedback can create stress if the supervisor does not shows appreciation of 

the employees' efforts, with a consequent decrease in employee self-esteem. This lower 

level of self-esteem is unlikely to promote job satisfaction and productivity. As 

Ashford and Cummings (1983) argue, feedback is not only an organisational resource 

but also a valuable resource for individuals in organisational settings. 
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Therefore job stress occurs when some element of the work environment or 

characteristic of the job has a negative impact on an employee's mental health and well 

being. For example, research conducted by Caplan and his colleagues (Caplan, Cobb, 

French, Harrison, & Pinneau, 1975) found evidence that work stress was associated 

with high levels of both anxiety and depession. Factors involved include the amount of 

professional autonomy allowed within the organisationlcornpany and the proportion of 

time spent dealing with other workers. Role conflict and role ambiguity are also 

sigrnficant variables. Opportunities for personal accomplishment and positive feedback 

for accomplishments also have a specific relationship to the development of stress in 

the workplace. So the emphasis of an intervening strategy should be to improve the 

adaptability of the workers to their environment. This strategy will not eliminate stress 

but will develop and strengthen the individuaVs resistance to that stress. 

2. 3. 3. Stress and blue collar workers 

Generally, employees can be divided into two sections: white-collar and blue-collar 

workers. There is a feeling that white-collar workers have more prestige than blue-

collar workers. In developing countries, such as Indonesia, the blue-collar worker feels 

inferior and may feel exploited and underpaid. The management staff itself knows that 

the rights of the worker will never be recognised, but they, seemingly, pretend that they 

will be in order to advantage of the company. In the Javanese case however, this is a 

little different. Suryadi (1993) and Koentjaraningrat (1984) point out Javanese people 

tend to accept pasrah" (what they obtain without complaint). They view their boss as 

"bapak" (father). As a father figure, the boss is expected to be available to provide 

"support and structure, to give information and advice, to mediate conflicts, and to take 

care of the members of the group when necessary' (Blair, 1987). Unfortunately, many 
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businessmen use their knowledge about their employee's culture to exploit them. 

However, as long as this exploitation is not too extreme, the employees will not feel 

that they are exploited and will not react. 

Fisher (1985) defines blue-collar workers as the skilled and unskilled groups in service 

or production industries who are responsible for the essential manual and monitoring 

operations required by the production process. The average level of education for blue-

collar workers is relatively low. 

Blue-collar workers tend to carry out unskilled, manual work but this may be 

broadened to cover service workers including porters, janitors, waiters, cooks, and 

barbers. Blue-collar workers are selling their labor rather than their expertise, and 

consequently management is often unwilling to give training to improve their skill, 

which may bring about a lack of commitment on both sides. According to Smither 

(1988) a large number of factors have been suggested as sources ofjob stress of blue-

collar work fall into three groups: I) heavy work and other physical conditions such as 

heat, noise, dust, presence of toxic substances; 2) paced, and/or repetitive work, 

demand for speed; work which is monotonous, requires no skill or over which there is 

no control; 3) tasks characterised primarily by various types of information processing 

activities and decisional complexity, often performed under time constraints. 

Accordingly, Shostak (1980) defines blue collar workers as those whose jobs involve 

manual labour. He adds that blue-collar refers to manual workers and in general to the 

"working class". 



One of the sources of stress, among blue-collar workers, is the lack of full involvement 

in the job (Shostak, 1985). They are apparently very susceptible to occupational 

stressors compared to their white collar colleagues. They will not complain explicitly 

about what they feel. In Javanese culture there is a saying, "kawula gusti", that means 

to automatically obey the leader. According to this viewpoint there is a mystical union 

of leader and follower (Emmerson, 1976). However, the employee will be happy if the 

employer gives "just a little" attention to him/her. There is another saying in Javanese 

life which supports this idea, that is "seseorang itu seperti hurufiawa yang kalau 

dipangku mati", which means that if one receives flattery from someone else, he will 

give in turn more than he has obtained (Kayam, 1993). When the worker is given an 

opportunity to do the job in a challenging and autonomous condition, he will be happy 

and do his/her best. 

Another difference between blue and white-collar workers commonly refers to those on 

an hourly and those on a weekly contract. Lupton (1976) says that the workers refer to 

themselves as earning so much an hour (blue-collar) or on a salary (white-collar). It is 

true that the line between white and blue-collar is still debated, but the two groups are 

generally well enough distinguished from one another to make observations from the 

point of view ofjob stress a variable proposition. 

Women workers, about one in four of blue-collar workers, often have to overcome 

male hostility and sexual harassment (Shostak, 1985). Male hostility and sexual 

harassment can result in the isolation and social rejection of female employees and lead 

to stress problems which disadvantage a company. While white collar females have a 

higher education level, they also tend to exhibit a greater demand for both better 
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facilities and better conditions in the workplace (Smither, 1988). Thus, it is not 

surprising if white collar females have a better knowledge of their rights when they 

face harassment cases in the workplace. As a consequence, they have a lower stress 

level compared to blue collar females. 

In order to solve some of the above problems, the first move should be to look to the 

sources of the problems. The employers play an important role in this approach. 

2. 3. 4. Stress and gender 

The effect of stress has been shown to have a negative impact on not only the 

individual worker's well-being but also on the employing organisation's economic 

costs (Schuler, 1980). Individual factors influence individual assessment and one of the 

individual factors is gender (Billing & Moss, 1984). Moreover, because of the 

potentially harmful consequences of stress, and the increasing number of women in the 

workplace, research on sex differences in work stress has become a topic of importance 

for both individuals and organisations (Mottochio & O'Leary, 1989; Skues & Kirkby, 

1995). It may follow that similar stressors have a differential effect on different 

individuals. Individual factors influence individual assessment and one of the 

individual factors is gender (Billing & Moos, 1984). 

Although there are an increasing number of women in the workplace, they are still 

subjected to discrimination. As pointed out by Shalit (1976), most countries have had, 

and many still have, labour regulations which forbid the employment of women in 

certain jobs. Regardless of whether it is reasonable or not, these labour regulations are 

based on three factors: the lower physical strength of women; the desire by women or 
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men to protect home and family life; and the desire to protect pregnant women, 

particularly during the early stages of pregnancy (1-lunt, 1975). 

However, stress reactions exist for both genders. So it is important to discuss the 

differences in stress between males and females in the work place especially since 

women have recently entered the workforce at a rapid rate. As Young (1990) stated, 

male and female workers have the same right to compete for a career. Though 

differential treatment between them may in itself be a source of stress 

Unfortunately, it is not an easy matter to compare the stress differences between males 

and females in the workplace. Literature reviews show conflicting conclusions. Baruch, 

Biener, and Barbett (1987) explained that non employed women experience greater 

stress than do employed women. Apparently, non employed women have greater 

psychological demands, and lesser levels of control, compared to employed women. 

The greater demands combined with lesser control are assumed to lead to greater stress 

for non employed women. The opposite review was stated by Nelson and Quick 

(1985). They concluded that employed women experience greater stress than both non-

employed women and employed men because of several unique stressors faced by 

employed women, such as the interface of marriage and work, social isolation, 

discrimination, and stereotyping. Females also have more sedentary jobs, a greater 

proportion of high stress jobs, and less control over the work process than do men 

(Karasek & Theorell, 1990). In addition, several studies earned out by Cooper (1986) 

and his stress research unit in England have demonstrated that, in general, women 

report higher stress levels at work than do men. Because only a small number of studies 

have been conducted about women, comparisons of the literature, on gender 
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differences and in job stress, will show a higher proportion of the data concerns male 

employees. 

On the other hand, according to Jick and Mitz (1985) male employees experience 

severe physiological problems (e.g., coronary heart disease, cirrhosis of the liver) more 

frequently than do women employees. Studies of women and comparison of both 

genders have been sparse in the area of occupational stress. The research conducted by 

Nelson and Quick (1985) however, indicates that women experience greater stress than 

both non- employed women and employed men because of some specific stressor, or 

stressors, faced by employed women. Some of the factors described previously, such as 

the interface of marriage and work, social isolation, discrimination, and stereotyping 

may also be signilicant. Males have other problems, such as being the boss, doing 

shiftwork, disciplining their staff, and coping with the rate of pay received (Lowe & 

Northcott, 1988). Among the general population, women tend to show more depression 

than men (Nolen-Hoeksema, 1987). Fontana adds that So far as responses to stress are 

concerned, women are usually allowed more scope for tears, withdrawal, absenteism 

and weakness generally and men more scope for anger, agression and self-assertion" 

(Fontana, 1989, p.  78). 

2. 3. 5. Reducing stress in the job 

Realistically, stress can never be totally eliminated from a person's life either on or off 

the job. So as stress reduction techniques are reviewed, it should be kept in mind that 

the concern is with reducing that type of stress which is dysfunctional. Ivancevich 

(1990) argues that the aim of stress management is to minimise negative consequences 

of organisational stressors effectively. It is therefore, necessary to make sure that an 
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employee's abilities match the requirements of the job. For example, when employees 

are "in over their heads", their stress levels will typically be high. In addition, 

understanding the sources of stress is an important prelude to developing a plan for 

effective stress management. Thus, the organisational sources of stress must be 

identified before processes can be developed for reducing or removing unnecessary 

stressors. 

As stated above, stress commonly has a negative impact both on the individual and on 

the organisation. Consequently, this issue has encouraged many experts and many 

companies to introduce special programs or strategies that reduce stress and improve 

health in the workplace. 

Industrial/organisational (I/O) psychologists have an important role to play in the 

development and evaluation of work stress intervention management (Newman & 

Beehr, 1979). However, the involvement of I/O psychologists has been overshadowed 

by the dominant role of the clinical psychologist (Ivancevich et al., 1990). Historically, 

the literature on psychopathology has regarded stress as a clinical condition; that is, an 

illness outcome based on the effect of stressors acting on the individual (Maher, 1970). 

"Stressors are external to the individual and include states of fear, prolonged physical 

effort and prolonged uncertainty" (Maher, 1970, p.  81). Most of the treatments are 

aimed directly at the individual, for example treating depression or anxiety through 

counseling or psychotherapy. As with the medical approach, this approach was not 

developed specifically for dealing with workplace stress, but has often been used to 

treat that problem (Winkelpleck, 1984). The most important factor in developing 
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methods of reducing work stress is that full collaboration takes place between I/O and 

clinical psychologists (Wall & Clegg, 1981). 

Ivancevich et al. (1990) have argued that the emphasis of an intervention strategies 

program should be to increase the "adaptability" of the individual to the environment. 

There is an implicit assumption that the organisation will not change but continue to be 

stressful, therefore, the individual has to develop and strengthen his/her resistance to 

that stress. Intervention strategies aim to assist employees to minimise the negative 

consequences of exposure to organisational stressors by either helping employees to 

modify their appraisal of a situation or by helping them to cope more effectively with 

the consequences of stress. In addition, even though stress is individually experienced, 

the programs relating to reducing stress are focussed on the organisational group. An 

organisational program is selected and aimed broadly at an entire employee population 

(Kahn & Byosiere, 1992). 

In order to have a good understanding about the strategies of stress management, Elkin 

and Rosch (1990) demonstrate some useful strategies for reducing stress: 

Redesign the task 

Redesign the work environment 

Establish flexible work schedules 

Encourage participative management 

• Include the employee in career development 

• Analyse work roles and establish goals 

• Provide social support and feedback 

• Build cohesive teams 
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Establish fair employment policies 

Share the rewards. 

Some of these strategies are designed to boost worker participation and autonomy, it is 

recognised that social support, control (job discretion and job autonomy) and coping 

behaviour play a crucial role in moderating the stress response (Frese & Zapt, 1988; 

Karasek, 1989). 

There are examples of intervention strategies which are related to emotional distress 

and job characteristics in order to reduce stress. Wall and Clegg (1981) reported the 

results of a work redesign study, which increased opportunities for employees to have 

autonomy, to participate in decision making, and to gain social support. Jackson (1983) 

showed the positive effects of introducing participation in decision making groups. The 

advantages of worker participation indicate that (1) workers desire to participate in 

decisions that affect their jobs, (2) a lack of participation is associated with negative 

affective states and physical health outcomes and (3) increased worker participation 

leads to higher job satisfaction, motivation and productivity. 

Regarding stress management, Cohen, Fink, and Gadon (1992) provided the steps that 

can be taken to manage the stress that tends to creep into any job before a stress 

management program is applied: 

I. Cultivate self-awareness so as to recognise stress symptoms. 

Assess a tolerance for ambiguity and seek to move into a situation 

that does not chronically exceed the limits. 

Monitor a diet and exercise schedule and practice good health 
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activities to enhance the physical capacity to handle stress. 

When faced with too many tasks, try to get started and focus on each task, one at a 

time. 

Set priorities for each day's work. 

Delegate by asking yourself if a particular task really requires your involvement. 

Check on whether you are performing a task unnecessarily well; try to avoid being a 

perfectionist when perfect" is not necessary. 

Don't over concentrate. Take a break occasionally, or even sleep on a problem". 

Renegotiate role expectations. 

Although all nine factors are important, the key component in stress management is 

'self awareness'; without these two words some programs of stress management are 

useless. Increasing self-awareness is seen as a crucial action. The program to be 

introduced must help the individual in increasing self-awareness and identifying 

individual stressor patterns (Cooper & Payne, 1988). 

To sum up the discussion thus far; the organisational management program selected in 

this study is the job characteristics approach. 

Agrawal (1984) attempted to highlight the applicability of the job characteristics 

approach in the management of organisational stress. Like others, he noted that 

stressors can cause serious health related problems both for the employees and the 

organisation. He also said that organisational stresses can be best managed by creating 

a good fit between a person and their work environment. 
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Furthermore, the use of the term "job redesign" (the job characteristics model is one of 

job redesign theories) refers to the way in which tasks are combined to form complete 

jobs. If stress can be traced directly to boredom or work overload, jobs should be 

redesigned to increase challenge or reduce work load. A redesign that increases the 

opportunities for employees to participate in decisions and to gain social support has 

also been found to lessen stress (Susan, 1983). 

According to Agrawal (1984), job redesign can reduce stress because that approach 

attempts to link the individual to the job characteristics with the expected outcome of 

high internal motivation, high quality performance, high worker satisfaction, reduced 

absenteeism and reduced turn over. Thus, according to Wall and Clegg (1981) ajob 

design intervention will increase both the employees' feelings of control and his/her 

psychological well-being. 

Apparently, these requirements can be met in the job enrichment program. In job 

enrichment, the employee has an opportunity for achievement, recognition, 

advancement, responsibility and growth (Bruce & Blackburn, 1992). 

2. 4. Javanese Workers 

Java is the political centre of the Indonesian archipelago and the homeland of the 

largest and most sophisticated of the Indonesian ethnic groups (Mulder, 1984). It will 

be useful to provide a brief background of the Javanese people in order to obtain a 

better understanding of Javanese culture. However, first we will discuss some related 

topics. These are human resources and culture, and work. 
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2. 4. 1. human resource and culture. 

During the late 1970s, the collapse of the assumption that capital and technology were 

the only paths to development, lead to the south group countries" (including 

Indonesia) shifting their attention to the utilisation and development of human 

resources. This happened may be becaused the previously used development processes, 

based on capital orientation in order to increase productivity and enlarge employment, 

had failed. 

From this experience, sufficient lessons had been given for the countries to find an 

alternative system which was suitable for their particular social value system. The 

alternative strategy model of development was more human, and emphasised the 

relationship between people, their work environment and/or their cultural background 

(Thandi, 1991). However, it cannot be ignored that the effective human resource 

management, at the level of the individual worker, is important in its own right. 

Whether or not individuals see work as a necessary evil, it is important to create a work 

environment which is not only safe and healthy but which also provides the opportunity 

for both the achievement of personal goals and job satisfaction. Indeed the challenge, in 

developing human resource strategies for a more sophisticated workforce, is arguably 

that of creating a working environment which enables individuals to achieve their own 

objectives in a manner which is consistent with and supports the objectives of the 

organisation of which they are a part. 

"For many workers a low quality of workforce is associated with conditions in 
the organisatiori that fail to satisfy important preferences and interest such as 
feelings or scene of responsibility, challenge, meaningfulness, self-control, 
recognition, achievement, fairness orjustice, security & certainty". 

(Schuler, et al., 1988, p. 347) 
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Additionally, competition has become more global. In fact, the era of globalisation 

brings a new phenomenon, 'competition in cooperation" (Djojonegoro, 1994, P.  2). In 

order to survive in cooperation, competition is a must (Djojonegoro, 1994). Chirac 

describes the condition of today's world: 

"Look at the great tendencies: everything shows that the world is moving 
toward larger ensembles. It is not possible for a country to go it alone if it 
wants to remain great and strong. 

(Time, Dec 1995, p. 35) 

However, the weak partner will always be in a difficult position and may even become 

the victim of the strong partner. The main asset in tackling this competition problem is 

the quality of human resources. This human resource must be arranged as wisely as 

possible in order to convince the worker of the need to adapt to the new values of 

industrial culture such as common rational thinking, working on time, working hard 

and giving attention to a high quality product. In this global era, competition is not a 

threat but an opportunity to build on the creative energy of its people. So, it is not 

enough just to participate: the objective is to win, to be better, faster, stronger than any 

other competitor. 

Increasing competition, combined with greater economic uncertainty have become the 

major characteristics of the modem work place. It is important that in Indonesia, like 

other countries in the industrialised world, greater attention is now being focused on the 

productive and efficient use of the workers. This interest can be explained largely by 

the unprecedented degree of change that has occurred in the international economy. 

Organisations no longer operate in a stable and predictable environment. Thus, it may 
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be suggested that human resource and culture themselves are the fundamental factors 

which play important roles in deciding the success or failure of employees to reach 

highly productive goals (Alder & Jelinek, 1986). 

Human resource theorists emphasise the interdependence between people and 

organisations. They focus on the way to develop a better fit between people's needs, 

skills, and values, on the one hand, and their formal roles and relationships on the 

other. In organisational activity one of the most important resources-no matter which 

country or culture is involved; is its people. People supply the talent, skills and 

creativity, and exert the effort and leadership, that contribute to the organisation's 

performance and productivity. In order to gain the optimal result for both the workers 

and the organisation, it is clear that "the culture factor" cannot be ignored. Schneider 

states: 

"We agree with others that the 'type of organisation' a firm is-its people, 
design, cultures, and so on-is becoming the new' basis for competitive 
advantage. 

(Schneider, 1993, p.  49) 

It can be concluded from the preceeding review that some popular assumptions about 

the human resource frame are: 

I. Organisations exist to serve human needs (rather than the reverse). 

2. Organisations and people need each other (organisations need ideas, energy, and 

talent; people need careers, salaries an work opportunities). 
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When the fit between the individual and the organisation is poor, one or both will 

suffer: the individual will be exploited, or will seek to exploit the organisations, or 

both. 

A good fit between individual and organisation benefits both: human beings find 

meaningful and satisfying work, and organisations get the human talent and energy 

that they need. 

There are many changes in the world of work, such as competition from domestic 

organisations and foreign entities, changing social values, the speed of technological 

advances, increasing costs related to the generation of goods and services, new product 

concepts and designs, changing educational levels in the workforce, increased 

governmental regulations, the increasing I ife expectancy of individuals, shrinking 

natural and financial reserves. It can be predicted that competition will only increase. 

To compete, an organisation must be able to anticipate, influence or control the quality 

of the forces which it uses to obtain a competitive advantage. When organisations lose 

their flexibility, in this regard, failures will follow. Thus, human resources must be 

handled carefully. As Alpander states: 

"The ultimate success or failure of an organisation will not depend on the 
restrictions imposed by the economic, political, social, and technological 
problems, but rather on its human resources". 

(Alpander, 1982, p.  18) 

From that point, it seems that the human resource is the most valued capital for a nation 

or company (Kompas, 1994). The resurrection and the dissolving of a country and 

company will depend on their capacity to face tough competition, in the era of 

globalisation. A key reason why the "type of organisation" or "culture" are of the 
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organisation the most sustainable source of competitive advantage, is that matters like 

the mix of people and the values of these people are difficult for competitors to imitate. 

Dunphy and Stace (1991) state that any plan to reposition a company requires a human 

resource management (HRM) plan to complement it. HRM may be defined as 

"involving all management decisions and actions that affect the nature of the 

relationship between the organisation and its employees-its human resources" (Dunphy 

& Stace, 1991). Managing the culture through HRM practices not only reinforces the 

culture but also creates a competitive advantage. So the central task of managers is to 

build organisations and management systems that produce harmony between the needs 

of the individual and the needs of the organisation, so that employees may reach their 

desired level of satisfaction, performance and stress, and the organisation may meet its 

goals. 

Consequently, the assumption that human resource issues are central for economic 

progress and quality of working life has led to the explosive growth of the Asian 

economies over the past two decades. The best example of success emphasising the 

human resources combined with cultural background in reaching high productivity or 

economic progress, is Japan. 

The predominant image of the Japanese worker is that he or she is hardworking, has 

great loyalty to the company and superiors, is strongly committed to the achievement of 

company goals and processes a self-image that reliects his or her sense of belonging to 

a particular company or organisation. Evidence of these characteristics are 1) a lower 

rate of inter- finii mobility in the Japanese work force (Cole, 1979) and 2)the fact that 
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the Japanese spend more hours at work, volunteer for overtime, and consistently under-

utilize their annual leave provision (Smith, 1984). 

Furthermore, Lincoln and Kalleberg (1985) discussed two theoretical perspectives, 

cultural, and organisational, which they argued encompass most explanations for the 

commitment, identification, and loyalty that Japanese employees exhibit towards their 

firms. Cultural theorists argue that "the source of modern Japanese workers' 

dependence on and identification with the company lies with a set of values which run 

deep in Japanese culture and tradition". James Abeglen, an American authority on 

Japanese management, states: 

"The system of employment in Japan is a highly efficient one, and one that is 
conguent with the main values and behavior pattern of Japanese society. It is in 
many ways a more human, less brutal system of employment than the west has 
developed. It certainly is characterised by less conflict. Both its economic 
effectiveness and its social values work to maintain the system". 

(Abeglen, 1973; p.  48-49) 

Another example also comes from the Asian Pacific region. Although interest in 

Japanese human resource management practices continues (Kirkbride & Tang, 1994), 

increasing attention is being drawn to management practices of firms in the "little 

dragons" of East Asia-Hong Kong, Singapore, Taiwan and South Korea (Hwang & 

Shaw, 1992; Steers, Shin & Ungson, 1989). These little dragons' have had 

phenomenal economic success in the last twenty years, with many authors attributing 

this success to the influence of Confucian cultural values which emphasise the need for 

hierarchical relationships and comformity, a respect for family and seniority, the 

importance of education, and the value of hard and diligent work (Hofstede & Bond, 

1988). 
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If human resources were truly considered to be the most important asset, then they 

would be treated as assets. This simply means that there would be a major investment 

in the development, retention and treatment of staff ,not in a patronising manner but in 

one that rests on the deep belief in the value of the people to the organisation. 

In sum, there are two reasons why human resources have became more central and 

important: (I) people are increasingly involved in more complex economic, political, 

and socio-cultural environments, (2) changing social values regarding the role of work 

make it a more complex task to manage people. Given the economic and social 

changes, managing workers has become increasingly complex: older workers tend to 

rely on past practices and traditional operating structures in the work place; younger 

workers with new ideals find old work structures and methods frustrating and in need 

of revision. Understanding and managing the changing relationship between employees 

and firms will be essential for the future of industry. 

In this regard and relating to this study, the effectiveness of human resource 

management will be linked with not only today's worker characteristics but also with 

the employees' cultural background. There are many characteristics of values, nonns, 

ethics and attitudes which will be discussed in reviewing aspects of the Javanese 

people. Therefore, it is expected that the combination in managing the human resource 

with cultural sensitivity will lead to maximum job productivity and job satisfaction as 

well as less job stress. in other words, when they succeed, both the organisation and its 

employees will benefit. When they fail, one or both sides will suffer. 

84 



In an attempt to attain economic progress and to face effectively competion with other 

nations, some barriers which related to the human resource quality have had to be 

removed. Certainly, improving the quality of human resource in the industrial world is 

the main key. This is especially true in relation to the productivity, satisfaction, and 

performance of the workers, and is linked to the quality of the human resource. 

Viewed from the social-cultural aspect, the high quality human resource unit is a 

human who will survive in a changing era and is oriented to technological and 

scienctific cultural values (K.oentjaraningrat, 1994). 

In developing a complete picture of Indonesian human resources, the appreciation of 

the cultural and psychological background of Indonesian people in general or Javanese 

people in particular is crucial. A good understanding of this background will help in 

selecting which elements are to be retained and which are to be eliminated. For 

example, Japan has built itself up to be one of the richest countries in the world and has 

a modern industrial system based on its cultural background. Indonesia, which has a 

similar cultural background, could utilise this in an effort to support the national 

development to be a competitive nation in the world and to enhance the worker's 

productivity. In addition, the Javanese characteristics which advocate competition 

should be utilised. 

2.4.2. Work 

Discussion of human resources cannot be separated from a discussion of the work 

itself. Human resources (the workers), cultural background, and work are tightly related 

to each other. Whether consciously or sub consciously felt, work plays an important 

role in everyday human life. It can be seen that the amount of time spent at work is 
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more than is spent on any other activity. According to a study, about one third of a 

person's time is spent at work. So it is not surprising that everyday human life cannot 

be separated from activities at work. Bruce and Blackburn certainly believe this: 

"Employees-and you yourself, after all-spend most waking hours at work, 
thinking about work, resting up from work, or preparing for work. Work is an 
intrinsic part of most lives, frequently our reason for being, a place from which 
we get our identity. Work provides daily meaning as well as daily bread". 

(Bruce and Balckburn, 1992, p.  4) 

There are a number of reasons why people find work important. People work because 

they receive rewards in exchange for their services. The reward may be money, or it 

may be purely intrinsic or internal (Savall, 1981). An example of an intrinsic reward 

might be the personal satisfaction in helping a good cause that comes from working, 

say, as a Red Cross volunteer at the Blood Bank. 

People may work because of the social function that work provides. The workplace 

provides many opportunities for meeting new people and developing new friendships. 

In fact, work can become a place where some people spend more time with their fellow 

workers than they do with their own families (Bruce & Blackburn, 1992). 

Work can also be a source of status of a person's rank in our society. Compare the 

social status of the unskilled labourer to that of an engineer. 

Another reason why people find work important is the personal meaning that work has 

for them. In Maslow's terms (1954), work may be a source of self-esteem and self-

actualisation. It may give people a sense of purpose and an identity. On the other hand, 

some people may have a negative reaction to work. They may also find work 



frustrating and boring. Thus, a negative and positive reaction of the workers to their job 

is commonly reflected by feelings of either satisfaction and dissatisfaction. 

Work may also provide individuals with a sense of purpose. It may help them to keep 

active, to organise their activities and their lives on a daily basis, and to feel that they 

are doing something significant. For example, Super (1986) noted that in some 

societies being without ajob symbolises a loss of role, purpose, and meaning, and he 

proposed that one major function of work was to provide a way of structuring time. In 

other words, the people in work are given the responsibility to arrange the time for 

doing the job. 

It appears that the only element these usages share is some notion of purposeful 

activity. To define work only as purposeful activity, however, leaves one with a 

concept so broad in scope as to be almost useless; components of almost all human 

activity, including love-making and playing, seem to consist of purposeful activities. 

There are many different definitions of "work". According to Hodgetts (1980) work is 

the use of physical and/or mental effort that is directed toward the production or 

accomplishment of something. Also, he argued that work is an activity that produces 

value for the worker. 

Currently, increases in strikes and absenteeism and declines in the rate of growth of 

national productivity have alarmed many profesionals. Analysis of this distressing state 

of affairs has often pointed to the meaning of work as a major cause. It is assumed that 

recent changes in social values have brought concomitant changes in the meaning of 
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work. Thus, today's employees tend to stress the importance of autonomy, interesting 

work and financial rewards over the moral importance of hard work and pride in 

crafsmanship. Decreases in the rate of growth of productivity and rising unrest were 

viewed as the result of this decline in the traditional work ethic (Chernngton, 1980). 

2. 4. 3. Java island 

The homeland of the Javanese is Java island, a moderate-sized island over 1200 km 

long and 500 km wide (in a straight line drawn between its extrerneties). The island is 

located between 6 degrees and 9 degrees south and 105 degrees and 115 degrees east. 

The climate is tropical, with a dry season from March to September and a wet season 

from September to March. Mountains and plateaus are somewhat cooler than the low 

lands. Java accounts for only 7 per cent of the total land area of Indonesia 

(Koentjaraningrat, 1985). 

Understanding Java is important because over a third of the Indonesian population 

resides on this island. Of 200 million Indonesian people, 64% or 128 million, live on 

Java and Madura islands, where the population density is about 726 person per square 

km. Java island is the most populous island in the world (Suseno, 1991). On Java there 

are various ethnic groups, but this study will deal only with the two major ethnic 

groups, the Javanese and Sundanese. The Javanese people occupy the central and 

eastern parts of the island of Java, with the western part being the homeland of the 

other ethnic and linguistic group, the Sundanese. 

The most important cities (capital and business centres) are also located in Java: on the 

western side there is the capital city of Jakarta. In the mountains there are cities such as 
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Bandung and Bogor, and on the north coast can be found harbour cities like Cirebon, 

Pekalongan, Semarang, and Surabaya. In the inland area there are kingly cities such as 

Yogyakarta and Surakarta, and in the east of Java there are Madiun, Kediri, and 

Malang. 
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Fig 4. The region of Javanese culture 

2. 4. 4. Javanese society 

It is difficult to ascertain accurately the number of the Javanese people. The reason for 

this is their high mobility (Koentjaraningrat, 1985). However, based on data from the 

experts, the number of Javanese people can be estimated at about 45% of all Indonesian 

people, the largest of 300 ethnic groups (Suseno, 199 1). 

"Wong Jawa" or "tiyang Jawi" are the names that the Javanese use to refer to 

themselves. The Indonesian term for the Javanese is "orang Jawa". The term "djawa" 

has been traced to the sanskrit word "Yava", "barley, grain". In order to describe 



briefly Javanese society, the next section will review the social customs, language and 

other characteristics of Javanese people. 

According to Geertz (1983), Javanese society is falls into two groups: "priyayi" (civil 

servant) and "wong cilik" (little people). Priyayi includes the royal family, nobility and 

civil servants. Wong cilik includes the farmers and the people who live in the villages. 

Similarly, Smithies (1986) assumes that Javanese people have 2 (two) social classes, 

which has more relevance to recent times. There are inherited priyayi and occupation 

priyayi. Occupation priyayi, besides the higher class bureaucrats includes also the 

middle class bureaucrats and the lower level of bureaucrats who work in the village 

offices. 

The kingly bureaucrat is the highest level in the priyayi structure. Lower than kingly 

bureaucrat are the bureaucrat priyayi who work in the city. The lowest level of 

bureaucrats work in the village. The priyayi class do not work with their hands, usually 

they are teachers, managers, governors; this includes the middle or upper class of 

manager. Usually culture and art are developed by the priyayi class. Since they always 

have intensive relationship with the kingly family, the priyayi class have a high status 

in society. In past times they obtained respect from the people and have tried to 

increase their influence by marrying members of the kingly family. At present, 

however, the influence of the kingdom in society has been reduced. 

Also, in the past, there were clear differences between "priyayi" and "wong cilik", 

which was illustrated by Kayam (1983). They usually use the symbols, such as: 

1. Gelar kebangsawanan (noble name) 
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Gelar kepangkatan (degree level name) 

Bentuk rumah (the model of house) 

Uniform clothes 

Umbrella 

Language level 

Attitude and ethics in the relationship 

in some cases noble names remain relevant, especially for those who live in the family 

kingdom around Yogyakarta and Surakarta. But, due to the lack of its value, compared 

to education level, some people who have inherited blue-blood are ashamed to use their 

noble name. They consider education more important for obtaining high employment 

opportunities (Kayarn, 1983). 

The wong cilik" who work in the city usually work in companies or enterprises, but 

there are those who work as servants in the Javanese priyayi or Chinese households. 

They live in a kampung or outer suburb of the town, or even in a slum. In the past, 

they usually worked as farmers but, in order to get a higher income, they moved to the 

city. Most city residents are wong cilik" (Suseno, 1991). 

Priyayi and wong cilik can be further distinguished by housing, clothing, and standards 

of living (Kayam, Poedjosoedarmo, Usman, Darban, Suhapti, Daryanti, 1983). 

According to Marbangun, (1984) the wong cilik cannot always be identified with poor 

clothing and housing and the aristocratic families do not always have a higher standard 

of the same. 
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Based on area, Javanese culture can be divided into two parts: (1) the north coast 

district, where trade relations, fishing and the influence of Islam are dominant factors; 

and (2) the inland area, often called "kejawen' (Javanese style), which has cultural 

centres in the kingly cities of Surakarta, Yogyakarta and also includes the cities of 

Kedu, Banyumas, Madiun, Kediri, and Malang. 

The language used by the Javanese is Javanese which is one of 250 local languages in 

Indonesia. The Javanese language is part of the Austronesian language. It is spoken by 

more than fifty million people (l-Ierrick, 1980). Despite its widespread use, however, 

Javanese does not have the status of an official language, since Java is part of the 

Republic of Indonesia. Instead, "Bahasa Indonesia" was chosen as the official 

language of Indonesia. 

The Javanese language has three major levels (Smithies, 1986), each with its own 

vocabulary and plus a wealth of personal pronouns, nouns, and verbs. The person 

speaking uses the level appropriate for the person being addressed: (a) if that person is 

of the very highest rank, then the highest form, kromo inggil" (high or polished speech 

level) is used; (b) the next highest is krorno biasa", or just "kromo" (intermediate 

speech level). The level below this, is "kromo madya", or just "madya", and is used 

between persons of equal rank and status; (c) low Javanese is known as "ngoko" (plain 

speech level) and may be spoken by any Javanese from small children to old people, 

from "sudrapapa" (people of the lowest caste) to "para ratu" (the kings). "Ngoko" 

consists of "ngoko lugu" (unpolished ngoko) and "ngoko alus" (polished ngoko). 

"Ngoko lugu" is used (I) when speaking to oneself; (2) when speaking to an intimate 

92 



of the same age and status, and (3) when speaking to a person of lower age, status, 

and/or education. 

The Javanese are the most influential group in the civil service and the military. The 

influence of Javanese culture on Indonesian culture, which is syrnbolised by "bhinneka 

tunggal ika" (unity in diversity) is very pervasive. 

2. 4. 5. Characteristics of the Javanese people 

A discussion of Javanese people cannot be separated from a discussion of their cultural 

background. Javanese people are the supporters and operators of Javanese culture. It 

would be impossible to place the dynamics of the Javanese social process in a proper 

perspective if we are not able to understand the culture in which it unfolded. According 

to anthropological concensus 

"Culture consists in patterned ways of thinking, feeling and reacting; acquired 
and transmitted mainly by symbols, cons-tituting the distinctive achievements 
of human groups, in-cluding their embodiments in artifacts; the essential coreof 
culture consist of traditional (i.e., historically derived and selected) ideas and 
especially their attached values". 

(Kluckhohn, 1951, p.86) 

As Whiting (1976) pointed out, this concept of culture is too broad and imprecise for 

scientific use it must be unpacked. For psychologists, this unpackaging takes the form 

of identifying the constructs that relate to behaviour, such as values, motivations, 

beliefs, expectancies for reinforcement, personality traits and so forth. This is similar to 

Ember and Ember's (1985) definition. They state that culture encompasses the learned 

behaviours, beliefs, and attitudes that are characteristic of a particular society or 

population. They also defined it as "the shared customs of a society". 

91 



Based on the discussion above, Javanese culture is a reflection of the Javanese people's 

characteristics which include: ethics, willingness to do well, ideas, aspirations or 

morals in regard to their welfare, safety and happiness. However, Javanese culture is 

not homogeneous and the characteristics of individual Javanese people differ. The main 

Javanese characteristics which have been preserved such as, rukun (in harmony), damai 

(peacefully), hormat (respect), ramah (friendly), and tepo seliro (considerate) are still 

relevant. 

These characteristics are tightly related to Javanese ethics. There are two particularly 

important formulations which refer to the main ethics of Javanese culture. These ethics 

are formulated as "sepi ing pamnrih ramne ing gawe" and "mamayu hayuning bawana". 

In essence it means 'non self-interest', and 'hard work' and 'maintain the peace of the 

world'. 

The first factor "sepi ing pamrih" is the key word for Javanese philosophy. This phrase 

is the main indicator for an conscious effort to fight "hawa nafsu" (passion) in an effort 

to reach peace and wisdom. The word "pamrih" is often rendered as "kepentingan din", 

or self-interest and self-importance. According to Djojodigoeno (cited in Atmosaputro 

and Hatch, 1972), who reviewed "Wedatama", this will result in a benevolent attitude 

toward others and to mankind in general. This latter attitude is only a consequence of 

the practice of "sepi ing pamrih", and not a purpose in itself, self-interest has first to be 

overcome and a pure mind established. It is assumed that this state would be good 

because people would have the correct attitude towards each other. 
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however, the important thing is the relationship between the individual and God, 

regardless of wordly consequences. When people strive to better themselves, they 

improve their wordly conditions as a result. Based on this explanation, "rame" may 

doubtlessly be translated as 'active'. But the words "ing gawe" rather refer to "darma", 

that is station in life, to be a good servant, to faithfully and actively perform one's task 

in the hierarchy, this task is a God-given place rather than a personal endeavour. As 

such, Mulder (1984) prefers to illustrate that "rame ing gawe" is the faithful practice of 

one's duty in the place where one has to perform it- be it as a peasant or a servant, a 

functionary or a king - not emphasising personal initiative or responsibility, but the 

faithful acceptance of one's task and duty, the fulfilment of the place in life that one has 

been born to and to perform according to the law of "karma", the law of "God", and the 

law of"men." 

Conversely, Sutrisno argues that "rame ing gawe" means to work hard for oneself and 

ones family, for society, or for the welfare of the world. Thus, the phrase "rame ing 

gawe" must be understood in its relationship with "sepi irig pamrih". Javanese believe 

that the world will be harmonious when humans have a proper attitude and as a result 

everything will follow the appropriate rhythm (Suseno, 1991). 

The third element of the formula "Mamayu hayuning bawana" has been translated by 

de Jong (1976) as "to adorn the world". In "mamayu hayuning bawana" no activity is 

implied. When this is still carried out, it means a blow to modern thinking about 

progress and development. He has the proper attitude, the loyal fulfilling of 

responsibility and shows "sepi ing pamrih", which proves that the human being is 

successful in occupying his "nafsu" (passion) and is not controlled by his ego anymore. 
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In fulfilling his responsibility the person makes a contribution towards the 

synchronisation of the whole of world society. 

The review above shows the importance of the harmonisation of society and the whole 

world. According to Suseno (1984) there are two important rules in the relationship 

pattern of Javanese people, that is "rukun" (harmony) and "hormat" (respect). That is, 

every human being should act according to his position and the level of his obligation. 

These two principles are normative frames that determine forms of social interaction. 

As a member of the society, a Javanese is always aware and cognizant of society's 

expectation that he/she will behave according to these two principles. 

The first principle which seeks to preserve harmony in the society is "rukun". "Rukun" 

means a harmonious situation, quiet and peaceful, without conflict, unity for the 

purpose of mutual support. Harmony also indicates a behavioural manner. To behave in 

an harmonious manner means to eliminate signs of tension in society or among 

individuals so that the social relationship is always maintained. Harmony implies the 

conscientious efforts of all individuals to behave peacefully towards each other and to 

avoid conflict. 

Conflicts will naturally occur as the different interests of individual members of the 

society vary. When such a situation arises, 'harmony' demands that each individual be 

willing to lower the priority of his own interest or, if necessary, abandon it entirely, for 

the sake of communal harmony. Placing personal interest as the top priority without 

considering social approval, or attempting to put oneself in an advantageous position 

without involving others, is valued as less "good", because a new initiative seems to 
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open up new situations that change the established interests which have been socially 

integrated one with another, and this, therefore, may cause social conflict. 

The Javanese have an indirect way to show disagreement in a compromising situation. 

For example, when someone does not agree with the decision which has been made in 

"rnusyawarah" (the process of decision making by mutual consultation), usually he will 

not carry out the decision. Through this way, the human being contributes optimally to 

society's harmonization and public welfare, and enables himself to reach "ketenangan 

batin" (peace of mind). The individual among Javanese people must not be an egoist, 

because this will cause conflict with the social environment (Pranaka, 1984 Jatman, 

1985). 

The second principle is "respect". This principle states that each individual should 

show reciprocal respect in interaction, in accordance with each other's status and 

position. When two persons meet, especially two Javanese people, language, 

characteristics, and attitude must express an acknowledgement of each other in the 

social specific context. 

In the Javanese language it is impossible to speak to someone without showing one's 

assumption of the social level of the other person. The respect principle is based on the 

assumption that all social relationships are hierarchical. They who have the higher level 

must be respected, while the proper attitude for the lower level is also to show respect 

(Suseno, 1991). 
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Good relationships, unity in peace, and harmony are the important aspects in daily life. 

It can be seen, for example in "gotong royong" (mutual cooperation). "Gotong royong" 

activity is a reflection of "kerukunan" (good relationship) (Suseno, 1991), as Mintz 

explains: 

Gotong royong is the recognition of the common responsibility of the 
members of the community toward the community as an entity. Gotong 
royong is not just something to be invoked by an individual needing help; it 
has a more positive content. Things are done by the whole community for 
the whole community. Gotong Royong is the motivating force behind 
village projects embarked upon by all members of the community after 
agreement has been reached." 

(Mintz, 1965, p. 12-13) 

In reality, the "gotong royong" system is valid for neighbourhood life. Gotong royong 

exhibits the attitude in "memperingan beban" (alleviating the burden), in order to get 

help or assistance, people must help each other. Gotong royong not only exists in 

neighborhood life but can also be found in the working world (Sujarnto, 1993), though 

certainly with changed characteristics. 

Gotong royong is a custom which describes the cohesion of Javanese people, and also 

is supported by the saying: "mangan ora mangan fling kumpul" which means "even if 

there is not much to eat, it is important that we are together" is often heard at such 

gatherings (Koentjaraningrat, 1984). This cohesiveness is explained in another context 

by Orwell as follows: 

All that year, the animals worked like slaves. But they werehappy in their 
work; they grudged no effort or sacrifice,well aware that everything that they 
did was not for the benefit of themselves but for those of their kind who would 
come after them". 

(Orwell, 1946, p.63) 
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According to Koentjaraningrat (1984), there are ') (three) important aspects of 'gotong 

royong" 

One must realise that in his life, he will always depend on others. 

One must be ready to help others. 

One must be aware that he should not try to put himself above others. 

These aspects indicated that the Javanese are 'a collectivist" society (l-lofstede, 1985) 

or "gemeinschaft" (Tonnies, 1957). As mentioned by Hofstede (1985), collectivist 

cultures are characterised by attitudes that favour interdependence, norms that favour 

wholeness in the group and values that favour security, obedience, duty, in group 

harmony, in group hierarchy, and personalised relationships. 

In a "gotong royong" atmosphere, there is one popular phrase which aims to support the 

cooperative spirit that is "rawe-rawe rantas malang-malang putung" or all objects that 

are hanging down in front of you must be pushed aside, and all obstacles must be 

broken to pieces (Koentjaraningrat, 1986). This phrase can also be assumed to be the 

reflection of "kerukunan". Moreover, the existence of the success of "gotong royong" 

can be identified if there is a "kerukunan" (harmony) among the people (Mulder, 1986). 

There is an indication that "gotong royong" can be utilised to sustain increasing 

productivity, provided it is arranged as effectively as possible (Mulder, 1984). 

According to Sujamto (1991), usually gotong royong will grow well in a cohesive 

society. High cohesiveness cannot be separated from the characteristics such as 

"kekeluargaan" (relationship), "setia kawan" (loyalty to each other), "kesatuan" (unity), 



saling membantu (supporting each other), rasa memiliki (a sense of belonging) and 

"kelompok yang rukun" (solidarity in the group) (Sujamto, 1991). In addition, there is 

good communication. Good communication is characterised by responses such as 

"urun rembug' (sharing an opinion), "banyak gagasan dan ide dart anggota" (many 

ideas and opinions from members), 'saling mengisi dan mengoreksi" (making 

contributions and corrections to each other) and "adanya saling pengertian dalam 

menentukan keputusan bersama" (good understanding in making corrections). 

Consequently, these characteristics will create a good work atmosphere (positive), so 

indirectly stimulating the employee to work hard in order to gain high productivity 

(Blair, 1988). 

Cooperation is a straightforward category comprised of variations of statements, 

including good cooperation and satisfied work situations. This atmosphere is 

characterised by Thidup rukun" (group concord and peace). In a good situation, the 

members are working cooperatively rather than competing with or undermining each 

other. They argue that a disappointed feeling can lead to sickness. In other words the 

human being must have a tsepi in,,, parnrih" attitude. More than that, there is an 

awareness that everyone has his own task and obligation in the world, and the best 

thing, the most enjoyable and the most healthful thing for everybody, is when they are 

with each other fulfilling their obligation, and have the "rarne ing gawe" attititude. 

Thus, one who follows the Javanese ethic will feel happy and enjoy "katentremaning 

ati" (peaceful in mind) (Suseno, 1991). 

Javanese children have been educated in using appropriate respect attitudes within the 

family environment. This has been explained by Geertz (1961). She says that this 
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education is obtained through three feelings learned by Javanese children in a situation 

which requires a respectful attitudes, namely; "wedi" (afraid), "isin"(ashamed), and 

"sungkan"(rel uctant). 

"Wedi" means being afraid, both as a reaction to physical threats and/or as an effect of 

wrong conduct. Firstly, the children learn how to be afraid of elders to whom they 

show respect. The elementary forms of "nice" behaviour and courtesy are taught to 

children by warning them about the possible threats and dangers that might come from 

strangers or any other form of power outside the family. 

After obtaining "wedi" education, the children will get the "isin" (ashamed feeling) 

education: guilty feelings. Learning how to feel ashamed is considered to reflect the 

maturity of the Javanese personality (Koentjaraningrat, 1984). The evaluation of"ora 

ngerti isin" (not understanding the feeling of shame) is viewed as bad. The feeling of 

being ashamed is reinforced in the children through parental correction and 

admonishment in front of neighbours or visitors. But in friendly situations (for 

example within the family) this feeling does not appear. This feeling of shame is one of 

the strongest motivations for Javanese to adjust their behaviour to social norms. 

Meanwhile, "sungkan" (combination of feeling afraid, shy, ashamed, respect) is the 

feeling which is close to "isin" (ashamed). This feeling will be inculcated when the 

appreciation of wedi and isin feelings are good. Sungkan can be illustrated as a form of 

respect shown to a boss or the people on the same level. "Sungkan" is a 'positive' 

ashamed feeling which is felt when one meets his boss or a dignitary. Sungkan by 

Geertz is illustrated as: 
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"a feeling of respectful politeness before a superior or an unfamiliar equal. 
Sungkan is like isin, only without the feeling of doing something wrong". 

Geertz, 1961,p. 114) 

"Wedi", "isin", and "sungkan" are the continuity of feelings which have the social 

function of giving psychological support to the principle of respect. Understanding 

"isin", "sungkan", and "rukun" and understanding when to act on these feelings, means 

that people have reached the goal of becoming the perfect Javanese person. "Wedi", 

"isin", and "sungkan" are socialised characteristics of the Javanese personality. These 

characteristics are continually used in real life. 

The content of the claims of "hormat" together with "isin" and "sungkan" are limited. 

A higher position does not give privileges, for example, an inheritance right to the 

family. Moreover, the "hormat" principle just claims seniority in the outer attitude 

rather than giving real economic privileges. 'Respect only means acknowledment of a 

higher position through appropriate regulation" (Geertz, 1961). 

Moreover, the Javanese work ethic is a positive ethic and remains relevant to the 

present time and, perhaps, for the future. In fact, there are many misunderstandings in 

interpreting the meaning of the Javanese philosophy. In the section below, such 

misunderstandings of the meaning of some other Javanese phrases related to the work 

ethic will be reviewed: 

a. Narinia ing pandum (to accept life as it comes) 

This phrase is often misunderstood as the willingness to accept everything in an 

apathetic way. In fact, nrima (accepting) is a positive attitude. Nrima means that when 
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a person feels disapointed and has difficulties, he/she still reacts rationally. Narima 

demands the power/ energy to accept everything which cannot be avoided without self 

destruction. Narirna gives the strength to take responsibility for bad consequences. The 

practitioner remains happy in any hardship and is anxious in pleasure (Suseno, 1991). 

Alon-alon waton kelakon (slowly but surely) 

This phrase is also often misunderstood. It was said that "alon-alon waton kelakon" 

refers to inefficiency in doing a job. Alisyahbana even says that this phrase makes 

people who have a Javanese cultural background uncompetitive (Alisyahbana, 1985). 

This is most definately a misconception that should be corrected. 

This phrase can be understood positively, to mean "not to work quickly and carelessly". 

Rather in doing the job, one must work carefully. The most important thing is "the 

quality" (Kayam, 1983). In the context, of doing the job, a worker must assess his/her 

own capacity to avoid inefficiency and ineffectiveness. Thus, the key positive value of 

this phrase is quality and effectiveness. Partokusurno (1986) added that the phrase of 

"alon-alon asal kelakon" is stressed on its "kelakonnya," not on its "alon-alon". This 

means that we must be patient in expecting what we want, while struggling to reach the 

goal. 

Tuna sathak hathi sanak (no money but have many friends). 

Commonly this phrase is taken to indicate that Javanese do not like working hard, even 

though they have no money. They are still happy as long as they do not lose friends 

(Lubis, 1979). This meaning is too simplistic and must be placed in the context of 

Javanese culture. Those who give a negative meaning to this phrase say that Javanese 
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are afraid to face difficulties in life (especially in work). This is not so; Javanese people 

assume that working hard is vital for life. In order to help friends, at least they must 

have money, and this can be found by working. Nevertheless, the Javanese prioritise 

good relations over money (Sujamto, 1990). 

Besides "sepi ing pamrih rame ing gawe", there are other phrases in Javanese which are 

relevant to the present time and have a positive value. These phrases sum up the work 

ethic of the Javanese: 

icr basuki mawa bea 

Ngunduh wohing panggawe 

Rawe-rawe rantas malang-malang putung (Sujamto, 1991). 

Ad. a. icr basuki mawa bea (in order to obtain what one wants, one must make 

sacrifices). 

in other words, working hard is the key element to reach one's goal. This is evidence 

that "work" is a crucial factor in Javanese cultural life. Javanese people realise that 

"effort" is the most important thing in reaching a goal. (Hardjowirogo, 1989). 

Ad. b. Ngunduh wohing panggawe (he who produces will consume, he who plants, 

harvests). 

This phrase is closely related to "jer basuki mawa bea". If one tries to work hard, he 

will achieve a maximal result. The idea is roughly that he who produces will consume, 

he who plants will harvest. 
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Ad. c. Rawe-rawe rantas malang-malang putung (This means that all objects that are in 

front of you must be pushed aside and all obstacles must be broken to pieces). 

This phrase is sometimes in contradiction with the saying of "aja ngaya" and "aja 

ngangsa" which both mean don't overwork yourself,  don't try too hard. A deep 

understanding of these phrases is vital, in order to avoid misunderstanding. The phrases 

"aja ngaya" and "aja ngangsa" mean that human beings certainly must work hard, but 

there remains another aspect which is more important, that is harmony. The people 

must asses their strength, and do not work more than they can. it is argued, the good 

person is somebody who is in step both with God and the God-given order of society 

(Mulder, 1984). 

Working hard in Java is culturally important (Mulder, 1984). Principally, the Javanese 

do not think about the essence of their result in working or the meaning of their work. 

But they believe they must "ngupaya upa" (work hard in order to to have food to eat). 

However, in terms of supporting hard work, the role of participation from the people 

or the worker cannot be ignored. 

To organise participation by the people, the role of the leader is vital. Although hard 

work is very important in the daily life of Javanese society, the workers are not 

encouraged to work beyond their ability. They must realise their strength and always be 

introspective (feedback) on what they have done. Thus, the element of balancing 

between effort and ability gets attention (harmony). 
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For Javanese, it is common to think of the leader as "bapak" (literally "father") 

According to Jackson (1978), the bapak is much more than just a supervisor and has the 

paternalistic function of looking out for the spiritual, material, and personal well-being 

of subordinates. The "bapak" system reflects a need for a dependent relationship among 

the Javanese (Geertz, 1981). To be individual is considered foolish; the realities of the 

system are that "the most desirable goods in life such as government jobs, scholarships, 

rank in the army, and the opportunity to travel abroad come to the individual only as a 

result of his bapak's access to these social goods and the bapak's willingness to favour 

him disproportionately in distributing these goods" (Jackson, 1978). As far as the 

"bapak" or leader is concerned, "status is defined not by wealth but by having a large 

retinue of dependents". Jackson surnniarises this as follows: 

A need for dependence, a desire to keep separate internal feelings and overt 
social actions, and a drive to achieve the most refined, smooth, and (civilized 
(halus) manners are among the primary forces motivating Indonesian social and 
political life. 

(Jackson, 1978, P.  36). 

In order to support participation, there is a slogan saying "tijitibeh" which stands for 

"mati siji mati kaheh" (one die, all die). To clarify this slogan Mangkunegoro 1 (the 

rules of Mangkunegoro Surakarta Palace in the 18th century) created "Tri Dharrna" 

lessons which contain the following three ideas (Sujamto, 1992): 

"Rumangsa melu handarbeni" (sense of belonging) 

"Wajib melu hangrukebi" (obligation of struggling) 

"Mulat sarira hangrasa wani" (dialogue with conscience) 

For the people to feel "wajib melu hangrukebi" (commited to struggle) or sacrifice, 

there must first be generated an awareness of "rumangsa melu handarbeni" (sense of 
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belonging). This is a position which syncronises individual and organisational 

interests. The third lesson, "mulat sarira hangrasa wani", is also a lesson which involves 

one's conscience. The more that dialogue is congruent with conscience, the more a 

person is likely to be protected from negative attitudes and behaviour. These "Tn 

Dharrna" lessons blend into Javanese characteristics as reviewed before, and may be 

utilised for optimising organisation goals. 

Accordingly, it can be understood that the "individual" in Javanese culture appears to 

lack initiative, but the same individual will be different when he is in a group. In a 

group situation, the initiative of a Javanese, as the "TrI Dharma" lessons implicitly 

show, may be seen. A Javanese cannot be separated from others and work effectively 

(Sujamto, 1992). This does not mean that the individual role is ignored, or the 

individual cannot reach high achievement. The supported individual will reach 

maximum performance, based on his/her individual strength and talent, which will be 

directed towards group advancement. As Mulder pointed out: 

the individual person should be a coordinated and harmonious part of his 
unitary group, and Javanese culture appears to abandon its individuals in the 
social dimension yet recognizes personality and individual pursuits. Javanese 
etiquette gives the individual a means to hide andsafeguard himself; as long as 
he does not disturb harmony and seemingly co-operates, he is allowed a certain 
privacy". 

(Mulder, 1984, p.  112) 
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Therefore, those attitudes mentioned above can be understood from the following: 

"In Javanese culture, social life is characterized by prestige,honour, privilege, 
power, and submission in its hierarchical dimensions, by gotong royong, rukun, 
and stringent social in its more horizontal dimensions. Where these two 
dimensions mesh, they should be harmoniously co-ordinated in a smooth unity. 
The individual should lie low and certainly not thwart the smoothness of 
process by exerting his will or private opinion. Individuals should primarily be 
group members, and their expression of individuality should be the expression 
of their group. At the very least, he should avoid all overt expression of conflict. 
The individual who wants to achieve on his own terms, or who is overtlycritical 
of the social order, is little appreciated and preferably isolated from the social 
process". 

(Mulder, 1984, p.  119-120) 

There is a continous seeking for a father idol who can be trusted and followed. In 

Javanese culture, there is an assumption that a parent can never be wrong, never be 

quetioned or defied (Waldendorp, 1976). There is also another assumption that creating 

the family and having children is the highest fulifilment in life (Muider, 1986). 

2. 5. Job Enrichment 

Job redesign, motivation, the theory behind Job enrichment, and the job enrichment 

approach are the topics discussed in this section. 

2. 5. 1. Job redesign 

Since economic endeavours tend to be global, economic competition has become more 

complex. Inter-dependence among countries cannot be avoided. This is illustrated in an 

example given by Mile: 



"A piece of ice hockey equipment, is designed in Scandinavia, engineered in the 
USA to meet the requirements of the large US and Canadian market, 
manufactured in Korea and distributed through a multinational market network, 
initial distribution from Japan. Workers cannot be just hands, they must be 
hands and minds and sense". 

(Mile, 1989, P.  17) 

In the past, organisational management attempted to face this global challenge by 

trying to increase the productivity level of the company. Both the important role of the 

workers, and the design of the job itself, were, however, ignored. 

At the same time, with the increasing complexity and the industrialisation of society, 

work for many people has become more and more a means towards the end of earning 

a living. Consequently, it has created conflict between the individual (the workers) and 

the system. More and more, workers began to voice displeasure with jobs that were 

boring and routine. As this feeling among workers grew more intense, organisations 

began to see increases in turnover, absenteeism, stress and a decrease in both job 

performance and job satisfaction. The world has been, and is going through a period of 

change which organisations must continue to anticipate, if they are to succeed. The 

pitfalls of ignoring change were stated by John F. Kennedy (1963), as follows"; 

change is the law of life and those who live only in the past or the present are certain to 

miss the future" (The Practicing Manager, 1990, P.  10). 

Certainly, work is linked with the changing condition of organisations in the present 

time. To anticipate complex world changes, organizations must adapt. Organisations 

which are flatter in structure, smaller and have task force teams are efficient in todays 

economic conditions. In addition, an inter-dependent global economy: "globalisation" 



(Barlett, 1989 Omae, 1990), is forcing many multinational companies, in almost every 

business sector, to re-examine their management philosophies and organisational 

designs. There is a compelling case for the need for better management of human 

resources. The point of key interest for line managers is finding ways to manage 

effectively more human resources and represents far more than just a concern for the 

welfare of the workers in the organisation. Job redesign is the most common approach 

to satisfying the needs of the modern, complex employee in the era of globalisation: 

"There is a need to give workers more of a challenge, more of a whole task, 
more opportunity to use advanced skills, more opportunity for growth, and more 
chance to contribute their ideas. The classical design ofjobs was to construct 
them according to the technological imperative, that is, to design them 
according to the needs of technology and give little attention to other criteria. 
The new approach is to provide a careful balance of the human imperative and 
the technical imperative. Jobs are required to fit people as well as technology. 
This is a new set of values and a new way of thinking that focuses on QWL 
(quality of work life)". 

(Davis, 1981, p.  287) 

Job design, according to ivancevich and Matheson (1990) is the process though which 

a manager specifies the tasks to be performed and delegates authority to that position. 

Typically, these approaches seek to improve an organisation's coordinated 

productivity, and overall product quality.This approach also leads to a response to the 

employee's needs for learning, challenge, variety, increased responsibility, and 

achievement. In addition, the process attempts to identify the most important needs of 

both individuals and organisations, and further, to remove sources of frustration. 

Similarly, Hackman (1977) states that job redesign "in the long term, can result in 

organisations that rehumanise rather than dehumanise the people who work in them" 

(p. 102). 
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Indeed, the job, as a motivational intl uence, has gained the attention of management 

practitioners and scholars. Discussion, will follow, on how these theories can be 

applied to motivate employees through job redesign. However, there are two important 

points to be considered regarding job redesign. The first is that not all people will react 

favourably to a job that has been changed. Second, some workers at all organisational 

levels are quite happy and satisfied to work on routine and repetitive jobs (Szilagyi, 

1989). 

As people spend a great deal of time on the job, it is therefore important to design jobs 

in such manner that individuals will feel good about their work. Jobs should be 

redesigned to incorporate: 

The opportunity for people to satisf' higher order needs like esteem, social needs 

and self-actualisation. 

The essential, or core elements of the job, i.e., those parts of the job that have been 

identified as important in affecting productivity, job satisfaction, and job stress. 

These are: (a) variety; (b) the task itselt (c)job significance; (d) autonomy ; (e) 

feedback from the job itself. 

The ideal job design is one that increases the empowerment of individuals and groups 

by implementing concepts of worker self-control, self-responsibility, cross training, and 

continuous training (Lewin & Stephens, 1993). Job design should produce an 

appropriate job structure in terms of content, function, and relationship with the 

employee. Poorly designed jobs cause more performance problems than we realise 

(Champion & Thayer, 1987). 



In order for job redesign efforts to lead to improved satisfaction and performance, 

Roberts and Hunt proposed the following criteria: 

Designate a task force to perform some types ofjob analysis. 

Examine how that job is linked to other jobs and how changes in it may 

influence them. 

Hold a discussion with job incumbents to supplement the other information 

collected. 

The task force should discuss their own thoughts about the value of changing 

the job. (Roberts & Hunt, 1991). 

Actually, it is naive to depend on such efforts. There are many other efforts which can 

be utilised in combination in order to get a better result. For example, there is a 

proposal from Wheelen and Hunger (1995). They suggest that managers follow five 

principles for redesigning work: 

a. Combine tasks to increase task variety and enable workers to identify 

with what they are doing. 

h. Form natural work units to make a worker more responsible and 

accountable for job performance. 

Establish client relationships so the worker will know what performance 

is required and why. 

Vertically load the job by giving workers increased authority and 

responsible over their activities. 

Open feedback channels by providing workers information on how well 

they are performing. 
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Some examples of tangible business outcomes from successful job redesign projects 

include (Gates & McKinnon, 1994): 

An increase in customer satisfaction with timeliness, quality, and cost of 

products and services. 

A work environment in which people continuously seek improvement in quality 

and productivity. 

An increase in employees' commitment and job satisfaction 

An organisation that is more adaptable to changes in the business environment 

(p.55). 

The major influences on traditional job design practices can be traced to the book of 

Exodus. The beginning of"modern" job design dates to the later part of the 18th 

century based on the writings of such theorists as Adam Smith (1776) and Charles 

Babage (1835). Their contribution for job redesign was directed toward division of 

labor and task specialisation for workers. Their focus was directly on job needs and 

virtually ignored most of the needs of the workers. In other words, the focus of job 

design 200 years ago was oriented toward economic effectiveness and engineering 

simplicity. As more and more workers were placed in extremely simplified jobs, it 

become clear that most workers did not wish to be treated as machines. Highly 

simplified jobs were boring (Wall & Martin, 1987). During the 1950s and 1960s, 

management began to pay more attention to the human needs of their employees and 

the trend toward greater simplification of work was slowed (Durham, 1989). In a sense, 

the world of work has been passing through a period of dehumanisation. 

IIi.' L) 



Job design may improve performance (McEvoy & Cascio, 1985). Job design may also 

achieve other important benefits and may, in addition, bring about improvements in a 

variety of factors concerning the quality of work life (QWL) in general. Improvement 

of this type include increased job satisfaction, better employee health (both physical 

and psychological) easier personal relationships at work, less absenteeism and lower 

turnover of staff. 

Regarding job design, Campion and Thayer (1989) formulated sixteen factors 

considered to be relevant in job design methods. 

Autonomy, vertical loading, responsibility. 

Intrinsic job feedback. 

Extrinsic job feedback. 

Social interaction. 

Task/goal clarity. 

Task variety: horizontal loading 

Ability/skill requirements. 

Task identity. 

Task significance. 

Growth: learning, advancement. 

Promotion 

Achievement. 

Participation. 

Communication. 

Pay adequacy. 

Job security. 
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In designing jobs, the requirements of the company have to be taken into account, but 

other factors must also be considered in order to realise maximum benefits; they 

include the technology involved, the cost associated with restructuring jobs, the 

organisational structure and the cultural background of the employees. As stated 

earlier, today's workers are younger and better educated, two factors which have 

resulted in changed values. So it is necessary to avoid the jobs which make the worker 

become boring. Dull, repetitive, seemingly meaningless tasks, offering little challenge 

or autonomy cause discontent among workers at all occupational levels. Boredom, 

coupled with a lack of challenge and depersonalisation has led to job dissatisfaction. 

Bored, dissatisfied workers often do things which are not always in the best interest of 

the organisation. To change these conditions, it seems that work must be made more 

meaningful to the workers (Herzberg, 1968; Bruce & Blackburn, 1992). In short, 

today's workers are more likely to express a desire for more challenging work. 

Although proper personnel selection and training are important for any organisation, 

concern for performance or productivity is still the prime focus of managers. However, 

job design approaches, which are needed to increase job performance and job 

satisfaction, should not be so organised so as to contribute to increased stress among 

workers. On the contrary, it is expected that job redesign should be utilised in part to 

reduce job stress. 

The successful result of some firms which have undertaken job redesign, for example, 

can be found at a variety of organisations such as utilities (AT&T), insurance 

(Traveler's), investment (Meryl Linch), financial (Chemical Bank), airlines (American 
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Airlines), and manufacturing (Texas Instruments, Polaroid). But, unfortunately, such 

positive evidence cannot be found in Asian countries, especially in Indonesia (Szilagyi, 

3J 

Considering the assumption, mentioned earlier, that the work world has been changed 

in order to increase job satisfaction, job productivity/ performance, and to reduce job 

stress, some adaptation by Asian countries is required. Job enrichment is selected as a 

job redesign strategy in this study because this motivational technique provides a 

challenge, provides recognition, sets demanding targets and enables people to feel that 

they are genuinely important contributors (Herzber, 1968). it is a strategy for managing 

that is directed towards the better management of human resources. The selection of the 

job enrichment approach is based on the premise that most people at work today could 

deliver more (and far better) work than they presently do. It is difficult to think of 

another management strategy that serves the objectives of both the organisation and the 

individual in quite such a satisfactory way. 

Meanwhile, according to Hackrnan and Oldharn (1980) the most popular, and the most 

complete model of job redesign, is the job characteristic model (JCM). According to 

this model, there are five basic job characteristics, or job dimensions, that should be 

considered when carrying out ajob redesign. By affecting the critical psychological 

states of experienced meaning, responsiblity, and knowledge of results, the five job 

characteristics are predicted to promote work motivation, work performance and job 

satisfaction and to reduce labour turnover and absenteeism (Robbin, 1992). 



2. 5. 2. Work Motivation 

2. 5. 2. 1. Concept 

The earliest theory and research in what has come to be called human resources and 

organisational behaviour was concerned with attempting to understand why workers 

failed to behave the way management required them to behave. What motivates people 

to work depends on what they will lack if they do not work. If we cannot survive 

without working, then our motivation to work will centre on work to avoid starvation, a 

condition which is still commonplace in many parts of the world. Regarding job 

motivation, there is a general notion that managers must motivate their employees. 

Actually, it works the other way around: motivation results from the urge within a 

person to do something, to accomplish a task, to reach a goal. To achieve this, 

managers can provide a climate which promotes in a manner which is both intrinsic 

andlor extrinsic (Thomson & McI-lugh, 1995). 

Any discussion about motivation cannot be separated from a discussion about 

behaviour as a whole, because motivation concerns the psychological process that 

causes the arousal, direction, and persistence of behaviour (Mitchell, 1992). Arousal 

and persistence involve the investment of time and effort in a particular behaviour, and 

direction refers to the specific behaviour in which time and effort are invested (Naylor, 

Pritchard, & Ilgen, 1980). Naylor et al argue that motivation as defined above can be 

viewed as an issue of resource allocation on the part of the individual. Basically, an 

individual has only two resources to invest: his or her time and effort. The meaning of 

time as a resource is straightforward, it is simply the number of time units devoted to 

performing the behaviour. Effort is more complex. Conceptually, effort represents 

some amount of energy invested in the behaviour per unit of time. 
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Finally, the directional component of motivation refers to the choice of behaviours in 

which a person decides to invest effort. The set of behaviours in which effort can be 

invested at any given time is almost limitless. Identifying the content of the total set of 

behaviour is impossible and, fortunately, uninteresting. Of more importance is 

understanding which behaviours the person will choose to display. 

Positive motivation is something every manager wishes to encourage in employees. 

The underlying assumptions are that employees or their managers, or both, can create 

conditions that arouse employees to action, direct that action toward fulfilling the goals 

of the organisation, and make that action persistent. 

An important factor in the understanding of human behaviour at work is represented by 

these three components. First, this conceptualisation points to energetic forces within 

individuals that drive them to behave in certain ways and to those environmental forces 

that often trigger these drives. Second, there is the concept of goal orientation on the 

part of individuals; behaviour is normally directed toward something. Third, this way 

of viewing motivation contains a systems orientation; that is, it considers those forces 

within individuals, and in the surrounding environment which provide feedback to the 

individuals either to reinforce both the intensity and direction of their drive, or to 

dissuade them from their course of action and to motivate individuals to redirect their 

efforts. 

Thus, it can be concluded that all behaviour is purposive, that is, directed toward the 

achievement of a goal or goals. The goals may be positive in the sense of moving 
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toward something that is wanted, or they may be negative in the sense of moving away 

from or avoiding something perceived as undesirable. It can therefore be assumed that 

all behaviour, regardless of the type of goal towards which it is aimed, is motivation 

directed. 

Robbins (1990) stated that motivation is the willingness to exert high levels of effort to 

reach organisational goals, conditioned by the ability of the effort to satisfy some 

individual needs. Similar to this definition is that of McMahon and McMahon (1986) 

that motivation is a process which causes the emergence of organism activities. 

According to Chauhan (1978), motivation is a process which causes the arousal of the 

activity of the organism. While general motivation refers to effort toward any goal, this 

study refers to organisational goals: work related behaviour. It can be deduced that the 

three key elements of the definitions above are effort, organisational goals and needs. 

Woodworth (in Petri 1981 Franken, 1982) believes that behaviour will not emerge 

without the existence of motivation. Motivation is a construction which includes three 

characteristics, namely, intensity, direction, and persistence. This means that 

motivation with sufficient intensity will give direction to the individual in doing 

something intensively and continuously. To explain these three important components 

of motivation, Ivancevich and Matteson give an example: 

"Some people will focus their behaviour in the appropriate direction and do so 
with a high degree of intensity but only for a short period of time. Individuals' 
who tackle a task enthusiastically but quickly tire of it or burn out and seldom 
complete it lack this critical attribute in their motivated behaviour. Thus, the 
manager's real challenge is not so much one of increasing motivation per se but 
of creating an environment wherein employee motivation is channelled in the 
right direction at an appropriate level of intensity and continues over time". 

(Ivancevich & Matteson, 1991, p.  121) 
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It is clear that, as far as job performance is concerned, motivation is a crucial factor. 

The importance of motivation is in its function. According to Yoder, the function of 

motivation on the job is: 

"in the modern view, motivation in work is a function of the opportunities 
provided in work as related to the search level or saturation level of the 
individual. To interest the worker, the job and its setting must promise 
satisfactions for unsatisfied needs. Further, if work fails to present such 
opportunities, the worker may retaliate". 

(Yoder, 1981, p.  83) 

In general terms, however, peoples' work behaviour is influenced by their needs, 

whether consciously or subconsciously felt. That they go to work in the first place, that 

they often choose to work in a particular type of job and that they put a certain amount 

of effort into their work because in doing so they satisfy important personal needs. 

Some of these needs are primary , such as the physiological requirements for water, air, 

food, sleep, and shelter. Others of these needs may be regarded as secondary, such as 

self-esteem, status, affiliation with others, the need to give and receive affection, 

giving, behaviour accomplishment, and self assertion. Naturally, these needs vary in 

intensity both over time and among different individuals (Lussier, 1993). If people's 

needs are met through work both high productivity and positive satisfaction are the 

likely behavioural outcomes. If they are not met through work, the behavioural 

outcomes are likely to be negative. For example, people may start complaining or 

arguing, they may not put as much effort into their job, they may become more critical 

of their workplace or look for another job. 
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Since the above conceptions of the process of motivation begin with the assumption 

that behaviour is, at least in part, directed toward the attainment of goals or toward the 

satisfaction of needs or motives, it is pertinent to ask about the motive of these needs. 

According to Maslow (1954) people are first concerned with their basic physiological 

needs. As these needs are satisfied, people move on to a higher order of needs. 

However, Mastow adds that all people do not achieve the highest level of need: self-

actualisation. For those who do, satisfaction of these needs, far from reducing their 

potency, leads to a further desire for progress. Research demonstrates a similar, but not 

identical, rank ordering of needs across cultures such as those of Peru (Stephens, Kedia, 

& Ezell, 1979), India (Jaggi, 1979), the Middle East (Badawy, 1979) and Mexico 

(Reitz & Guof, 1973). 

From this review, it can be concluded that motivation is a condition which emerges and 

activates behaviour. Definitions of motivation appear to have three common 

denominators, which may be said to characterise the phenomenon of motivation. That 

is, when discussing motivation the primary concerns are: (1) what energises human 

behaviour; (2) what directs or channels such behaviour; and (3) how this behaviour is 

maintained or sustained. 

Motivation is also a concept which directs behaviour to certain objects. Internal and 

external power is able to increase drive intensity and behaviour direction or, in contrast, 

decrease the intensity and direct the behaviour to another object. In general, views of 

motivation have led to these conclusions: 

121 



The analysis of motivation should concentrate on factors that arouse or energise 

a personts activities. These include needs, motives, and drives. 

Motivation is process oriented and concerned with behavioural choice, 

direction, goals and the rewards received for performance. 

The approach above suggests that internal and external factors have the same function 

in causing the arousal of behaviour. However, there is still a problem in defining the 

motivation term, for example, some stated that motivation is the internal factor, while 

the external factor can be described as a non motivational factor (Shamir, 1991). 

Furthermore, some argued that motivation includes both internal and external factors 

(Petri, 1981; Tice, 1991). Regardless of the different views in placing motivation terms 

as stated above, the motivation concept in this research paper is something which 

energises the organises as a result of both internal and external factors. 

According to Petri (1981) everything which drives or causes the existence of activities 

in an organism, both internal or external, is motivation. Motivation which exists due to 

internal factors is called intrinsic motivation. For example, an individual who is doing 

the job because he/she likes that job is operating on intrinsic motivation. Motivation 

which arises when rewards come from a source outside the individual is called extrinsic 

motivation. For example, if an individual is doing the job for a salary, that is extrinsic 

motivation. One who works with this extrinsic motivation may not enjoy the activity, 

but does it for the possibility of receiving rewards such as a regular income, bonuses, 

promotions, publicity and praise. 
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2. 5. 2. 2. Two broad classes of motivation 

As reviewed previously motivation theories often distinguish between two broad 

classes of motivation to perform an activity: extrinsic motivation and intrinsic 

motivation (Porac & Meindl, 1982; Scoth, Farh, & Podsakoff, 1988). 

The motivation concept in the present study is based on the concept of both extrinsic 

motivation and intrinsic motivation since both of these motivations are considered as 

factors which influence behaviour. An individual who is doing the job is assumed to 

have the motivation to reach a goal such as salary, position or other incentives which 

come from external reward, and besides that, the individual may be internally 

motivated by his/her interest in the task. 

a. Extrinsic motivation 

There is a belief that people are naturally lazy, so that their behaviour has to be shaped 

by sanctions, penalties or rewards (Gregor, 1967; Hadi, 1991). in other words, people 

are not self motivated but have to be prodded by others: this is extrinsic motivation. 

Extrinsic satisfiers are those satisfiers which are outside the actual job activity and 

which can be readily altered without changing the basic nature of the work. Herzberg's 

(1968) two factor theory of motivation suggests that the 'hygiene' factors are 

associated with job context and dissatisfaction. Contextual factors, such as such as 

salary, conditions, security, relationships, and possibly, policy and status, are similar in 

effect to extrinsic and social rewards, in that they make work either easier or more 

rewarding as they improve. l-lerzberg argued that the "hygiene" or maintenance events 

led to job dissatisfaction because of the need to avoid wipleasantness. Davis, Bagozzi, 
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and Warshaw (1992) argued that perceived usefulness is an example of extrinsic 

motivation. In this case, Robbins states: 

Extrinsic rewards include direct compensation, indirect compensation, and non 
financial rewards. Of course, an employee expects some form of direct 
compensation: a basic wage or salary, overtime and holiday premium pay, 
bonuses based on performance, profit sharing, and/or opportunities to purchase 
stock options. Employees will expect their direct compensation generally to 
align with their assessment of their contribution to the organisation and, 
additionally, will expect it to be comparable to the direct compensation given to 
other employees with similar abilities and performance. 

(Robbins, 1993, p.  581) 

Managers or supervisors who do not administer rewards appropriately can produce 

feelings of inequity, a decline in productivity, and increasing dissatisfaction among 

their subordinates. While the appropriate use of rewards can enhance job satisfaction, 

performance hygiene factors must also be adequate (Herzberg, 1968; Podsakoff, 1982). 

b. Intrinsic motivation 

The concept of work motivation in this study emphasises intrinsic motivation. It is 

assumed that intrinsic motivation is much more important than extrinsic motivation. 

This can bejustified, on the one hand, by stating that external incentive which is tightly 

related to extrinsic motivation will increase the quality of individual performance, 

when the reward is an outcome of competency. On the other hand, with an individual 

whose activity depends on extrinsic motivation, the work morale or the quality of 

performance will be decreased when there is a decrease or elimination of the external 

incentive. This is called by Crespie the depression effect (in Petri, 1981). 

In addition, evidence that intrinsic motivation is more important than extrinsic 

motivation, is provided by Herzberg (1987). Herzberg states that external factors such 

as wages or salary cannot increase work morale or work quality but, on the contrary, 
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decrease it. This means that wages or external incentives which have been given to the 

individual may place the individual in a neutral motivation condition. The individual's 

performance will remain at the same level, even when the incentive is increased. In 

contrast, when the external incentive is decreased or reduced properly, the result is that 

the work morale of the individual will be decreased. The work morale will increase 

when the individual gains intrinsic satisfaction from his activities. Deci and Ryan 

(1985) link external conditions with extrinsic motivation, but Herzberg states that 

extrinsic motivation is merely a maintenance factor. According to Herzberg (1987), 

motivation is tightly related to internal incentive, that is the satisfaction which is 

obtained from the activities one does, while external incentive is assumed to be a 

maintenance factor or hygiene factor, the function of which is to maintain the morale 

of the worker. 

Indeed, it seems there is no argued conception of intrinsic motivation in the field of 

organisational behaviour. The majority of current concepts of intrinsic motivation are 

based on the following propositions: (1) that intrinsic motivation stems from the 

expected pleasure of the activity itself rather than from its result; (2) that intrinsic 

motivation is based on self-administered rewards rather than on rewards distributed by 

an external agent (Shamir, 1991). Dcci (1980) proposed that intrinsic motivation is 

based on the desire for competence and self detennination, and can be measured by the 

amount of time a person spends on a task during a free time period. It can be increased 

by giving more free choice, and by enhancing an individual's sense of competence and 

expertise by giving positive feedback. Fisher (1978) found that a combination of these 

two factors increased motivation. 
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The terms of intrinsic and extrinsic motivation as described, can be argued to be the 

dominant factor which influences the individual to act. Basically, both intrinsic and 

extrinsic motivation are internal factors of human personality (Djalali, 1994). Intrinsic 

and extrinsic motivation and in some cases are difficult to distinguish. For example, a 

person who works as a lawyer may be driven both to give a social service and to collect 

the money. This would be a combination of intrinsic source of income and extrinsic 

rewards. Intrinsic motivation may, therefore, be influenced by external rewards. 

Extrinsic reward both increase and decrease intrinsic motivation. Colder and Staw 

(1975) found that money (as extrinsic reward) tends to decrease intrinsic motivation for 

interesting tasks and tends to enhance intrinsic motivation for boring tasks. If the 

incentive such as salary or wages is considered by the individual as an outcome from 

his or her effort, it will increase intrinsic motivation for him or her. On the other hand, 

if the incentive is considered as something which reduces, disturbs and confines his 

competency and autonomy, it will reduce his intrinsic motivation (Szilagyi, 1988). In 

this case two persons could perform similarly but with different reasons and 

motivations (Tice, 1991). 

Accordingly, motivation as a concept in this research is defined as both intrinsic and 

extrinsic: intrinsic motivation will be the main focus for the present research because 

intrinsic motivation is the more powerful motivator. As stated earlier, external rewards 

which are tightly related to extrinsic motivation will enhance the individual 

performance quality when the rewards are considered as an outcome of competency. In 

addition, it is clear that increasing the individual's morale not only depends on the 

nature of the extrinsic reward, but also on the internal condition of the individual. 
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Herzber's (1968) two-factor theory of motivation suggests that the 'motivator' factors 

associated with job content and satisfaction are separate from the "hygiene" factors 

associated with job context and dissatisfaction. Factors such as growth, responsibility, 

recognition, achievement and variety, are similar to those assumed to motivate people 

who value both intrinsic rewards and the status and esteem components of social 

rewards. The context factors such as salary, conditions, security, relationships and, 

possibly policy and status are similar in effect to intrinsic and social rewards in that 

they make work either easier or more rewarding as they increase. Nevertheless, 

intrinsic rewards are more effective and longer lasting than extrinsic rewards 

(Guzzo,1979, Pinder, 1977). 

In addition, l-lerzberg (1968) claimed that to obtain positive motivation, it is necessary 

to increase the intrinsic interest in the job itself and to give an employee a sense of 

responsibility, recognition and achievement. Herzberg's approach is clearly based on 

Maslow's hierarchy of needs, in that motivators can be classified as esteem and self-

actual isation satisfiers, while the hygiene factors can be classified as physiological and 

safety needs. 

However, it is clear what the implications are for work incentives. Satisfiers or 

motivators represent the cue for commitment and drive management must seek to 

build such factors as opportunities for achievement, recognition, challenge, 

responsibility, and advancement into the job assignment. At the same time, 

management must present hygiene factors - policies, practices, administration, 

supervision, wages, working relationships, and other working conditions from 

becoming sources of dissatisfaction. 
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From the review above, it can be proposed that intrinsic motivation is more important 

than extrinsic motivation in relating to working motivation. Intrinsic motivation is 

defined in this study as an internal drive which is available to the individual in order to 

do the job seriously and persistently (Herzberg, 1987). It can be assumed that 

enjoyment is an example of intrinsic motivation (Davis et at, 1992). Motivation also 

requires constant monitoring by management. The most common means of providing 

intrinsic rewards are through the careful design of working conditions and tasks 

(Mescon, 1981). 

Motivational techniques used by managers should bring out the best in people, they 

should build on individual strengths and avoid weakness. Henry Ford had a simple 

approach to motivation. He often stated that all that was required was to set the work 

before the men and have them do it. Unfortunately, matters are not that simple. People 

work for many different reasons. There are many people on the job today whom you 

could "set work before" and they would not produce much, or they would produce 

work of inferior quality (Steers & Porter, 1987). 

In short, positive motivation is important in realising human potential. There is an 

important question to be posed: How could we make better use of the human resources 

in any organisation? The answer to this question is to use something which may be a 

powerful influence on employee motivation and will produce both satisfaction in the 

worker and productivity for the employer. 
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2. 5. 3. The theory behind job enrichment 

There have been both theoretical and practical solutions presented in past years as to 

how to improve job satisfaction, job performance, and how to reduce job stress in 

business and industry. Some of the examples are job simplification, job enlargement 

and job enrichment. An effective solution must both enhance employee satisfaction and 

performance and optimise stress. However, in this sense, job enrichment was selected 

to be used to overcome the above problems. Techniques such as job enrichment assume 

that if content and context factors are adequately met for individuals in organisations, 

the motivation to work will be maintained. More importantly, they rely on the notion 

that people are passive recipients of organisational influence, if people do construct for 

themselves a passively resigned workplace identity, then the chances will increase that 

they will accept the redesign of their job on the basis that it will eventually improve 

their lot. 

It is necessary to look at the role of work in today's work world. What conditions of 

work makes people be active in ajob? For workers who are really flourishing in their 

jobs, work could be described as play which is related to fun or pleasure. This assumes 

that his activity is meaningful for the worker and that the worker knows that he/she 

alone is responsible for what happens with the job. Schneider (1985) suggests that such 

play is a serious business. 

Job enrichment is recommended as the most effective solution to improve employee 

satisfaction, performance, and reduce stress in industry and organisational psychology 

today (Bolman & Deal, 1991; Bruce & Blackburn, 1992). As indicated earlier, job 

enrichment is selected as a basis of ajob redesign strategy in the study. It is based on 
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the opinion held by many researchers and experts that one way to overcome those 

problems is by "enriching" the employee's job (Hackman & Oldharn, 1987; Orpen, 

1979), because job enrichment is the key point in designing work that motivates 

employees (Robbin, 1992). 

As originally proposed by Herzberg (1987), job enrichment involves building into jobs 

greater opportunities for increased recognition, responsibility, autonomy, and 

participation. Herzberg (1987) claims that meaningful work can only come from job 

enrichment; a vertical loading of new responsibilities to the job. Herzberg added that: 

There are three "psychological states" experienced by the workers in determining a 

person's motivation and satisfaction on the job. 

- Experienced meaningfulness: The individual must perceive his work as worthwhile 

or important by some system of values he accepts. 

- Experienced responsibility: The individual must believe that he or she is personally 

accountable for the outcome of his efforts. 

- Knowledge of results: The individual must be able to determine, on some regular 

basis, whether or not the outcomes of work aresatisfactory. 

A person tends to be satisfied with the job when the above three conditions are present. 

These feelings of satisfaction will lead to the person continuing to do the job very well, 

but if one psychological state is missing, his motivation will decrease, which will in 

turn influence the outcomes. 

Therefore, job enrichment has been recognised as an organisational intervention 

designed to restructure jobs with the aim to make them more challenging, motivating, 
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and satisfying to the individual (Bolman & Deal, 1991 Loher et at, 1985). Job 

enrichment supposes that the basic determinant of meaningful work is not the number 

of tasks but the kind of tasks performed. So in doing the job, the employee must be 

more involved in decision making, planning, scheduling, and generally controlling his 

work (Jewel, 1985). Job enrichment attempts to improve both employee performance 

and satisfaction by building in greater scope for personal achievement and recognition 

and greater opportunity for individual achievement and growth (Bruce & Blackburn, 

1992). Moreover, job enrichment expands jobs vertically and is the opposite of job 

simplification. Job enrichment is the elimination of simple, repetitive, dull tasks, not 

through complete automation, but by means of job expansion, job enlargement, and 

building into the job greater employee responsibility for the complete product rather 

than one small work function that is not identifiable in the final output. 

Below is a comparison of figures showing how the strategies differ as sources of 

intrinsic work rewards (see figure 5). It can be seen that the availability of intrinsic 

rewards is lowest for task attributes associated with simplified jobs and highest for 

enriched tasks. Task specialisation, in turn, is higher for simplified jobs and lower for 

enriched ones. Thus, it can be concluded that job enrichment is most beneficial in 

answering today's work challenge, which in turn, can be utilised to increase job 

satisfaction, job performance, and reduce job stress. 

Indeed, simplifying and reorganising jobs provides for easier selection, training, and 

initial performance. But there are some negative side effects which usually results in 

boredom which leads to dysfunctional behaviour such as, high turnover, sabotage, 

absenteeism, and alcoholism (Tichy, 1983). 
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Job simplification Job enlargement Job enrichment 

low moderate high 

Presence of intrinsic work rewards 

--qW W j1L 
high moderate low 

Degree of task specialisation 

Fig 5. A continuum ofjoh design strategies 

According to Lussier (1993), job enrichment includes the process of building 

motivators into the job itself by making it more interesting and challenging. It seems 

rather simple to argue that employee satisfaction, performance and other problems can 

be solved by making jobs more interesting and enjoyable, giving the employee more 

responsibility, letting him/her participate in decision making for his job, making 

him/her feel important, and giving him positive, sincere recognition. It is simple, but it 

is not easy to change the thinking on which hinges the success or failure of ajob 

enrichment program (Bruce & Blackburn, 1992). However, before implementing job 

enrichment the manager should be sure that the job is of low motivation potential and 

that the employees want their jobs enriched (Lussier, 1993). Job enrichment wont work 

if people do not want enriched jobs (Schappe, 1974). 
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In this case, Blunt makes the point: 

We also need to consider the values which members of the organisation have in 
relation to work in general. [ ... ] Those values help to explain why one 
individual is highly involved. [ ... ] We must be prepared to admit that many 
workers will simply not be interested in new forms of work which involve more 
power, responsibility, variety and so on. 

(Blunt, 1986 'p. 121-123) 

The failure ofajob enrichment program is usually caused by an inadequate diagnosis 

of the problems involved with the target job and the employee's reaction to those 

problems (Matteson & Ivancevich, 1990). Failure may be also, perhaps, caused by the 

assumption that job enrichment can be utilised for overcoming every problem of the 

organisation, so sometimes the preparation required in the implementation of job 

enrichment is neglected. In fact, the key point of the success of job enrichment is 

careful diagnosis of the job in question. 

As mentioned previously in this research, today's employees are different from their 

predecessors. Walton (1972) states that today's workers tend to bring more abilities, 

higher expectations, and a greater desire for self-responsibility to the workplace. That's 

why Herzberg (1987) states that higher pay, more fringe benefits, and better working 

conditions in themselves will not motivate an employee to better his/her job 

performance. Whikehart (1980) also doesn't believe that more money and benefits are 

the whole answer to improved job satisfaction and job performance. He recommends 

job enrichment by stating: 
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"It is true that without adequate salary, benefits and good working conditions, 
workers will be dissatisfied. But merely providing these elements doesn't, of 
and by itself, remove the discontent. Other factors must be added in order for 
workers to feel fulfilled on the job. The factors which help motivate workers 
and cure their discontent are recognition, achievement, responsibility and 
growth. Most blue-collar work is devoid of each one of these vital human 
needs". 

(Whikehart, 1980,p. 161). 

2. 5. 4. The Job enrichment approach 

To lend support and to develop the idea of job enrichment three main theories of 

motivation will be used: Maslow's hierarchical theory, Herzberg's two factor theory, 

and l-Iackman's and Oldham's job characteristics model. 

2. 5. 4. 1. Maslow's hierarchical theory 

Maslow based his theory on a hierarchy of human needs. For example, money was used 

to satisfy physiological needs and job security was provided to meet safety needs, while 

safe physical working conditions were provided to deal with both physiological and 

safety needs. It was argued that whilst these lower order needs had been satisfied, to a 

great extent for the workforce of the day, higher order needs, associated with self-

fulfilment, had been overlooked. Attention was thus given to the use of job 

characteristics as motivational tools to deal with needs for self-fulfilment, achievement, 

responsibility, and autonomy. Maslow (1954)   stated that traditional motivators were 

directed toward lower order types of need. Maslow's (1954) framework has three basic 

assumptions: 

- People are beings who want and those wants (needs) influence their behaviour. 

134 



Only unsatisfied needs can influence behaviour; satisfied needs are not motivators. 

- A person's needs are arranged in an order of importance (hierarchy), from the most 

basic (food and shelter) to the complex (ego and achievement). 

- A person advances to the next level of the hierarchy (from basic toward complex) 

only when the lower need is at least minimally satisfied. That is, the individual will be 

concerned with satisfying a need for safe working conditions before being motivated 

by a need for achievement from the accomplishment of the task. 

2. 5. 4. 2. Herzberg's two factor theory of motivation 

Even though Herzberg's (1966) conclusions regarding work motivation are similar to 

Maslow's, his framework is formulated differently. Herzberg's major concern has been 

the relationship between work satisfaction, dissatisfaction, and motivation. To explain 

the relationships he found among these variables, Herzberg developed a two-

dimensional theory of the worker's responses to their tasks and their work setting. 

l-lerzberg (1966), for example, asked employees to talk about the times when they felt 

best and worst about their jobs. The dominant themes in "good feelings" stories were 

achievement, recognition for performance, responsibility, advancement, and learning. 

The "bad feelings" stories featured such themes as company policy and administration, 

supervision, and working conditions. 

l-lerzberg (1966) called those aspects of work that produced job satisfaction motivators, 

and those aspects that produced job dissatisfaction, hygiene factors. 
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Herzberg has proposed a two-factor theory of motivation which distinguishes job 

context or hygiene factors, extrinsic to the task, from job content factors, intrinsic to the 

task. These two distinct sets of factors are: Those factors that appear to result in the 

expression of satisfaction at work, were labelled motivators and related to the work 

itself. Motivators according to Herzberg were such things as a sense of achievement, 

recognition for good work, interest in the work itself, the exercise of responsibility and 

the preferment that was a consequence of recognition for good perfonnance (Herzberg, 

1966). 

Those factors that were associated with bad feelings about work and which focussed on 

the job context were termed hygiene factors. Hygiene factors were catalogued by 

Herzberg. For example company policies, the quality of supervision, salary levels and 

working condition were categorised as hygiene factors (Turton, 1991). The theory is 

summarised in figure 6. 

Motivators Hygiene factors 

• Challenging • Interpersonal relations 
• Achievement • Quality of supervision 
• Growth in the job • Quality policy and administration 
• Responsibility • Working conditions 
• Advancement • Job security 
• Recognition • Salary 

Fig 6. Herzber's two factor theory of motivation 

The first group (motivators), the job content factors, Herzberg found to be the real 

motivators because they had the potential to promote a sense of satisfaction. The 
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second group of factors (hygiene factors or dissatisfiers) did not motivate people; 

however, they need to be present, or a sense of dissatisfaction will arise. 

Hygiene factors, when satis!ed, tend to eliminate dissatisfaction and work restrictions, 

but they do little to motivate an individual to produce superior performance. 

Conversely, the motivators indicate that work may be associated with challenges, 

recognition, personal growth and self satisfaction factors that enhance job satisfaction 

and performance. Without challenge and variety in ajob there is no stimulus to 

continue (Bolman & Deal, 1991). Therefore, hygiene factors affect an individual's 

willingness and motivators affect an individual's ability (Bolman & Deal, 1991). 

In relation to Maslow's motivation theory, the hygiene levels include the psychological, 

safety, and belongingness needs, while the motivators included needs for self-esteem 

and self-actualisation (see figure 7). 

Motivator 

Self-actualisation 
Esteem 

Social 

ftion 
Safety 

curity  
Physiological Hygiene factors 

Fig 7. The relationship of Herzberg to Maslow 

Herzberg (1987) suggests that the factors involved in intl uencing job satisfaction are 

different from the factors that produce job dissatisfaction. The difference between these 

factors depends on whether job satisfaction or job dissatisfaction is being examined. 

137 



The investigation of job satisfaction will involve the investigation of motivators; the 

investigation of job dissatisfaction will involve the investigation of hygiene factors. 

This is because the opposite ofjob satisfaction is not job dissatisfaction but rather no 

job satisfaction. In addition, the opposite of job dissatisfaction is not job satisfaction 

but rather no job dissatisfaction. 

Hackman and Oldham (1987) assumed that the Herzberg's ideas had a number of 

shortcomrnings. The first was that there was some doubt that two factors alone describe 

behaviour at work (ie., the motivating and hygiene factors). The second that certain 

people will respond to work differently depending on their growth need strength 

(GNS). 

There was also criticism which was directed against the alleged mutual independence 

between motivator and hygiene. Herzberg argued that only motivator may produce job 

satisfaction but according to Schultz and Schultz (1990), hygiene factors may also act 

as motivators; praise from a supervisor, for instance. Thus it can be assumed that the 

difference between hygiene and motivator needs is not really as black and white as was 

previously thought. 

Responding to the weakness of Herzberg's two-factor theory of work motivation, 

Schein states: 

the consensus of recent reviewers is that the Herzberg distinction is an 
extremely useful one, but that motivation of employees is somewhat more 
complex than the theory would suggest, and that we need additional theorising 
and empirical research in this important area". 

(Schein, 1980, p.  68). 

138 



Hackman et al. (1990) have advanced and tested concepts that are both similar to and 

different from Herzberg. The distinction between motivation and hygiene factors is not 

made, and an emphasis is placed on diagnosing the extent to which job content can be 

realistically changed. Principally, workers are seen as motivated to perform and willing 

to enjoy their work if they feel that it is meaningful to them, they are responsible for 

completing it, and they receive feedback on their performance. However, in order to 

have more detail regarding where Herzber's theory is unsatisfactory, another theory of 

motivation was proposed. It is called the job characteristic model which focuses on job 

characteristics and will be examined in the following section. 

Even though Herzberg's theory has many critics, his theory has received wide attention 

(Schultz & Schultz, 1990). It must be admitted that Herzberg's theory has contributed 

significantly to the thinking on work motivation. His theory focused directly on work-

related points. Most significantly, he has drawn attention to the importance of the 

nature of the job in work motivation. 

In conclusion, Maslow's motivation theory and Herzberg's two factor theory will play 

an important role in this research. The contributions to job enrichment strategy are: (1) 

these theories have been valuable in that they have stimulated varied research, (2) they 

have made a major contribution in emphasising the importance of intrinsic rewards 

from work itself, (3) they have contributed significantly to the theory of job 

enrichment. However, regarding this research, the empirical theoretical approach used 

for job enrichment is Hackman's and Oldham's (1976) job characteristics model. 
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2. 5. 4. 3. Job characteristic model (JCM) 

In developing their theory Hackman and Oldham (1976) reacted against what they saw 

as the deficiencies of the Herzberg enrichment theory. They developed ajob 

characteristic model which may be used to enhance internal motivation (Hackman & 

Oldharn, 1976). According to Hulin and Roznowski (1985) the characteristics ofjobs 

play a central role in organisational theory. The job characteristic model can be viewed 

as "technology's most direct consequences" (p. 71). 

The job characteristic model is based on the idea that people may respond differently to 

the same job and that it is possible to alter a job's characteristics to increase motivation, 

satisfaction, and performance. The theoretical basis for the enrichment program of the 

study and a model of the structure of work which, it is expected, will lead to effective 

performance and personal rewards and satisfaction. According to this model, matching 

people with their jobs will make the worker do the job very well because the job will be 

rewarding and satisfying to him/her (Robertson et al., 1992). The model attempts to 

identify the characteristics of both individual and group jobs which are associated with 

important work outcomes, such as employee satisfaction, performance and 

absenteeism. When they have been identified, the job characteristics are redesigned in 

directions that are expected to lead to improvements in workers' motivation, which in 

turn will produce more positive work outcomes. 

Actually, the creation of the job characteristic model (JCM) was linked with job 

redesign. Hackman et al. (1987) argued that three variables were critical to the success 

for job redesign experiments. First, individuals needed to see their work as meaningful 

and worthwhile. Second, people needed to feel personally accountable for the 
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consequences of their efforts. Third, employees needed feedback that would give them 

knowledge of the results of their effort (Hackman et al., 1987). 

Whether ajob meets the above requirements depends on several core dimensions, and 

these three "critical psychological states" will only be experienced by the employee if 

the job possesses a moderate amount of the following five "core job characteristics". 

Hackman and Oldham (1975) argued that work is intrinsically motivating when it 

features skill variety, task identity, task significance, autonomy, feedback. 

Skill variety, giving each member the opportunity to perform a number of the 

group's tasks. Variety motivates by allowing members to use different skills (Hackman, 

1987), and by allowing both interesting and dull tasks to be shared among employees 

(Davis & Wacker, 1987). 

Task significance, allows employees to believe that their work has significant 

consequences, either for others inside the organisation or for its customers (Hackman, 

1987). For example, "the worker who tightens nuts on aircraft brake assemblies is more 

likely to perceive his work as significant than the worker who fills small boxes with 

paper clips" (Hackman et al., 1987, p.  320). 

Task identity, which is the degree to which the group completes a whole and 

separate piece of work (Hackman, 1987). Motivation may be increased by facilitating 

cooperation within a group and increasing control over sources of destination from goal 

attainment by keeping those sources within group boundaries (Cumings, 1978). 
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Autonomy, gives people the responsibility for determining their own working 

system, such as scheduling and controlling the quality of the product (Hackman and 

Oldham, 1980). "People in highly autonomous jobs know that they are personally 

responsible for success or failure" (Hackman ci at, 1987, P. 320). 

Feedback, establishes client relationships by keeping open the feedback channels 

which give the employee information about his or her output and performance 

(Hackman & Oldham, 1980). 

According to this model intrinsically satisfying tasks are high on skill variety, task 

identity, task significance, autonomy and feedback. The presence of these components 

within the job will lead to critical psychological states of meaningfulness of work, 

responsibility for work outcomes and knowledge of work outcomes. The presence of 

these psychological states leads, ultimately, to motivation, high quality performance, 

low absenteeism and turn over, and high job satisfaction (Dunphy, 1991). 

In the process ofjob enrichment these three psychological states must be improved. 

Experienced meaningfulness may be enhanced by providing greater skill variety in the 

task, by increasing identity with the task, and by increasing the task significance. 

Experienced responsibility for the outcome of work is enhanced by greater autonomy 

(Bruce & Blackburn, 1992). Additionally, the main focus of these activities has been to 

make work more psychologically rewarding and to reduce both anxiety and stress in 

the work environment. That is a form of changes in job design which are particularly 

important to reduce the excessive stress. Figure 8 shows the relationship between the 
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core job dimensions, the psychological states they produce, and the resulting personal 

and work outcomes (Hackman & Oldham, 1980). 

C.ore job characteristic p, Critical psychological states._- Personal and work 
outcomes 

Variety of skill 1 Experience meaningful of High internal 
Identity of the task the work work motivation 
Significance of the task] 

High quality 
Autonomy Experience responsibility * work performance 

of work outcomes 
Hi gh satisfaction 

Feedback Knowledge of results from with the work 
work activities - 

Low turn over 
and absenteeism 

Motivated by employee 
groWth need strengths 

Fig 8. The Job Characteristic Model of work design (Hackman & Oldham, 1980). 

In order to measure job characteristics, in this study, Hackman and Oldham (1975) 

have developed a methodological and empirical theory. They present a thorough 

description of the Job Diagnostic Survey, a questionnaire which is designed to measure 

all of the theoretical components mentioned above (skill variety, task identity, task 

significance, autonomy, and feedback), plus worker satisfaction and internal 

motivation. 

Hackman's and Oldham's job characteristic model measurement (JDS) seems to be 

much utilised (Hackman & Oldham, 1975 ldaszak & Drasgow, 1987). However, this 

popularity is more a consequence of their theory of job characteristics than the 
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psychometric properties of the instrument. This can be seen from the results of a study 

conducted by Bernbaum et al. (1986) that the reliability coefficients of JDS's core job 

dimensions is .78 (variety); .72 (task identity); .81 (task significance); .84 (autonomy); 

71 (feedback). This result suggests that the JDS is reliable. There are, however, some 

unanswered questions with respect to the structure of the job descriptive index and the 

weaknesses in measurements of the hypothesised dimensions (Fried & Ferris, 1986; 

Pokorney, Gilmore, & Beehr, 1980). 

The job characteristic model has also been criticised on the grounds of its relevance to 

Asian society. As most job characteristic research has been conducted in the US and 

other western societies the relations between situational attributes and incumbent 

cognitions of attributes may well differ in non-western societies and cultures (Roberts 

& Glick, 1981). This present research is conducted on Javanese people, so it required 

an adaptation of the instruments which are used in the study to obtain accurate results. 

Elofstede et al. (1990) argue that if research was done ignoring the local culture it 

could be misleading. Figure 9 shows the directed strategy of a research implementation 

which is used in the present research. 

In summary, as many human resource professionals have discovered, the traditional 

approach to job design can adversely affect an organisation's productivity, as well as 

the motivation and job satisfaction of the employees. To overcome these problems, the 

selected approach to job design in this study is job enrichment. In this regard, the 

workers' cultural background (Javanese culture) was considered to have a role, together 

with job enrichment. In other words, job enrichment is combined with Javanese culture 

to motivate the workers in reaching better job outcomes. Thus job enrichment 
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intervention, may result in improved worker attitudes. Hackman (1975) suggests two 

important major themes: First, the necessity for an accurate diagnosis of the work 

system (including the target job, surrounding jobs, current employees, and structural 

constraints), and second, a willingness by management to recognise, communicate, and 

act upon potential problems very early in the process. This second point reminds us that 

job enrichment practitioners need to concentrate as much on the process of 

implementation as on the specific changes in the content of the work. 

FT 
LdeisLdd LIi 

I V 

1mp}en1en the rJ.n 

Fig 9. The formulation of the implementation strategy 

2. 6. Review of the Effect 

It is assumed that job satisfaction, job performance, and job stress are some of the 

important factors within work organisation (Bruce & Blackburn, 1992; Agrawal, 1984). 
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The job enrichment strategy will be combined with the cultural background of the 

research subject, in this case Javanese, in order to obtain a successful result. Job 

enrichment is recommended as the most effective solution since job enrichment gives 

more meaningful interest, challenge, responsibility and enjoyment to the employee 

(Lussier, 1993). 

As described earlier, the job enrichment approach in this study is based on ajob 

characteristics model. It is argued that organisational problems related to this study can 

best be managed by creating a fit between a person and his work environment 

(Hackrnan & Oldham, 1988). This congruence can be attained by the job characteristics 

approach to task design because the job design approach attempts to link the individual 

to job characteristics with expected outcomes of high internal motivation, high quality 

performance, high worker satisfaction and low stress. 

It is predicted that job enrichment, combined with the cultural background of the 

employees, will effectively influence the motivation of the workers to increase job 

satisfaction, job performance, and decrease job stress. Job enrichment and Javanese 

characteristics will support and interact with each other to minimise the problems of 

this research. 

The effect of job enrichment (as an independent variable) on the outcomes (as 

dependent variables), will be reviewed in the section below. 
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2. 6. 1. The effect of job enrichment on job satisfaction 

Some theorists and researchers have argued that one way to increase performance and 

satisfaction is by 'enriching" the employee's job (Bruce & Blackburn, 1992). In this 

regard, job enrichment works to improve both employee performance and satisfaction 

by building into the employee's job greater scope for personal achievement and 

recognition of the same, and greater opportunity for individual achievement and 

growth. 

Job characteristics are used to create conditions for high levels of internal work 

motivation on the part of the employee. As described earlier, job characteristic theory 

suggests that individuals will be internally motivated to perform well when (a) they 

experience the work as meaningful, (b) they feel they have a personal responsibility for 

work outcomes, and (c) they obtain regular and trustworthy knowledge of the results of 

their work (Hackman, Janson, & Purdy, 1987). In addition, five objective job 

characteristics are specified as fundamental in creating these conditions: skill variety, 

task identity, task significance, autonomy, and feedback from the job itself. 

The above job characteristics may also enhance decision making quality by increasing 

relevant information. Herzberg (1980) argues that if a manager wishes to motivate his 

employees he can do so via those factors (associated with the job itself) that tap 

motivational needs. To motivate workers, managers should make the work more 

interesting and less routine; they should recognise work that is well done; they should 

allow employees autonomy in the performance of their tasks and they should promote 

those who perform well. In other words, the job should be restructured so that it 

becomes more meaningful, more challenging, and more intrinsically rewarding to the 
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workers - a process frequently referred to as job enrichment, it follows that employees 

tend to prefer jobs that give them opportunities to use their skills and ability, offer a 

variety of tasks, freedom of action, and feedback as to how well they are doing. These 

characteristics make work mentally challenging. Jobs that have too little challenge 

create boredom (Bruce & Blackburn, 1992). 

There are two words which illustrate the central characteristics of Javanese: "nrima" 

and "ikhlas" (Suseno, 1991). "Nrima" means to accept everything without protest and 

rebellion. "Nrima" encourages the person to develop the strength to accept everything 

that is unavoidable and not to allow the problem to become personally destructive. 

"Nrima" also encourages a person to fight a bad fate (Mulder, 1994), that is, as a 

logical consequence in believing in God (Sujamto, 1992). Because man alone is a 

nobody, weak and vulnerable. He/she should, therefore, surrender to higher forces and 

superior power, adapt himself to circumstances rather than fight them. "lkhlas" 

(sincere) is an attitude which means the willingness to release his/her individualistic 

ego, and adjust to the great harmony of the universe that has been decided. Both of 

these characteristics may he harnessed to utilise job satisfaction among Javanese 

workers. 

In order to have high job satisfaction, the role of the leader or manager in the 

workplace is important. The leader must have the following characteristics; "andap 

asor" (low profile/modesty/politeness) and a humanist spirit (Sujamto, 1993). The role 

of leader as "bapak" (father) is a prominent. They have to guide (membimbing) which 

involves "guiding without giving offence" (Blair, 1988). It is clear that the 

manager/leader in Javanese culture must have the personal characteristics which will 
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enable his employees to be content with their lot. Thus, enhancing job productivity 

enhance job productivity. 

Javanese people also have social solidarity. This is the spirit of "gotong royong" 

(cooperation), "semangat kehersarnaan dan keakraban" (togetherness and good 

relationship), and "saling tolong menolong" (help each other). All of these 

characteristics are based on "asih ing sesami" (loving each other). If these 

characteristics are utilised in relation to the working world, high satisfaction among the 

workers may be achieved (Mulder, 1986). 

Some investigators have indicated that task characteristics such as the extent of job 

variety, job analysis and inter-dependence could in themselves be the strongest 

predictors of work attitudes, including job satisfaction in a different context (Sims, 

Szilagyi, & Keller, 1986; Yitzhak, 1991). The study of Caldwell and O'Reilly (1982) 

found that subjects who were told to role-play a satisfied worker described the same job 

as more enriched than did subjects who were told to play a dissatisfied worker. This led 

Caldwell and O'Reilly to argue that satisfaction and dissatisfaction with ajob may both 

influence and be influenced by perceived task characteristics. 

Other studies suggest that the core job dimensions specified in the model influence 

personal and work outcomes (Algera, 1983; Champoux, 1991; Kiggundu, 1983). Fried 

and Ferris (1987) performed a meta analysis on the relationship between job 

characteristics and job satisfaction, summarising the results of several studies, which 

included a total of 20 samples studies. The results showed that the relationship between 

such subjectively measured job characteristics as task identity, task significance, task 
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variety, autonomy, feedback and job satisfaction ranged from 0.20 to 0.34. Similarly, 

Loher et al. (1985) conducted a meta-analysis of the job characteristics-job satisfaction 

relationship based on 28 studies published in the late 1970s   and early 1980s.   The five 

core job characteristics were found to be positively related to job satisfaction. They also 

reported approximate "true" (r= .39) between composite job characteristics and job 

satisfaction. Controlling for statistical artefacts accounted for less than 75?/ of the 

observed variance in all of the task characteristics and revealed that the relationship 

between job characteristics and job satisfaction is moderated by other variables. The 

95% confidence intervals indicate that, among task characteristics, none show a 

stronger relationship with job satisfaction than any other. Consequently, the JDS may 

appropriately be applied as a measure of the overall complexity of the job rather than as 

a measure of specific job characteristics when attempting to establish the relationship 

between 'job complexity' and job satisfaction. 

Specifically, Fried and Ferris (1987) found that the core job dimensions were strongly 

related to three critical psychological states and these psychological states were more 

highly related to motivation and job satisfaction outcomes than were the core job 

dimensions. in contrast to the model prediction, the critical psychological states were 

not related to performance outcomes the job feedback characteristic appeared to affect 

all three critical psychological states. Fried and Ferris (1987) also noted that the 

number of critical psychological states could be reduced from three to two by 

integrating experienced meaningfulness and responsibility into a single dimension. 

These results suggest the five core job dimensions may be reduced to skill variety, task 

significance, and autonomy. 
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Moreover, White and Mitchell (1979) concluded a study in which students worked on a 

clerical task that was either enriched or unenriched in a simulated organisational 

setting. Some individuals received positive messages about the job from their co-

workers while others received negative messages. The results indicated that job 

satisfaction scores were higher for those receiving positive cues both for the enriched 

and non enriched job. 

Another study conducted by O'Reilly and Caldwell (1979) demonstrated that both job 

satisfaction and task perception were more influenced by social information cues about 

the job than by objective task characteristics of the job. Social information cues are part 

of the Social Information-Processing (SIP) model which was defined by Zalesny and 

Ford (1990) who suggested people responded to theirjobs as they perceived them 

rather than to any objective yardsticks. Salancik and Pfeffer (1978) added that the 

social information model emphasises task perceptions based on information obtained 

from other people, such as colleagues, supervisors, friends, family members or 

customers. 

It is assumed that use of the job diagnostic survey and other self-reporting job design 

questionnaires leads to employees responding reasonably accurately and objectively 

about the characteristics of their job (Sandelands, 1987). The social information 

processing model challenges this view, stating that: 

I. The individual's social environment may provide cues as to which dimensions 

might be used to characterise the work environment. 

2. The social environment may provide information concerning how the individual 

should weight the various dimensions, for instance, whether autonomy is more or 
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less important than variety, or whether pay is more or less important than social 

usefulness or worth. 

The social context provides clues concerning how others have come to evaluate the 

work environment on each of the selected dimensions. 

It is possible that the social context provides direct evaluation of the work setting 

along positive or negative dimensions, leaving it to the individual to construct a 

rationale to make sense of the generally shared affective reactions (Sandelands, 

1987). 

Research conducted by Gerhart (1988) and Head (1988) indicated that an integrative 

perspective may be more accurate than other hyphotheses. The integrative perspective 

suggests that (I )job characteristics and social information (cues) combine to affect 

employees' reactions to their jobs, and (2) introducing changes in the work 

environment can also produce those reactions. 

Thomas and Griffin (1983) support the validity of the SIP model. For instance, it has 

been shown that employee motivation and satisfaction can be manipulated by such 

subtle actions as a colleague or manager commenting on the existence or absence of job 

features such as difficulty, challenge and autonomy. It follows that the employees' 

perception of their job should be given attention by the manager. Thus managers might 

spend more time telling employees how interesting and important their jobs are. Griffin 

(1983) extended the findings of the previous three studies to a field setting. He had 

factory foremen provide clues about the job problems to their subordinates. 
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In this case, l-lackman and Oldham (1980) have presented yet a different view of the 

determinants of job satisfaction in their job characteristic model. They suggest there is 

a critical psychological state which is effected by five core job characteristic 

dimensions. These are: skill variety, task identity, task signfficance, autonomy, and 

feedback. The effect for each characteristic on job satisfaction will be reviewed as 

follows. 

Skill variety. A lack of variety may cause boredom. Boredom in turn leads to fatigue, 

and fatigue causes errors. The more errors the worker makes the greater the worker's 

dissatisfaction. As defined by Hackman and Oldham (1980), skill variety is the degree 

to which ajob requires a variety of different activities in carrying out the work which 

involves the use of a member of different skills and talents by the person. In this 

context, the employees will feel satisfied if they are required to do challenging work. It 

appears that challenging work reduces boredom. Thus, the more variety in skills a 

person can use in performing the work, the more the person perceives the task as being 

meaningful, or worthwhile. Fontana (1989) argued that skill variety is tightly related to 

freedom. He added that "freedom is also achieved through a measure of variety within 

the framework of what we are doing" (p. 36). Thus, if the workers want to stay 

concentrated and creative, the stimuli of new activities is required from time to time. 

Based on Zeffane's (1993) study, it was revealed that skill variety has a positive 

relationship with job satisfaction (r= .22, p< .05). Thus, it seems reasonable to agree 

with Zeffane that jobs which have little variety, on average lead to lower job 

satisfaction. The result of Zeffane's study also showed that job satisfaction is a more 

sensitive issue for non managerial employees, because the impact of skill variety is 

much greater on management employees that it is on managerial employees. The study 
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result of Champion et al. (1993) also found that the correlation between skill variety 

and job satisfaction was significant (r= .23, p< .05). 

Task identity. Hackman and Lawler (1971) stated that even though ajob enables the 

individual to perform successfully, this is unlikely to lead to job satisfaction unless the 

job has significance for the employee as an individual. Ajob characteristic which will 

enable those with higher order needs as defined by Maslow (1954) to achieve 

satisfaction is that the task should be close enough to a sufficiently whole piece of work 

to give the individual the impression that he has produced something worthwhile 

(Hackman & Oldham, 1975). In other words, it can be stated that task identity is the 

degree to which ajob requires completion of a whole and identifiable piece of work. 

The lack of any task identity is one problem with some jobs. Lack of task identity leads 

to less sense of responsibility and a lack of pride in the results. The study conducted by 

Hackman and Lawler (1971), found that there is a significant relationship between 

wholeness of the work (task identity) and job satisfaction. Similarly, Hackman (1987) 

added that task identity leads to increased motivation because it increase a group's 

sense of responsibility for a meaningful piece of work. Task identity may produce both 

cooperation among group members and enhance the workers' reliance on sources of 

disturbance from goal attainment by keeping those sources within group borders 

(Cummings, 1978). Thus, by providing the right impression such as worthwhile 

products, an employee will find greater job satisfaction from his/her work. 

Task significance. Task identity is closely related to task significance. The job is more 

interesting if the employees do an identifiable piece of work. In other words, the more 

an individual can perform a complete job from beginning to end and the more the work 

154 



has a direct effect on the work or lives of other people, the more the employee will 

view the job as meaningful. So it can therefore, be stated that task significance is the 

degree to which ajob has a substantial impact on the lives or work of other people, 

either for employees inside the organisation or the organisation's customers (Hackman, 

1987). Bruce and Blackburn (1992) added that a task is significant when employees 

believe that what they have done makes a real different to someone or to society. It 

might be that when employees know that others are depending on what they do, their 

personal sense of self-importance will increase. Consequently, pride, commitment and 

satisfaction are present. Rosseau's (1977) study found that the positive correlation 

between task significance and job satisfaction is high (r= .54, p< .05). Similarly, the 

high positive relationship between task significance and job satisfaction (r= .43, p< .10) 

can be found in Aldag & Brief(1975). 

Autonomy. The concept of autonomy has been confused with that of independence. 

According to Breaugh (1985), autonomy refers to the amount of discretion the worker 

is allowed to exercise in carrying out a task. Independence refers to the amount of 

social interaction required to carry out a task, regardless of the discretion required to be 

exercised. Jobs that give workers authority to make decisions provide added 

responsibilities that tend to increase the employee's sense of recognition and self-

esteem. The absence of autonomy, on the the other hand, can cause employee apathy or 

dissatisfaction (Hackman, 1987). The more autonomy in the work, the more 

responsibility workers feel for their successes and failures. Increased responsibility 

results in increased commitment. However, job autonomy has a close relationship with 

skill variety. Increasing skill variety without increasing autonomy could lead to 

increased dissatisfaction (I-Iackman & Lawler, 1971). Moreover, job satisfaction 
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involves the exercising of a particular skill which the individual sees as having some 

significance for himself, and with which he can identify. Increasing autonomy typically 

is followed by increasing involvement with the job on the part of the employees 

(Gardell, 1977). This may be caused by the extent to which the individual identifies 

with the job and is termed job involvement. 

Historically, variations in job satisfaction have mostly been explained by situational 

variables such as autonomy, routinisation and cohesiveness. Autonomy, the degree to 

which employees have freedom to make job related decisions, is believed to have a 

positive impact on employee satisfaction (Brooke et al., 1988; Tetrick & La Rocco, 

1987). In contrast, routinisation, the degree to which employees perform repetitive 

tasks, is believed to have a negative impact on employee job satisfaction (Curry et al., 

1985; Eichar & Thompson, 1986). The degree to which one has freedom to make 

decisions about ones job is one determinant of the amount of skill which can be 

applied. Responsibility for making decisions concerning one's job is therefore a 

prerequisite of applying skill, so it is hardly surprising that those with a high need for 

personal growth are more satisfied when they are given responsibility to enrich their 

own work methods. 

Autonomous climate has positive influence on satisfaction for cohesive society (Martin 

& 1-lunt, 1980; Muller & Price, 1990). According to Blair (1988) cohesiveness is the 

degree of members' involvement in and commitment to the group, and the concern and 

friendship they show for each other (p.  170). In cohesive society, the interest of the 

individual is subordinated to the interest of society. Which is meant to obtain harmony. 

There is a tendency in Javanese society to be more cohesive as well as collective. It is 
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apparent that when the group members have to discuss an important matter, they would 

never consider how much time they have to spend. On the account of cohesive society, 

the presence of autonomy in the workplace might provide the employees with 

opportunities to schedule their work, select their work tools of equipments and even to 

find solution to the existing problems. So it is hardly surprising that an autonomy 

climate is more satisfying for the workforce. 

Feedback. The more feedback individuals receive about how well theirjobs are being 

performed, the more knowledge of results they have. Feedback is defined as the degree 

to which carrying out the activities required by ajob results in the individual obtaining 

direct and clear information about the effectiveness of his or her performance (Dunphy, 

1991  ). Thus, by their knowledge of the results, the workers will understand the benefits 

of the jobs they perform. Feedback improves job satisfaction because it is not a one-

shot event. Consider the case where feedback is even more positive than an employee 

had anticipated. The effect of the employee's good performance will be reinforced, so 

performance should improve during subsequent evaluation periods. As performance 

improves, job satisfaction should increase. Feedback has a positive effect on 

satisfaction and it might be that positive feedback also produces regular positive 

communication among employees. An essential element of communication, feedback 

helps people develop self-image and identity. Without regular communication, 

continuous work processes may be interrupted. The employees feel that they do not get 

attention and as a consequence, they may be dissatisfied. With feedback, the employees 

have an opportunity to practice confrontation, so they have the ability to resolve the 

disputes which happen in the work place. Satisfaction is the final result. 
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Furthermore, in a very cohesive group, there is a high degree of mutual friendship and 

esteem and the group provides for the satisfaction of its member's social needs. Since 

the members are very concerned about group acceptance, cohesive groups are able to 

exert greater social pressure for member compliance than are non-cohesive groups. 

Cohesive groups also provide feedback among the members. Feedback can provide 

opportunities for increasing achievement on the job. Laboratory research as well as live 

industrial experience indicates that the worker's knowledge of results increases his/her 

work motivation. For this reason job design which allows for feedback has a powerful 

positive effect upon work behaviour. Proper management of the feedback dimension 

can make work more satisfying by providing an opportunity to see the results of one's 

efforts and thus reinforce teamwork. But improper management of feedback can result 

in apathy and employees working at cross-purposes. A meta-analysis of seventeen 

studies by Loher et al. (1985) estimated the observed impact of feedback on job 

satisfaction to be positive (r= . 29), a subsequent meta-analysis of twenty studies by 

Fried and Ferris (1987) produced similar results. 

In conclusion, whether there is an effect of job enrichment on job satisfaction depends 

on the study to which one refers. However, most research in this area showed a 

consistent positive relationship between job enrichment and job satisfaction (Fried & 

Ferris, 1987). Thus, it is hypothesised that job enrichment significantly influences job 

satisfaction. 

Specifically, looking at the five core job dimensions, it can be seen that employees tend 

to prefer jobs that give them opportunities to use their skills and abilities and offer a 

variety of task, freedom, and feedback on how well they are doing. These 



characteristics make work mentally challenging. Jobs that have too little challenge 

create boredom and dissatisfaction (Bruce & Blackburn, 1992). 

2. 6. 2. The effect of job enrichment on job performance 

Organisations exist to attain goals. An organisation without goals has no purpose. As a 

result, any measure of an organisation's effectiveness must attempt to relate its actual 

performance to the standards it has established as its goals. In this study, it is expected 

that job enrichment can be the etThctive management strategy to influence job 

performance. 

Theoretically, job enrichment is a technique designed to improve performance and 

satisfaction by offering intrinsic awards. .iob enrichment marks an attempt to improve 

both employee performance and satisfaction by building greater scope for personal 

achievement and recognition, and greater opportunity for individual achievement and 

growth, into the job (Herzberg, 1980). 

However, job enrichment has produced mixed results, although most theorists tend to 

think there are some circumstances under which it may prove beneficial. Some research 

shows the negative effect of job enrichment on job performance (Griffin, Welsh, & 

Moorhead, 1981 Thomas & Griffin, 1983). Few researchers, however, have doubted 

that improved performance should be an outcome of enriched jobs. Salancik and Pfefer 

(1977) presumed that enriched jobs can be used to increase motivation, because 

individuals anticipate greater satisfaction of their higher order needs. There are two 

reasons, why Salancik and Pfefer (1977) questioned the link between job enrichment 

and job performance. First, if an attempt is made to satisfy needs motivates 
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performance, the satisfaction of those needs will reduce subsequent motivation and 

performance. Satisfaction of needs through job enrichment therefore would not sustain 

high levels of performance. Hackman and Lawler (1971) counter: "A person may 

experience higher order need satisfaction without a strength of desire for additional 

satisfaction of needs diminishing" (Hackman & Lawler, 1971, p.  262). 

A second argument related to the expectation of a positive relationship between job 

characteristics and job performance is the elusive nature of the causal effect of 

satisfaction on performance (Podsakoff& Williams, 1986). Salancik and Pfefer (1977) 

assume that desirable job characteristics will satisfy needs and, as a consequence, 

increase motivation. The causal process of job characteristics on performance is 

questioned because satisfaction is often found to be unrelated to performance. Salancik 

and Pfeffer (1977) go so far as to argue that there is no positive effect between job 

enrichment on job performance because of the illusive nature of the causal effects of 

satisfaction and performance. They stated that perhaps there are some other factors 

such as moderator variables which influence job performance or other outcomes. 

The negative effect ofjob enrichment on job performance may be caused by faulty 

research design, such as a case study with no control group. The effect of job 

enrichment on job performance has low inferential power (lacking internal and external 

validity) (Pearson, 1987). The apparent failure ofjob enrichment to improve job 

performance is then caused by the fact that almost all job redesign studies suffer from 

severe methodological deficiencies (Berlinger et al., 1988). 

IM 



Some questions also have arisen regarding the role of "the job characteristic model's 

psychological states" as intervening variables in the relationship between job 

characteristics and job outcomes. Indeed, studies which have ignored the JCM 

psychological states have found direct but weak relationships between job dimensions 

and both personal and work outcomes (Evans, Kiggundu, and 1-louse, 1979; Orpen, 

1979). Apparently, the main problem with the performance part of the Hackman - 

Oldharn theory (JCM) is that it does not really make clear how one gets from the core 

job characteristics to high performance. Such factors as variety and autonomy may 

cause one to like the job because these characteristics are valued by most people, but 

high productivity is not necessarily instrumental in obtaining these values. Hackman 

and Oldharn (1980) argue that "people, in jobs high in core characteristics, feel good 

when they perform well and presumably do not feel good when they perform poorly (p. 

91). 

On the contrary, job enrichment is expected to lead to higher job performance for the 

reason that job enrichment, as embodied in the job characteristics model (Hackman & 

Oldharn, 1976) draws on aspects of both the needs satisfaction theory and the 

expectation theory to explain how enriched jobs lead to improved performance. 

Regarding the needs satisfaction theory terms, people who are given meaningful jobs 

perform better because doing a meaningful job well satisfies the individual's need for 

growth and development. Evidence for this is that job enrichment has been used 

successfully in many organisations including AT&T, Texas Instruments, General 

Motors, and General Foods. (Walton, 1979). These results are relevant to the basic 

premise of job enrichment which states that job holders want their jobs to provide a 

"motivator" which will help them to respond positively and be more productive. That 
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premise is accurate for a wide variety of job holders. Ford reported that "85% of 

employees respond favourably to job enrichment" (Locke, 1975, p. 470). 

Of course, some research relating job enrichment to job performance shows a negative 

effect, but the great body of evidence shows a positive relationship between job 

enrichment and job performance. This is apparent in the Griffin et al. (1981) review of 

13 studies of the job enrichment theory which used job performance as a dependent 

variable. It was found that five of the studies showed significant results, three showed 

mixed results and four showed negative results. Indeed, in general, the findings would 

suggest that attitudes of work such as job satisfaction are more readily affected by 

enrichment than is performance (Pierce & Dunham, 1976). 

Algera (1983) also examined those relationships and obtained significant support for 

the job characteristics approach when he found the relationship between task 

characteristics and reactions of task performers to be quite similar, regardless of 

whether supervisor ratings or self ratings were used. It was found that the average 

correlation of characteristics, job enrichment to job performance, was .21 (Berlinger, 

1988). Furthermore, the study by Campion et al. (1993) found that job design 

characteristics have a level of prediction for effectiveness. All characteristics, except 

task identity, demonstrated a positive relationship with most criteria. Other studies 

which were conducted by Guzzo, Jette, and Katzel, (1985), Spector (1985), and Stone 

(1986) found small but consistently positive results between job enrichment and job 

performance. 
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As mentioned previously enriched jobs contain five work dimensions: skill variety, task 

identity, task significance, autonomy, and feedback. The presence of these components 

within the job will lead to the critical psychological states of meaningfulness of work, 

responsibility for work outcomes, and knowledge of work outcomes. The presence of 

these psychological states leads, ultimately, to motivation, high job satisfaction, low 

absenteeism and turnover, and high job performance (Hackman, 1978). 

Skill variety. The degree to which ajob requires a variety of different activities in 

carrying out the work is called skill variety (Robertson, Smith, & Cooper, 1992). Skill 

variety also provides opportunities for people to do several tasks; combining task; and 

establishing a client relationship.Variety motivates by allowing members to use 

different skills (Hackman, 1987) and by allowing both interesting and dull tasks to be 

shared among members (Davis & Wacker, 1987). Lack of variety may cause boredom. 

Boredom in turn leads to fatigue, and fatigue causes errors. By injecting some variety 

into a job, personnel specialists can reduce the number of errors that are caused by 

fatigue. As a result, the diversity of work is partially responsible for effective 

performance. A study of Fried and Ferris (1987) found that skill variety exhibits a 

relatively strong relationship with performance (90% credibility value of .04). 

Task significance. Members should believe that their group's work has significant 

consequences, either for others inside the organisation or its customers (Hackman, 

1987). Task significance can be increased by forming natural work units; informing 

people of the importance of their work and establishing client relationships. With task 

significance the employees feel that the work is important to others both within the 

organisation or outside of it, which makes the job meaningful for the employees. This 
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means that task identity is closely related to task significance. Their personal sense of 

self-importance is enhanced, because they know that others are depending on what they 

do. Naturally, the greater the impact, the greater the degree of task significance. As a 

result, it is not surprising that task significance will stimulate the worker to gain higher 

job performance. 

Task identity. Task identity is the degree to which the group completes a whole and 

separate piece of work. Identity may increase motivation because it increases a group's 

sense of responsibility for a meaningful piece of work (Hackman, 1987), and may 

facilitate cooperation within a group and increase control over sources of disturbance 

from goal attainment (i.e., technical variances) by keeping those sources within group 

boundaries (Cummings, 1978). By combining tasks forming natural work units, an 

individual may do all the work of one person, instead of the work of several people. In 

this way task identity will be present. Some jobs may lack any task identity. Workers 

may, in this situation, be unable to point to a completed piece of work. In addition, they 

may have little sense of responsibility and may also lack pride in the results. But with 

task identity it can be predicted that performance will rise when employees become 

responsible for an identifiable task. In Fried and Ferris (1987) study task identity 

appeared to show the strongest relationship with performance (90% credibility value of 

13). 

Autonomy. It can be assumed that the autonomy of a work group should allow the 

group members to influence the foniiulation of group goals, to decide whether and 

when to work, to make their own internal distribution of tasks, to decide on group 

membership and leadership and to determine how work operations should be 
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performed. Participation is, therefore, an integral part of this approach. Broad work 

goals may then, be initially specified or negotiated; the work group being left to make 

all subsequent decisions. 

As stated before in some situations, job enrichment has increased performance. In 

others, it has decreased performance. However, with effective effort, job enrichment 

will produce positive outcomes. Job performance can be increased by building greater 

scope for both personal achievement and recognition, plus a greater opportunity for 

individual achievement and growth into jobs (Loher et al., 1985). Inevitably, these 

changes in conditions will involve participation from the employees. Participation is 

therefore an aspect ofjob enrichment; the two cannot be separated. In addition, 

Gulowsen (1982) has argued that the autonomy of a work group should allow the group 

members I) to influence the formulation of a group goals, 2) to decide whether and 

when to work, 3) to make their own internal distribution of tasks, 4) to decide on group 

membership and leadership and 5) to determine how work operations should be 

performed. Participation is, therefore, an integral part of this approach: broad work 

goals initially being specified or negotiated, the work group then being left to make all 

subsequent decisions. 

Participation is a central aspect ofjob enrichment. In this case, according to Wagner 

and Gooding (1987), it maybe defined as the process in which influence is shared 

among individuals who are otherwise hierarchical unequals. With participatory 

management, there will be a balance between manager and subordinates in doing the 

tasks. Participation is presumed to enhance group effectiveness by increasing both the 

member's sense of responsibility and his/her ownership of the work (Campion et al., 
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1993). That is why many experts in management believe that participation has a 

substantial and positive effect on both the performance and the satisfaction of the 

workers (e.g., Bernstein, 1993; Bluestone & Bluestone, 1992; Katzenbach & Smith, 

1993). 

Regardless of management involvement in decision making, work groups can still be 

distinguished in terms of the degree to which all members are allowed to participate in 

decisions (Porter, Lawler, & Hackman, 1987). Autonomy and participation are 

presumed to enhance group effectiveness by increasing the member's sense of 

responsibility and ownership of the work. These characteristics may also enhance 

decision quality by increasing relevant inforrriation and by placing the decision as near 

as possible to the point where operational problems and uncertainties surface. To 

increase autonomy is to give people responsibility for determining their own working 

systems and their own quality control (Brady et at., 1990). 

The allocation of greater control and self-regulation to work groups is a popular trend 

(Pasmore, Francis, 1-laldeman, & Shani, 1982). Studies of sociotechnical systems, 

which typically involve optirnising the autonomy of groups, generally have positive 

effects on both productivity and the positive worker's attitudes ( Goodman, Devadas, & 

Highson, 1988). 

In the Hackman and Oldham (1976) job characteristic model, autonomy is important 

because it leads to the increasing of experienced responsibility for the outcomes of the 

work among the workers. Without such experienced meaningfulness the worker is 

unlikely to enjoy the psychological rewards of task accomplishments. It is important to 
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note, however that the latter is an interactive formulation in that autonomy is not 

expected to be motivating unless the worker both receives adequate feedback about his 

or her performance and experiences the work as meaningful. Moreover, if the feedback 

indicates that the worker has performed poorly, high autonomy would presumably 

make it more difficult for the worker to make an external attribution for the result. In 

this case, high autonomy would not necessary be desirable. 

The Farh and Scott's (1983) experiment examined the effects of manipulated autonomy 

on the responses of students working on a combination of three tasks: proof reading, 

data coding, and grading. The autonomy manipulation arrangement allowed subjects to 

vary the amount of time they spent on each task and the order in which they did them. 

Farh and Scott found no differences across the autonomy conditions on measures of 

performance quality. For performance quantity, subjects in the high autonomy 

condition performed significantly worse than the low autonomy subjects. Concerning 

the relationships between autonomy over immediate work performance and job 

satisfaction, these were researched at the first WHO symposium on "society, stress and 

disease", where it was shown that the feeling of alienation from work diminished with 

a rising degree of autonomy (Gardell, 1971, p. 155). 

in other studies about the impact of control on performance, Farh and Scott (1983) 

found the impact of control on work performance more difficult to estimate. Some 

control measures (eg, participation and autonomy) generally correlate with job 

performance, although at a lower magnitude than with attitudinal measures. Of course, 

the same inferential limitations exist here as with the effective correlations. The 

experimental evidence, however, is far from uniformly supportive of a positive effect 
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of control on performance. In a relatively low complexity task, giving workers more 

choice among task activities might also lead to lower performance. It seems likely, 

however, that the effect of control on performance depends on its interaction with 

other task characteristics such as variety and, especially, feedback (Dodd, 1987). 

In Dodd's (1987) study, autonomy was operationalised more broadly than it was in the 

Farh and Scott (1983) experiment. Dodd (1987) included the variables of control over 

pacing, choices about how the work was performed and various degrees of dependence 

on superiors for task relevant information and assistance. Dodd found that increasing 

the autonomy of the workers sometimes had a significantly positive effect on 

performance. However, performance was determined by an interaction between 

autonomy and feedback. With low levels of feedback, high autonomy had no impact on 

performance. Only with high task feedback did subjects in the high autonomy condition 

perform better than in the low autonomy condition. 

Spector (1986) found a strong relationship between job enrichment and job 

performance, especially for autonomy characteristics although this result is lower in 

magnitude than the relationship between job enrichment and satisfaction. l-Iackman and 

Oldham (1976) believed that autonomy was important because it led to a state of 

"experienced responsibility for outcomes of the work". 1-Iackman and Oldham (1976) 

further stated that without such experienced meaningfulness the worker is unlikely to 

enjoy the psychological rewards of task accomplishment, as a consequence job 

enrichment will not influence the outcomes. 



A study by Campbell and Gingrich (1986) found that performance on a complex task 

may be enhanced through participation, presumably due to the generation of both 

additional and clearer information. Job enrichment usually requires high skills and full 

participation in reaching the goal of the organisation and also tends to make the 

employees work together to anticipate the existing problems which must be solved. 

Consequently, high skill and full participation leads to cohesion among the workers and 

consequently interaction will be intensive. The increased interaction, according to Erez, 

Early, and Hurlin (1985) and Erez and Arad (1986), could have resulted in a greater 

understanding and acceptance of the task itself and cause a higher job performance. 

Summers et al. (1988) asserted with equal confidence that in general cohesion 

promotes productivity. Forsythe (1990) added that the implication of these findings are 

clear, in that cohesive groups are often more enjoyable but it is anticipated that they are 

not always more productive. However, Worchel, Cooper and Goethals (1991) conclude 

that cohesiveness usually increases the productivity of a group. 

Research was conducted by Latham and Saari (1979) and Latham, Steel, and Saari 

(1982) found that, with goal difficulty held constant, there were no significant 

performance differences between participation and assigned goal setting conditions. 

But in another study by Latham and Saari (1979), participatively set goals did result in 

an increase in job performance. It seems that in this study there was more discussion by 

the subjects in the participative goal setting condition. This increase in inter-action 

resulted in better understanding and finally influenced the morale of the employees, 

causing higher job performance. 



Guzzo, Jette, and Ketzell (1985) concluded that goal setting is a powerful strategy for 

improving productivity. Moreover, experimentation has provided some important 

conclusions with respect to goal setting. For example, it has been consistently 

demonstrated that the setting of specific and difficult goals can cause higher 

productivity and can offer alternative approaches, such as, a "do your best" approach, 

the pursuit of easy goals, or a no goals approach (Locke, Shaw, Saari, & Latham, 

1981). It has been shown that participation is a strategy which may successfully 

influence individuals to reach goals (Erez, Early, & l-Iulin, 1985), and set higher 

targets, indeed, in turn, result in higher performance (Laatham, & Saari, 1979b). 

Tolchinsky and King (1980) have suggested that the discrepant findings between 

assigned and participative goal setting may be a reflection of the incongruity between 

accustomed organisational practices and expected behaviours. 

Feedback, the manager's responsibility for keeping employees informed about 

organisational and individual performance, is usually described as his control function. 

To carry out this function, management creates and maintains facilities which aid 

him/her to receive feedback from operations. This may, for example, require the 

preparation of daily reports on production. Feedback should provide information that is 

adequate to suggest appropriate action. 

Feedback, as one of the five job characteristics, is supposed to influence both job 

satisfaction and job performance. It is recognised that feedback is an important part of 

the process of learning. Employees can only estimate their performance without the 

existence of feedback (Lansbury & Prideaux, 1980). Ilgen, Fisher, and Taylor (1979) 
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and Nadler (1979) argue that feedback about the results of one's actions plays an 

important role in maintaining and improving both individual and group performance. 

Traditionally, studies of feedback and performance have treated the feedback receiver 

as a passive recipient of information. However, due to the importance of feedback for 

outcomes, recent research shows that people often take the initiative and actively seek 

feedback about their own performance (Ashford, 1986, Ashford & Cummings, 1983). 

Feedback seems to be crucial to the exercise of self control because it performs two 

important functions. First, it gives the individual the information that is needed in order 

to correct his or her behaviour when it deviates from the standard or desired behaviour. 

Second, feedback provides the intrinsic motivation or reinforcement that will lead the 

person to perform up to a standard and in an effective manner (Lawler, 1976). 

However, Locke (1986) and Bruce and Blackburn (1992) argued that feedback, by 

itself, is not sufficient to improve performance. They add that feedback should be 

understood as being combined with other lactors, such as goal setting, information with 

respect to better task strategies, and recognition and reward. Waldersee and Luthans 

(1994) suggest that feedback by itself can have motivational effects. Whether goals are 

a necessary addition to feedback to improve performance, however, is probably also a 

matter of the way the goals are defined. Goals are important in any endeavour, 

motivating and guiding behaviour so that, when goals are combined with feedback, the 

employee will be motivated to perform in the most effective way. According to 

Ivancevich and McMahon (1982), the provision of feedback indirectly creates 

opportunities for clarifying expectations, adj usting the perception of goal difficulty, and 

having recognition. Employees will perform better when they have feedback as to how 
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well they are progressing toward their goals, because feedback helps to identity 

discrepancies between what they have done and what they want to do. Feedback acts to 

guide behaviour. Information people get from feedback is information about their 

success at the task which comes after the task has been performed. So it is not 

surprising that employees feel that information about goals will be assumed as a 

recognition of their existence. 

Cummings (1982) reviewed many studies of feedback and concluded that feedback can 

improve productivity. Guzzo et al. (1985) found that changes in organisational 

practices, which provided increased feedback, were associated with notable gains in 

productivity. Pavvett, Broedling, and Huff (1986), updating the review of Guzzo and 

Bondy (1983) and Katzell and Guzzo (1983), found evidence that indicated that 

feedback was an effective means of raising the quality of performance and quantity of 

output. 

After the corrections for statistical artefacts, 90% credibility value for the relationship 

between feedback - job performance reached a value of .09 (Fried & Ferris, 1987). 

Thus, it may be concluded that feedback influences job performance. In addition, based 

on Fried and Ferris (1987) study's, it can be indicated that feedback would be a useful 

intervention strategy because feedback has a more overall effect on performance than 

do the other job characteristics from the job enrichment model. 

Job enrichment, it is suggested, is a program which is not easily conducted. It requires 

confidence and high skill levels from both the employee and the manager. For the 

following reasons, Latham, Mitchell and Dosset (1978) found a linear relationship 
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between goal difficulty and performance: It would appear that, given goal acceptance, a 

more difficult goal elicits higher employee performance. Second, setting a specific 

goal leads to higher performance than either setting a generalised goal or setting no 

goal at all. Third, knowledge of results affects performance only if it is used to set 

specific-goals; there is high correlation among core job dimensions. For example, it is 

not surprising that there is high correlation between variety and autonomy in view of 

the observation that as far as the design of jobs is concerned, jobs of low variety are 

often jobs of low autonomy; jobs of high autonomy are often jobs with high variety, 

such as management jobs (Mintzberg, 1975). So it may be suggested that the only way 

a person can have a variety of things to do is when that person is given some freedom 

of task selection (Aldag et al., 1981). Thus, it can be concluded from the above review 

that job design characteristics are very influential in the prediction of job performance. 

Thus, job characteristics showed a positive relationship with job performance. Job 

performance may be increased through the development of skill variety, task identity, 

task significance, autonomy, and feedback. 

Hackman and Oldham (1976) draw on an aspect of the needs satisfaction and 

expectancy theory in order to explain how job enrichment leads to improved 

performance. In needs satisfaction terms, people who are given meaningful jobs 

perform better, because doing a meaningful job satisfies the individual's need for both 

growth and development. 

How job enrichment leads to improved performance may be seen in the following: 
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Enriched jobs are not routine and repetitive, so employees will not attempt to avoid 

work. The reduction in dysfunctional behaviours should lead to improved 

productivity. 

Restructuring jobs into meaningful units may uncover hidden inefficiencies that 

result from the extra coordination necessary when work is broken down into 

"efficient' units. Higher quality as well as increased output may result. 

Any change in the job forces everyone to rethink the structure and flow of tasks. 

New methods may be discovered for performing work functions, yielding higher 

productivity (Griffin, 1982; l-Iackman, & Oldham, 1980). 

Refering to how job enrichment lead to improve job performance, Amstrong (1990) 

provides the following steps that must be considered to obtain effective result: 

Select those jobs where better motivation is most likely to improve performance. 

Set up a controlled pilot scheme before launching the full program ofjob 

enrichment. 

Brainstorm a list of changes that may enrich the jobs, without concern at this stage 

for their productivity. 

Screen the list to concentrate on motivation factors such as achievement, 

responsibility and self-control. 

Ensure that the changes are not just generalities like increased responsibility, but list 

the specific differences in the way in which the jobs are designed and carried out. 

Set precise objectives and criteria for measuring success and establish a timetable for 

each project. Ensure that control information is available to monitor both progress 

and results achieved. 
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It is clear that the job enrichment movement is at a critical point in its history. Based on 

the above literature review, it is imperative that the job enrichment movement learns 

from both its successes and its failures. Hackman (1975) suggests two essential major 

themes: 1) the necessity for an accurate diagnosis of the work system (including the 

target job, surrounding jobs, current employees, and structural constraints), and 

2) a willingness by management to recognise, communicate, and act upon potential 

problems very early in the process. The second point suggests to us that job enrichment 

practitioners need to concentrate as much on the process of implementation as on the 

specific changes in the content of the work. 

The 'adage' states that employees who work hard and succeed will feel pride in their 

accomplishment and will develop favourable attitudes toward their jobs and 

organisations. This adage implies that management need not be concerned directly with 

the satisfaction of workers. The direct concern of management should, however, be 

making sure that the workers are motivated to work hard, that they have an opportunity 

to perform satisfactorily, and that they receive feedback sufficient to let them know 

about their work performance. 

In relation to Javanese, there are two proverbs which praise work: "jer basuki mawa 

beya", and "ngunduh wohing penggawe" which mean if people want to achieve a high 

performance, they have to do hard work (Sujarnto, 1993). In addition, there is another 

prominent Javanese proverb which indicate that Javanese workers are hard workers, 

that is "alon-alon waton kelakon". This means that people have to work carefully and 

patiently in order to produce high quality goods (Partokusumo, 1993). It is clear that 

Javanese workers have the potential to be hard worker. 
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Frese and Zaft (1994) state that job enrichment creates the "superworker". According to 

them the superworker is someone who performs with excellence at his or her job, not 

necessarily by being more motivated, but by developing more efficient work strategies 

and cognitive understanding. Donner (1987) added that job enrichment, it appeared, 

can help employees become "superworkers". In short, job enrichment increases the 

level of job performance. 

2. 6. 3. The effect of job enrichment on job stress 

In the following section of this thesis, the evidence for the effects of job enrichment on 

job stress will be reviewed. The key idea of job enrichment is to offer something more 

than a way to establish better human relations and worker attitudes (Hackman & 

Oldham, 1980). By providing, for example, more responsibility, challenge and 

recognition, it is expected that job enrichment could be used to lessen stress in the job. 

Both boredom and/or work overload can result in job stress. A number of recent studies 

have examined the impact of repetitive work on job stress (Brodbent & Gath, 1981; 

Cox, 1985; Smith, 1985). They view repetitive working practices as an under-

utilisation of skill, or skill potential leading to an habitual loss of the ability of the 

employee to attend properly to his/her work. It is not surprising to hear people 

complain: 

"1 am just a tool in the process of making a product; I do the same thing day-in 
and day-out; My job is boring because there is not much challenge in it; I think 
a robot can do my job easily; I do not see any meaning in my job; and so on". 

(Putti & Toh Thian Sen, 1990, p.  266) 
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Job enrichment, in contrast, provides challenging work and enables employees to use a 

variety of skills in doing the job (Bruce & Blackburn, 1992). This skill variety will give 

the experience to the worker in coping with problems such as boredom. Thus, it can be 

assumed that job enrichment has a negative relationship to job stress. 

Regarding the Javanese, there is a positive value attached to the avoidance of overt 

conflict, with the emphasis on the word 'overt'. Disagreement may well exist, but it is 

expressed with discretion and not brought to the point of embarrassment or open 

conflict. If signs of discord cannot be averted, they are rapidly dissipated (Mulder, 

1993). Conflict can be prevented when the individual has a readiness to put personal 

interest in second place or, in other words, give a group or society interest the first 

priority. 

It is also necessary to appreciate that the Javanese are religious (Sujarnto, 1993). 

However, the Javanese religion is unique in its openness and tolerance, and this is not 

dependent on doctrine or dogma. The emphasis is on morale and harmony. This 

attitude is nothing more than a strategy for survival (Mahasin, 1979). Thus, the 

religious attitude can be utilised to reduce stress. 

Wall and Clegg (1981) in a longitudinal study of blue-collar workers lend support for 

this point. Their results reveal that there is a substantial increase in work motivation, 

work performance, job satisfaction and mental health, together with a reduction in the 

level of stress, when autonomy and work identity were achieved. Thus, it can be 

hypothesised that there is a negative relationship between job enrichment and job 

stress. 
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As ajob redesign strategy, job enrichment may be useful in the prevention of 

organisational distress in two ways. First, it can increase functional stress in the work 

place by building mildly stressful motivational factors into specific jobs. Second, 

attention to the hygienic factors in the workplace can alleviate some of the 

dysfunctional distress associated with physically or psychologically poor working 

conditions. According to Herzberg (1966), hygiene factors such as pay, benefits, fair 

policies and procedures, and comfortable working conditions are neither satisfiers nor 

motivators, for most workers. These elements ofajob must, however, be in place 

before a worker will take that job. If these conditions do not obtain, the employee will 

shortly become dissatisfied, contribute as little as is feasible, become stressed, and 

leave as soon as is possible. 

In ajob enrichment program, the employee will experience more responsibility. It 

seems that most people value the opportunity to think and act in their work as 

responsible and relatively autonomous individuals. Even those workers who are not 

paid to think, often find it helps the job go well if they do. However, for some workers, 

excessive responsibility for another persons life and safety (task significance) may 

cause stress: For example, a crane driver is well aware of the consequences of a 

mistake (Opbrock, 1 983 Cooper & Kelly, 1984). This may also be found in the 

offshore drilling crew. A failure will involve danger, in this case perhaps causing a 

"blow-out" (Sutherland & Cooper, 1986). Nevertheless, a lack of responsibility may 

also be stressful. An attempt at optimal responsibility may be appropriate. 

Moreover, employees on an enriched job are provided with the challenge of 

overcoming job stress. They are more involved in their work activities in order to 



appreciate the problems present in the workplace. They are familiar with such 

conditions, especially the events which accompany stress. In contrast, an employee on 

an unenriched job who has low levels of discretion, variety, and autonomy is typically 

unready when he/she has to face stressful conditions. Consequently, such people are 

not able to cope with the problem without assistance from external sources which 

makes them dependent upon others (Abdel-Halirn, 1978). 

Thus, more responsibility, more meaningful work, more autonomy and increased 

feedback, all of which are obtained from job enrichment, should reduce stress because 

these factors may give the employee greater control over his/her work activities and 

lessen his/her dependence on others. 

Job enrichment characteristics also provide employees with greater flexibility in 

utilising a variety of approaches to cope with complex and stressful conditions and 

enable them to accommodate different role expectations in their behaviour. As stated 

by Agrawal (1984), stress can best be managed by creating a fit between a person and 

his work environment. In this regard, job enrichment attempts to link the individual to 

the job characteristics. 

It may then be assumed that for individuals with enriched jobs, overcoming stress is 

considered to be part of the challenge they have on the job, because they tend to be 

more involved in their work activities. As Edwards and Cooper say, it trains the 

individual to improve his "adaptability" to the environment (Edwards & Cooper, 1990). 

Thus, as a consequence, workers are able to arrange the stress level to be functional. 
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However, there is one thing which cannot be ignored in ajob enrichment program and 

that is good relationships. The role of the relationship is important in order to reduce 

stress. Bad relationships with superiors, colleagues and subordinates have been shown 

to be a potential source of stress (Cooper & Marshall, 1976). If the relationship is bad 

this in turn can contribute to low job satisfaction, because in this condition, some 

problems during the program can be overcome. Cooper (1983) added that a good 

relationship among subordinates, managers and colleagues is integral to good 

performance. 

In order to obtain a clear illustration of how job enrichment influences job stress, the 

five core dimensions of the enrichment program will be discussed in the next section. 

Skill variety. Viewing the need for skill variety in the light of the activation theory, 

Agrawal (1984) argued that in a repetitive task, the activation level of an individual 

falls below the characteristic norms. According to Cox (1982), repetitive jobs have 

resulted from the practice of work simplification and from the increasing automation of 

work. As a consequence, repetitiveness can induce boredom in the employee. Boredom 

is easily recognised as a condition in which few demands are placed upon the 

individual and yet an unpleasant mental state occurs. It is clear that the common factors 

which accompany boredom can include repetitiveness and low arousal, but the 

additional factors of constraint and unpleasantness are necessary before boredom and 

stress can arise (Smith, 1981). 

It follows that those who experience a negative effect will attempt to increase the 

activation level by increasing the level of impact the job has on them. If he or she is 
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prevented from increasing this impact, performance decreases. Such situations lead to 

the experience of stress. Variations introduced in a repetitive task will reduce stress and 

improve performance. Agervold (1983), in a study about control room employees in 

power plants, based on self-report, showed monotony and under-stimulation to be 

associated with psychological strains. 

Task identity and task significance. According to the Hackman and Oldham (1976) 

model, meaningfulness of work is enhanced by the first three job characteristics of skill 

variety, task identity, and task significance. As Agrawal notes (1984) job stress is 

unlikely to be produced unless the job has significance for the employee as an 

individual. Hackman and Lawler (1982) argue that job characteristics, which will 

enable the employees with higher order needs to achieve satisfaction, are those where 

the task is a sufficiently whole piece of work, so that the individual can see something 

worthwhile has been produced. Task identity also has relevance for job stress when the 

job is of a sufficiently large scale to allow the worker to utilise many skills in carrying 

out the job. In sum, the more the individual can perform a complete job from beginning 

to end (task identity), and the more the work has a direct effect on the work or lives of 

other people (task significance), the more the employee will view the job as 

meaningful. As a consequence of this they will experience less stress. 

Knowing that the work is important to others either within the organisation or outside 

of it makes the job even more meaningful for the employees. The presence of task 

significance will prevent conflict for the employee, because what they wish is equal to 

what exists. Moreover, their personal sense of self-importance is enhanced because 



they know that others are dependent on what they do. Pride, committrnent, motivation, 

satisfaction, better performance, and lower stress are likely to result. 

Autonomy. Substantial freedom, independence and discretion in scheduling the work 

and determining its procedure is called autonomy. Autonomy is supposed to increase 

job satisfaction and reduce boredom, irritability, daydreaming and restlessness among 

employees (Bruce & Blackburn, 1992). As mentioned earlier, stress is also caused by 

role overload (Quick & Quick, 1984). It may be that the stress of a high work load is 

good for the organisation, but it is supposed that the stress of an overload is bad for the 

individual. So there is often a conflict between employees and employers over work 

loads, work standards and piece-work rates. 

With autonomy, the employees are given freedom to overcome their problems. This 

freedom, as a consequence, will stimulate their mechanism of self-control. This 

suggests that self-control is an effective control (intrinsic motivation). 

In addition, according to Hackman and Oldham (1976), autonomy is important because 

it leads to the employee experiencing responsibility for the outcome of his/her work. 

Experienced responsibility for job outcomes is a valued psychological gain attained 

through employee autonomy. Thus, job characteristics model provides an opportunity 

for the employee to influence the outcomes of the job by reducing stress. It also appears 

that people with jobs high in autonomy may be able to exercise greater discretion and 

personal judgment in defining their own role expectations (Beehr, 1976). 
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Despite feeling more responsibility, people in ajob enrichment program will also 

experience substantial autonomy. Beehr (1976), in the one hand, states that people with 

jobs high in autonomy may have the capability to exercise greater discretion and 

personal judgement. If they face a stressful condition, they can anticipate the 

characteristics of stress and, as a result, reduce the stress or anxiety level. Szilagyi 

(1976) on the other hand suggests that an ability-adaptability" in the autonomous 

condition may explain why employees on enriched jobs have a greater stress 

management capability than those on unenriched jobs. 

However, it is too often found that responsibilities are provided without commensurate 

authority and autonomy. Job enrichment addresses this dilemma by allowing for an 

increase in the autonomy dimension ofajob. By increasing autonomy along with task 

demands, the amount of unresolved stress, which is often manifested by dissatisfaction, 

depression, and sickdays, will not increase for the individual. 

Feedback. Stress in the job may also be caused by the necessity for a person to cast 

themselves in one or more roles in the same job situation. This is called role conflict 

(Handy, 1983). First, conflict may arise from an instruction to carry out a particular 

action, when the person knows that such an action is at variance with previous 

instructions. Second, conflict may result from the incompatibility of information that is 

received from different members of an organisation. Third, conflict may arise between 

the different roles. Lastly conflict can arise because personal values and needs are 

violated by certain job or task requirements (Cox, 1982). 

I 
I 



Agrawal (1984) has noted that task feedback may be utilised to alleviate stress. He 

added that task feedback is the most accurate source of feedback, partly because it is 

difficult to measure the performance of others. Therefore, task feedback is perceived as 

the most self-evaluation evoking and intrinsically motivating form of feedback. With 

the presence of feedback, the employees will know the problem that they have and they 

will obtain an insight on how to avoid the heavy stress involved. Because feedback 

involves sharing information rather than giving advice (Schuler et al., 1990), role 

ambiguity, as a source of work stress, is one of the more frequently cited problems. By 

the presence of feedback, the person is more able to be sure of exactly what to do in 

carrying the task. 

The failure to provide employees with the information, the need to carry out a task 

creates a gap of uncertainty which will inevitably produce stress. An enrichment 

program requires the full participation of the worker as well as a good relationship 

between the worker and his/her supervisor (Cooper & Marshall, 1976), and also 

requires interpersonal trust among the workers. McLean (1979) shows that social 

support in the form of group cohesion, liking for a supervisor and interpersonal trust is 

associated both with decreased levels of perceived job stress and with better health. 

Poor working relationships in an organisation (1-lellesoy, 1985) and a repetitive or job 

overload situation (Cox, 1985) are potential sources of stress in the work place. 

It is clear that stress is inevitable. What is more important is that organisations and 

individuals understand that they need not become debilitated or paralysed by its 

presence. It can be controlled, and there are methods for doing that and maintaining a 

healthy level of stress that adds value to the participative management change process. 
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Therefore, an enrichment program which tends to encourage good relationships among 

the workers, managers and subordinates, and the building of greater scope for personal 

responsibility, autonomy, achievement and recognition will lead to reduced stress 

levels. 

2. 6. 4. The relationship between job satisfaction, job performance, and job 
stress 

Many studies have investigated the relationship between job satisfaction, job 

performance and job stress. These relationships are not the main purpose of this 

research. However, due to the importance of these variables in the industrial world, it is 

considered important to review the relationship among those three variables. Results of 

these studies have been contradictory and inconclusive: some indicate high positive 

correlations, some high negative correlations, and others indicate no relationship at all 

(Jabri, 1992; Katzell, 1975). 

Research on the relationship between job performance, job satisfaction, and job stress 

was initiated by industry in an attempt to maximise productivity, which is dependent, in 

part, on a high level of worker performance. In this section, the relationships between 

these three variables will be reviewed, even though these relationships are not the 

major issue in this research. 

The early studies in this area suggest that those who don't perform well at their job will 

be dissatisfied and believe that, by improving worker satisfaction, workers may 

achieve high performance. As a result, some management techniques such as MBO 
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(management by objective) are only concerned with improving work performance 

(Rodgers & Hunter, 1991). 

Petty et al. (1984) tried to clarify the conceptual foundation of the job satisfaction - job 

performance relationship. They identified three major positions which show the 

relationship between job satisfaction and job performance: (a) satisfaction causes 

performance, (b) performance causes satisfaction, and (c) the satisfaction - performance 

relationship is moderated by other variables. 

The early study of the job satisfaction - job performance relationship was, apparently, a 

search for a simple correlation between these two variables. One prominent piece of 

research was conducted by Vroom (1964). He reviewed 20 studies dealing with the job 

satisfaction - job performance relationship, which resulted in a low correlation. The 

median correlation of. 14 between job satisfaction and job performance was of little 

theoretical or practical significance, in view of the huge range of correlations across 

studies. Since satisfaction and performance appear to be only digestively related, it 

seems likely that programs, designed to increase satisfaction at work are unlikely to 

exert much effect upon job performance. 

Other research indicates that job satisfaction and performance are positively correlated 

to a small degree (Petty et al., 1984; laffaldano & Muchinsky, 1985). For example, 

some employees are very satisfied with their jobs, yet are low performers. Conversely, 

some employees are dissatisfied with their jobs but are high performers. In this context 

it is just as plausible to argue that work satisfaction leads to greater performance as it is 

to suggest that greater satisfaction derives from greater (perceived) work - group 
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performance (McNeilly & Goldsmith, 1991). In other words, a more satisfied employee 

is a more productive employee (Selludurai, 1991). However, when job satisfaction and 

performance are positively related, it is often difficult to see which variable is affecting 

the other. The reason for this is that the relationship is not simple (Kolowsky et al., 

1991; Pinder, 1984). 

Thus, if his argument is sound, it may improve the job satisfaction of the workers to 

increase their work performance. Herzberg's (1987) two-factor theory is consistent 

with this tradition and it is typically associated with the human relations movement. 

A second position is that job satisfaction, rather than being a cause, is an effect of job 

performance. This refers to Poter and Lawler's postulate. One of the most important 

points made by Porter & Lawler (1968) is that performance leads to satisfaction. The 

Howell and Dipboye statement provides an explanation: 

"Employees who work hard and succeed will feel pride in their 
accomplishments and will develop favourable attitudes toward their jobs and 
organisation. This position implies that management need not be concerned 
directly with the satisfaction of workers. The direct concern should be making 
sure that workers are motivated to work hard, that they have an opportunity to 
perform satisfactory". 

(Howell & Dipboye, 1986, p.  45-46) 

If this is true, job satisfaction can be achieved by helping the employee to achieve a 

higher level of work performance. When high performance is followed by a valued 

reward, satisfaction occurs. Thus, satisfaction can be created by first establishing 

conditions under which a person can achieve high performance, and then by properly 

rewarding the person for performance accomplishment (Albanese, 1988). 
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Recently, characteristics of the job satisfaction - job performance relationship studies 

were concerned with a search for relevant moderator variables with the aim of giving a 

better understanding of the relationship. Sing and Shrivastara(1983) in their research 

on the effect of need for achievement state there is clearly a strong relationship between 

both nAch (need of achievement) and productivity and between satisfaction and 

productivity. 

According to Burges and McDonald (1990) and Green (1991), if employees can be 

kept happy (hence satisfied) in their jobs, they will be more likely to develop those 

desirable attitudes which will eventually produce synergies, enhance productivity and 

have positive effects on broader organisational outcomes. 

In the research of Cherrimton. Reitz and Scott (1971) and Steers (1975) the 

relationship between job satisfaction and job performance is revealed to be more 

complicated. it is naive to attempt to link job satisfaction with job performance without 

the consideration of moderator variables. Cherrington and his colleagues (1971) found 

that satisfaction and performance were positively related when persons were rewarded 

contingent with their quantity of performance but negatively related when they were 

rewarded for poor performance. Steers (1975) found that employees with high 

achievement needs demonstrated a stronger performance-satisfaction relationship than 

did employees with low achievement needs. Considering moderator variables as 

contextual variables offers a unique perspective on the relationship between 

subordinates' performance and job satisfaction. It can, therefore, be concluded that 

moderator variables are conceptually important partial-determinants of the results of 

any job performance-job sati s faction relationship. 
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The study of Jabri (1992) examined the role of the appropriateness of moderating the 

satisfaction-performance relationship among R&D (research and development) 

scientists and found that in the perceived appropriateness of supervisory decisions a 

situational contingency moderated this relationship. Overall job satisfaction, 

satisfaction with work, and satisfaction with supervision all had a positive relationship 

with job performance for those individuals who perceived a high level of 

appropriateness. The above variables were, however, unrelated to job performance 

among those who perceived a low level of appropriateness. In this regard, Jacobs and 

Salomon (1977) recommended that a subtle advantage over the direction of a causal 

relationship may be the advancing of different moderator variables dependent upon the 

hypothesised direction of the cause effect relationship. 

In sum, the correlation between job satisfaction and job performance, in any particular 

situation, will depend on a complex set of personal and situational variables. Thus, a 

cause - and - effect relationship between job satisfaction and job performance should 

not be assumed to be a simple linear effect. While the research on the relationship 

between stress on satisfaction and stress on performance is small compared to that on 

the satisfaction-performance relationship. 

However, there have been numerous reports that a high level of job stress is related to 

low levels of job satisfaction. For instance, a study of Landsbergis (1988) and 

Cummings (1990) found that the experience of work stress was a predictor of job 

dissatisfaction in a sample of hospital employees. From the perspective of the person 

environment fit theory, high job stress promotes a poor fit between the demands of the 

work environment and what individuals are equipped to handle, because most 



employees are adverse to job stress (Gupta & Beehr, 1987). Jamal (1990) found that a 

person - environment misfit was associated with job stress, and in turn, job 

dissatisfaction. 

Greenhaus et al. (1987) repeated Jamal's (1990) result, finding that some aspects of a 

person's work environment such as role ambiguity and role conflict have a negative 

relationship on job satisfaction and poor mental health. This is supported by Parkes's 

study (1991) which revealed that a quantitative work overload in the work environment 

has a significant negative relationship both with job satisfaction and with more general 

measures of individual well-being. 

It is easily observed that people vhose jobs make them feel tense and anxious are 

certainly less satisfied with their jobs than are those employed in a more stress free 

work environment. In this case, satisfaction looks like becoming an indicator of stress. 

Generally, high levels of perceived work stress are associated with low levels of job 

satisfaction. For example, Landsbergis (1988) found that the experience of work stress 

was a predictor of job dissatisfaction in a sample of hospital employees. Similar results 

have been reported by Terry, Nielsen, and Perchard (1993) high levels of work stress 

(role ambiguity, role conflict, work overload, and under utilisation of skills) have a 

negative impact on job satisfaction and psychological well-being. Brief and Atieh 

(1987), stated that one of the most frequently used indexes of job related stress is job 

satisfaction. It is not surprising that the use of job satisfaction, as a measurement, will 

be overlapped by job stress (Jackson & Schuler, 1985). Since job stress leads to 

dissatisfaction, it is necessary to pay attention to the identification of variables that may 

protect a person from the negative effects of stress, some stress being inevitable. Such 
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variables are known as coping resources or stress - resistance factors (Lazarus & 

Folkrnan, 1984). Coping resources, in this context, can be defined as the relatively 

stable dispositional and job characteristics available to individuals when they are faced 

with stressful life events (Moos & Billings, 1982). The lack of responsibility and 

challenge and degradation of the human element leads to role ambiguity, role conflict 

and makes the job less meaningful. In order to produce meaning motivators must be 

built into the job. 

In general, it can be indicated that the impact of stress on satisfaction is pretty 

straightforward. Job related tension tends to decrease general job satisfaction (Kemery, 

Bedeian, Musholder, & Touliatos, 1985). Even though low-to-moderate levels of stress 

may improve job performance, employees find stress dissatisfying. 

Moreover, people who have jobs that they enjoy, and from which they derive 

satisfaction, handle stress better than those not similarly advantaged. When people are 

placed in a high stress situation they tend to become emotional, causing changes in 

their behaviour, such as being irritable, impatient, aggressive and hostile. Human 

relations often suffer in such situations. This type of stress may cause performance to 

decrease (Lussier, 1991). 

It may be assumed that those who experience too little stress may not use their 

maximum attention and energy,  those who experience too much stress may become 

immobilised, repeat useless behaviour, or scatter their efforts. At a low level of stress, a 

person may not be sufficiently alert, challenged, or involved to perform at his or her 

best. Increasing a low amount of stress may improve performance. Up to a point, an 
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optimum level of stress exists for any task. Past this point, performance begins to 

deteriorate. At excessive levels of stress, a person is too agitated, aroused, or threatened 

to perform at his or her best (Cohen, 1980). 

A relationship exists between the degree of stress involved in some jobs or tasks and 

the quality and level of performance. An optimum level of stress probably exists for the 

maximum performance of any task. Too little or too much stress may result in lowered 

performance. A good example is in the performance of the members of a football team. 

Not taking an opponent seriously enough (experiencing too little stress) may cause the 

team to perform poorly. On the other hand, becoming too excited or angry 

(experiencing too much stress) may cause the players to lose their poise and not 

perform at their best. Cohen (1980) explains that stressors create conditions of 

information overload because people are forced to give them excessive attention. 

Consequently, stress absorbs energy which is needed for performance in the job. 

Cohen adds that stressors such as noise, electric shock and task load make people 

perform less effectively on task. 

Stress can also obstruct organisational effectiveness. A study by Cooper(1981) shows 

that organisational stress is correlated to low performance, job dissatisfaction, poor 

motivation, absenteeism, and staff turnover. The influence of excessive stress in 

organisations may be reaching epidemic proportions (Schuler, 1980). According to 

Cooper and Cartwright (1994) 'Job stress is likely to continue to present a major threat 

to the financial health and profitability of organisations" (p.  468). So it can be deduced 

that today is the era of stress. To support this argument, there is an apt quote which 

says: 
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"The era of stress is a recent development; not long ago we were all supposed to 
be living in the era of anxiety. Anxiety was the key to understanding the 
predicament of modern men and women. Loneliness and alienation were 
described as the most prominent outcomes of our pervasive anxiety, which has 
been elevated to the status of a dominant feature of the human condition. Why 
then did anxiety lose its primacy as the chief villain in the drama of our lives? 
Why was its commanding position replaced by stress?" 

(Breznitz, 1994, p.  168) 

Moreover it appears that, as Ganster and Schaubroeck (1991) argued, burn-out is, in 

fact, a type of stress-specifically, chronic-affective response pattern to stressful work 

conditions that feature high levels of inter-personal contact. Empirical evidence has 

shown that burnout has important dysfunctional ramifications, implying substantial cost 

for both organisations and individuals because of, for example, increases in staff turn 

over, staff absenteeism, reduced productivity, and other human considerations (Jackson 

& Maslach, 1982; Leither & Maslach, 1988; Shirom, 1989). 

Therefore, there are four hypothetical types of relationship between job stress and job 

performance: a curvilinear/U-shaped relationship, a positive linear relationship, a 

negative linear relationship, and no relationship between the two. The curvilinear 

relationship between job stress and job performance explains that the individual will 

have optimal job performance if he/she suffers a moderate amount of stress. The 

reasons are that at this level, the individual may actively direct his energies to reach top 

job performance. On the other hand, when individuals experience a low level of stress, 

they will have no incentive to do the job properly. When individuals have a high level 

ofjob stress, they spend their time coping with the stress, not reaching optimal job 

performance (Ivancevich & Matteson, 1981; Allen, Hitt, & Greer, 1982; Moss, 1981). 
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The positive relationship between job stress and job performance generally equates 

stress with challenge (Meligno, 1977). Meligno (1977) stated that problems, 

difficulties, anxieties, and challenges are occasions for constructive activity and 

improved performance. This model suggests that at the low level of stress, the 

individual has little challenge, consequently, he or she is not likely to achieve any 

improved performance. At the medium level of stress, the individual is moderately 

aroused in terms of challenge, so a mediocre performance will be present. In contrast, 

at a high level of stress, the individual will feel optimal challenge and, therefore, 

his/her performance will be optimal (Cohen, 1980). 

Some experts (Cohen, 1980; Meligno, 1977) who assume that job stress has a positive 

correlation with job performance, believe that problems, difficulties, anxieties and 

challenge are occasions for constructive active and improved job performance. They 

believe that at a lower level of stress, the individual has no challenge to make progress, 

so he will not show any improved job performance. At the top level of job stress, the 

individual faces a big challenge and automatically will respond to this challenge 

positively. In many cases if one is faced with a noxious event in the work environment, 

one will try to overcome this difficulty. The individual workers to perform well, 

requires a supportive climate (Gupta & Beehr, 1979; Breaugh, 1980; Barnowe et al., 

1982). More than that, Beehr (1976) stales that people with high autonomy (ie, 

enriched) jobs may he able to exercise their discretion and personal judgement in their 

job role and as a result may adapt more easily to stressful conditions. 

A negative relationship between job stress and job perfoniiance is understood by those 

who look at job stress as essentially dysfunctional for the organisation and its members 
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(Gupta & Beehr, 1979; Pestonjee, 1992). They view job stress as, by its very nature, 

extremely aversive to most employees, creating a noxious situation in the work 

environment. Individuals will spend a significant part of their time and energy in 

coping with job stress. Thus, the hypothesis of a negative relationship between job 

stress and job performance tends to appear logical to its advocates. 

Regarding the relationship between job stress and job performance, the individuals can 

be assumed to be rational beings who are primarily concerned with performance 

because they know that they are being paid for performing well. The individuals are 

expected to ignore problems that they face in carrying out their job. Whatever happens 

to individuals in the work environment, it is expected that job performance will not be 

affected. In other words, whether job stress is present or not, the performance level is 

expected to remain at the same level. 

In summary, whether there is a positive relationship between job satisfaction, job 

performance, and job stress depends on the study one reads. Whether or not 

satisfaction, performance, and stress are directly and/or strongly correlated is not the 

issue. The issue is that in order to attract and retain qualified employees the company 

must increase satisfaction and performance and reduce stress. Employees must be 

treated as the firm's most important asset. 

2. 7. Ilyphotheses 

A number of hypotheses are proposed with respect to each of the dependent variables. 

There are three dependent variables which will be involved in this research, namely job 
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satisfaction, job performance, and job stress. While job enrichment as the main 

independent variable consists of five core job dimensions; skill variety, task identity, 

task significance, autonomy, and feedback. The assumption is that the five components 

of job enrichment mentioned above may be used to increase job satisfaction and job 

performance and to reduce job stress. 

2. 7. 1. Hyphotheses 1: The effect of job enrichment on job satisfaction. 

The concept ofjob enrichment is concerned with the characteristics ofjobs and how 

these affect job satisfaction. Job enrichment gives the individual more freedom and 

authority, more feedback, and more challenge (Bolman & Deal, 1991). Ganster (1978) 

manipulated the task dimensions of variety, autonomy, identity, and feedback in a 

laboratory experiment to assess their effect on task scope perceptions and satisfaction. 

He found that task manipulations accounted for 80% of the variance in task perceptions 

when task scope perceptions were used as predictors in a multiple regression question 

with task condition as the criterion variable (r= .896, F (4,185) 187.7, p<.00I). 

Similarly, a study of Loher et al. (1984) revealed that job enrichment has a moderate 

relationship with job satisfaction. The relation between each of the task characteristics 

and job satisfaction ranges from .32 (task identity) to .46 (autonomy). 

Major hyphothesis: Job enrichment results in a significant increases in job 

satisfaction. 

Minor hypothesis: Employees whose jobs have been enriched perceive themselves to 

possess significantly more of the following characteristics; skill variety, task 

identity, task significance, autonomy and feedback. Such employees also show 
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increased job satisfaction compared to employees whose jobs have not been 

enriched. 

2. 7. 2. Ilyphothesis 2: The effect of job enrichment on job performance. 

Previous research has demonstrated that a number of job enrichment programs are 

positively correlated with job performance (I-lackman & Oldham, 1980; Hogan & 

Martell, 19871  Orpen, 1979). Job enrichment refers to the amount of discretion, 

autonomy, and control of a task exercised by the jobholder (Goddard, 1981). This 

condition leads employees to develop their capability to reach a better quality of work 

life as well as higher performance! productivity (Dunoon, 1990) and higher quantity 

output and better overall work effectiveness (Berlinger ci at., 1988). Berlinger and his 

colleagues stated that on average job characteristics are correlated with performance 

(r= .21). This result suggests that job enrichment in actual work can yield significant 

Improvements. 

Major hypothesis: Job enrichment results in a significant increase in job 

performance. 

Minor hypothesis: Employees whose jobs have been enriched perceive them to 

possess significantly more of each of the following characteristics; skill 

variety, task identity, task significance, autonomy, and feedback. There are 

also increases in the job performance compared to employees whose jobs have 

not been enriched. 

197 



2. 7. 3. Hypothesis 3: The effect of job enrichment on job stress. 

A job enrichment characteristics program would provide employees with greater 

flexibility in utilising a variety of approaches to cope with complex and stressful role 

demands which as a result enable them to adapt to different role expectations in their 

role behaviour (Robbins, 1992). In other words, job enrichment may lead to the 

exercise of greater discretion and personal judgement in reducing stressful events on 

the job. In this case, Agrawal (1984) stated that the job characteristics model plays an 

important role in predicting stress. As mentioned earlier, Quick and Quick (1984) 

thought that job enrichment can be utilised to reduce stress in two ways. First, it can 

increase functional stress in the workplace by building moderately stressful 

motivational factors into specific jobs. Second by providing the hygienic factors in the 

workplace it can relieve some stressful conditions which are associated with physically 

poor working conditions. 

Major hypothesis: Job enrichment results in significant decreases in job 

performance. 

Minor hypothesis: Employees whose jobs have been enriched perceive them to 

possess significantly more of each of the following characteristics; skill variety, 

task identity, task significance, autonomy and feedback together with decreases 

in job stress compared to employees whose jobs have not been enriched. 



Chapter 3 

METHODOLOGY OF THE STUDY 

The purpose of the study is to examine 'The effect of Job Enrichment on Job 

Satisfaction, Job performance, and Job Stress of Javanese Workers". This chapter 

includes a description of the research variables, operational definition of research 

variables, setting and sample, design and procedure, experimental manipulation, 

instrument and data analysis. 

3. 1. Research Variables Identification 

In this study, research variables consist of: 

Dependent variables : - Job satisfaction 

- Job performance 

- Job stress 

Independent variables: - Job enrichment 

Moderator variables : - Age 

- Gender 

- Level of Education 

- Length of Service 

3. 2. Operational Definition of Research Variables 

1. Job Satisfaction : the total amount of effects or positive feelings of employees about 

their job. The workers who have a positive feeling about their Job will have a high Job 



satisfaction and enjoy or appreciate that job. This was measured by a 

questionnaire. The result was obtained by total score. 

Job Performance: is the result of the interaction of the two variables, that is 

(a) ability to perform the task, and (b) amount of motivation. The score was 

obtained on ratings from the supervisor. 

Job Stress: is largely a consequence of the lack of the above between aspects of the 

job and aspects of the individual. It was tested by a questionnaire and calculated 

from the total score. This questionnaire is designed to provide the respondents 

with an indication of the extent to which various individual levels of stressors are 

sources of stress to the subjects. 

Job Enrichment: is a process of making jobs more interesting, meaningful and 

challenging. Employees will describe the amount of skill variety, task identity, 

task significance, autonomy, and feedback present in theirjob. This is measured 

by ajob descriptive survey. When it showed the increasing score of those five 

core dimensions, it means that the influence ofjob enrichment works. 

3. 3. Setting and Sample 

This field study was conducted in Java (Indonesia), over a period of three months in 

early 1994. Three companies were used for this research. These companies were 

Gunatex Jaya, Co., Primatexco, Co., and Coca Cola, Co. The first is a textile company 

(Gunatex Jaya , Co) located in Pekalongan. This company will henceforth he known as 
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"organisation A". The second organisation- which will be known as - organisation B", is 

also a textile company(Prirnatexco, Co) located in Batang City. The third organisation - 

which will be known as - "organisation C", is a soft-drink company (Coca Cola & Co) 

located in Semarang. These three companies are under private sector management. 

The research was conducted in these companies from January until August 1994, and the 

experimental section took place from April until early August 1994 

Table 1. Time Schedule of the Experiment 

Company April May June July August 

(week) (week) (week) (week) (week) 

A4 1,2,3,4 1234 1,2,3 - - 

B - 1,2,3,4 1,2,3,4 1,2,3 - 

- C 1 2,3,4 1,2,3,4 1,2,3,4 1 

The research sites were selected based on the following criteria. Firstly, the company 

must be located within the area of Javanese cultural influences. Secondly, the company 

must mostly hire Javanese people. Thirdly, the company must be willing to provide some 

assistance in doing this research. 

Three hundred subjects were selected by purposive random sampling. Each company 

provided 100 workers, and every 100 subjects in each company were divided into two 

groups, that is 50 subjects for an enriched group (experiment group) and 50 subjects for 

an unenriched group (control group). See table 2. 
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Table 2. Research Subjects 

Group 

Company Experiment Control Total 

Textile 1(A) 50 50  100 

Textile 11(B) 50 50 100 

Soft Drink (C) 50 50 100 

Total 150 150 300 

The sample comprised 244 (81%) male and 56 (1 8.7%) female. The subjects ranged in 

age from 20 to 52 years (X= 35 years old), with an average education level of year 11 

(senior high school), and with an average length experience of 12 years. 

The three divisions of the textile of production process to which the employees belonged 

were jointly responsible for spinning, weaving, and finishing. Members of the first 

division were classified in the spinning production process. This division is divided again 

into six sections, that is, blowing, carding, drawing, roving, ring spinning, and winding. 

The second division, which is called the weaving production process, is divided into six 

sections as well, that is warping, sizing, reaching, pin winding, weaving, and inspecting. 

The third division is the finishing process. There are fourteen section activities, that is, 

piece tying, singeing, desizing, scouring, bleaching, washing, drying, sizing, slentering, 

calendering, inspecting, folding & cutting, stamping, and packing. For the soft drink 
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company, there are some treatment process productions, that is, water treatment, syrup 

making, mixing process, bottling process, and scanning process. 

3. 4. Design and Procedure 

The experimental design used in this research is a pretest - posttest control group design 

(table 3). That is to say there were two groups the experimental (enriched) and the 

control group (unenriched), the latter being independent of the variable enrichment. 

Subjects were randomly allocated to one of these two groups and a comparison of pretest 

- posttest measures of a number of hypothesised dependent variable was used to find the 

"effect" of job enrichment principally on employees satisfaction, performance, and stress. 

Table 3. Research Design 

note: 

Y = dependent variable (job satisfaction, job performance and job stress) 

Yb I = pre-test experiment group 

Yh2 pre-test control group 

Xl = independent variable (treatment of job enrichment) 

X2 = independent variable (control) 
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Yal = post-test experiment group 

Ya2 -= post-test control group 

There were four phases in conducting this research. Phase 1 concerned collecting the 

data. Phase 2 consisted of allocating the subjects to one of the two groups. In Phase 3, 

during the three months period of the experiment, subjects were treated depending on the 

instructions and it was expected that the subjects in the two groups (conditions) would 

perform their respective jobs. In Phase 4, the questionnaires were given to the subjects 

again to collect the data. Details of the phrases are reviewed below. 

Phase 1. In this first stage, the subjects were given four kinds of questionnaires to be 

answered and the researcher explained how to fill up the questionnaires. The 

questionnaires were taken home to be answered and submitted to the supervisor a day 

later. 

Phase 2. The employees were all gathered together in a company hall to receive a 

detailed explanation of the rules of this project. Subjects were divided into two groups 

(enriched and unenriched group) and the enriched group was then taken to a separate part 

of the building. They were told that their rates of pay would not alter and the rules and 

regulations regarding job security, pension rights and medical benefits would remain the 

same. In other words, the control group was asked to do the same work as before. 

Phase 3. In this phase , the subjects for the two groups worked in their group for a period 

of three months. Every two weeks a researcher came to monitor the experiment, 

accompanied by the supervisors. In each company the researcher was assisted by 3- 5 

supervisors. The supervisors were responsible when the researcher was not present. 
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Phase 4. Data was collected again from the employees as for phase 1, after they had been 

working for 3 months. The subjects completed the same questionnaires as before (in 

phase 1). They were completed at home and were brought back one day later to be 

submitted to the supervisors. In this phase all of the data was tabulated and analysed to 

compare the responses of individual subjects "before" and "after' the experiment. 

Finally, the subjects were thanked for their cooperation and told that the result will 

hopefully be useful for the employees. 

3. 5. Experimental Manipulation 

Of course, the real measure of enrichment treatment is its effect on job satisfaction, job 

performance, and job stress of the worker. The job dimensions of skill variety, task 

identity, task significance, autonomy, and feedback are the changes in job content of this 

enriched group, which will be specifically designed to be increased. The following were 

the detailed changes in the experiment of the job dimensions that were introduced. 

Skill Variety. Subjects in the enriched group were allowed to do a variety of different 

activities. The subjects in this group could perform activities that challenged their skills 

and abilities, and also they could decide for themselves which kinds of operation they 

wanted to perform instead of being assigned to specific tasks like blowing, carding, 

drawing, roving, or winding (for textile company); water treatment, syrup making, 

mixing process, bottling process, or canning process (for soft drink company). The 

important thing, in another situation each person performs several different tasks 

requiring highly varied skills. They were also told they had the opportunity to move from 
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one division to another division once every week. In contrast, subjects in the unenriched 

group just received some instructions from the supervisor/researcher on how to carry out 

the job properly. 

Task Identity. The experimental group was formed into five separate groups of 

employees for every company (on the suggestion of the experimenter), each of which did 

the entire job collectively. Specifically, each group performed all the necessary 

operations of a certain activity. Thus each of these groups did all of the production 

processes which are available in each company. The subject could do the job from 

beginning to end with a visible outcome, in other words, it allowed the employees to be 

involved in the completion of a whole and identifiable piece of work. in contrast, in the 

control group, certain persons just performed one of many kinds of operations in the job 

as requested by the supervisor. 

Task Significance. The enriched groups were briefed in a special session about the 

Importance of their jobs to others in the organisation or outside it and told exactly how 

they "fitted into" the organisation as a whole. In other words, the subjects in the 

experimental group performed ajob which was seen to have an impact on the lives or 

work of other people. It was emphasised that these information were important for 

variety of purposes. The knowledge, skill and effort exerted by the individual is therefore 

worthy of respect. In contrast, the unenriched group performed their specific jobs 

without the benefit of any instructional sessions. 

Autonomy. The employees in the enriched group had freedom, discretion and 

independence in scheduling the work and determining procedures. They were responsible 
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for their work and told that 'no one will change your work after you are done".They were 

also allowed to decide the lengths and timing of their own breaks. On the other hand, the 

employees in the unenriched group were continually supervised and inspected by the 

supervisor, compared to the enriched group who could inspect their performance 

themselves. The unenriched group stayed at their work places during the day (except for 

formal breaks). Finally, the experimenter remained in the next room for almost the whole 

work period for the enriched groups. 

Feedback. In the enriched group -during their work- the employees had an opportunity to 

receive clear and accurate information of the effectiveness of their performance. If their 

performance were good they receive more support, in other hand they will receive 

assistanship. In contrast, the subjects in the unenriched group did not receive any clear 

information about the effectiveness of their performance. In this study, care must be 

exercised in providing negative feedback so those responsible can save face and not be 

unduly embarrassed. The information was in a form that the employee could readily 

understand and it was used to monitor progress and to direct or redirect effort in order to 

maintain or improve results. 

3. 6. Instrument 

Four psychometric devices are utilised in this study. The questionnaires provided the 

following data: Job Characteristic, Job Satisfaction and Job Stress. The supervisors 

rating is provided for the Job Performance. 
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3. 6. 1. Job characteristic. 

These were measured with 15 items drawn from the Job Diagnostic Survey (JDS) 

developed by Flackman and Oldharn (1975).This covers each of the following facets 

skill variety, task identity, task signi!cance, autonomy, and feedback. The employee's 

perception of each of the five job characteristics were tapped by three items. In this 

study, the subjects showed how inuch of each characteristic they perceived to be present 

in the jobs on a 7-point scale, ranging from 'not at all" (1) to "very,  much" (7). The 

subject completed this questionnaire twice, before and after the 3 months' experimental 

period. A comparison of their "before" and "after" answer on the JDS subscales is the 

way to assess how employees perceive different aspects of their jobs. These items 

showed good reliability (alpha= .81); the reliabilities of each facet were also acceptable 

(alpha:> .70) (Mondrack & Evan, 1986). Pearson (1991) reported both the reliability and 

validity of the instrument where the coefficient alphas obtained in his study were 0.67, 

0.73, 0.77 and 0.82. In this research, a reliability showed that the scale has a Cronbach's 

alpha of.71 (see appendix F). 

3. 6. 2. Job satisfaction 

Overall job satisfaction was examined by a Gordon's job satisfaction questionnaire. 

Eighteen items of this questionnaire tapped each of the following facets; abilities, co-

workers, supervision, pay variety, use of opportunities for learning, influence, pressure, 

feedback, promotion, physical conditions, challenge, and opportunities of growth. Each 

facet was rated on five points (very dissatisfied, dissatisfied, neither satisfied nor 

dissatisfied, satisfied, very satisfied). The alpha reliability of the facet satisfaction scale 

reported by Gordon (1982) was .91, and the correlation's between the facet satisfaction 
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scale and the JDI for a separate sample of pharmacists were .71 (work itself), .37 (pay), 

28 (promotions), .19 (supervision), and .38 (co-workers). Reliability analysis for this 

research is .68 (see appendix F). 

3. 6. 3. Job performance 

The rating scale used in the present research was developed by the researcher which was 

drawn from the three company's rating scales model. A score was obtained by first 

assigning the raw scores of 1, 2, 3 for the rating of low, average, and high standards 

respectively for each of the following aspects ofjob performance: (1) responsibility, (2) 

quality, (3) quantity, and (4) work habits. The whole scores for each of these criteria were 

then summed up for each individual to arrive at a total performance score from 4 to 12. 

In this case, the researcher gave responsibility to measure the employees' performance to 

the supervisor (rater) under the supervision of the researcher. There are 3 raters for each 

company. The model of performance assessment by the supervisor was considered 

appropriate for this research because (1) the level of the employees is determined 

objectively on the basis of their actual performance shown in supervisors' records, (2) the 

supervisors should be perceived as reliable due to their experience, and (3) the 

supervisors were always present to observe the employees during the period of the 

research. The employees' performances were measured "before" and "after" the 

experimental period. For the "pre-job performance," data was taken from the last three 

months of the subject's activities in the job just before the experiment began. For the 

"post-job performance" data, was taken just after the experimental period finished. The 

level of performance of the employees was determined objectively on the basis of their 

actual performance available from supervisor records. In this research, a reliability 

revealed that the scale has a Cronbach's alpha of.84 (see appendix F). 
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3. 6. 4. Job stress 

Job stress was measured by the Stress Diagnostic Survey questionnaire. This scale 

consists of 18 Likert type items scale points varying from I to 7. Each item is associated 

with a specific individual level stressor and has seven response alternatives, namely, 

never source of stress, rarely a source of stress, occasionally a source of stress, sometimes 

a source of stress, often a source of stress, usually a source of stress, and always a source 

of stress. The scale was chosen for this study because of its proven psychometric 

properties (Pearson, 1986). This scale was developed by John Ivancevich and Mike 

Matteson at the University of Flouston. The coefficient alpha for the fifteen categories 

was 0.58 to 0.87. The Cronbach's alpha in this study is .90 (see appendix F) 

3. 7. Data Analysis 

The main analytic technique used to evaluate the experimental data was one - way 

analysis of covariance. The purpose of analysis of covariance is to reduce the influence of 

extraneous variables on observed dependent variable measures (Dawyer, 1983). Ancova 

is a statistical procedure whereby the researcher introduces one or more variables into the 

analysis for the sole purpose of control. The experimenter exercises control in the design 

by introducing a factor or factors as control. By controlling the influence of a covariate 

the power of ancova tests will be increased since the covariate accounts for performance 

which had been included in the error tenTi used to calculate the F statistic. In analysis of 

covariance the study is conducted by partialling out the effects of the factor from the 

dependent variable. 
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In addition the analysis of covariance is used most often by researchers to compare group 

means on a dependent variable in order to adjust group means for differences between 

the group on some relevant covariate (concomitant) variable. 

Ancova is used in an effort to adjust the individual differences and equate the groups 

statistically. The variable (s) used for adjustment are called covariates. When a researcher 

wishes to compare two or more groups on a dependent variable while controlling one or 

more relevant variables, ancova is the proper procedure. Because this research is a field 

experiment, ancova is also useful. Wildt and Ahtola (1978) stated that there are four 

advantages or principal uses of the analysis of covariance: 

to increase precision in a random ised experiment. 

to remove bias which may result when test units cannot be assigned at random to 

experimental conditions. 

to remove the effects of disturbing variables in observational studies, and 

to fit regressions in the context of multiple classifications. 

Since this study was intended to detect the effect ofjob enrichment between an 

experimental and a control group, the whole result of the F test, both related to that effect 

or unrelated, will be presented. Moreover, in order to know the effective contribution of 

job dimensions ofjob enrichment on dependent variables, multiple regression is applied. 

The analysis of the data was computed with a statistical package for social science 

(SPSS). 
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Chapter 4 

RESULT AND DISCUSSION 

4. 1. Result 

This research is designed to examine the effects of job enrichment as an independent 

variable on job satisfaction, job performance, and job stress as dependent variables. The 

results will be discussed in three sections. First, the manipulation checks are tested to 

indicate whether adding enrichment to the jobs of the employees resulted in them 

perceiving their jobs as being more enriched. Second, the effect of the manipulations was 

examined on the criterion estimates of job satisfaction, job performance and job stress. 

Third, the influence of age, gender, length of service, and level of education as moderator 

variables in the relationship between job enrichment and the three dependent variables is 

discussed. Generally, the results of this study show that job enrichment influences the 

three dependent variables. 

4. 1. 1. Manipulation checks 

The first step was to inter-correlate the five core job dimensions of the Hackman-Oldham 

model to ascertain the degree to which they are independent and could therefore be 

treated as separate dependent variables in analysis of variance. Table 4 and table 5 

indicate the relation among these dimensions, as perceived by the workers. These two 

tables present the inter-correlations among the dimensions on the "after" questionnaire 

(post-manipulation), respectively in the enriched group (Table 4) and in the unenriched 

group (Table 5). The findings show a high degree of similarity in the patterns of results 
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Table 4. Post manipulation Intercorrelation Among the Core Job Dimensions and 

Dependent Measures in the Enriched Group (N=  150). 

Dependent 1 2 

Measures  

3 4 5 6 7 8 

Skill variety 
Task identiy .0745 - 

Task Significance .0505 1261 - 

Autonomy .0585 .3213** 297** - 

Feedback .0295 .1133 -.0268 .0298 - 

Job satisfaction .3723** .2711** -.0099  .1917*  .0522 - 

Jobperformance .3032** .2445** .0306 .2045* .0858 .8627** - 

Job stress -.0688 3 _-.0588 .2356** -.0575 .2033* -.0690 .0146 

.01 = .05 

Table 5. Post manipulation Intercorrelation Among the Core Job 

Dimensions and the Dependent Measures in the Unenriched Group (N= 150) 

Dependent 
Measures 

1 2 3 4 5 6 7 8 

Skill Variety 

Task identity .4469** - 

Task significance .2828**  .2406**  

Autonomy 406** .1432 .3968**  

Feedback .2903** 1796** .2594 .1526 - 

Job satisfaction .0497 .1507 -.003 I -.0223 .0320  

Jobperfotmance 1 .0274 .0507 .1438 -.0880 -.0232 •3353** - 

- 

Job stress 1 -.0322 1 -.0120 -.0186 -.0084 -.0862 .0528 .0794 - 

**=.01 *=.05 

in the two tables and a relatively high degree of independence of the various dimensions. 

The relatively high degree of independence of various dimensions indicates that they are 

not influenced by one another (see appendix F post manipulation intercorrelation for the 

whole subjects). 
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In the analyses, enrichment/unenrichment were considered as the independent variables, 

with the pre-manipulation scores of the individual employees as the covariate in each 

case. These five measures (skill variety, task identity, task significance, autonomy, and 

feedback) were then used as dependent variables in separate one way analyses of 

covariance to measure the effect of enrichment of worker perceptions of their jobs. The 

difference between means was significant for each job dimension: 

Table 6. Summary of Ancova for Skill variation 

Source Sum of 
square 

df Mean square F I p 

Main effects 3239.378 4 809.844 327.433 0.000 
Enriched& 22.607 1 22.607 9.140 0015 
Unenriched 
Company 3.839 2 1.919 0.767 .461 

Interaction 3.712 2 1.856 0.750 .473 
Residual 724.681 293 2.473  

Total 3967.770 299 13.270  

Table 6 shows the one way analysis of covariance that was used to test the relationship of 

skill variety by enrichment and by company. The enrichment program had an effect on 

skill variety with F (1 ;293) = 9.140 at p<0.01. Which means that those employees whose 

jobs have been enriched perceive them to possess significnatly more of skill variety 

compared to employees whose jobs have not been enriched. On the other hand, the 

company had no effect on skill variety with F (2293) = 0.776, at p>0.05. Meanwhile the 

interaction effect between enrichment and company was not found to be statistically 

significant for skill variety with F (2293) = 0.750, p>0,10. 
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Table 7. Summary of Ancova for Task identity 

Source Sum of df 
square  

Mean square F p 

Main effects 4106.155 4 1026.564 423.554 0.000 
Enriched& 28.156 1 28.156 11.617 0.015 
Unenriched 
Company 8.693 2 4.347 1.793 

Interaction 7.240 2 3.620 1.494 
Residual 710.141 293 2.424  

Total 4823.637 299 16.133  

Table 7 reveals the one-way ancova used to test the effect of enrichment on task identity 

by the enrichment and by the company. The results show that the enrichment had an 

effect on task identity with F (1,293) = 11.617, at p<O.Ol.  This indicates that those 

employees whose jobs have been enriched perceive them to possess significantly more of 

task identity compared to employees whose jobs have not been enriched. However, the 

company had no effect on task identity with F (2293) = 1.793, at p>0.05. The interaction 

effect between enrichment and company was not found to be statistically significant for 

task identity with F (2293) = 1.793. 

Table 8. Summary of Ancova for Task significance 

Source Sum of 
square 

df Mean 
 square  

F p 

Main effect 2849.511 4 712.378 239.778 0.001 
Enriched & 29,1231 1 29.123 9.803 0.155 
Unenriched 
Company 4.826 2 2.413 0.812 .455 

Interaction 10.576 2 5.288 1.780 .170 
Residual 810.499 293 2.971 

Total 3730.587 299 12.477  
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Table 8 indicates that enrichment had an effect on task significance with F (1 ;293) = 

9.803, at p<0.01. This means, as hypothesised, that those employees whose jobs have 

been enriched perceive them to possess significsntly more of task significance compared 

to employees whose jobs have not been enriched. Moreover, there was no effect of 

company on task significance with F (2,293) = 0.812, at p>0.05. As indicated, the 

interaction effect between enrichment and company on task significance also revealed it 

to be not statistically significant with F (2,293) = 1.780, at p>O.1O. 

Table 9. Summary of Ancova for Autonomy 

Source Sum of 
square 

df Mean 
 square  

F p 

Main effects 3538.540 4 884.635 1 79.742 0.000 
Enriched & 486.524 1 486.524 98.853 0.000 
Unenriched 
Company 10,611 2 5.306 1.008 .342 

Interaction 0.933 2 0.467 0.095 .910 
Residual 1442.057 293 4.922 

Total 4981.530 299 16.661  

Table 9 indicates a one-way analysis of ancova to test the effect of autonomy by the 

enrichment and by company. It can be seen that enrichment had an effect on autonomy 

with F (1;293) = 98.853, at p<O.Ol. This reveals that those employees whose jobs have 

been enriched perceive them to possess significantly more autonomy compared to 

employees whose jobs have not been enriched, but the company had no effect on 

autonomy with F (1,293) = 1.078, at p>0.05. Meanwhile the interaction effect of 

enrichment and company on autonomy was not found to be statistically significant with F 

(2293) = 0.095, at p>0.  10. 
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Table 10 details the one-way ancova result in testing the relationship of feedback by 

enrichment and company. Enrichment had a significant effect with F (1,293) = 90074, at 

p<O.Ol, which means that those employees whose jobs have been enriched perceive them 

to possess significantly more feedback compared to employees whose jobs have not been 

enriched while there was no effect for company on feedback with F (2;293) = 0.265, at 

p>0.05. The interaction effect between enrichment and company on feedback was not 

found to be statistically significant with F (2293) = 2447, at p>0.  10. 

Table 10. Summary of ancova for Feedback 

Source Sum of 
square 

df Mean 
 square  

F p 

Main effects 3398.324 4 847.331 151.559 0.000 
Enriched & 503.582 1 503.582 90.074 0.000 
Unenriched 
Company 2.958 2 1.479 0.095 .768 

Interaction 27.363 2 13.681 2.447 .088 
Residual 1638.100 293 5.591  

Total 5054.787 299 16.906  

It is clear that the enrichment manipulation was fairly successful. The employees, 

perceived that the enrichment program had an influence on all of the characteristics of 

the job. In other words, the two separate groups of independent variables perceived 

significant differences in the task on the five job characteristics. 

In order to show a clear illustration of these results, Figure 10 will display the scores of 

five core job dimensions in the comparison between the enriched group and the 

unenriched group. The scores were obtained from the average score for each job core 
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dimensions derived from the Job Diagnostic Survey (JDS) among the employees. 

Compare this with figure Il 

6 
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Figure 10. The post-test mean ofjob diagnostic survey scores on the five core job 

dimensions for the enriched and unenriched groups. 

Pre-test comparison show that the result of mean scores among the five core dimensions 

relatively have the same level. It can be seen from the post-test on the five core job 

dimensions that there is a substantial increase in comparison with the pre-test scores 

between the enriched group and the unenriched group (X= 4.6 and X= 4.18). It would 

appear then that the enrichment manipulation was successful and that perceived 

enrichment has indeed occured. 
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Figure 11 The pre-test mean score ofjob diagnostic survey on the five core job 

dimensions for the enriched and unenriched groups. 

The highest mean JDS (job diagnostic survey) score for the enrichment group is task 

significance (X= 4.9) and the lowest mean score is skill variety (X= 4.55). This result 

does not mean that task significance has the most substantial influence among the other 

four core job dimensions. Comparing the post-test scores on the five core job dimensions 

between the enriched and the unenriched group, it can be stated that feedback and 

autonomy have the same score and have the most substantial change in the enrichment 

program. Autonomy and feedback have the same difference score, about .84, between 

the enriched and the unenriched group. 

However, we also need to know the effective contribution of the five core job dimensions 

on job satisfaction, job performance, and job stress. This can be discovered from the 
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result of multiple regression. For job satisfaction, skill variety has the most influence 

(13.05%), followed respectively by task identity (4.02%), autonomy (2,85%), task 

significance (.92%), and feedback (.01%). 

Moreover, skill variety revealed the highest contribution in increasing job performance 

(8.6 1%), and followed by autonomy (3.51%), task identity (3.04%), task significance 

(.64%), and feedback (.231NO). For job stress, the most influencial dimension to reduce 

stress is task significance (5.64%), and then feedback (4.14%), skill variety (.56%), 

autonomy (.02%), and task identity (.01%). 

Table 11. Summary of Anareg for Post-test Job Satisfaction (Enriched group) 

Suni of 
square 

df Rsq 
 Chg 

F Sig 
 F 

Relative 
contribution 

Effective 
I contribution  

1,013.952 1 .13054 24.330 .000 57.418 13.054 SV 
321.338 1 .04022 7.496 .007 17.690 4.022 TI 

24.880 1 .00320 .597 .441 1.409 0.320 TS 
221.229 1 .02849 5.310 .023 12.532 2.849 Aut 

0.916 1 .00012 .022 .882 0.052 0.021 Fdhk 
1,756.921 5 8.475 Reg 
6,001.172 144  Res 
7,767.093 149  Total 

Table 12. Summary of Anareg for Post-test Job performance (Enriched group) 

Sum of 
square 

df 1 Rsq 
Chg 

F Sig F Relative 
 contribution 

Effective 
contribution  

8.554 1 .08612 15.144 .0002 53.720 8.612 SV 
3.025 1 .03045 5.355 .0221 18.988 3.044 Ti 
0.636 1 .00640 1.125 .2955 3.994 0.640 TS 
3.483 I .03507 6.166 .0142 21.871 3.506 Aut 
0.230 1 .00231 .406 .5247 1.435 0.230 Fdbk 
17.987 5 6.368 .0000 Reg 
81.346 144  Res 
99.333 149  Total 
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Table 13. Summary of Anareg for Post-test Job Stress (Enriched group) 

Sum of 
square 

df Rsq Chg F Sig F Relative 
 contribution 

Effective 
contribution  

580.003 1 .00562 .903 .3434 5.412 0.562 SV 
1.546 1 .00001 .002 .9609 0.001 0.015 TI 

5,822.805 1 .05645 9.071 .0031 54.357 5.645 TS 

0.021 1 .00000 .000 .9955 0.000 0.020 Aut 

4,273.848 1 .04143 6.658 .0109 39.894 4.143 Fdbk 

10,716.311 5 3.339 .0070 Reg 

92,431.929 144  Res 

103,148.240 149  Total 

In addition it can be seen from table 4, that most of the correlations among the five core 

job dimensions of enrichment are not significance. Only the correlation of autonomy with 

task identity (r= 3213, p< .01), and autonomy with task significance (r= .2297, p< .01) 

are significant. Therefore, it can he concluded that there is a high independence among 

the five core job dimension. 

Table 14. Pre and Postrnanipulation Scores of the Enriched and Unenriched Groups 

on the Measures 

Measures 
Pre-test Post-test 

Enriched Unenriched Enriched Unenriched 
M SD M SD M SD M SI) 

Job satisfaction 56.84 7.59 57.45 13.53 62.71 7,22 57.19 10.43 
Job performance 6.61 0.61 6.59 1.00 7.27 0.82 6.65 0.85 
Job stress 92.55 29.86 92.97 28.87 87.28 26.31 92.21 28.84 
Skill variety 12.98 3.73 12.81 3.51 13.64 3.58 12.94 3.68 
Taskidentity 13.88 4.29 13.77 3.98 14.51 3.91 13.80 4.10 
Task significance 14.01 3.76 13.59 3.43 14.72 3.43 13.73 3.57 
Autonomy 11.19 4.34 11.21 4.05 13.69 3.69 11.17 4.13 
Feedback 10.91 4.29 1 11.03 1 4.06 1 13.73 3.63 1 11.22 14.19 

221 



In addition, table 14 shows an indication that the means of post-test is higher than pre-test 

for all variables. This means reveal that the manipulation results provide a stronger 

support for the success of experiment procedure. 

4. 1. 2. Effects of enrichment on work and personal outcomes 

A separate one way analysis of covariance was performed in order to assess the actual 

effects of enrichment on the various outcomes. There are three various outcomes in this 

study, job satisfaction, job performance, and job stress. In this case, enrichment is the 

independent variable with the employees' pre manipulation scores on the respective 

measures as covariates. The result of the analysis of covariance indicated significant 

effects for enrichment on each of the personal outcomes of job satisfaction and job 

performance and also on job stress. The result of this analysis for job satisfaction and job 

performance indicated that for job satisfaction the enriched group showed a higher mean 

score than the unenriched group, F (1, 293) = 103.43 (p<O.00l) the result for job 

performance shows that the enriched group has a higher mean score than the unenriched 

group F(l,293)= 84.88(p<0.00l). 

Table 15. Summary of Ancova for Job satisfaction 

Source Sumof di 
square  

Mean square F Sig F 

Main effects 18788.103 4 4697.026 184.573 0.001 
Enriched 2632.048 1 2632.048 103.428 0.001 
Unenri ched 
Company 26.967 2 13.483 0.530 

Interaction 11.867 2 5.934 0.233 
Residual 7456.280 293 25.448  

Total 26256.250 299 87.814  
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In addition, job stress indicated that the enriched group shows a lower mean score than 

in the unenriched group, F (1,293) = 115.24 (p<O.00l). (See table 15, 16, and 17). These 

results indicate, as hypothesised that those employees whose jobs were altered were more 

satisfied with higher job performance, and lower job stress in their jobs than those whose 

jobs remained the same. 

Table 16. Summary of Ancova for Job Performance 

Source Sum of df 
square  

Mean square F Sig F 

MainetTects 141.443 4 35.361 109.243 0.001 
Enriched 27.474 1 27.474 84.877 0.001 
Unenriched 
Company 0.459 2 0.229 0.708 

lnteraksi 0.153 2 0.076 0.236 
Residual 94.841 293 0.324  

Total 236.437 299 0.791  

Table 17. Summary of Ancova for job stress 

Source Sum of df 
square  

Mean square F Sig F 

Main effects 224866.695 4 56216.674 4201.327 0.001 
Enriched 1542.038 1 1542.038 115.243 0.001 
Unenriched 
Company 109.105 2 54.552 4.077 

lnteraksi 87.999 2 43.999 3.288 
Residual 3920.543 293 13.381  

Total 228875.237 299 765.469  
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4. 1. 3. The influence of moderator variables in the relationship between job 

enrichment (independent variable) and job satisfaction, job performance, and 

job stress (dependent variables). 

Moderator variables such as age, gender, length of service, and education level have no 

effect to the relationship between the five core dimensions of the enrichment program 

with the three dependent variables, namely job satisfaction, job perfonnance, and job 

stress. These relationships can be seen in table 18 below. 

Table 18. The Relationship between Demographic Variables and Independent and 
Dependent Variable 

Measures Age Educaflon Length of service 

Job satisfaction -.0166 -.0164 -.0684 
Job performance -.0177 -.0513 -.0379 
Job stress -.0971 -.1077 -.0260 

Skill variety -.0850 -.0978 -.0489 

Task identity -. 1424 -.0993 -. 1702 
Task significance -.1821 -.0430 -.1879 
Autonomy -.1044 -.0827 -.1073 
Feedback -.0953 -.1502 -.0382 

p< .01 

4. 2. Discussion 

This present research was undertaken to experimentally investigate the effects ofjob 

enrichment on job satisfaction, job performance, and job stress of Javanese workers. The 

results are interesting in a number of respects. First, this field experiment indicates 

clearly that job enrichment can produce substantial benefits both for the employee and 

the organisation. It also indicates that it is possible to estimate the effects of the five core 
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dimensions of the enrichment program in a real-life setting. The results indicate that 

employees are able to distinguish between enriched and unenriched conditions. On the 

basis of previous research alone it was not possible to estimate the relative contribution 

of the five job dimensions. The present research examined the effective contribution of 

each job dimension and as a result estimates can be made of their relative contribution to 

the three dependent variables. Third, it is assumed that the cultural background of the 

employee played an important role to make enrichment program more effectively. 

Generally, these findings confirm the optimistic prediction of early proponents of job 

enrichment, such as Berlinger et at (1988), Loher et at (1984), and Orpen (1979). As they 

indicated, job enrichment is a strategy that directly affects the nature of the job that 

workers perform. This strategy is based on Herzberg's conclusion that work motivation 

can be increased by building more motivating factors into jobs (Herzberg, 1987). Job 

enrichment also involves adding more responsibility to the job. The worker is given the 

opportunity to make decisions regarding what is done and how it is done. Herzberg argues 

that employees with more enriched job have greater fulfilment, together with an 

increased amount of responsibility, more variety and change, as well as greater tension 

and more job risk. This is similar to Fein's view (1988) that ajob enrichment program 

attempts to build an increased sense of challenge and achievement into a job. Moreover, 

it is reasonable to argue, in line with the model proposed by Hackman and Oldharn 

(1975), that enrichment in this research was associated with greater employee satisfaction 

and performance because enriched jobs (which are characterised by the five core job 

dimensions) produce the following three kinds of "critical" psychological states: 
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experienced meaninfulness of the work, experienced responsibility on the job and being 

supplied with the actual results of one's work activities. 

In order to have a satisfied worker and better job performance, work should be 

meaningful. The fact is that today's workers spend most waking hours either at work, 

thinking about work, resting up from work, and preparing for work. Work is an intrinsic 

part of most lives, frequently a reason for being and a place from which we get our 

identity (Bruce & Blackburn, 1992; Sujarnto, 1992). It seems reasonable then that work 

should provide daily meaning as well as daily bread. 

It is the human resource manager's task to provide conditions of employment which will 

stimulate the workers to both work hard and happily. In addition, there is another factor 

which managers should take into account in order to improve job satisfaction and 

performance, that is the workers' cultural background. If cultural background is ignored 

then it should be no surprise if even the best human resource system fails to achieve its 

full potential (mdi, 1993). In addition, jobs should be restructured to add more 

opportunities for achievement, recognition, growth, and development. 

Based on the manipulated result of the five job dimensions, it can be concluded that after 

the job enrichment program the employees in the enriched group perceived higher levels 

in five job dimensions; skill variety, task identity, task significance, autonomy, and 

feedback. However, only some of them made an effective contribution by increasing job 

satisfaction and job performance or by reducing job stress. 
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In the relationship between the five core job dimensions and job satisfaction and job 

performance, only three job dimensions (skill variety, task identity, and autonomy) 

showed a significantly positive relationship. Two other core dimensions (task 

significance and feedback) do not contribute significantly to the increase of job 

satisfaction and job performance. Skill variety shows the greatest power to enhance job 

satisfaction and job performance (13.05 percent & 8.61 percent respectively), the second 

is autonomy (2.85 percent & 3.51 percent respectively) and then follow task identity 

(4.02 percent & 3.04 percent respectively), task significance (0.32 percent & 0.64 percent 

respectively), and feedback (0.01 percent & 0.23 percent respectivel:\  

The effective contribution of predictor variables (the core five job dimensions) to reduce 

job stress is relatively small (10.38 percent). However, task significance has the most 

substantial influence in reducing job stress (5.64 percent). It is followed by feedback 

(4.14 percent), skill variety (.56 percent), autonomy (.020 percent) and task identity (.015 

percent). However, there are only two of the five job dimensions which have a 

significantly negative correlation on job stress, that is task significance and feedback. 

Perceived skill variety and employee satisfaction/performance. Perceived skill variety 

has a significant positive correlation with job satisfaction and job performance. 

Apparently, skill variety is very useful to avoid the monotony of performing a task and it 

enables the employees' skills and abilities to be challenged. As Fein states, "Dull, 

repetitive, seemingly meaningless tasks, offering little challenge or autonomy, are causing 

discontent among workers at all occupational levels" (Fein, 1988, p. 195). In addition, 

Dunphy (1991) stated that a job that is sufficiently complex and broad in the scope of 
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activities will maitain attention, interest, involvement and effort. Without interesting 

activities, it will be identifies as routine and repetitive. Accordingly, it seems fair to 

conclude that jobs which have little variety, on average lead to lower job satisfaction 

(Flackman & Lawler, 1971). 

The results of the present research compare favourably with Orpen's (1979) findings that 

autonomy and variety were major contributiors to employee satisfaction. Orpen's pretest-

posttest study found that manipulating job enrichment significantly influenced the scores 

on skill variety, task identity, and autonomy. In turn these three perceived characteristics 

were related to job satisfaction. However, although Orpen's research indicated that 

enrichment can produce substantial improvements in employee satisfaction, these 

benefits did not lead to greater productivity. In contrast to the present research, Orpen's 

study did not examine the effective contribution of each job dimension on the outcome 

variables. 

Perceived higher skill variety can be assumed to stimulate the employees to enjoy doing 

work. Bolman and Deal (1991) stated that skill variety is the degree to which ajob 

challenges an individual's abilities. Perhaps not surprisingly, in such a situation the 

employee who did not feel a great need to do challenging work is less dissatisfied with 

jobs offering little variety. It is understandable, as a result, for these employees not to 

make an effort to work hard in order to increase performance. Indeed, the low skilled 

workers usually enjoy monotonous work more than skillful workers because unskilled 

workers admitted that in solving the problems related to work a high skill level is 

required (Bruce & Blackburn, 1992). So, it can be predicted that without a high skill 
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level, successful problem solving is difficult to achieve. On the other hand, skillful 

workers will demand to work autonomy and a sense of responsibility. Responsibility to 

make decisions concerning one's job is therefore a prerequisite for applying a skill and is 

also a part of autonomy. It is common that those with high skill ability are more satisfied 

when they are given the responsibility to determine their own work methods. It is also 

reasonable to suppose that these two factors will enhance the meaningfulness of the job 

which in turn results in increased job performance. 

Perceived skill variety can be postulated to increase job satisfaction and job perfoniiance 

because variety motivates the employee (Campion et at, 1993 Fied & Ferris, 1987, 

Hackma, 1987). In addition, skill variety allows the use of different skills and allows both 

interesting and dull tasks to be shared (Davis & Waker, 1987). In clear support of this 

hypothesis is previous research from Yitzhak (1991). His research finding revealed that 

the extent of skill variety was found to be strongest predictor of job satisfaction. 

According to Madhu and Harigopal (1980) and Singh (198 1 ) challenges such as those 

provided by job variety will be followed by involvement. Singh (1981) added that highly 

involved workers have feelings of success, recognition, achievement and self-

determination which motivates them to use their abilities and ultimately increases their 

performance in the work situation. As well, inspiration through skill variety may 

challenge the workers to be creative. They would then become more involved in the 

process of resolving problems including coping with stress (Quick & Quick, 1984). 

Highly involve workers have the opportunity to make more job decisions which motivates 

them to use their abilities and in turn facilities their performance (Berlinger et al, 1988). 
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On the other hand, Sujarnto (1992) makes the point that workers who are not very 

involved may have the feeling that the job in which they work is not rewarding and 

cohesive, in addition, the workers feel that work is not an important part of their lives and 

that the job in which they work is not in consonance with themselves. As a consequence, 

they may search for satisfaction somewhere else, away from their job. This permits them 

to be alienated from the work situation so that they become unable to perform their job 

effectively, and their performance lowers as a consequence. 

Although perceived skill variety makes an effective contribution to enhance job 

satisfaction and job performance, in the present research perceived skill variety is not 

strong enough in predicting a reduction in job stress. The negative correlation between 

skill variety and job stress is not significant. The effective contribution of skill variety to 

reduce stress is very little. This might be because by the lack of the employee's skill, in 

the present sample, in facing the variety of the job. Even though the workers feel more 

satisfied and give a better performance, they might still worry hat at a future time they 

cannot solve the problems related to complicated jobs. Such conditions may be assumed 

to be potential factors that lead to higher stress. 

Perceived autonomy and employee satisfaction/performance. The next most important 

influence in any increase of job satisfaction and job performance after perceived skill 

variety is perceived autonomy. Jobs that give workers authority to make decisions and the 

responsibility for what they do have a dominant role in increasing job satisfaction. The 

presence of autonomy in the workplace may be perceived by the employees as a 

recognition of their ability and symbolise the trust of the organisation. Jobs that give 
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workers authority to make decisions provide added responsibility that tends to increase 

the employees sense of recognition and self-esteem. It follows then that these conditions 

lead to satisfaction for the workers and that the job enrichment program fits the 

characteristics of today's worker who bring more abilities, higher expectation, and a 

greater desire for self responsibility to the workplace than did their predecessors. 

Moreover, "people in highly autonomous jobs know that they are personally responsible 

for successes and failures" (Hackman ci al, 1987, p.320). 

Hackman and Oldham's research findingd (1976) also support a positive relationship 

between autonomy, job satisfaction and job performance. They assumed that autonomy is 

important because it leads to the state of experienced responsibility for outcomes of the 

work. Without such experienced meaningfulness the workers is unlikely to enjoy the 

psychological rewards of task accomplishment which are associated with higher 

performance. To the extent that autonomy is able to influence works outcomes, it will be 

viewed by workers as depending on instructions from the person in charge or on a manual 

of produce. 

Concerning Javanese, the success of autonomy in increasing job satisfaction may be due 

to the fact that Javanese individuals have to be responsible for the harmonious life of the 

community to which they are subordinated and to which they should sacrifice their own 

will and desire. Javanese culture encourages attitudes of self-sacrifice and withdrawal, of 

communal oneness of feeling and will, of moderation and modesty. Thus, the 

responsibility which is entailed by job is not only perceived by the worker as an 

obligation but also as a responsibility for the maintenance of harmony at work 
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There is another concept in Javanese philosophy, which is particularly relevant to 

community happiness, namely "Manunggaling kawula gusti"(experience purification with 

God) (Suseno, 1991). This concept is linked to the leader and subordinate relationship. 

The positive value of this concept is the wideness and the deepness of the responsibility, 

integrity, cultural outlook and religious ethic expressed in it. By the giving of 

responsibility and integrity, to the workers, the relationship between the worker and 

superior will become harmonious, and in turn increase employee's satisfaction and 

performance. For Javanese, hard work is an obligation consequence upon taking 

employment (Koentjaraningrat, 1 985b). Koentjaraningrat added that once people have 

entered the work world, their committment to be loyal to the boss is shown by working 

hard. This attitude should not be confused with the proverb which states "alon-alon asal 

kelakon" which means "slowly and steadily". Above all, Javanese people assume that life 

is a series of events full of hardship that must nevertheless be faced with hard work and 

diligence. This is called 'ikhtiyar" (Koentjaraningrat, 1974). This means that one must try 

to improve his condition so that today should be better than yesterday and tomorrow be 

better than today. In this case, it might be that "ikhtiyar" is properly understood as a forni 

of responsibility. All this serves as an indicator that when Javanese employees have more 

responsibility, their performance will be better and satisfaction will be higher. 

In addition, responsibility will develop very well in autonomous conditions. Whetten and 

Cammeron (1993) stated that the more autonomy in the work, the more responsibility 

workers feel for their success. The more autonomy a person has in performing work, the 

more the person perceives the task as being meaningful or worthwhile (Hackrnan & 
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Oldham, 1980). It may be argued that increased responsibility leads to increased 

commitment to one's work. Consequently, job performance is raised and at the same time 

satisfaction will be higher. 

On the other hand, his research findings show that autonomy has a low correlation with 

job stress. Perceived autonomy has no influence in the reduction of job stress. Seemingly, 

there is an assumption among the employees that perceived higher autonomy be 

identified also as perceived higher responsibility. Indeed, autonomy provides an 

opportunity to enable workers to have freedom to control their response to the 

environment and have authority to make decisions at work. But they also identify it as a 

potential stressors associated with one's role in an organisation (Sutherland & Cooper, 

1986). This means that the issue of responsibility as a source of stress leads to the 

consideration of relationships at work as potential stressors. Accordingly, it is not 

surprising that autonomy has a low prediction to reduce job stress. Thus, even though the 

workers perceived higher autonomy it was not strong enough to exercise greater 

discretion and personal judgment in defining their own role expectations to reduce stress 

(Beehr, 1976). Although today's workers expected recognition from others (in Maslow's 

motivation theory, (1954) this called "self-esteem" and "seif-actualisation"), yet this is 

not sufficient to influence the workers in an effort to reduce job stress. 

Perceived task identity and employee satisfaction/performance. Despite skill variety 

and autonomy, perceived task identity also palys an important role in increasing job 

satisfaction and job performance. Perceived task identity creates a sense of pride and 

responsibility derived from producing something that is complete (Dunphy, 1991). In fact, 



perceived task identity has an influence in producing higher job satisfaction and better 

job performance among the workers. Perceived task identity may also facilitate 

cooperation within a group and increase control over source of disturbance of goal 

attainment by keeping those source within group boundaries (Cummings, 1978). Thus, it 

is not surprising that perceived task identity leads to higher self-esteem and as a 

consequence will have an important role in the improvement of job satisfaction and job 

performance. In addition, when the employees feel they are making an identifiable 

contribution, job satisfaction and job performance will be significantly and positively 

influenced (Hackman & Oldham, 1976). 

Doing job from beginning to end with a visible outcome (Hackman et a!, 1990) is one 

form of recognition. The presence of recognition on the job will increase the workers' 

self-esteem (Herzberg, 1987). It can be argued that self-esteem also plays an important 

role in increasing job satisfaction. According to Bruce and Blackburn (1992), self-esteem 

will br followed by satisfaction. In that high self-esteem leads to acceptance and respect 

among group members (Blitzer et al., 1993). 

Moreover, the presence of recognition also creates a sense of pride and responsibility 

derived from producing something that is complete. Thus, after completing their job, 

workers may have a sense of accomplishment which in turn will be followed by having a 

sense of pride and responsibility. This will in turn result in better performance. 

Even though perceived task identity significantly influences job satisfaction and job 

performance, its role in reducing stress is small. Perceived task identity cannot predict a 
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decrease of job stress. Why does task identity contribute so little to job stress? This result 

may be due to the fact that task identity is not strong enough to provide motivation on the 

job in terms of reducing job stress. As well the workers might feel that the stress that they 

experience cannot be solved merely by task identity. It is hypothesised that having pride 

in completing a piece of work involves a degree of stress. For example when inadequate 

units are returned for repair, this will lead to higher tension among the workers. Thus, 

although the workers feel more satislied and give a better performance because of having 

pride in doing a complete job, they are also obsessed by a fear of failure. 

Perceived task significance and stress reduction. Knowing that the work is important to 

others either within the organisation or outside may make the job even more meaningful 

for the employees. Thus workers not only fulfil their needs but they may also make a 

contribution to fulfiling the needs of others. Another reason why task significance is 

predictive of reduced stress can be related to the research of Fisher (1986) who found that 

stress was reduced when workers were able to influence the outcomes in the workplace. 

Task significance can be viewed as a factor that influences workplace outcomes and as 

such, according to Fisher should reduce stress. If workers assume that their job is 

meaningful, stress may be lowered. 

Perceived feedback and stress reduction. The results of the research indicate that 

feedback is essential in reducing stress. Seemingly, the support of the manager and 

supervisor might have an important role to play regarding feedback in reducing stress 

levels. Feedback may require good cooperation between the management and the 

employees. It is necessary in conducting feedback for the manager to be polite and 
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courteous and to respect the dignity of the employees. Javanese workers are very 

sensitive, so it is necessary to give feedback delicately, so as not to hurt their perasaan" 

(feeling) (Blair, 1988). If this occurs, they slow down, they lose spirit and this may be the 

key which leads to stress among the Javanese workers. 

Managers have spoken of a style called "membimbing" (guidance), which involves 

"guiding without giving offence" (Suseno, 1991). According to one manager, 

"membimbing" is an important factor in management. With such guidance, problems at 

the workplace which lead to stress can be handled favourably. So "membimbing" 

(guidance) influences the stress level among the employees by reducing the tension level. 

In Javanese culture the role of the manager is similar to the role of "bapak" (father). It 

might be that the success of the enrichment program was supported by the fact that the 

management naturally assume the role of "bapak". Leaders or managers are also expected 

to be bosses, authorities and arbiters. He or she is also expected to be a benign authority. 

Further important aspect of the role of bapak includes counselling, helping, and advising 

(Blair, 1988). Thus, the emphasis on feeling and attachment to the leader is closely linked 

with "kekeluargaan"(the theme of family atmosphere), and also the need for "saling 

pengertian" (understanding), which involves a kind of intuitive interpersonal empathy. 

This model may be perceived by the employees as feedback. It might be that perceived 

feedback is a translation of the values of"kekeluargaan", which stresses that "human 

relations, not formal relations" make for an effective work team. Thus, such a model of 

feedback as mentioned here may reduce the stress level of the workers. 
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In sum, job enrichment is an effective management strategy to improve job satisfaction 

and job performance through the given five core job dimensions, especially skill variety, 

task identity and autonomy. It is a viable strategy for producing change in organisations. 

The job enrichment model provides discretion among the employees. The level of job 

satisfaction was significantly higher among employees whose jobd were enriched than 

among employees whose job content was not changed. Workers are treated as individuals 

and with the understanding that a human being is a valued creature who has freedom, 

original ability, potency and creativity. In the present research, it is clearly indicated that 

enrichment has had a strong effect by increasing job satisfaction and job performance, 

because employees perceive their jobs as more complex and varied (possessing greater 

variety, identity, and autonomy). It has also reduced job stress because the workers 

perceived higher feedback and task significance. Because the sample of this present 

research is Javanese,it is reasonable to argue that job enrichment and Javanese culture 

together support and compliment one another. Javanese culture, in fact, is quite a suitable 

target for job enrichment management strategy. 

Unenriched jobs might provide an inadequate stimulus. As a result, the level of job 

satisfaction, job performance, and job stress is relatively the same. Moreover, the 

influence of job enrichment on outcomes is free from considerations of age, length of 

service and the level of education. It can then be reasonably argued that job enrichment is 

applicable for all employee within those demographic variables in improving job 

satisfaction, job performance and reducing job stress. 
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Chapter 5 

CONCLUSION AND RECOMMENDATIONS 

5. 1. Conclusion 

The result of this research may not settle the equivocal findings regarding job enrichment 

but it has illuminated the benefits of job enrichment as a management strategy to cope 

with satisfaction, performance and stress problems in an organisation. The findings 

suggest that job enrichment is useful when it is applied in a proper way. The results of 

this analysis indicated a significant effect, or enrichment, on all five core job dimensions; 

namely skill variety, task identity, task significance, autonomy, and feedback. Higher 

perceived job dimensions in turn lead to higher job satisfaction, job performance and 

lower job stress. 

Accordingly is it is important to provide jobs which are both challenging and meaningful. 

In fact, challenging and meaningful work can be created through providing the five job 

dimensions. Other research has shown that these factors which were produced through 

the enrichment program act as powerful motivators (Fried & Ferris, 1987; Hackman & 

Oldham, 1976; Loher et al, 1984; Orpen, 1979). 

The presence of these five components within the job led to critical psychological states 

of meaninfulness of work, responsibility for work outcomes and knowledge of work 

outcomes. Consequently, these influenced the worker towards increasing job satisfaction, 

job performance, and decreasing job stress. Enriched jobs enable the worker to be 

involved in the production of goods or services from beginning to end. 
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An enriched job is not a series of limited, specialised activities, repeated over and over. In 

turn, when jobs become more meaningful, and more challenging, the employee's job 

satisfaction and job performance will be higher and the employee's job stress will be 

lower. Enriched jobs can also be utilised to train the worker to cope with stress. Thus, it 

is very useful ifjob enrichment can be utilised to cope with these three problems since 

they often occur in the workplace. It would not be too much to state that job satisfaction, 

job performance, and job stress are the three factors which play a central role in the 

success or failure of the organisation. 

Because today's employee is different compared to yesterday's employees the treatment 

to enhance today's employees satisfaction should also be different. The current emphasis 

on job enrichment is caused, in part, by the fact that today's employees tend to bring 

more abilities, higher expectations, and a greater desire for self-responsibility to the 

workplace than did their predecessors. By building into their jobs variety, task identity, 

task significance, autonomy, and feedback, the workers perceived their jobs as more 

complex and varied (possessing greater variety, identity, significance, autonomy, and 

feedback). It is clear that today's workers expect more skill variety, task identity, task 

significance, autonomy, and feedback. As a result perceived higher job dimensions led to 

higher job satisfaction and job performance. 

However, referring to the effective contribution ofjon dimensions, it can be concluded 

that the role of job enrichment, in an attemp to enhance job satisfaction and job 

performance and to reduce job stress, are relatively low. To increase job satisfaction and 

job performance, job dimensions which have substantial influence are skill variety, task 
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identity, and autonomy. Task significance and feedback have no significantly positive 

correlation. As a consequence, the effective contribution of task significance and 

feedback are low. Task significance and feedback cannot then be used to predict the 

increase of job satisfaction and job performance. To reduce job stress, the result is 

different. Here task significance and feedback have the greatest substantial influence in 

reducing job stress. Skill variety, task identity, and autonomy have no influence in 

reducing job stress. 

Skill variety. Higher perceived skill variety is very useful to avoid the monotony of 

performing a task. It also enables the employees' skills and abilities to be challenged. 

Without interesting activities, people become bored, resulting in decreased job 

satisfaction and decreased performance. However, skill variety has no correlation to job 

stress. Thus, skill variety cannot predict any decrease in job stress. This might be because 

of the fear of unskilled workers to fail. 

Task identity. The importance of perceived task identity in increasing job satisfaction 

and job performance might be becaused it creates a sense of pride and responsibility 

suited to the characteristics of today's workers have reached the level of "self-esteem 

andlor self actualisation" (Maslow, 1954). Perceived task identity, which produces 

something that is complete, will lead to more satisfied and better performance. On the 

other hand, task identity has insufficient influence to lead to lower stress. Since stress is 

assumed to be a bad experience, support from others is more helpful to reduce it. 
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Task significance. Perceived task significance reduces job stress. it might be because of 

the individual's obligation to help others. The individuals feels he/she must make a 

contribution to the welfare of society. Especially for Javanese, harmony is an important 

aspect in life. When individuals feel that they have fulfilled this obligation, the tension of 

life will decrease. As a consequence, lower tension will lead to decrease job stress. 

Autonomy. Perceived autonom, which enables employees to have authority and make 

decisions in doing the job, will add to responsibility that in turn tends to increase the 

employee sense of recognition and self-esteem. In relation to today's workers, they expect 

more autonomy in order to have higher job satisfaction and job performance. However, in 

an attempt to reduce job stress, autonomy is not sufficient predictor of decreased job 

stress. Perceived autonomy which involves having an opportunity to enable people to be 

involved with others may be assumed to be one of the stressful factors of life in that 

conflict with others is, to some degree, inevitable. As a consequence, the competition to 

be better among employees may lead to stress. Nonnally, if they lose, stress become 

higher. Accordingly, autonomy does not appear to reduce stress. 

Feedback. The Javanese are very sensitive, so it is necessary to give feedback delicately 

in order not to hurt their "perasaan" (feeling). In fact, in an attempt to reduce stress, the 

supervisor or managers have acted in the role as "bapak" (father), that is someone who 

gives protection and support for their subordinates and this may reduce stress. 

In sum, among the five core job dimensions, skill variety, task identity, and autonomy 

contribute significantly to the variance of job satisfaction and job performance. This 
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means that skill variety, task identity, and autonomy are effective dimensions to bring 

about an increased job satisfaction and job performance. Task significance and feedback 

contribute little to job satisfaction and job performance variance. In addition, there are 

two job dimensions which contribute to the variance of job stress; that is task significance 

and feedback. These two job dimensions effectively influence the workforce towards a 

reduction in job stress. On the other hand, skill variety, task identity, and autonomy do 

not contribute to job stress variation. 

5. 2. Recommendations 

As indicated earlier the results of this research were expected to make a contribution to 

the efforts related to human resource matters, especially for the employee of an industrial 

organisation. Secondly, the results of the study were also expected to provide some input 

to the development of knowledge, especially for further research in psychology. Thus, a 

series of recommendations for action and future research are made as follows: 

The five core job dimensions which have been used in this research should get attention 

from management as a solid frame work for job diagnosis, and job design/redesign 

projects to alleviate the problems indicated. Jobs which provide a variety of different 

activities (skill variety); allow the worker to be involved in completion of a whole and 

identifiable piece of work (task identity); are assumed to have an impact on the lives or 

work of other people (task significance); provide freedom, discretion and independence 

in programming the work and determining procedures (autonomy); and give clear and 

accurate information about the effectiveness of his/her performance (feedback). This is 
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the effective way to influence the worker in order to increase job satisfaction and job 

performance, and decrease job stress. 

The implication of this research can have a practical importance for managers who are 

concerned with employee motivation and also for practitioners who are concerned with 

trainee motivation. The implication is that it is important to look first to the design of the 

work task itself for motivational clues, then to the worker or trainee. A task which 

incorporates five important design and which takes into consideration the worker's needs 

and desires for these dimensions can lead to positive work outcomes. 

Wages or material incentives are not everything. As stated by Herzberg, even though 

money is not a motivator, its payment is a must and a right for the employees (987). 

Thus, further research is needed to examine the moderating effect of other attributes of 

the work environment with a view to increasing job satisfaction, job performance, and 

decreasing job stress. 

Other potentially important design characterisitcs could be examined in future research in 

order for job enrichment to make a greater contribution to the outcome variables. An 

example of this would be leadership and its special function in Javanese society (Blair, 

1988). 

It is also necessary to evaluate the impact of actual changes in job characteristics on 

employee attitudes and performance. More attention needs should be directed to the 

impact of common method variance on implementing the enrichment program. The use 
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of multiple methods (e.g., interview, unobtrusive observation) to assess the job 

characteristics - job satisfaction, job performance, and job stress relation will help to 

determine the extent to which common method variance results in spuriously inflated 

correlation coefficients. 

The relative low contribution of job dimensions to increase job satisfaction, job 

performance, and decrease job stress might be caused by the small number of items 

which assessed in the five core job dimensions. Perhaps this small number of items was 

not enough to indicate the condition in relation with the five core job dimensions. 

Accordingly, future research should take note. 

In future research more attention should be paid to the gender difference. With the 

significant increase of women in the workforce during the 1970s and 1980s, we have had 

a field day speculating about whether or not women and men work in the same ways or, if 

they differ, how they differ. This is especially the case how management styles might 

change as a result of the influx of women. 

The relationship of job enrichment and job satisfaction, job performance, and job stress 

was not significantly influenced by demographic variables. Accordingly, further research 

should be directed to include other situational and personality factors that would provide 

additional accuracy and permit a better understanding of the relationship between job 

enrichment and job satisfaction, job performance, and job stress. 
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It has been established that demographic variables, namely age, length of service and 

level of education, have no influence in the relationship between job enrichment and job 

satisfaction, job performance, and job stress. The implication which follow for managers 

are that all workers are candidates for increased job satisfaction, job performance, and 

decreased job stress by being provided with challenging and meaningful work through a 

job enrichment program. 

This study was conducted with a limited number of Javanese workers on Java island. It is 

worth bearing in mind that Javanese outside that island may have been exposed to other 

cultural values which contrast with Javanese culture. As a consequence, generalisations 

about Javanese workers must be made with caution. However, this research finding 

suggests that job enrichment in actual work situations can yield significance 

improvements in job satisfaction and job performance, and also decreases in job stress. 
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Chapter 6 

SUMMARY 

6. 1. introduction 

There are three factors namely satisfaction, performance and stress which concern a 

company in relation to its workers. In fact these three factors play an important role 

regarding success or failure of the company. it is necessary to find a proper management 

strategy which can be used to cope with those problems. 

In this present research, job enrichment, is selected as a proper management strategy to 

overcome the problems indicated above. The Hackman and Oldham's job characteristic 

model (JCM) was used to increase the perception of enrichment. The five core job 

dimensions such as skill, task identity, task significance, autonomy, and feedback are the 

changes in job content of this enrichment program which will be specifically designed to 

be increased. In turn, these changes will influence job satisfaction, job performance, and 

job stress. It was earlier argued, that job enrichment helps to cope with these three 

problems by building in greater scope for personal achievement, recognition, and greater 

opportunities for individual achievement and growth. Job enrichment was chosen in part 

by the fact that today's workers tend to bring more ability, higher expectation, and a 

greater desire for self responsibility to the workplace. In addition, the Javanese were 

chosen as the subject of this research due to the substantial role of Javanese culture on 

Indonesian life. 
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In this regard, the purpose of the study was to examine "the effects of job enrichment on 

job satisfaction, job performance, and job stress of Javanese workers". It is expected that 

job enrichment can be used not only to increase job satisfaction and job performance but 

also to decrease job stress. 

6. 2. Review of the literature 

Because of the importance of job satisfaction, it has been a popular subject of research in 

industrial psychology, especially since the presentation of Hoppock's community survey 

more than six decades ago (Turton, 1991). Job satisfaction is defined by Whether and 

Davis (1989) as the favourableness or unfavourableness with which employees view their 

job. 

Since that time there have been literally thousands of reports and research studies which 

have considered some aspects of job satisfaction - why employees are happy or unhappy 

and how to determine if they are more happy or satisfied. It was proposed by Herzberg 

that the primary determinants of employee satisfaction (distinguished in the theory from 

determinants of dissatisfaction) are factors intrinsic to the work that employees do, ie., 

achievement, recognition, responsibility, work itself, advancement and personal growth 

in competence. These factors are called "motivators" because employees are presumed to 

be motivated to obtain more of them. These aspects of the work environment are called 

"hygiene" factors. In short, job content factors contribute to job satisfaction, while job 

context factors give rise to job dissatisfaction. Moreover, interest in job satisfaction 

originally arose from its usefulness to management. The idea that satisfied workers would 
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be more productive is a factor calculated to interest management. On the other hand, 

dissatisfied workers will produce some troubles for organisation. 

The importance of job satisfaction is obvious. Accordingly, managers should be 

concerned with the level of job satisfaction in their organisations for at least three 

reasons: (1) there is clear evidence that dissatisfied employees skip work more often and 

are more likely to resign; (2) it has been demonstrated that satisfied employees have 

better health and live longer; (3) satisfaction on the job carries over to the employee's life 

outside the job. 

it is necessary to find a management strategy which makes the employees feel satisfied. 

In this respect, the causes of job satisfaction which are related to intrinsic motivation such 

as recognition for work autonomy, responsibility, nature of the work, can be viewed as 

more relevant and appropriate despite other demographic factors such as age, sex, length 

of service and education level. Furthermore, the human factor is also important and this is 

linked with the workers' characteristics. In general it can be stated that a closer 

understanding of the worker is required today than in the past. 

Refering to today's workers in an attempt to increase job satisfaction, there are clusters of 

characteristics of facets of work that are important. Some of these relate to intrinsic 

factors of the work itself, for example the variety of task subsumed in the job. Others, like 

safety, relate more to the environment in which this task is carried out. Others again 

relate to the amount of control that can be exercised over work, i.e. the freedom to do 



things in your own way and to make choices rather than to follow routines laid down by 

others. 

There is another factor which has an important influence on the failure or success of the 

industrial organisastion; that is job performance. It cannot be ignored that job satisfaction 

and job performance are two factors which are the keys to the success of the organisation, 

especially in strengthening competitive ability and to optimise the "comparative 

advantage".Even there is a tendency for the managers to assume that job performance is 

the most important factor accounting for the success of the company/organisation. 

As explained previously, job performance is the result of three variables of: (1) ability, (2) 

motivation, and (3) resources/environment (Blanchard, 1988). A high level in these three 

factors will be followed by a high level of job performance. Thus, in order to influence 

job performance each of the three factors above must be present. 

To improve job performance, an appraisal must be conducted, in order to know how well 

the employee perform their job. According to Hall and Goodale (1986), performance 

appraisal is a process through which the organisation assesses the quality of the work of 

its employees and attempts to improve their performance. Some purposes of performance 

appraisal are: (a) salary administration, (b) incentive award determination, and (c) 

promotability assessment (McMillan & Doyel, 1980). 

For such purposes, it is important to provide an accurate measure of job performance. 

Regarding the type of performance appraisal, it has been indicated that there are two 
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types of performance appraisal, namely objective and subjective measures. Each of them 

has certain characteristics. However, caution is needed in selecting the type of measure. 

This study used objective measures after the advantages and disadvantages of the two 

types of performance appraisal were considered. 

Moreover, there are two other vital criteria, that is, validity and reliability. Validity refers 

to whether we are measuring what we really want to measure (Graziano & Rulin, 1993). 

Reliability is the extent to which the measure of performance yields consistent results 

when applied at different times or by different methods (Martin, 1991). These two 

aspects absolutely cannot be ignored and the way to improve validity and reliability is to 

provide the manager doing the appraisal with a clearly defined measure. 

As discused earlier job satisfaction and job performance are two important factors 

regarding the success or failure of any organisation (Sherman et al., 1988). This is 

because the indicator which is often used to ascertain success and failure is the level of 

job satisfaction and job performance. In fact the stress level of the employees is no less 

important in ascertaining the success of the organisation or company (Breznitz, 1991). 

With a high level of employee stress, the company will face many prblems. On the other 

hand, with low stress, the workers are not motivated to work well. It is desirable that the 

company reach an optimal level of stress. Accordingly, stress should not be eliminated 

(Quick & Quick, 1984), but management should know how to control it to an optimal 

level in order to have advantage of it being utilised as a challenge factor for employees. 
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Since the sample of this research is Javanese, considering the Javanese characteristics 

which may influence the success of this enrichment program is important. The Javanese 

are the dominant culture in Indonesia, making up approximately one-half of the total 

population. The homeland of the Javanese people is Java, a moderate-sized island over 

1200 km long and 500 km wide, and located about 7 degrees south of the equator on the 

southern fringe of the indonesian Archipelago. It accounts for only 7 per cent of the total 

land area of Indonesia (Koentjaraningrat, 1984). The Javanese are those who have as their 

dialect the real Javanese language. Thus, Javanese are those natives to the central and 

east part of Java island. At present, the Javanese people may also be found in other parts 

of Indonesia. in short, the Javanese are the most influential ethnic group in all aspects of 

life in Indonesia. 

According to Mulder (1985 & 1986), the normal personality of the Javanese shows an 

individual who has a moral obligation to respect the rule of life. Life in this world and life 

in society has been mapped out in many regulations like the Javanese ethical principle or 

way of life, which arranges behaviour among people. Therefore, the Javanese individual 

must control himself both inside and outside. The Javanese try to form a harmonious life 

through acceptance, patience, cautiousness, a low profile, and avoiding meanness. This 

adaptation requires the individual to be flexible and tolerant, because principally, 

Javanese are a "collectivist people", society is of greater importance than the individual. 

However, the existence of the individual in the Javanese cultural structure is very well 

respected and important (Mulder, 1986). Individuals among Javanese people must not be 

egoists, because this will bring about conflict with the social environment. 
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Based on the assumption that human resource are important for the progress of the nation 

or country, the workers as humans in the working world must be treated as subjects, but 

not as objects. Problems which occur in an organisation are mostly linked with human 

resource issues. It is normal that human resources get the most attention. Often problems 

of poor performance cannot be remedied by training. In this case workers may have the 

skill and ability to perform well but may be unwilling to do so. In this case it is necessary 

to motivate the worker. This will lead to successful performance, satisfaction, and 

optimal stress. To this end, jobs should be redesigned. The model of job design which has 

been selected is job enrichment. This is stated by Herzberg who stresses that the only way 

to provide these things is by changing the job itself. This he terms job enrichment. 

Similarly, Hackman (1977) states that job redesign "in the long term, can result in 

organisations that rehumanise rather than dehumanise the people who work in them" (p. 

102). 

In job enrichment, the content ofjobs is changed in order to provide such rewards as 

recognition, challenge, and autonomy for the workers. These types of rewards are referred 

to as "intrinsic" rewards, because they are feelings that people give to themselves. So job 

enrichment is a technique designed to improve performance, satisfaction, and optimise 

stress by offering intrinsic rewards. This constitutes a proper management strategy to 

handle job satisfaction, job performance, and job stress considering both today's workers 

and a Javanese cultural background. 

The theoretical basis for many current enrichment efforts is the Hackman & Oldham 

(1976) job characteristic model (JCM). To conduct an enrichment program in this 
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research, the core job dimensions will be used to manipulate the workers to overcome the 

problems of job satisfaction, job performance and job stress. There are five specific job 

characteristics, that is skill variety (the degree to which a job requires a variety of 

activities to carry out the work), task identity (the degree to which ajob involves a whole 

piece of work or completing a product or making just a part of that product), task 

significance (the degree to which the job has a substantial impact on the lives of other 

people), autonomy (the degree to which the job provides the amount of independence an 

employee has in scheduling and organising work that is important) and feedback (the 

degree to which the job provides the amount of information employees receive about the 

quality of their job performance). 

In summary, the present research is a field experiment which is designed to examine the 

longitudinal effects of job enrichment on three dependent variables namely job 

satisfaction, job performance, and job stress. As argued earlier, the Hackman-Oldham 

theory of job redesign can be used to develop the following hypotheses: 

Employees whose job have been enriched perceive them to possess significantly more 

of each of the following job dimensions: skill variety, task identity, task significance, 

autonomy, and feedback, compared to employees whose jobs have not been enriched. 

Job enrichment results in significant increases in the job satisfaction, job 

performance, and decreases in job stress. 
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6. 3. Methodology 

6.3. 1. Sample 

This study was conducted in central Java province (Indonesia) in 1994. Three companies 

were used in the research. The companies consisted of two textile companies and one soft 

drink company. 

Three hundred subjects were selected by purposive random sampling. The number of the 

sample was 300 respondents and each company provided 100 workers. The subjects were 

divided into two groups, the enriched and unenriched group. Each group had 150 

samples. 

6. 3. 2. Procedure 

The experiment design used in this study is a pre-test - post-test control group design in 

order to find the effect of job enrichment on job satisfaction, job performance, and job 

stress. The subjects were grouped into enriched and unenriched group. Only the enriched 

group was given the enrichment program. There are five core job dimensions which were 

designed to cope with the problems of job performance, job satisfaction, and job stress 

through manipulation, that is skill variety, task identity, task significance, autonomy and 

feedback. The changes in job content of the enriched group were specifically designed to 

increase each of the dimensions have just mentioned, while the unenriched group 

remained to do the original (usual) work. There were four phases in conducting this 

research experiment. Phase 1 concerned collecting data. Phase 2 concerned allocating the 
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subjects to one of the groups. Phase 3 was the experiment period for three months. In 

phase 4 the questionnaires were given to the respondents to collect the final data. 

6. 3. 3. Measures 

Four questionnaires were utilised in this study, (a) Job satisfaction questionnaire. This 

questionnaire consisted of 18 items and was created by Gordon O'Brien (1982). Each 

item was rated on five points (very dissatisfied, dissatisfied, neither satisfied nor 

dissatisfied, satisfied, very satisfied). (b) Job performance rating scale. The rating scale in 

this research was developed by the researcher. A score was obtained by first assigning the 

raw scores of 1, 2, 3 for the rating of low, average, and high standards. There are three 

aspect in this rating scale, that is: 1) responsibility, 2) quality, 3) quantity, and 4) work 

habits. (c) Job stress level was measured by the Stress Diagnostic Survey (SDS) which 

was developed by Ivancevich and Matteson. The scale consists of 18 items with the scale 

points varying from 1 to 7. Each item is associated with a specific individual level 

stressor and has seven response alternatives, namely, never sources of stress, rarely a 

source of stress, occasionally a source of stress, sometimes a source of stress, often a 

source of stress, usually a source of stress, and always a source of stress. (d) Job 

descriptive survey (JDS) with 15 items was used to measure the increase of the five core 

job dimensions as mentioned above. The subjects showed how much of each 

characteristic they perceived to be present in the jobs on a 7 - point scale, ranging from 

"not at all" (1) to "very much" (7). 

The objective of this study was to find the effect of independent variables (job 

enrichment) on some dependent variables (job satisfaction, job performance, and job 
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stress), and some control variables. The kind of data collected from the two variables was 

the interval data. The technique used in processing the data, therefore, was the one way 

Analysis of Covariance and Multiple Regression. The statistical package for the Social 

Science (SPSSx) programs were applied to find an answer to the hypotheses. 

6. 3. 4. Result and discussion 

6. 3. 4. 1. Result 

The findings of the study have shown that there is a significant difference between the 

enriched and the unenriched group. Job enrichment is an effective management strategy 

to cope with the problems of job satisfaction, job performance, and job stress on Javanese 

workers. Thus, the increase of level of perception on three job dimensions namely skill 

variety, task identity, and autonomy, played an important role in enhancing job 

satisfaction, job performance. Further two job dimensions as task significance and 

feedback served to reduce job stress. Looking at the mean score, the results of job 

satisfaction show that the enriched group scores higher than the unenriched group, and 

the difference is significant at F (1;293)= 103.43, p,0.001.  Meanwhile, job performance 

also showed that the hypothesis was accepted and the result indicated that the enriched 

group had a higher mean score than in the unenriched group. Here too the difference is 

also significant with F (1;293)= 84.88, p<O.00I.  The mean score of job stress revealed 

that the enriched group scored higher than the unenriched group, and the difference is 

significant at F (1 ;293)= I 15.24, p<O.00l. Moreover, it can be seen from the finding that 

there are increases for all five core job dimensions, and these differences were 

significant. The significant difference for the F test are: (a) skill variety, F(1 ;298)= 8.27, 

256 



p<O.00l; (b) task identity, F(1;298)= 10.24; p<O.00l; (c) task significance, F(1;298)= 

7.18, p<O.00I; (d) autonomy, F(1;293) 83.16, p<O.00l; and (f) feedback, F(1;298)= 

76.86, p<O.00l. 

In this research, examining the effective contribution of each job dimension on job 

satisfaction, job performance, and job stress is crucial. The most effective contribution of 

job dimensions on job satisfaction is skill variety (13.05%), and then followed 

respectively by task identity (4.02%), autonomy (.2.85%), task significance (.32%), and 

feedback (01%). For Job performance, the greatest effective contribution among job 

dimensions is also skill variety (8.61%), and then followed by autonomy (3.5 1%), task 

identity (3.04%), autonomy (.64%), and feedback (23%). Autonomy has the most 

effective contribution on job stress that is (5.64%), and then feedback (4.14%), skill 

variety (.56%), task significance (020%), and task identity (015%). However, only skill 

variety, task identity, and autonomy have a significant correlation to job satisfaction and 

job performance, and task significance and feedback which have a significant negative 

correlation with job stress. 

Another finding of this research was that the effect of job enrichment on job satisfaction, 

job performance, and job stress were not moderated by demographic variables such as 

age, gender, the length of service, and the level of education. In this matter, job 

enrichment is an effective management strategy for Javanese workers at all ages, lengths 

of service and levels of education. 
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6. 3. 4. 2. Discussion 

It can be concluded that the conditions provided by job enrichment actually increased job 

satisfaction, job performance and reduces job stress of Javanese workers. In the 

enrichment program, the content ofjobs is changed by giving skill variety, task identity, 

task significance, autonomy, and feedback, in order to provide such rewards as 

recognition, challenge, and autonomy for the employee. The increase in job core 

dimensions perceptions which were given to the workers led to the increase in job 

satisfaction. However, there are only three job dimensions (skill variety, task identity, and 

autonomy) which have significantly influenced an increase in job satisfaction and job 

performance, and only task significance and feedback which can be used significantly to 

bring about a reduction in job stress.These are perceived higher in some job dimensions 

and may have increased the worker's involvement on the job. This may be because 

employees were allowed to complete a whole, or a much larger, part of a job and there is 

some degree of "task closure" - that is a clear end-point of a task. This condition is also 

supported by the Javanese attitude of contentedness when on the job. Such experiences 

could lead some employees to feel more satisfied with their jobs. 

In addition, providing a challenging and an interesting job can motivate the worker 

towards increasing his sense of achievement in order to reach a higher performance in the 

job. The enrichment atmosphere also enabled the workers to participate more in reaching 

their goal, and it supports the employees in using their abilities and improving quality. 

The quality improvement can be described as a rise in performance. The significant effect 

of job enrichment on job performance indicated that job performance can be improved 

through the enrichment program, especially by providing skill variety, task identity, and 
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autonomy. Thus, a perceived a higher level of these three job dimensions for the workers, 

as expalined previously, influenced them to do the job well. As a result, the worker's 

performance improved. 

The findings of this research also show that job enrichment significantly effected job 

stress. When perceived higher task significance and feedback is present the level of stress 

among the workers are lower.The workers felt they were being trained to tackle many 

stressful events on the job through natural conditions such as proper feedback their 

superior.These conditions automatically strengthen and support the worker's mental 

endurance and help them cope with stress easier. Moreover, Javanese thinking stresses 

that "harmony" and "gotong royong" are two important factors which have made a 

contribution in this enrichment program. Delicate feedback was given by the superior that 

took into account the characteristics of Javanese. As in this case conflict or stress can be 

relatively easily reduced via an enrichment program which provides a supportive 

atmosphere in the workplace. 

The efficaciousness of job enrichment to cope with job satisfaction, job performance, and 

job stress problems in the work world is great. As evidence, the demographic variables 

did not moderate the relationship between job enrichment and the three dependent 

variables, in other words, job enrichment can be applied to a variety of real life 

circumstances with differing demographic variables. 
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Appendix A 
Job Satisfaction questionnaire 

Created by: Gordon O'Brien (1978) of the Flinders University of South Australia 
(English & Indonesian version) 



Job Satisfaction Questionnaire 

This survey is concerned with how satisfied or dissatisfied you are with your job. Tick 

one pair of brackets for each item. After you have completed all items, code a 

numerical score for each item response (very dissatisfied = 1: dissatisfied = 2; neither 

dissatisfied nor satisfied = 3; satisfied = 4; very satisfied = 5) and add your scores. A 

high total indicates high job satisfaction, and vice versa. 

Neither 

dissatisfied 

Very nor Very 

dissatisfied Dissatisfied satisfied Satisfied satisfied 

(a) Having a say 

about the way I 

do things in my 

job ( ) ( ) ( ) ( ) ( ) 

(h) Being able to 

change the 

things I don't like 

about my job ( ) ( ) ( ) ( ) ( ) 

The chance to 

use my abilities in 

my job ( ) ( ) ( ) ( ) ( ) 

The people I talk 

to, and work with 

inmyjob ( ) ( ) ( ) ( ) ( ) 
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Neither 

dissatisfied 

Very nor Very 

dissatisfied Dissatisfied satisfied Satisfied satisfied 

The chance to 

get to know other 

people in my job ( ) ( ) ( ) ( ) ( ) 

The chance to 

learn new things 

inmywork ( ) ( ) ( ) ( ) ( ) 

The amount of 

change and 

variety in my job ( ) ( ) ( ) ( ) ( ) 

The chance to do 

different jobs ( ) ( ) ( ) ( ) ( ) 

Being able to do 

my job without a 

supervisor 

\vorrying me ( ) ( ) ( ) ( ) ( ) 

Having enough 

time to do my job 

properly ( ) ( ) ( ) ( ) ( ) 
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Neither 

dissatisfied 

Very nor Very 

dissatisfied Dissatisfied satisfied Satisfied satisfied 

(k) Chances of really 

achieving 

something 

worthwhile ( ) ( ) ( ) ( ) ( ) 

(I) The amount of 

paylget ( ) ( ) ( ( ) ( ) 

Promotion 

Opportunities  

Quality of 

supervision ( ) ( ) ( ) ( ) ( ) 

Physical 

conditions at 

work 

(deal mess, 

noise levels) ( ) ( ) ( ) ( ) ( ) 

The amount of 

presure of 

stress ( ) ( ) ( ) ( ) ( ) 
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Neither 

dissatisfied 

Very nor Very 

dissatisfied Dissatisfied satisfied Satisfied satisfied 

Opportunities to 

do challenging 

and interesting 

work ( ) ( ) ( ) ( ) ( ) 

Opportunities to 

grow as aperson 

and bevourseli ( ) ( ) ( ) ( ) ( ) 
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Angket Kepuasan Kerja 

Penelitian mi berkaitan dengan seberapajauh saudara puas atau tidak puas terhadap 

pekeijaan anda. Berl tanda centang ( ) terhadap satu pilihan saudara pada setiap item. 

Setelah selesai mengerjakan semua angket, saudara dirnohon untuk memberikan 

angka terhadap jawaban yang saudara pilih sesuai dengan petunjuk (sangat tidak puas 

tidak puas 2:biasa 3: puas 4 dan sangat puas - 

Sanaat Sanat 

tidak puas Tidak puas Riasa Puas puas 

(a) Kehehasan dalarn 

cara mengerjakan 

segala tugas ( ) ( ) ( ) ( ) 

b) Kesempatan merubah 

hal-hal yang tidak 

saya suakai ( ) ( ) ( ) ( ) ( ) 

Kesempatan luas 

dalam memanfaatkan 

kemanipuan saya 

dalarn kerja ( ) ( ) ( ) ( ) ( ) 

Orang-orang yang 

hekerja dengan saya ( ) ( ) ( ) ( ) ( 

Kesempatan mengenal 

orang lain di pekerjaan 

saya ( ) ( ) ( ) ( ) ( ) 
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Sangat Sangat 

tidak puas tidak puas Biasa Puas puas 

Kesempatan belajar 

hal-hal yang baru 

di pekerjaan saya ( ) ( ) ( ) ( ) ( ) 

Jurnlah peruhahan 

and variasi di 

pekerjaan saya ( ) ( ) ( ) ( ) ( ) 

Kesempatan 

rnengerjakan tugas 

yang berheda ( ) ( ) ( ) K ) ( ) 

(1) Kesempatan menger- 

jakan tugas saya tanpa 

rasa khawatir dan 

supervisor ( ) ( ) ( ) ( ) ( ) 

Waktu yang cukup 

dalarn niengerjakan 

tugas ( ) ( ) ( ) ( ) ( ) 

Kesempatan meraih 

sesuatu yang berharga ( ) ( ) ( ) ( ) K ) 
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Sangat Sangat 

tidak puas tidak puas Biasa Puas puas 

(1) Upah yang saya ted ma ( ) ( ) ( ) ( ) ( ) 

iii) Kesempatan promosi ( ) ( ) ( ) ( ) ( ) 

Kualitas pengawasan ( ) ( ) ( ) ( ) K 

Kondisi uisik di tempat 

kerja (kebersihan, 

kehisin(-,an) ( ) ( ) ( ) ( ) ( ) 

Jurnlah tekanan atau 

stress ( ) ( ) ( ) ( ) ( ) 

Kesernpatan mengerja- 

kan tugas yang menan- 

tang dan menarik ( ) ( ) ( ) ( ) ( ) 

Kesempatan untuk 

herkemhang dan men- 

jadi dirl anda sendiri ( ) ( ) ( ) ( ) K ) 
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Appendix B 
Stress Diagnostic Survey (SDS) 

Created by: Ivancevich & Matteson at the University of Houston 
(English & Indonesian version) 



Stress Diagnostic Survey (SDS) 

The following questionnaire is designed to provide you with an indication of the 

extent to which various individual level stressors are sources of stress to you. For each 

item you should indicate the frequency with which the condition described is a source 

of stress. Next to each item write the appropriate number (1 -7) which best describes 

how frequently the condition is a source of stress. 

Write I if the condition described is never a source of stress 

Write 2 if it is rarely a source of stress 

Write 3 if it is occasionally a source of stress 

Write 4 if it is sometimes a source of stress 

Write 5 if it is often a source of stress 

Write 6 if it is usually a source of stress 

Write 7 if it is always a source of stress 

Answer 

My job duties and work objectives are unclear to me. 

1 work on unnecessary tasks or projects. 

1 have to take work home in the evenings or onweekends 

to stay up. 

The demands for work quality made upon me are 

unreasonable. 

1 lack the proper opportunities to advance in this organization. 

1 am held accountable for the development of other employees. 

1 am unclear about whom I report to and,/ or who reports 

to Inc. 

1 get caught in the middle between my supervisors and my 

subordinates. 

n 
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1 spend to much time in unimportant meetings that take me 

away from my work. 

Mv assigned tasks are sometimes too difficult and/ or complex. 

If! want to get promoted I have to look for a job with another 

organization. 

1 am responsible for counseling with my subordinstes and/ or 

helping them solve their problems. 

1 lack the authority to carry out my' ob responsibilities. 

The formal chain of command is not adhered to. 

1 am responsible for an almost unmanageable number of 

projects or assignments at the same time. 

Task seem to he getting more and more complex. 

I am hurting my career progress by staying with this 

organization. 

1 take action or make decisions that affect the safety or well-

being of others. 

1 do not fully understand what is expected of me. 

1 do things on the job that are accepted by one person and not 

by others. 

1 simply have more work to do than can he done in an 

ordinary day. 

The organisation expects more of me than my skills and/ or 

abilities pros ide. 

1 have few,  opportunities to grow and learn new knowledge 

and skills in my job. 

My responsibilities in this organisation are more for people 

than for things. 

1 do not understand the part my job plays in meeting overall 

organi sational objectives. 

1 receive conflicting requests from two or more people. 

1 feel that I just don't have time to take an occasional break. 

1 have insufficient training and/ or experience to discharge 
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my duties properly. 

1 feel that I am at a standstill in my career. 

1 have responsibility for the future (careers) of others. 

-'U-, 



A ngket StressKe rja (Stress Diagnostic Survey) 

Angket herikut mi dihuat untuk menunjukkan indikasi seherapa sering darl berhagai 

sumber penyehah stress nienyebabkan stress pada dirl anda. 

Untuk setiap butir pertanyaan (item), sebaiknya saudara menentukan seberapa sering 

kondisi tersehut menyehahkan stress pada dirl anda. Tuliskan nomor (di helakang 

setiap butir pertanyaan)jawaban saudara yang secara tepat rnenggambarkan tingkat 

keseni ngan (frequency) kond si in i sebagai penyebab stress. 

Tul i skan j awahan dengan angka: 

L Jika hal mi tak pernah sebagai sumber stress 

Jika hal mi jarang sebagai sumber stress 

jika hal mi kadang-kadang sebagai sumber stress 

Jika hal mi lehih dan kadang-kadang sehagai sumber stress 

Jika hal ml sering sebagal sumber stress 

Jika hal mi biasanya sebagai sumber stress 

Jika hal mi selalu sehagai sumber stress 

Jawahan 

Tugas yang harus saya kerjakan tidak jelas. 

Saya mengerjakan tugas-tugas dan proyek-proyek yang tidak 

perlu. 

Saya harus mengerjakan tugas meskipun harl lihur. 

Tuntutan kerja yang saya kerjakan tidak masuk akal. 

Saya kehilangan kesempatan yang haik untuk maju. 

Saya herta nggu ng j awab terhadap peni ngkatan ka ncr terhadap 

karyawan lain. 

Saya tidak jelas tentang untuk siapa saya bertanggurigjawah. 

Saya bingung saya harus condong ke supervisor atau rekan 

yang lain. 
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Saya hanyak huang-huang waktu untuk hal-hal yang tidak 

perlu. 

Tugas saya kadang-kadang terlau su1it1 kompleks. 

Jika saya ingin prornosi, saya harus pindah kerja. 

Saya harus saling tolong menolong terhadap sesarna rekan 

kerja lainnya. 

13, Saya kekurangan wewenang dalam mengerjakan tugas. 

Sistem jaringan kornandol/ pewrintah tidak jaan. 

Tanggungjawah saya hegitu besar. 

Fugas saya sernakin han semakin berat. 

Karier saya terhambat di tempat kerja ml. 

Saya heker;a dan niemutuskan sesuatu nienipunyw 

pengaruh yang sangat besar terhadap teman kerja yang lain. 

Saya tidak hahis mengerti apa yang diharapkan dan saya. 

Saya bekerja hanya meLnuaskan sementara orang. 

Saya rnernpunyai tugas melehihi darl apa yang dapat saya 

kerj akan. 

Perushaan menuntut terfalu banyak dart saya. 

Terhatasnya kesempatan untuk belajar hal-hal yang haru 

dan ketrampilan barn. 

Saya lehih hertanggungjawab pada pekerja/ manusia dan 

pada terhadap harang/ henda. 

Saya tidak mengenti peran daril tugas saya. 

Saya menerirna perrnintaan yang bertentangan dan dua 

atau heherapa orang. 

Saya merasa tidak punya waktu untuk berislirahat. 

Saya kurang cukup pelatihan dan/ alan pengalaman untuk 

nielaksanakan tugas mi. 

Saya merasa bahwa saya tidak bisa herkernhang (sudah mentog) 

dalam karier saya. 

Saya mern punyai tanggung j awab terhadap masa depan 

(karier) rekan kerja yang lain. 
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Appendix C 
Job Diagnostic Survey (JDS) 

Created by: J. R. Hackman & G. R. Oldharn (1975) 
(English & Indonesian version) 



Job Diagnostic Survey (Jt)S) 

What is your current job title? 

Do you work in a public sector (government) organisation or in a private sector (non 

government) organisation? 

public sector private sector 

How long have your worked on this job? 

less than 6 months 6 months to 1 year 

I to 5 years more than 5 years 

Do you supervise the work olone or more other people as a requirement of your 

position? 

yes (supervisory position) 

no (non-supervisory position) 

Personal Information 

Sex: female male 

Age: under 20  40-49 

20-29  50-59 

30-39 60 or over 60 

Description of the Job Diagnostic Survey 

- This questionnaire was developed to obtain information about how people react to 

different kinds ofjohs. 

- On the following pages, you will find several different kinds of questions about your 

job. P'ease carefully read and follow the directions given at the start of each section. 

- There are no "tricks" questions. The questions are designed to obtain your 

perception of your job and your reactions to it. 

- Your answers will be kept completely confidential. Please answer each item as 

honestly and frankly as possible. 
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Thank you for your cooperation 

Try to make your descriptions as accurate and as objective as you possibly can. 

A sample question is given below. 

A. To what extent does your job require you to work with mechanical 

equipment? 

1 ----------- 2 n 7 

Very little; the 

job requires a]- 

most no contact 

with mechanical 

equipment of any 

kind, 

Very much; the job 

requires almost 

contact work 

with mechanical 

equipment 

You are to circle the number which is the most accurate description of your job. 

If, for example, your job requires you to work with mechanical equipment a good deal 

of the time--hut also requires some paperwork--you might circle the number six, as 

was done in the example above. 

I. To what extent does your job require you to work closely with other 

people (either clients, or people in related jobs in your own 

organisation) 7 

1 ----------- 2----------3 ---------- 4 ----------  5 ---------- 6 ---------- 7 

Very little; Moderately; some Very much 

dealing with dealing with dealing with 

other people is others is other people 

not at all neces- neceessary. is an absolutely 

sary in doing the essential and 

job. crucial part of the job 
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How much autonomy is there in your job? That is, to what extent does 

your job permit you to decide on your own how to go about doing the 

the work? 

1 ----------- 2-----------3 ----------- 4 ----------  5 ----------- 6 ---------- 7 

Very little, the Moderate autono Very much; my 

job gives me al my; many things job gives me 

most no personal are standardised almost complete 

"say" about how and not under my responsibility 

and when the work control, but I can for deciding how 

is done. make some dcci- and when the 

sions about the work. is done. 

To what extent does your job involve doing a whole and identifiable 

piece of work? That is, the job a complete piece of work that has an 

obvious hegining and end? Or is it only a small part of the overall piece 

of work, which is finished by other people or by automatic machines? 

2 ---------- 3 ---------- 4 ----------  S ----------- 6 ---------- 7 

My job is only 

a tiny part of 

the overall piece 

of work; the re-

suits of my acti-

vities cannot be 

seen in the final 

product or service. 

My job isa 

moderated-sized 

"chunk" of the 

overall piece 

of work; my own 

contribution 

can he seen in 

the final out- 

come  

My job involves 

doing the whole 

piece of work, 

from start to 

finish; the results 

of my activities 

are easily seen in 

the final product 

or service. 

4. How much variety is there in your job? That is, to what extent does the 

job require you to do many different things at work, using a variety of 

your skills and talens? 
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2-3-4-5 7 

Very little; the 

job requires me 

to do the same 

routine things 

over and over 

agat ii 

Moderate \irjy Very much; the 

job requires 

me to do many 

different things, 

using a number 

of different 

skills and talent. 

in general, how significant or important is your job? That is, are the 

results of your work likely to signitcantly affect the lives or well-being 

of other people? 

-----------  -----------  ------------  4 ----------- 5 ----------- 6 ---------- 7 

Not very significant; Moderately Highly signifi- 

the outcomes of my sign itcant. cant; the outcomes 

work are not likely of my work can 

to have important affect other peo- 

effects on other pie in ver im- 

people. portant ways. 

To what extent do managers or co-workers let you know how well you 

are doing on your job? 

------------- ----------- 3 -----------  4-----------5 -----------  6 ----------- 7 

Very little; people Moderately, Very much; mana- 

almost never let me sometimes peo- gers or co-workers 

know how well I am plc may give provide me with 

doing. "feedback" almost constant 

other times "feedback" about 

they may not how well I am 

doing. 
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7 To what extent does doing the job itself provide you with information 

about your work performance? That is, does the actual work itself pro-

vide clues about how well you are doing aside from "feedback" co-

workers or supervisors may provide? 

1 ------------- -----------3 -----------  4-----------5 ----------- 6 ----------- 7 

Very little; the 

job itself is set 

up so I could work 

forever without 

finding out how 

well I am doing. 

Moderately; 

sometimes doing 

the job pro- 

vides "feedback" 

to me; sometimes 

it does not 

Very much; the 

job is set up so 

that I get almost 

constant "feed-

back" as I work 

about how well I 

am doing. 

For number 8 to 15, write a number in the blank beside each statement, based on the 

ftllowing scale: 

1-low accurate is the statement in descrihi ob? 

2 3 4 5 6 7 

Vet-v Mostly Slightly Uncertain Lightly Mostly Very 

maccu- maccu- maccu- Accurate Accurate Accurate 

rate rate rate 

S. The job requires me to use a number of complex or hig-level skills. 

The job requires a lot of cooperative work with other people. 

The job is quite simple and repetitive. 

ii. The job can he done adequately by a person working alone 

without talking or checking wiyh other people. 

The job denies me any chance to use my personal initiative or 

judgment in carrying out the work. 

The job provides me the chance to completely finish the pieces of 

work I begin. 
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The job gives me considerable opportunity for independence and 

freedom in how I do the work. 

The job itself is not very significant or important in the broader 

scheme of things. 
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Job I)iagnostic Survey (JI)S) 

Apa posisi pekerjaan saudara sekarang"  

Apakah saudara hekerja di orgariisasi milik pemerintah atau organisasi swasta? 

sektor urn urn sektor swasta 

Berapa lama saudara telah bekerja di sektor mi? 

kurang dart 6 bulan 6 bIn sampai 1 th 

sarnpai 5 th 

A pakah saudara sehagai su pervi sor'i' 

va 

tidak 

Keterangan Prihadi 

Sex: perempuan 

Urnur: di hawah 20 

20-29 
-,1\ '- 

- 

Iebih dart 5 th 

laki-laki 

40 - 49 

50 - 59 

60 atau iebih 

Keterangan tentang Job Diagnostic Survey 

- Angket mi dikembangkan untuk mendapatkan keterangan tentang bagaimana reaksi 

pekerja terhadap berhagai macam kerja. 

- Saudara akan menernui berbagai macam pertanyaan yang berbeda-beda tentang 

pekerjaan saudara. Silakan sudara membaca mengikuti petunjuk dengan seksarna 

setiap pertanyaan yang diherikan. 

- Tidak ada tipuan" pertanyaan. Angkcl mi disusun untuk rnengetahui pendapat dan 

reaksi saudara terhadap pkerjaan saudara. 

- Jawahan yang saudara herikan akan dijaga kerahasiaannya. Silakan jawah setiap 

pertanyaan dengan jujur. 

Terirna Kasih atas Kerjasama Saudara 

1. Seberapa besar pekerjaan mi rnernhutuhkan saling berhubungan dengan ternan 

kerja yang lain? 

---2-----------3 -----------  4 ----------- 5 ----------- 6 ----------- 7 

Sangat sedikit Sedang-sedang saja Sangat banyak 
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Seberapa besar keleluasaan (otonomi) ada dalam pekerjaan saudara, seperti yang 

saudara inginkan? 

1------------  -----------3 -----------  4 ----------- 5 ----------- 6 ----------- 7 

Sangat sedikit Sedang-sedang saja Sangat banyak 

Seberapa besar pekerjaan saudara meinherikan kesempatan untuk mengerjakan 

sesuatu darl awal sampai selesai produk yang anda kerjakan? Alau saudara hanya 

mengerjakan sebagian dan seluruh proses produksi? 

1 ----------- 2 -----------  3 -----------  4 -----------  5 -----------  6 ----------- 7 

Saya hanya Pekerjaan saya Saya mengerjakan 

mengerjakan memberikan Cu- seluruh proses pro- 

sehagian kecil kup kesempatan duksi yang ada da- 

clarl seluruh untuk mengerjakan lam perusahaan mi. 

proses produksi. proses produksi yang 

ada, sehingga sum- 

bangan saya terhadap 

produk perusahaan 

cukup besar. 

Seberapa banyak variasi yang ada dalam pekenaan saudara? Apakah pekerjaan 

saudara membutuhkan banyak macam ketrampilan dan kemampuan saudara? 

I---------- 2-----------3 ----------- 4 ----------- S ----------- 6 ----------- 7 

Sangat sedikit Cukup variasi. Sangat banyak 

van asi. ariasi. 

Pada umuinnya, seberapa penting dan manfaat pekerjaan saudara" Apakah 

pekerjaan saudara herrnanfaat terhadap kehidupan orang lain? 

1------------- -----------3 ----------- 4 ----------- 5 7 

Sangattidak Cukup Sangat banyak 

bermanFaat. bermanfaat. man faatnya ter- 

hadap orang lain. 
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Seberapa hesar atasan dan teman-teman saudara memberi masukan/ umpan balik 

terhadap prestasi saudara 

----------- 2 -----------  3 -----------  4 -----------  5 -----------  6 ----------- 7 

Sangat sedikit. Cukup. Sangat banyak 

memberikan 

umpan balik. 

Seherapa hesar dalarn rnengerjakan pekerjaan itu sendiri saudara rnendapatkan 

inasukan tentang prestasi saudara? Apakah pekerjaan itu sendiri rnenyediakan 

pernecahan/ jalan keluar untuk prestasi saudara disamping umpan balik dan 

supervisor atau rekan? 

I-----------2-----------3-----------4-----------5-----------6-----------7 

Sangat sediLit. Cukup tersedia. Sangat banyak 

tersedia. 

Untuk pernyataan nomor 8 sarnpai dengan 15, tuliskan nornor pilihan saudara 

disamping kiri dari setiap pernyataan sesuai dengan skala yang disebutkan di bawah 

mi. 

1 2 3 4 5 6 7 

Sangat Sehagian Tampak Tidak tentu Teliti Sehagian Sangat 

tidak te- besar ti- tidak besar te- teliti 

liti dak teliti teliti liti 

S. Pekerjaan mi mengharuskan saya menggunakan ketrampilan yang 

kompleks dan tinggi. 

Pekerjaan mi mensyaratkan kerja sarna yang baik dengan pekerja 

yang lain. 

Pekerjaan ini agak sederhana dan hegitu-hegitu saja. 

Pekerjaan in dapat dikerjakan sendiri tanpa bantuan orang alain. 

Pekerjaan mi tidak mernerlukan inisiatif dan penyesuaian. 
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U. Pekerjaan ml memberikan kesempatan pada saya untuk rnenyele-

saikan apa yang saya kerjakan secara komplet darl awal sampal 

berbentuk barang jadi. 

Pekerjaan mi membenikan kesempatan untuk melakukan peker-

jaan dengan bebas. 

Pekerjaan mi dalam hal-hal tertentu tidak hegitu penting. 

315 



Appendix 0 
Performance Rating 

(English & Indonesian version) Anareg 



Standard Performance Rating Form 
Performance evaluation 

Name : ID. No 

Classification: Supervisor 

Direction: Evaluate the employee with the standards you expect in that classification. 

You should base your evaluation on actual performance, and support your evaluation 

in the section below. 

low 

Responsibility average 

high 

low 

Quality average 

hi ah 

low 

Quantity average 

high 

Total score of performance 

Employee signature Supervisor signature 

date: date: 
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Blanko Standar Rating Prestasi 
Penilaian Prestasi 

Narna : No identitas: 

Kiasifikasi: Penyelia 

Petunjuk: Penilaian prestasi karyawan sebaiknya disesuaikan dengan standar yang 

ada dalarn kiasifikasi dan berdasr pada prestasi yang nyata. Tentukan penilalan 

tersebut dengan rnengisi kolorn di hawah mi. 

Tanggung jawab 

K ual i tas 

Kuantitas 

rendah 

rata-rata 

tinuui 

rendah 

rata-rata 

tinggi 

rendah 

rata-rata 

tinggi 

Jurnlah total prestasi 

Tanda tangan karvawan Tanda tangan pen elia 

Tan ggal: Tanggal: 

n 
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Appendix E 
Raw Score for the Whole Variables 



dat us fix /EJ4 3 jsa 7-9 skiv tsid tsig oton fbac 11-25 jst 28-30 
E_N2 43 jsa2 47-49 skiv2 tsid. ts1g2 oton2 fbac2 5' 5 jst2 68-70 
achpe achjo 73-76 sex 79 age 80-8 1 edu 83 1ensr' --85 cpy 88. 
begin data. 
21 64 16 18 11 18 9123 11 61 16 18 13 18 8 124 070801410318 1 

21 67 1521 15 18 9 86 11 67 1521 15 12 3 84 7 8 143 220 1 

2 1 67 21 2115 15 12 89 11 62 212115 912 97 7 7 130 3 6 1 

2 1 56 15 19 17 19 15 73 11 54 15 14 16 1115 82 7 7 138 111 1 

2 1 63 15 1514 6 13 112 11 56 15 1515 610 124 6 8 139 319 1 
21 61 1411 15 13 9 91 11 54 11 10 15 10 6 98 7 7 129 2 6 1 
21 63 121121 914 110 11 56 12 11 17 10 4 122 8 7 223 3 4 1 
21 77 152017 2020 47 11 74 15 16 17 17 15 44 8 9 131 310 1 
2 1 73 15 1616 14 13 95 11 73 14 1616 12 8 101 8 9 140 123 1 

2 1 65 12 16 19 14 13 73 11 64 12 16 14 14 13 85 6 7 120 3 2 1 

21 57 1211 17 12 9106 11 53 12 11 17 10 4 121 6 7 225 2 5 1 

21 58 10 1416 10 9109 11 48 10 1417 10 9 119 7 7 121 3 2 1 
21 65 18 18 16 16 13 82 11 61 15 18 15 413 93 7 8 132 116 1 

21 58 1221 19 19 13 70 11 52 1221 19 15 11 78 6 7 127 111 1 

2 1 52 9 12 15 12 15 82 11 50 4 5 4 6 4 89 6 6 222 3 2 1 

21 65 5 17 1720 10 115 11 58 517 2120 9 132 7 8 222 2 4 1 

21 68 1214 918 12 68 11 58 911 9 1812 73 6 7 129 3 6 1 
2 1 55 17 18 19 10 12 34 11 50 17 18 16 16 12 33 6 7 140 312 1 
2 1 66 9 13 13 13 8 126 11 66 8 13 10 7 5132 7 7 144 219 1 
21 69 15 17 14 11 18 67 11 67 14 17 14 10 9 73 7 8 129 3 6 1 

2 1 67 15 15 15 9 5 69 11 65 15 15 15 9 5 79 67 222 2 3 1 

21 76 18 19 1521 15 67 11 73 15 19 1521 18 72 89 138 218 1 

21 67 10 13 15 11 13 119 11 62 7 8 15 11 13 131 77 124 3 1 1 

21 60 7 617 917 70 11 54 761475 7067125131 

21 61 5 12 17 13 5 74 11 54 412 17 11 17 83 77 122 3 2 1 

21 61 11 2121 17 12 92 11 61 112121 17 11 101 67 127 3 7 1 

21 49 6 8 16 13 18 109 11 39 4 13 16 13 10 117 66 127 3 6 1 

21 71 13 1321 1311 109 11 62 16 1321 11 9 116 78 140 315 1 
21 59 14 13 19 15 8 117 11 52 14 13 19 15 13 124 67 129 115 1 

21 50 12 1716 918 94 11 50 12 17 16 611 112 66 127 1 8 1 
21 57 17 13 6 15 13 117 11 53 17 13 19 15 13 123 67 126 3 5 1 

21 67 15 14 15 14 8 118 11 61 15 14 15 915 126 78 138 213 1 

21 77 16 18 12 10 12 128 11 64 131812 712 139 89 132 118 1 
21 72 18 21 18 11 15 100 11 63 1821 18 710 106 68 141 2 4 1 

21 78 18 21 18 15 16 98 11 61 182118 710 104 79 141 1 5 1 

21 57 13 1816 914 88 11 58 13 18 16 610 85 77 125 2 7 1 
21 54 16 20 16 17 13 123 11 53 1620 13 13 12 134 66 137 119 1 

21 82 15 21 71720 113 11 81 1521 15 1420 129 810 128 3 6 1 

21 63 18 2121 819 76 11 62 182115 315 79 77 129 3 7 1 
21 67 11 1215 11 15 54 11 63 11 12 15 9 4 51 78 134 313 1 

21 65  21 20 15 14 16 108 11 59  212021 14 12 117 73 124 1 2 1 

21 61 15 21 15 18 13 96 11 46 1521 15 15 3 107 77 139 310 1 

21 69 18 20 15 1621 91 11 68 152015 921 103 78 138 220 1 

21 62 11 16 6 912 121 11 54 1116 3 6 6 130 67 127 2 8 1 

21 65 16 13 16 10 13 92 11 60 15 13 11 611 98 77 131 114 1 

21 62 17 151621 9 102 11 62 15 15 1221 8 110 77 128 2 7 1 

21 51 12 112118 7 71 11 40 9 1121 18 3 78 66 134 219 1 

21 61 14 21 10 13 15 147 11 57 142115 915 160 67 239 215 1 

21 38 6 7 515 7 51 11 28 64 5 4 5 50 65 146 120 1 

21 52 15 8 1314 9 130 11 49 15 19 13 6 9 134 77 126 3 7 1 
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21 58 1513 12 17 10 112 11 56 1513 9 13 10 123 67 140 322 2 
2 1 68 9 19 17 12 9 39 11 60 9 8 7 10 9 38 7 8 152 222 2 
21 64 10 8 9 13 15 39 11 60 10 8 9 9 8 38 77 143 316 2 
21 64 1010 12 13 11 57 11 57 10 10 12 13 11 60 77 131 310 2 
21 64 1112 141415 72 11 57 1112 9 715 72 78 141 322 2 
21 71 2021 162113 61 11 71 15211621 9 65 78 150 222 2 
21 61 1512 15 13 18 40 11 50 15 12 13 13 18 40 67 143 322 2 
21 58 1412 161415 48 11 50 14 12 16 13 15 49 66 140 310 2 
21 67 1116 19 13 15 49 11 60 11 16 19 13 11 48 67 136 3 6 2 
21 47 1718 201614 45 11 47 17 1820 11 14 46 65 141 3152 
2 1 63 15 19 15 1617 61 11 60 15 19 15 16 15 60 67 144 322 2 
21 68 1113 18 18 17 62 11 61 11 13 18 16 14 66 78 140 320 2 
21 73 1212 1414 9 61 11 53 11 12 14 13 4 61 78 142 222 2 
21 73 1214 18 13 13 62 11 61 12 13 18 13 11 62 78 142 322 2 
21 61 11 9 5 12 11 105 11 57 11 9 12 12 6 110 77. 144 222 2 
2 1 73 14 17 15 16 15 58 11 67 14 17 15 14 15 63 79 136 3 5 2 
21 60 1215 1414 9 93 11 59 12 14 14 13 13 99 67 142 320 2 
21 66 1115 131012 105 11 63 11 15 12 10 12 110 77 131 3 7 2 
21 56 1616 12 14 11 134 11 53 13 16 14 14 8 138 67 143 322 2 
2 1 68 5 12 12 15 14 49 11 68 5 12 10 10 14 50 7 8 130 310 2 
21 55 1612 18 18 15 118 11 48 16 11 16 16 15 126 67 144 322 2 
2 1 69 12 19 12 12 17 102 11 50 1519 12 9 12 101 67 139 317 2 
2 1 51 16 7 16 15 18 83 11 46 16 16 16 15 18 80 66 142 322 2 
21 64 1618 9 17 12 117 11 53 16 18 12 17 14 126 77 145 321 2 
21 582121 162120 69 11 41 2121212120 72 67 140 310 2 
21 60 13 12 131115 122 11 58 1112131113 137 77 141 322 2 
2 1 62 9 16 10 10 12 69 11 59 6 4 5 4 3 76 77 147 322 2 
21 70 1312 11 12 13 102 11 67 13 12 11 12 10 113 78 141 320 2 
21 72 2020 1520 6 53 11 61 20201520 4 49 78 121 3 2 2 
2 1 64 20 18 182121 46 11 60 2118 18 18 21 44 77 147 222 2 
21 67 13 7 13 16 8 108 11 60 13 7 13 14 4 113 67 150 317 2 
21 63 911 13 12 12 97 11 56 9 10 13 10 9 104 68 131 3 3 2 
21 60 910 1111 9 79 11 56 9 10 10 8 9 82 77 147 321 2 
21 57 12 9 1013 9 82 11 57 10 9 10 11 9 85 77 144 322 2 
2 1 60 14 13 19 19 16 77 11 58 14 7 19 18 13 86 67 142 323 2 
21 59 1916 151417 41 11 48 19 16 15 11 17 41 66 145 322 2 
21 49 13 6 12 14 18 115 11 47 12 612 6 3 127 76 145 320 2 
2 1 71 12 7 12 12 15 123 11 56 9 6 12 9 6 129 78 143 320 2 
2 1 48 8 14 12 7 17 97 11 50 8 14 8 5 3 101 66 142 317 2 
2 1 62 2115 212113 61 11 53 211521 21 7 67 77 145 323 2 
2 1 52 12 15 1415 16 77 11 48 9 1314 10 4 86 67 142 316 2 
2 1 63 14 12 17 1218 43 11 49 14 12 13 7 18 42 67 141 320 2 
21 59 913 131315 106 11 52 913 13 15 12 116 77 147 322 2 
2 1 66 19 18 15 12 17 45 11 63 16 18 15 8 13 44 78 134 3 9 2 
21 67 1618 13 10 13 40 11 56 16 18 11 913 40 78 142 322 2 
21 67 1114 13 16 14 50 11 48 11 14 13 11 14 49 77 134 210 2 
21 54 1514 14 11 16 67 11 48 14 14 14 816 69 67 233 211 2 
21 64 1521 151521 42 11 55 152115 921 41 67 142 310 2 
21 71 1215 1612 9 118 11 55 12 15 11 713 127 68 144 321 2 
21 57 913 13 14 11 146 11 53 7 11 16 13 13 164 67 140 322 2 
21 61 15 15  20 16 17 112 11 56  11 12 17 11 14  121 67  232 210 3 
21 73 2019 17 18 14 95 11 72 20 19 14 911 101 68 229 2 5 3 
21 57 1716 9 11 18  113 11 55 1716 9 811 120 77 138 210 3 
21 77 18 6 14 14 19 50 11 73 16 6 18 11 5 50 79 140 213 3 
21 68 1117 1511 8 103 11 63 12 14 13 11 10 106 67 130 3 7 3 
21 59 1015 20 12 11 99 ii 52 10 14 17 11 9 106 67 129 2 5 3 
21 56 1316 18 511 89 11 49 16 15 14 5 11 92 77 225 2 4 3 
21 55 1012 17 19 17 112 11 49 10' 1719 10124 77 121 3 2 3 



21 70 1512 17 11 13 108 11 59 15 12 17 8 10109 78 132 2 9 3 
2 1 69 14 17 18 13 13 88 11 68 14 17 12 9 8 94 78 129 3 4 3 
2 1 57 13 14 16 10 14 59 11 51 1314 16 10 5 59 67 227 2 3 3 
21 80 11 11  18 12 14 74 11 72 8 9 14 12 14 76 69 138 215 3 
21 55 5 12  19 15 17 85 11 52 5 911 8 11 89 77 140 311 3 
21 64 13 9  16 15 19 76 11 62 11 9 12 15 14 79 77 124 2 1 3 
2 1 68 14 15 19 17 13 78 11 55 14 15 19 17 13 80 78 232 214 3 
21 66 17 16  14 19 15 85 11 64 14 14 14 7 11 95 67 132 218 3 
21 62 14 18  19 15 17 101 11 49 14131915 13 112 67 140 2 5 3 
21 55 18 17  15 11 17 100 11 49 13 17 13 7 12 109 77 127 2 8 3 
21 73 21 1412 915 103 11 65 21 14 16 9 15 112 79 232 2 6 3 
21 63 13 1715 611 65 11 60 13 17 15 6 10 66 67 134 311 3 
2 1 59 12 1415 1613 108 11 57 12 1115 6 13 118 77 125 2 7 3 
21 70 1814 11 15 15 124 11 61 151420 6 14 133 78 129 3 6 3 
21.61 1217 711 8 75 11 54 915 3 6 7 78 67224 1 43 
21 54 1416 9 717 88 11 49 1416 9 6 15 92 66 145 117 3 
21 56 1514 15 13 17 99 11 55 15 11 131 11 11 107 67 128 3 6 3 
21 61 1814 102018 111 11 60 14 8 2020 13 114 67 139 215 3 
21 67 8 7  20 11 9 91 11 67 74 6 4 4 95 882442183 
2 1 65 1416 13 1417 103 11 61 11 16 13 5 9 111 88 141 316 3 
21 63 15 1113 518 121 11 57 15 11 11 515 134 67 142 219 3 
21 62 15 8 2016 8 112 11 51 15 8 11 16 8 123 77 137 215 3 
21 52 1313 16 15 11 110 11 50 13 13 16 15 11 118 66 229 210 3 
2 1 66 1820 8 17 19 103 11 61 1820 8 17 9 106 78 140 315 3 
2 1 69 1518 1816 12 106 11 59 15 16 18 16 12 108 88 141 2 5 3 
21 66 1410 131311 107 11 63. 13101013 4 109 67 136 3 8 3 
21 63 1311 12 11 15 59 11 56 13 11 12 11 6 59 67 122 32 3 
21 59 1112 11 12 14 119 11 57 11 12 14 12 14 133 66 237 215 3 
21 67 1216 14 10 13 48 11 60 12 15 14 10 10 45 67 121 3 2 3 
2 1 63 1214 17 16 17 53 11 60 12 14 14 10 12 54 77 150 315 3 
2 1 72 8 12 13 10 14 64 11 66 5 1210 10 14 64 79 237 220 3 
2 1 63 16 15 16 15 15 60 11 52 15 1316 12 15 62 77 132 3 9 3 
21 59 13 8 8 14 14 106 11 57 13 811 910 108 67 247 317 3 
21 67 1411 141820 83 11 55 14 5 14 18 14 79 88 234 3 8 3 
21 65 1916 15 15 18 106 11 55 19 16 15 11 17 114 67 141 319 3 
21 48 14 6 11 915 80 11 48 12 6 9 9 6 82 66 145 321 3 
21 51 817 1416 5 100 11 47 817 8 5 3 105 66 1433173 
21 58 1815 19 18 12 84 11 47 16151918 8 83 67 137 316 3 
21 55 1513 12 818 64 11 51 14 11 12 818 65 77 133 210 3 
21 57 1613 151620 53 11 51 16 13 15 11 14 54 77 144 320 3 
21 64 1115 91214 122 11 49 1115 9 12 14 130 78 136 312 3 
2 1 62 12 13 10 10 13 89 11 56 12 1310 7 13 93 67 233 214 3 
22 60 1920 19 15 12 112 12 61 1920 18 14 12 117 06602240102 1 
22 46 1521 1513 3 107 12 40 1420 13 19 3 108 908 138310 1 
22 69 1320 15 921 102 12 78 15 17 17 919 102 6 6 135220 1 
22 53 1114 3 6 6 127 12 50 916 3 6 6 130 77 1272 8 1 
22 58 1112 15 7 11 94 12 60 16 13 11 6 14 95 56 131 114 1 
22 62 1515 1221 8 110 12 64 14 15 1221 8 116 66  224 27 1 
22 46 921 1118 3 78 12 35 9 11 19 18 3 77 77 134219 1 
22 55 1421 13 915 158 12 53 14 19 15 10 15 159 66239215 1 
22305464552 12286454553771451201 
22 47 20 14 10 9 9 131 1 2 40 15 13 13 7 9 135 55 125 3 5 1 
22 62 1817 15 15 15 61 12 62 15 19 16 14 15 64 66 142 322 1 
22 63 1113 15 13 17 62 12 67 11 13 16 14 14 67 77 140 320 I 
22 55 1114 1313 5 63 12 54 13 14 14 14 4 62 77242 220 1 
22 60 1215 17 13 10 64 12 63 14 14 18 13 10 62 66241 323 I 
22 52 11 9 1112 8 110 12 51 11 8 12 12 8 110 66 244 220 1 
.22 65 1317 15 14 15 63 12 79 16 17 11 14 15 65 66 136 3 6 1 



22 71 1216 111414 97 12 75 15 14 14 11 12 99 88 143 320 1 
22 68 1114 15 11 12 107 12 75 14 15 12 10 12 107 77 130 3 7 1 
22 52 1516 1012 9 139 12 47 15 1612 14 8 139 77 143 322 1 
22 63 411 13 814 49 12 74 5 12 10 10 14 49 67 132 310 1 
22 57 1317 13 16 11 121 12 61 13 18 11 15 11 130 66 140 314 1 
22 71 1321 1511 3 89 12 81 10 19 13 12 3 91 77 239 220 1 
22 562121 15 12 12 96 12 57212113 912 99 66 130 36 1 
22 72 1513 13 11 15 81 12 70 15 13 13 11 15 86 88 135 110 1 
22 60 1615 13 610 129 12 58 15 15 15 611 123 77 135 319 1 
22 58 811 1513 6 93 12 53 11 10 13 10 6 95 77 130 2 6 1 
22 56 12 111610 4 117 12 55 15 1414 13 4 122 66 222 3 4 1 
22 78 15 16 17 17 13 48 12 99 15 16 17 18 15 45 67 132 310 1 
22 71 14 1616 910 102 12 88 14 16 16 12 7 101 88 140 123 1 
22 66 12 16 12 14 15 80 12 76 12 16 14 14 13 83 77 12032 1 
22 53 14 14 19 14 13 123 1 2 52 14 13 18 15 13 124 77 124 3 4 1 
22 61 16 13 14 9 15 124 12 61 15 14 15 9 15 127 76 135 213 1 
22 67 12 14 11 13 12 143 12 63 11 18 12 812 140 77 131 112 1 
22 64 18 16 18 10 12 102 12 66 182017 910 102 7724224 1 
22 64 18 2117 12 10 101 1 2 62 18 19 16 7 10 101 88 140 1 5 1 
22 58 10 20 15 9 12 87 1 2 58 13 1814 6 10 87 77 126 2 7 1 
22 55 16 18 8 14 18 130 12 54 1620 13 13 12 129 67 136 113 1 
22 84 15 19 15 11 20 131 12 81 15 17 13 1220 136 77 224 3 6 1 
22 67 18 2115 4 15 79 1 2 72 182114 3 15 81 77 125 3 7 1 
22 70 11 1513 5 4 56 12 76 11 12 14 9 4 54 77 134 313 1 
22 36 15 10 17 16 15 129 1 2 30 16 10 16 16 15 120 56 145 322 1 
22 46 12 19 9 612 98 12 40 1219 9 712 100 67 138 317 1 
22 41 16 16 16 15 17 75 12 33 16 16 16 14 18 80 66 142 318 1 
22 65 16 18 12 17 14 130 12 58 16 1815 16 14 128 8 8 246 321 1 
22 41 21 21 15 1820 71 12 29 212014 1920 70 88 240 310 1 
22 58 1112 12 11 13 135 12 59 11 15 13 10 13 133 88 144 322 1 
22576457376 12586464581 77  145 319 1 
22 69 1312 11 12 13 111 12 80 13 12 11 12 10 116 56 140 320 1 
22 62 2018 1518 4 50 12 65 18 19 15 18 9 51 66 120 3 2 1 
22 59  21 18 18 19 21 45 12 61  21 16 182121 46 77 145 222 1 
22 47 913 1410 4 85 12 37 8 15 13 10 4 94 99 142 316 2 
22 48 1412 12 918 42 12 40 14 12 11 718 44 56 141 3202 
22 52 1413 13 15 12 114 12 52 9 13 13 15 10 116 66 137 3172 
22 66 1616 15 813 46 12 73 14 16 14 712 46 66 134 3 9 2 
22 58 1718 11 814 44 12 60 15 16 9 814 42 77 240 322 2 
22 50 1114 13 11 14 53 12 43 11 14 14 12 14 50 66 134 210 2 
22 52 1613 14 816 70 12 47 14 14 15 816 68 77 233 211 2 
22 62 1520 12 821 49 12 60 1520 16 10 19 42 77 140 310 2 
22 69 12 15 14 7 13 125 12 67 12 13 10 6 12 123 88 144 320 2 

22 37 711 16 13 13 159 12 51 11 8 14 12 13 153 56 142 322 2 

22 52 1211 15 613 120 12 59 12 11 13 712 121 66 129 2 7 2 

22 56 15 14 20 614 134 12 63 151420 614 135 66 128 3 6 2 

225691536779 125691536777 77225142 

22 37 1416 9 615 92 12 47 1416 8 615 89 55 144 117 2 

22 51 15 11 13 1012 104 12 57 15 11 13 912 109 67 128 3 6 2 

22 58 14 820 2013 118 12 60 14 8202016 118 66 130 215 2 

228474644 95 1269746449488244 2182 

22 46 111613 5 9 113 12 61 11 16 15 6 10 113 55 141 3162 

22 52 15 11 11 515 129 12 51 15 11 11 5 15 132 66 142 219 2 

22 54 15 811 16 8 122 12 47 15 8 12 16 10 114 77 135 215 2 

22 52 14 11 15 9 6 113 12 47 12 11 15 10 4 113 66  224 2 5 2 

22 43 14 14 17 II 9 113 12 35 10 1420 10 9 116 66 120322 

22 62 151618 410 94 12 65 131814 413 97 77 131 116 2 

22 47 1021 19 15 13 79 12 44 1321191311 78 66 126 110 2 



22 53 85467 88 12 474 5 8 64 90 77222322 
22 43 8 17 1919 9 136 12 44 5 17 21 20 9 131 55224242 
22 61 911 9 18 12 76 12 63 911 9 18 12 78 77 129362 
22 46 17 17 15 912 34 12 40 172019 612 38 67 140 312 2 
22 81 11 13 10 5 6 133 12 91 8 16 10 7 5 135 88 145 215 2 
22 50 141714 910 77 12 58  1417 14 10 9 72 55 130362 
22 69 14 13 121010 120 12 68 1513 91310 129 77 240 3202 
22 55 9 9 7 9 8 44 12 56 9 9 8 8 8 41 66 151 222 2 
22 44 8 8 9 810 39 12 4810 810 9 8 44 55  143 314 2 
22 40 11 9 1612 10 62 12 41 11 10 12 12 10 62 56 132 310 2 
22 53 9 13 12 4 12 71 12 51 12 12 12 8 12 74 66 140 322 2 
22 69 15 18 1620 9 66 12 82 142015 19 9 73 77 232 220 2 
22 50 16 12 13 12 18 41 12 44 16 14 13 1117 43 88  243 322 2 
22 53 14 12 16 13 14 55 12 47 1213131316 51 77 140 310 2 
22 61 11 16 17 13 11 50 12 64 12 15 13 12 10 50 76 135 3 6 2 
22 45 16 192011 15 45 12 36  20 18 17 12 12 47 77 141 3152 
22 64 1515 9 9 10 79 12 72 9 15 15 9 5 87 88 224 2 3 2 
22 70 15 19 1520 19 66 1 2 87 14 19 152118 70 67 134 218 2 
22 69 8 7 17 9 13 127 12 74 13 714 1313 132 99 1243 1 2 
22 55 7 6 14 7 5 69 12 51 8 614 8 5 74 77 126 1 62 
22 54 413161117 78 12 50 6 10 17 9 17 84 55 124 3 2 2 
22 85 11 2121 17 11 105 12 59 102121 17 11 105 96 127 3 72 
22 44 413161310 115 12 42 513161310 113 77 125 3 6 2 
22 88 13132011 9 115 12 62 11 13 15 11 9 117 97240 314 2 
22 55 14 13 19 15 13 124 12 50 1513161513 126 77 128 114 2 
22 53 12 17 16 611 105 12 50 12 17 16 611 108 77 125 1 8 2 
22 52 13 8 11 910 106 12 59 11 7 1315 10 104 66 245 317 3 
22 50 14 5 14 18 14 81 12 55 15 12 15 11 12 84 66 234 38 3 

22 60 19 16 15 11 17 109 12 56 14 13 12 11 14 110 76 141 319 3 
22 53 12 6 9 96 85 12 48 11 6 912 9 87 77 140 320 3 
22 34 817 8 5 3 108 12 29 7 11 8 6 3 102 56 143 317 3 
22 35 16 15 19 18 8 80 12 29 13 15 15 16 8 86 55 137 316 3 
22 56 14 11 12 818 65 12 49 16 11 15 10 18 66 77 132 210 3 
22 55 16 13 15 11 14 54 12 50 16 13 15 12 14 54 77 144 320 3 
22 63 1115 9 12 14 135 12 58 1311 9 12 12 130 88 136 313 3 
22 53 12 13 10 813 93 12 51 111610 713 92 662302143 
22 57 13 14 16 10 5 57 12 51 11 14 13 11 5 60 66  227 2 3 3 
22 51 8 9141214 78 12 61 8 11 11 12 14 77 66 134 215 3 
22 60 5 12 17 11 17 92 12 54 6 12 17 11 16 90 76 140 311 3 

22 61 11 9 12 15 14 81 12 66 11 912 13 14 78 77 122 2 13 

22 50 14 15 19 17 13 82 12 48 14 15 19 17 13 80 66237 214 3 
22 60 14 14 14 711 88 12 66 15 15 13 1016 91 88 130 218 3 

22 51 14 13 19 15 13 110 12 46 14 13 19 15 11 112 77 140 2 5 3 

22 73 131713712 104 12 63 12 17 13 712 107 88 125283 
22 33 21 14 16 915 110 12 43 21 14 16 915 111 56  232 2 63 

22 60 13 17 15 610 64 12 61 13 17 15 610 65 77 134 3103 

22 51 13 13 16 15 11 122 12 48 15 12 14 13 11 119 66 230 210 3 

22 72 1820 817 9 104 12 75 1618 8 13 10 111 77 140 315 3 

22 52 15 16 18 16 12 103 12 55 17 12 1816 12 107 77 140 2 6 3 

22 62 13 10 10 13 4 112 1 2 67 1310 10 13 7 110 88 134 3 8 3 

22 57 13 11 15 11 6 61 12 57 13 11 12 11 6 61 66 122 3 2 3 

22 64 11 12 14 12 14 130 12 65 10 11 12 12 13 130 67 233 215 3 

22 51 12 15 14 10 10 48 12 60 11 15 14 10 10 47 76 121 3 2 3 

22 52 12 14 14 10 12 55 12 54 12 14 14 10 12 53 77 150 315 3 

22 66 5 12 10 10 14 65 12 75 5 12 10 10 14 67 77 237 220 3 

22 58 15 13 16 12 15 62 1 2 56 16 1316 12 16 62 5 6 134 3 9 3 

22 50 13 8 13 14 7 111 12 52 13 10 13 15 5 114 77 150 317 3 

22 62 9 10 13 13 8 98 12 62 9 12 13 10 9 99 66 131 333 
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22 59 9 12 10 89 83 12 62 9 11 10 8 9 79 56 137 321 3 
22 60 10 912 810 84 12 62 9 11 10 10 9 89 55 145 318 3 
22 57 14 7 19 18 12 86 1 2 57 13 7 19 18 13 87 55 142 323 3 
22 57 19 15 15 12 17 44 12 49 19 16 16 11 15 41 77 145 322 3 
22 60 12 612 6 3 118 1251 13 612 7 4 118 88 144 320 3 
22 60 9 710 9 6 127 12 61 9 614 9 7 126 56 143 320 3 
22 68 814 9 9 6 102 12 56 714 812 3 101 55 138 316 3 
22 52 21 13 1721 7 63 12 52 19 1521 18 7 64 66 145 323 3 
22 52 11 12 17 11 14 122 12 52 13 15 18 11 14 122 88 232 210 3 
22 72 20 19 14 911 97 12 90 17 19 17 15 11 103 87 228 2 5 3 
22 63 1716 9 811 122 12 59 1614 98 11 121 88 130 210 3 
22 66 16 618 11 5 51 12 84 15 61312 5 50 66 140 213 3 
22 58 11 14 13 11 10 108 12 63 1114131111 109 66 134 3 7 3 
22 55 10 14 17 11 9 106 12 49 10 12 15 11 9 104 77 129 2 5 3 
22 44 13 15 14 5 11 94 12 39 11 15 15 611 90 66 221 2 4 3 
22 43 10 8 17 19 10 117 12 40 11 8 17 19 11 120 67 121 3 4 3 
22 60 15 12 17 810 110 12 63 15 12 17 810 110 77 132 2 9 3 
22 69 14 17 12 9 8 94 12 79 14 17 12 910 91 77 122343 
end data. 
set us off. 
var lab jsa 'Post Job satisfaction' 

/ist 'Post Job Stress' 
/skiv 'Post Skill variation' 
/tsid 'Post Task Identitiy' 
/tsig Post task significance 
/oton 'Post Autonomy' 
/fbac 'Post Feedback'. 

var lab jsa2 'Pre Job satisfaction' 
/jst2 'Pre Job Stress' 
/skiv2 'Pre Skill variation' 
/tsid2 'Pre Task Identitiy' 
/tsig2 Pre task significance' 
/oton2 'Pre Autonomy' 
/fbac2 'Pre Feedback' 
fE_N 'Exp=I Ctrl2'. 

var lab ach_pe "Achieve pre" 
/ach_po "Achieve post" 
/sex "Gender" 
/age "age in yearn 
/edu "Level of Education" 
/lensry "length of employment in year' 
/cpy "company used'. 

disp. 



Appendix F 
The Analysis of the items 
(Validity & Reliability) 



The raw data or transforinaticn pass is proceeding 
300 cases are written to the uncompressed active file. 

---------------------------------------------------------- 
Job Satisfaction 

Correlations: Ti 

Al .2372 P= .000 
A2 .3382 P= .000 
A3 .6243 P= .000 
A4 .3782 P .000 
AS .2570 P= .000 
A4 .5490 P= . 000 
A7 .5475 P= .000 
AFJ .4791 P= .000 
A9 .1040 P= .036 
A1O .3902 P= .000 
All .4675 P= .000 
Al2 .4040 P= .000 
A13 .4217 P= .000 
A14 .3452 P= .000 
A15 .2780 P .000 
A1FJ . 1952 P= .000 
A17 .4473 P= .000 
Ai$ .4964 £= .000 

(Coefficient / Cases) / 1-tailed significance) 
is printed if a coefficient cannot be computed 

---------------------------------------------------- 
This procedure was completed 
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:+:4:4:+: HH0D 1 (SAOE 2AVER) WILL £ USL POR THIS AALYSI3 c4;c 

C4C4G( 686 E?I'ES CE SE'AOE EEUIRED 0R PIAEILI? *- 

JOB SATISFACTION 

R E L I A B I L I T Y 

A: 
 

.1. 

4. 
,j. 

7. 
d. 
1' 

 
Al: 
Al2 
A:3 
A14 

 
.1.0. 
17. 

ANALYSIS - SCALE (JSAT) 

-- 

STATI3TIC 3R HL AE - £. 

i 
- 
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TmU rfp'7 krCPr" 
i- 4.k. _'i..•'_•. 

20ALE CCrED SCALE 
MEAN VAF1ANCE ITEM- ALEHA 

IF ITEM IF TEM TJAL IF ITEM 
DELETED DELETED C3RFELATiON DELETED 

Al 53.8400 51.5529 .1434 .8773 
A2 54.4433 50.;232 .2071 
A3 53.587 45.3490 .5183 .8310 

) ..)•..). l'z.) / . :.'. . . 

_h•) I --ri: 
. -. . £•.)j  

A6 53.6387 1351 47.
34 

.4294 .6424 
Al7  c 4 - '± I C._.? . 

IID(i . . 

A3 54.1287 48.3652 .3511 .0524 
54.4100 54..E232 -.0518 .7009 

'1 - •'ry 1... . 

.- I J.  
.-.:' 

Al2 54.2233 43.320 .2722 .0621 
A13 54.2333 43.7599 .3012 .8590 
'-14 3 20O 5i 3;9 79 
A15 54.1633 5.3231 .1424 .8754 
Al?3  54.3787 53.3991 .0624 

7 A. 1  
Q 

-.-' . t . ....•.-.--= . .d..... . :-__ .L. 

2LIAEiLITi C0E'FI0IiTF 

\j 1J. (C'  

LI  

"TDLJ - 
- 

---------------------------- 

-a- 
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The raw data or tr f:raticn is prooeedirig 

300 oases are wri;eri to the ir.00pressed aotive file
---------------------------------------------------------- 

Job Stress 

Corre1ati:rs: Ti 

Al .5598 P= .000 
Al . 542. liflfl 

A3 .5000 9 .000 
A4 .5870 E .000 
AS .5565 D= .000 

.3124 P = .000 
A7 .5891 F' = .000 
A8 .5183 ? .000 
A9 .5882 .000 
AlJ .8408 .000 
All .4733 ? .000 
Ml .1832 ? .001 
A13 .4520 P .000 
A14 .5703 ? .000 
A15 .4727  .000 
AIFJ . 5580 . 000 
Al? .000 

12 ._ 
- 

flfl 

A19 .5020 ? .000 
A20 .4721 .000 
All .5528 ? .000 
A22 . 452  
A22 .3700 ? .000 
A24 .4524 Fz .000 
A25 .8212 .000 
A28 F 000 
A27 .82:2 ? .000 

- 
- . . CC 

A29 . 5522 . 000 
A30' . 3224 . 000 

(0oefficier / (0ases // l-aile riifio:aric';: 

i42 a : f±:er: :nri:t be oced 

This ;r:ce&re was os1ete 
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c4-* ETHc!D I (SPAcE SATER) WILL BE USED FOR THIS ANALYSF :*+ 
1472 BES OF SPACE REQUIRED FOR PaIABLLITY :+ 

.J-STR 

RELIABILITY 

1 
2. A2 

.1 

a. 

8. 

11. All 
12 
13. 

1A 

13. 
.7. A17 
13. A8 

25. A25 

en 
.i. 

A2IJ 

ANALYSIS - SCALE (JSTR) 

STATISTICS FOP MEAN VARIANCE 
SCALE 92.7633 853.7333 

•:rrr r 
._ £ _. h..' ? 

23.3207 30 
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J- STR 

R E  L I A B I L I T Y ANALYSIS - SCALE (JSTR) 

ITEM-TOTAL STATISTICS 

SCALE SCALE C0RRECED 
MEAN VARIANCE ITEM- ALPHA 

IF ITEM IF ITEM TOTAL IF ITEM 
DELETED DELED CORRELATION DELEIED 

Al 89.5000 798.5050 .5104 .9002 

A2 89.7500 799.3386 .4910 .9006 

A3 89.8733 808.5123 .4500 .9013 

A4 89.0133 794.9028 .5396 .6997 

A5 69.4667 797.6952 .5062 .9003 

A6 90.1633 830.4916 .2578 .9044 

A7 69.8333 798.6586 .5451 .6997 

A8 69.5633 804.2468 .4678 .9010 

A9 69.7100 793.2032 .5404 .8596 

A10 69.6933 792 .0327 . 6002 . 2927 

All 90.1667 813.6377 .4243 .50:7 

Al2 50.4667 844.0624 .1261 .9084 

A13 69.9533 817.2213 .4036 .9021 

A14 39.1467 798.1323 .5233 .9000 

A15 89.1300 809.7991 .4263 .9017 

A16 39. 1067 759.2461 .51391 . 5002 

tu_( . /.jL, 1  i' o J. . •Th  i( 
A16 0. 1400 819.5054 .3700 . 9025 

A19 33.8430 810.5295 .4545 .9012 

A20 30.1833 614.1706 .4236  

A21 63.3600 795.5221 .5064 .5003 

A 2 2 63.3567 736.7351 .4337 .9005 

A23 39.5200 825.6953 .3183 .9034 

A24 63.9267 812.7234 .3995 .9022 

A25 39.7487 794.6587 .5796 .3931 

A26 69.5267 799.2936 .5066 .2003 
19. 1>000 
C.-CO C 

_28 
 A29 69. 3600 799. 179.5 . 5020 . SC.04 

A30 33.9267 221.2573 .3324 .5021 

'T T 'TT 

T CF OASES z 300.0 

ALPHA = .2040 

 

CF ITEMS = 3C 

---------------------------- 
This was ccp1td 
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*ic* METHOD 1 (SPACE SAVER) WILL BE USED FOR THIS ANALYSIS 
176 BYTES OF SPACE REQUIRED FOR RELIABILITY ** 

-------------------------------------------------------------- 

RELIABILITAS 

R E L I A B I L I T Y A N A L Y S I S - SCALE (Ti) 

Al 
A2 
A3 

# OF 
STATISTICS FOR MEAN VARIANCE STD DEV VARIABLES 

SCALE 19.6800 4.3989 2.0974 3 

ITEN-TOTAL STATISTICS 

SCALE SCALE CORRECTED 
MEAN VARIANCE ITEN- ALPHA 

IF ITEN IF ITEN TOTAL iF ITEN 
DELETED DELETED cORRELATION DELETED 

Al 13.0767 1.9573 .7553 .7322 
A2 13.1267 2.0642 .7084 .7795 

A3 13.1567 2.3065 .6625 .8227 

RELIABILITY COEFFiCIENTS 

N OF CASES = 300.0 N0FITENS = 3 

ALPHA = .8422 

SPSS/PC± 

Correlations:  rxy 

Al .8994 P .000 
A2 .3753 P= .000 
A3 .8401 P= .000 

Correlations: rpq  

Al .7553 P= .000 
A2 .7084 P .030 
A3 .6625 P .000 

(Coefficient / (Cases) / 1-tailed igriiricancei 

is printed if a coefficient cannot be computed ---------------------------------------------------- 
This procedure was completed 
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The raw data C:: tras:crat±cn pass is procel'Lg 

300 cases e written to the ucop:essed active file. 
---------------------------------------------------------- 

D-JNR 

Correlations: Ti 

Al .5654 P= .000 
A2 .3997 P .000 
A3 .6169 P: .000 
PA .4662 : .000 
AS . 569.9 P: .000 
AS .5025 : .000 
A7 .4722 P= .000 
A8 .5549 P= .000 
A9 .4600 F : .000 
A10 .3107 P: .000 
All .2530 F: .000 
Al2 .412 9: .000 
A13 .347.  
A14 .3163 9: .000 
A15 .40E0 :  .000 

(Coefficient / (Cases) / l-tail Significance) 

is printed if a c o e f f i c i e n t cannot be ccputed 
---------------------------------------------------- 

This procedure was c:rpeted 
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+c++c+* METHOD 1 (SPACE SATER) WILL BE USED FOR THIS ANALYSIS **+* 

ccc4c 752 BYTES OF SPACE REQUIRED FOR RELIABILITY *+** 

---------------------------------------------------------------- 

D—JN R 

RELIABILITY ANALYSIS - S C A L E (JENR) 

Al 
P.2 
A3 
A4 
A5 
A6. 
A7 
A8 
A9 
AiD 
All 
Ml 
A13 
A14 
A15 

STATISTICS FOP. ME.T VARIANCE 

SCALE 62.6200 169.1511 

OF 
STD DEl VARIABLES 
O5  CP 1 
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ITEM-TOTAL STATISTICS 

SCALE SCALE CORPECrED 
MEAN VARIANCE ITEM- ALPHA 

IF ITEM IF ITEM TOTAL IF ITEM 

DELETED DELETED COP2.ELATION DELETED 

Al 57.5500 145.4992 .4572 .6760 

12 59.6833 153.4947 .2721 .6266 

A3 58.3633 142.5732 .5146 .6669 

A4 57.8600 149.5522 .3722 .6856 

A5 57.4600 146.0017 .4652 .6758 

A6 58.6033 147.0495 .3760 .6845 

A7 58.9467 148.2580 .3370 .6891 

A8 57.9367 143.3612 .4261 .6775 

A9 57.4467 149.8466 .3623 .6869 

A10 59.3167 157.3074 .1686 .7083 

All 59.2600 160. 1328 .1063 . 7154 

Al2 58.8367 151.5177 .2716 .6971 

A13 58.4267 154.4341 .1915 7074 

A14 59.5500 15.1747 .1531 .7113 

A15 59.2900 151.3036 .2557 .6394 

RELIABILITY COEFFICIENTS 

N OF CASES = 300.0 

ALPHA = NOW 

 

,.J fl Tv - 
L J. - 

---------------------------- 
This procedure was co1eted 
End of Include file. 

J. 
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Appendix G 
Intercorrelation Among the Variables 



Relation Between Pre-Post Test for the Whole Subject 

Conelation SV2 T12 TS2[Aut2 Fdbk2 JSat2 JStr2 TJet2 

3439** 2987** 0969 -0276 S'1 8999** 5043** 2125 

Til .4680** 9185** .3152** .1447 .2858** 1324 .0028 0860 

TS1 .3451** I _2661 .8687** 3797** .2530** .0183 .0085 .0274 

Autl .2455** .1757* 4156** .7814** 1554* .0199 -.0173 .0140 

bki .2955**4** .2604** .0996 H7552** 
1 

.0405 0618 .0095 

at1 .0965 .1721* .0331 .0572 .0670 .7838** 4315** .0074 

[Strs1 -.0448 0080 -.0087 -.0190 LT064 -.0097 .9876** .0506 

J Perfl v.12021.1144 .0244 .0283 .0375 - .3443.O424.6929 

*= .01 **fl 

Note: 

SV : Skill vareity 
TI : Task identity 
TS : Task significance 
Aut : Autonomy 
Fdbk : Feedback 
J Sat : Job satisfaction 
J Strs : Job stress 

J Perf : Job performance 
(1= post-test; 2=pre-test) 



Post-test Job Satisfaction (Experiment Group) 

Sources SSQ df f MS F T p 

Regression L~6
1001.172__ 

765.921 5 353.184 8.475 .000 

Residu .LI44I 

Post-test Job Stress (Experiment Group) 

SOUrCeS SSQ df MS F p 

Regression 10716.310 5 2143.262 3.389 .007 
Residu 641.888 J 

Post-test Job Perforniance (Experiment Group) 

SOUrCeS SSQ df MS F 

6.368 
.565  

p 

.000 Regression 17.987 5 
Residu 81.346 L  144 

3.597 

3.) 


