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ABSTRACT

Nama - Tengku Mohamad Meidi Akbar

Program Studi : MM-MBA

Judu! - Job Satisfaction Among Managers of PT. Cahaya Saldi Multi
Intraco {CASMI)

This study discuss about job saiisfaction of managerial employee of PT.
Cahaya Sakti Muiti Istraco {CASMI}). The reason is the current condition at
CASMI shows high turnover of managenial level employee, low performance of
managerial employes, and high absence level of managerial employee, that are
related 1o job satisfaction. Author also gets information from the books, journai,
and interiet, which discuss abgut job satisfaction, the phenoinena related to job
satisfaction and how to measure job satisfaction. Job satisfaction has relationship
to turnover, absence level, and performance, 50 if the company can measure and
increase job satisfaction level, it can be increase the productivity,

Job satisfaction is strategic issue in company related to their human
resources as one of the important asset. Hecause of job satisfaction level related to
productivity, so the company always iry to mcrease the job satisfaction level of
their employee. If the company can increase job satisfaction level, the employec
will have spirit to do the job. One concept that famous to study about job
satisfaction in job descriptive index, it consist of five facet of job satisfaction, that
are work itself (job), pay, supervision, promotion, working relations (co-workers).
Beside those five facets, it can ba combined with job in general to get information
ahout satisfaction in general.

The conclusion from this study is five facets of job descriptive Imdex
significantly influence job satisfaction in general. For managers CASMI, job
dimension and supervision dimension influence significantly to job satisfaction in
general, that’s about 58,4 %. From this study, the author want to give information
fo top management about job satisfaction level of managers of CASMI, and what
factors that influence iob satisfaction of them, is there any difference in job
satisfaction related to gender, age, edvcation, working period, and status of
managers in CASMI, so the company can do the right way to increase job
satisfaction in the future to increase the productivity of company.

Keywords; Job Satisfaction, Job Descriptive Index, Employee Satisfaction
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CHAPTER ]
INTRODUCTION

1.1 BACKGROUND

Job satisfaction is gencrally regarded as an employee’s attitude toward the
job and job situation. Spector {1997) defines job satisfaction stmply as “the degres
to which people like their jobs™ Some people therefore enjoy work and consider it
a central part of their lives while others do so only because they have to.

Locke (1976} as cited by Cooper and Locke (2000) offers a farther
definition of job satisfaction as & “pleasurable or positive emotional state resulting
from the appraisal of one’s job or job experiences.” Job satisfaction is defined as
positive affect of employees toward their jobs or job sinuations,

Job satisfaction is also defined in terms of equity. Robhins (2003) defines
jobs satisfaction as “the difference between the rewards employees receive and the
reward they beleve they should receive ™ As a result, the higher this discrepancy,
the lower job satisfaction will be. Empirical findings also suggest job satisfaction
is related to employee work performance and workplace accidents {Vrcom, 1964)

Many studies have researched stability of job satisfaction (Schneider and
Dachler, 1978; Staw and Ross, 1985), significance with other factors, such as
absentesisma (Hackett and Guion, 1985; Hulin, 1991}, turnover {Carsten and
Spector, 1987) and performance (Iaffaidano and Muchinsky, 1985; Ostroff, 1992;
Podsakoff and Williams, 1986}, Job Satisfaction can be an important indicator of
how employees feel zbout their jobs and & predictor of work behaviors such as
absenteeism (Wegge, I., Schmids, K Parkes, C., & van Dick, K. ,2007).

Theories of absence hypothesize that job satisfaction plays a ¢ritical role in
an employes’s deciston (o be absent (Spector, 1997). Most research indicates a
consistent negative relationship between satisfaction gnci absenteeism, oven
though the correlation is not very high (Robbins, 1989; Spector, 1997}, Owing (o0
the large amount of research conducted on absenteeism there are a plethora of
definitions of absenteeism. Absenteeistn iy defined as “an unplanned, disruptive
meident and can be seen as non-attendance when an employee is scheduled for
work™ {(Van der Merwe & Miller, 1988}, Milkovich and Boudreau (19%4) further
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define absenteeism as “the frequency and/or duration of work time lost when
employees do not come to work. Van der Merwe and Miller (1988) classify
absenteeism into three broad categories that help to understand the nature of this
phenomenon. They are: sickness absence, authorized absence/absence with
permission and unexcused absence or absence without leave. Absence 5 a
phenomenon that can reduce an organization’s effectiveness.

The other factor that has significant correlation with job satisfaction is
turnover. Tumover is important {0 managers as it disrupls organizational
continuity and it can be very costly, The different costs associated with murnover
include separation costs (exit interviews, separation pay), replacement costs of
new employee and training costs of the new employee (Saal & Knight, 1988}
According to Spector {1997), studies have been reasonably consistent in showing
& correlation between job satisfaction znd turnover. Employess with Jow
satisfaction are therefore more likely to quit their jobs. According to Luthans
{1995), “high job satisfaction wilf not, in and of itself, keep wumover low, but &t
does seem to help. On the other hand, if there Is considerable job dissatisfaction,
there is ikely to be high tumover.” 1t is therefore imporiant to manage satisfaction
levels as it might iigger decisions by employees t¢ leave the organization,

Job satisfaction also has correlation with job performance. Traditional
theory suggests that job performance s affected by job satisfaction; incregse job
satisfaction and you will increase job performance. Job satisfzction and job
performance are oo closely linked o one another, and that they affect each other.
Here are cases in point: If a person is highly satisfied with his/her job, this would
lead the person to want to do a good job and to perform well. On the other side is
the person's ability level If the person is siruggling with performing the job, it
may give the appearance that the person is a poor performer even though he/she
may be exhausting z great deal of effort in trying to perform the job. This person's
frustration then in turn leads to poor job satisfaction (Caudron, 1995).

One of the most popular and extensively researched measures of job
satisfaction is the Job Descriptive Index (JDI) (Smith, Kendall, & Hullin, 1969).
This measure identifies five facets of job satisfaction, that are the work itself,

supervision, coworker, pay, and promotion,
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Researchers of job satisfaction have widely adopted Job Descriptive index
{JDI) as the instrument to measure five organizational and individual cufcomes
related to job satisfaction: work, pay, supervision, co-worker, and supervision.
The past literature agreed upon is solid construct validity (Kinicks et al,, 2002)
and validity (Bowling Green State University, 1997; Spector, 2002). In general,
job satisfaction is more highly correlated to performance in complex jobs, in
relevangs to the relationship in less complex jobs.

Talking about the relationship between job satisfaction and absénteeism,
turnover, and job performance, at this time, CASMI has very high level of
managerial resignation and absenteeism, and low level of achievement. The
current condition, CASMI has 51 branch managers, 25 managers at head office, 5o,
the company has 78 managers. During 2008, 3 managers resigned because they
got better job and 12 managers fired by the company because ithey have low
performance. Thoy were wamned by top management to umprove their
performance but they fatled. From 31 branches around Indonesia, 27 branches had
performances less than 90 % achievement (until October 2008). The situation was
totally different compare to 2005, 2006, and 2007. In 2005, 2006 and 2007 there
were no turnovers. In 2005, CASMI had the best performance. In 2006 and 2007,
CASMI had lower performance than 2005 but still above average and growing.

In 2007 and 2008, the discipline level of managers were fow, they usually
came late to the office, asked for permission, and Ieft the office for personal
interest. Most of managers are come iate to the office. They usually arrive at the
office on 08.15 - 08.30 am. The office hour start from 08.10 a.m. everyday. Most
of managers also asked Ror permussion during office hour for their personal
iaterest, for instance because of their family, children, etc. The absence level of
manager on 2007 was 6 days per manager per year excluding annual leave {data
until December 2007) and in 2008 was § days per manager per year excluding
annual leave {(data uniil October 2008). Because of the discipline problem, the
company had loss financially because those managers were still paid by the
company although they were absence, It was also difficult to do task coordination

and productivity of company decreased.
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Based on this condition, the study focus on job satisfaction among

managers in CASMIL

1.2 RESEARCH PROBLEMS
Based on the above condition, writer formulates research problem as
follows:
» How is the job satisfaction level of managers in CASMI?
o Is there any difference in job satisfaction related to gender, age, education,
working peried, and status of managers in CASMI?
¢ What factors that influence job satisfaction of managers in CASMI?

1.3 PROBLEM SCOFPE

Tob satisfaction is a complicated matter because i is related to someone’s
feeling to various aspects that existed in job. To narrow the discussion of job
satisfaction aspects, the study only evaluates the work ifself, supervision, pay,
prontofion and coworker.
In this thesis, analysis unit used for measuring job satisfaction is employees from

managerial level

1.4 OBIECTIVES
The objectives of this research are:
o (ive information for top management of CASMI about level of job
satisfaction among managers.
» Show the difference in job satisfaction related to gender, age, education,
working peried, and status of managers in CASMI

» Get information about factors influencing job satisisction among managers.

1.5 BENEFITS
From this research, top manzgement CASMI can get information about
satisfaction of managers to make decision precisely for improvement, either in

order to prevent or give solution 0 manager’s problems. With this information,
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then top management of CASMI can use it as strong diagnosis instrument 1o

know source of problem of dissatisfaction employee from managerial level.

1.6 METHODOLOGY
1.6.1 Data Collection

Diata that required to analyze job satisfaction among managers 1n CASMI
is obtained through primary data and also secondary data.

16,51 Primary datas

One of way for gefting the primary data can be conducted from survey
among 76 managers of CASMI as sample research for getting the information
about job satisfaction among managers in CASMI, The questionnaire was given to
respondents to be filled up directly, and was collected after they fimished. The
questionnatre uses likert scale, whereas respondents profile uses nominal scale.

The data collection was conducted 1a the head office of CASML

1.6.1,2 Secondary Data
Secondary data was obtained from hiterature study to get supporting data

related to job satisfaction.

LT THE SYSTEMATIC OF WRITING

Chapter 1 contains introduciion that descnibes organization of the report. It
contains background, research problem, scope of problem, objectives, benefits,
methodology, and the systematic of the writing.

Chapter 2 explain about overview theory that cover explanation about job
satisfaction, factors that influence job satisfaction, and approach that conducted to
measure job satisfaction. In this chapter also will be discussed about motivation,
theory of motivation and comparison of some motivation theones.

Chapter 3 discusses gbout research object, that is will be discussed about
CASMI, that cover history, main business, philosophy, vision and mission, and
organization struciure.

Chapter 4 discusses about research method that used for this research.
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Chapter 5 describes about analysis and research result. How is the job
satisfaction among managers of CASM], is there any difference in job satisfaction
related to gender, age, education, working period, and status for all managers, and
what are the factors that influence job satisfaction of managers in CASML

Chapter & describes the conclusion of the study and the recommendation
for top management as the basis for improviog job satisfaction among managers
in CASMIL

Urivarsitas Indonesia
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CHAPTER 2
LITERATURE REVIEW

2.1 JOB SATISFACTION

Job satisfaction is generally regarded as an employee’s attitude toward the
job and job stteation. Spector (1997) defines job satisfaction simply as “the degree
1o which people like their jobs.” Some people therefore enjoy work and consider it
a central part of their lives while others do so only because they have 1o,

Robbins {2005) defines job satisfaction as “a collection of feslings that an
individual holds toward his or her job.” This implies that a person with g high
level of job satisfaction will hold positive feelings towards the job and 2 person
whio s dissatisfied will hold negative feetings about the job.

Locke (1976) as cited by Cooper and Locke (2000) offers a further
detinition of job satisfaction as a “pleasurable or positive emotional state resulting
from the appraisal of one’s job or job experiences.”

Hoole and Vermeulen {2003) maintain that the popularity of his field of
study is also due to s relevance to the physicai and mental well-being of
employees. Furthertnore, Robbins (2003), postulates that managers bhave g
humanistic responsibility to provide employees with jobs that are challenging,
rewarding and satisfying. According to Alavi and Askaripur (2003), there are at
least three reasons why managers must focus on the job satisfaction of its
employees:

» Evidence sugpests that unsatisfied individuals leave organizations.

o Ratisfied employees are in better health and have longer life expectancy.
Connolly and Myers (2003) further maintain that a lack of job satisfaction
has been associated with symptoms like anxiety, depression and poor
physical and psychological health, which have concomitant consequences
for absenteeism and commitment.

* Job satisfaction in the workplace also affects individuals’ private lives
which in turn has an effect on absenteeism and other important work-
related attitudes and behavior,
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Job satisfaction is also defined in terms of equity. Robbins et al. {2003)
define job satisfaction as “the difference between the rewards employees receive
and the reward they believe they should receive.” As a result, the higher this

discrepancy, the lower job satisfaction will be,

2.2 FACTORS INFLUENCING JOB SATISFACTION

Job satisfaction is a complex variable and is influenced by factors of the
job environment s well as dispositional characteristics of an individual, These
factors have been arranged according to two dimensions, namely, extrinsic and
intrinsic factors (Buitendach & De Witte, 2005).

The extrinsic factors include things Iike pay, promotion opportunities, co-
workers, supervision and recogpition. Intrinsic factors include personality,
education, intelligence and abilities, age and marital status (Mullins, 1999},

2.2.1 Extrinsic sources of job

Extrinsic sources of job satisfaction are determined by conditions that are
beyond the control of the employse (Atchison, 1999). The following factors will
be discussed, namely, pay, the job itself, promotion opportunitics, supervision, co-

workers, working conditions and the issue of fairness,

22.1.1 Pay

Pay refers to the amount of compensation received for a specific job
{Robbing et al, 2003} Luthans (1995) notes that “wages and salaries are
recognized to be a significant, bui complex, multidimensional predictor of job
satisfaction.”

According to Spector (1997) and Berkowitz {1987), the correlation
berween the level of pay and job satisfaction tends to be surprisingly small. Thig
suggests that pay m itself 15 not a very strong factor influencing iob satisfaction,
Berkowitz (1987) notes that “there are other congiderations, besides the absolute
value of one’s earnings that influences attitudes toward satisfaction with pay.”

Spectar (1996) postulates that “it is the fairess of pay that determines pay
satisfaction rather than the actual level of pay itself” If an employee’s

Universitas Indonesia

Job Satisfaction..., Tengku Mohamad Meidi Akbar, FEB Ul, 2009



compensation is therefore percetved 1o be equitable, when compared to another

person in a similar position, satisfaction might be the likely result

2.21.2 Job or the work itself

According to Luthans (1995), the content of the work performed by
employees is a major predictor of job satisfaction, Not surprisingly, “research is
fairly clear that employees who find their work interesting, are mors satisfied and
motivated than employees who do not enjoy their jobs” (Gaiely, 1997 as cited by
Aamodt, 2004). Employees tend to prefer jobs which afford them the opportunity
to apply their skills and abilities, offer them variety and freedom as well as jobs
where they get constant feedback on how well they are doing (Robbins, 2005).
Hence, it is important for managers to take imnovative steps 1o make work more
interesting in order (o increase the levels of job satisfaction of employees.

Furthermore, if 2 job is highly motivating, employess are likely 10 be
satisfied with the job content and deliver higher quality work, which in turn could
lead 10 lower rates of absentegism (Friday & Friday, 2003). Fox (1994) as cited by
Connolly and Myers (2003) however, advances a contradictory view and maintain
that “as workers become more removed from the ability to make meaning through
wotk, the opportunity to experience job satisfaction becomes more difficult.” This
stems from the fact that job satisfaction is related to a myriad of factors, including
physical, psychological and demographic variables, which are unrelated 1o the

workplace.

2.2.1.3 Promgtion apportunities

According to Friday and Friday (2003}, satisfaction with promwotion
assesses employees’ attitudes toward the organization’s promotion policies and
practices. In addition to this, Bajpal and Srivastava (2004) postulate that
promotion provides employees with opportunities for personal growth, more
responsibilities and aiso increased soctal status,

Robbins (1989) maintains that employees seck promotion policies and
practices that they perceive to be fair and unambiguous and in line with their

expectations. Research indicates that emplovees who perceive that promotion
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decisions are made in a fair and just manner are most fikely to experience job

satisfaction.

2.2.1.4 Supervision

Research indicates that people who enjoy working with their supervisors
will be more satisfied with their jobs {(Aamodt, 2004). Purthermore, a study by
Bishop and Scoft (1997} as cited by Aamodt (2004) found that satisfaction with
supervisors was related o organizational and team commitment, which in tom
resulted in higher productivity, lower turmover and a greater wiltingness to help.

According to Luthans (1995), there seem to be thrge dimensions of
supervision that affect job satisfaction. The first dimension hasg to do with the
extent to which supervisors concern themselves with the welfare of their
emplovees. Research indicates that emplovee satisfaction is increased if the
immediate supervisor iz emotionally supportive (Egan & Kadushin, 2004, Robbg,
1997, as cited by Connolly & Myers, 2003),

The second dimension has to do with the extent 1o which people
participate in decisions that affect their jobs. Research by Grasso (1994) and
Malka (1989) as cited by Egan and Kadushin (20047 found a positive relationship
betwesn rmanagerial behavior that encourages participation in deciston-making
and job satisfaction, Robbins (1989) supports this view and maintains that
satisfaction is increased if the immediate supervisor listens to emplovees” inputs.

A third dimension of supervision which is related to job satisfaction,
according to Luthans (1995), 15 an employee’s perception of whether they matter
to their supervisor and thewr organization. Connolly and Myers (2003) maintain
that this aspect of an employes’s work setting may also be related to enhancing
job satisfaction.

2.2.1.5 Co-Workers

Another dimension which influences job satisfaction is the extent to which
co-workers are fiendly, competent and supportive {Robbing et al, 2003)
Research indicates that employees who have supportive co-workers will be more
satisfied with their jobs {Aamodt, 2004; Robbins, 1989; 2005). This is mainly
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because “the work group normally serves as a source of support, comfort, advice
and assistance 1o the individual worker” (Luthans, 1993}

Researchers further found that employees observe the levels of satisfaction
of other employees and then model these behavior (Salancik & Pleffer, 1997 a5
cited by Aamodt, 2004), Hence, if an organization’s veteran employees work hard
and talk positively about their jobs, new employees will model this behavior and

be both productive and satisfied. The reverse can also be true.

2.2.1.6 Working conditions

Werking conditions is an extrinsic factor that has a moderate impact on an
employee’s job satisfaction (Luthans, 1995) Working conditions refer 1o such
aspects as temperature, lighting, noise and ventilation. Robbins {198%) states that
employees are concerned with their work environment for both personal comfort
and for facilitating good job performance. Studies have demonstrated that
employees prefer physical surroundings that are safg, ¢lean, comfortable and with
a minimum degree of distractions (Robbins, 2005}. According to Spectar (1997),
research has shown that employees who perceive high levels of constraints in
terms of their work environment, tend to be dissatisfied with their jobs,

Contradictory literature, however, indicates that “most people do not give

working conditions 4 great deal of thought unlesg they are extremely bad”
(Luthans, 1595).

2.2.1.7 Fairness

QOne factor related to job satisfaction is the extent to which employees
perceive that they are being treated fairly (Aamodi, 2004). According to Robbins
(1989}, employees seek for policies and systems that they perceive o be fair as
this will likely resudt in an increase n job satisfaction,

Johns (1996) distinguishes between distributive fairness and procedural
fairness, Distributive fairness is perceived fairmess of the actual decisions made in
an organization. If employees perceive that decisions are made in a faor manner,

they are likely to express satigfaction with their jobs (Rebbins, 2605).
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Procedural fairness on the other hand, occurs when the processes to
determine work outcomes/decisions are perceived to be reasonable. According to
Johns (1996), “procedural faimess is particularly relevant to cutcomes such as
performance evaluations, pay raises, promotions, layoffs and work assignments,
Hence, if the processes used to arrive at for example, promotion decisions, are
perceived to be fair, it could lead to job satisfaction. Aamodt (2004) states that the
relationship between perceptions of justice and job satisfaction is very strong,
hence employers should be open about how decisions are made and provide

feedback to employees who might not be happy with certain important decisions.

2.2.2 Intnnsic factors of job satisfaction

Intrinsic sources of job satisfaction primarily come from within the
individual and are essentially longer lasting than the extrinsic sources (Atchison,
1999). These sources are generally intangible, such as employees feeling a sense

of pride in their work as well as individual differences such as personality.

2.2.2.1 Person-Job fit

According to Spector (1997), some research has attempted to investigate
the interaction between job and person factors to see if certain types of people
respond differently to different types of jobs. This approach posits that “there will
be job satisfaction when characteristics of the job are matched to the
characteristics of the person” (Edwards, 1991 as cited by Spector, 1997).

One stream of research has examined this perspective in two ways: (1) in
terms of the fit between what organizations require and what employees are
seeking and (2) in terms of the fit between what employees are seeking and what
they are actually receiving (Mumford, 1991 as cited by Mullins, 1999},

Johns (1996, p. 140) refers to this as the “discrepancy theory” of job
satisfaction and maintains that “satisfaction is a function of the discrepancy
between the job outcomes people want and the outcomes they perceive they
obtain.” Thus, the smaller the discrepancy, the higher the job satisfaction should

be (Johns, 1996; Spector, 1997). For example, a person who desires a job that
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entails interaction with the public but who is office bound, will be dissatigfied

with this aspect of the job.

2.2.2.2 Disposition/Personal

Robbing (1989) defines um total of ways in which an individual reacts and
interacts with others.” Research indicates that some people are predisposed by
virtue of their personality 1o be more or less satisfied despite the changes to their
warking environment and other factors {Aamodt, 2004; Johns, 1996).

This idea can apparently be traced back to the Hawthomne studies, which
found that certain people were continually complaining about their jobs (Spector,
1986} No matter what the researchers did, the participants found & reason to
complain. They concluded that their dissatisfaction is 3 product of their
personality. Thus one way to increase the overall level of job satisfaction in an
organization is to recruit applicants who show high levels of overall ioh and fife
satisfaction {Aamodt, 2004).

Schoeider and Dachler (1978} as cited by Spector (1996} also found that
job satisfaction seemed stable over time and that it might be the product of
personality traits, This view holds some truth in that people with a negative
tendency towards life would most likely respond negatively o their jobs even if
their jobs changed (Atchison, 1999). The author further advances that many
organtzations spend much fime frying to turn these “negative” people around. In
thuse cases, the best orgamizations could do is (o keep these individuals from
affecting the rest of their emplovess. On the other hand, people with a positive
mclination towards life, would most likely most positive attitude towards their job
as well,

Aamodt (2004), however, notes that findings on the personality-job
satisfaction relationship are controversial and have received some criticism,
therefore more research is needed before firm conclusions can be drawn, Spector
(1997) farther indicates that most research on the personality-job satisfaction
relationship has only demonstrated that a correlation exists, without offering much

theoreticsl explanations.
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2.2.3 Impact of demographic variables on job satisfaction

Research on job satisfaction has further identified certain personal or
demographic characteristics which influence satisfaction in one way or another.
This typically involves comparing job satisfaction ratings based on demographic
variables such as age, geader, marital status, job level, tenure and number of

dependents.

2.2.3.1 Gender

More and maore women are gntering the workforce and it has become
important to understand how men and women raight differ in their job attitudes.
There ts 2 large bedy of research explaining the gender-jiob satisfaction
relationship. However, ressarch in this regard has been inconsistent. Some
literature reports that males are more satisfied than females, others suggest
females are more satisfied and some have found no differences in satisfaction
tevels based on gender

According to Spector (2000), most studies have found only a few
differences in job satisfaction levels amongst males and females.

Studies conducted by Loscoceon {1990) indicated that female employees
demonstrated higher levels of job satisfaction than male employess across
different settings. This author purports that most women value rewards that are
readily available to them, such as relationships with co-workers. It therefore
becomes easier for them to experience job satisfaction. Male employees on the
other hand, most likely desire thinps like autonomy and financial rewards which
are not as readily available This might resalt in lower levels of job satisfaction.

A study by Alavi and Askaripur {2003) amongst 310 employees in
government organmizations, found no significant difference in job satisfaction
among male and female smployees Carr and Human’s (1988) research is
consigtent with this view. These authors Investigated a sample of 224 employees
at a textile plant in the Western Cape and found no significamt relationship
between gender and satisfaction. Furthermore, Pors (2003) conducted 2 study
including 411 Danish library managers and 237 library managers from the United
Kingdom and concluded that there is no overall difference in job satisfaction in
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relation to gender. A possible explanation is offered by Tolbert and Moen (1998),
who maintain that men and women attach value to different aspects of the job.
This therefore makes it difficult to measure differences in job satisfaction based
on gender.

On the other hand, a study conducted by Okpara (2004) which involved
360 Toformation Technology managers in Nigeria, indicated that female
employees are less satisfied than their male counterparts — specifically with pay,
promotion and supervision. According te Okpara (2004), this finding may
educational levels of women in this sample. The avthor postulates that higher
education levels raise expectations about status, pay and promwtion angd if these

expectations are not met, they might experience lower levels of satisfaction.

2232 Age

While research has yielded mixed evidence on the influence of age on job
satisfaction, most studies suggest a positive comelation, that is, older workers tend
e be more satisfied with their jobs than younger workers (Okpara, 2004; Rhodes,
1983 ag guoted by Kacmar & Ferris, 1989, Sazl & Knight, 1988),

Numercus explanations may be presented to explam the positive
correlation between age and job satisfaction {Okpara, 2004) ; older employees
have adjusted to their work over the years, which may lead to higher satisfaction ;
prestige and confidence are likely to increase with age and this could result in
clder emplovees being more satisfied ; younger employees may consider
themselves more mobile and seek greener pastures, which could lead to lower
satistaction lavels,

However, in contrast to this, other studies found that age does not
significantly explain the variance in job satisfaction levels {Alavi & Askaripur,
2003; Carr & Human, 1988; Kacmar & Ferris, 1989; S, 2002).

2.2.3.3 Tenure
According to Saal and Knight (1988) research suggests that fenure is
likely to influence job satisfaction. Literature overwhelmingly indicates a positive

correlation between tenure and job satisfaction, that is, employees with longer job
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experience are more satisfied compared to those with fewer years of experience
{Bilgic, 1998 gs cited by Qkpara, 2004; Jones-Johnson & Johnson, 2000; Staw,
1995). Okpara (2004) provides an explanation for this positive correlation and
advances that employees seitle into their jobs over time, which leads to an
increase in organizational commitment and job satisfaction. Furthermore, Robbing
(1989) maintaing thal the longer an employee holds a job, the more they tend to be
satisfied with the status quo.

Lambert, Hogan, Barton and Lubhock (2001) on the other hand argue that
there is an inverse relationship between tenure and job satisfaction. Hence, fonger
tenured employess arg less satisfied than those who have been in the organization
for shorter periods. A possible explanation gould be that employess who hold the
same jobs over a long period of time, may become bored and experience lower
levels of satisfaction.

Another view is provided by Alavi and Askaripur (2003). The authors
conducted a study amongst 310 employees in government organizations and
found no significant difference in job satisfaction amongst employees based on

their years of service. Research in this regard is thus contradictory.

2.2.3.4 Marital status

Research has consistently found that married employees are maore satisfied
with their jobs than their un-married co-workers (Chambers, 1999; Loscocco,
1990; Robbing et al,, 2003). Chambers (1999) in particular, found that married
employees experienced increased satisfaction with pay, work, supervision and co-
worker subscales of the JDIL

A possible explanation is provided by Robbins (198%). He purports that
marriage imposes increased regponsibilities which might make a steady job more
valuable, hence increasing their satisfaction. However, Robbins et al. (2003) note
that the available research only distinguishes between being single and married.
Divorcees, couples who cohabit and the widowed have been excluded from
research and these are in need of Investigation,

Furthermore, a study by Alavi and Askaripur {2003} reported no

significant difference in job satisfaction and its five dimensions among single and
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married personnel. Researchers are therefore In disagreement concerning the

relationship between maritsl status and job satisfaction.

2.2.3.5 Number of dependents

Rabbins (1989) purports that there is strong evidence suggesting a positive
relationship between the number of dependents and job satisfaction, This implies
that the higher the number of dependents an employee has, the higher the job
satisfaction 1s likely 1o be. A possible explanation could be that employees with
more children are probably older and longer in their jobs. They might therefore
have adagted to their work situations, hence the increase in job satisfaction.

Studies by Alavi and Askaripur (2003) amongst employees in government
arganisations reported no statistically significant relationship between the number

of dependents and job satisfaction. Research in this area s, however, limited,

2.2.3.6 Job Level

Oshagbemi (1997) highlights the fact that relatively few studies bave
atternpted to investigate the relationship between employees’ job level and
comresponding levels of job satisfaction.

However, according to Mowday and Saal and Knight {1988), the limited
research available suggests that people who hold higher level jobs are more
satisfied than those who hold lower Jevel positions. Several other researchers also
found support for a poswtive correlation between job level and satisfaction.
Smither (1998} states that job salisfaction tends to be lower among employess in
jobs that characterized by bot or dangerous conditions, which is normally of &
lower level nature. Fusthermore, Miles, Patrick and King (1996) found that job
levels moderates the communication-job satisfaction relationship.

I is possible that the more challenging, complex nature of higher-level
jobs lead to mgher job satisfaction. Also, employees in professional and
managerial jobs are normally paid more, have better promotion prospects,
autonomy and responsibiity which might also increase the levels of job
satisfaction (Saal & Knight, 1988)
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1t seems therefore that job level is a reliable predictor of job satisfaction,
more specifically emplovees in higher level jobs have greater satisfaction than

lower level employee.

2.3 THEQRIES OF JOB SATISFACTION
Over the years, researchers devised a number of theoretical approaches to
explaining job satisfaction. The theories most frequently addressed in literature

are presented below.

2.3.1 Discrepancy theories

According to Aamuodt (2004), discrepancy theories postulate that  job
satisfaction is determined by the discrepancy betwesn what employees want,
value and expect and what the job actually provides. Employees will therefore
experience digsatisfaction if there is a discrepancy between what they want and
what the job offers. Theories that focus on employees” needs and values Include
Mastow’s hisrarchy of needs theory, BRG theory, Two-factor theory and
McClelland’s needs theory (Aamodt, 2004; Robbias et al., 2003).

Masiow s needs hicrarchy

Maslow’s (1954) theory, which is one of the best known theories, holds
that employees would be motivated by and satisfied with thelr jobs only if certain
needs are met (Aamodt, 2004). Maslow advances five major types of needs which
are hierarchical. This implies that lower-level needs must be satisfied first before
an individual will consider the next level of needs (Robbins, 1989). The five
major aeeds are as follows:

» Basic bivlogical needs. According to Maslow’s theory, individuals are
concerned first and foremost with satisfying their needs for food, water,
shelter and other bodily reeds. An uremploved individual, who is
homeless will be satisfied with any job as long as it provides for these
basic needs (Aamodt, 2004),

s Safety needs. These needs include security and protection from physical
and
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emotional harm (Robbins et al, 2003). Afier basic biological needs have
been met, employees become concerned with meeting their safety needs.
This implies that employees will remain satisfied with their jobs only if
they believe the workplace to be safe to work in (Aamodt, 2004).

» Sovial needs. Once the first two levels of needs have been met, employees
will remain satisfied with their jobs only when their social needs have
been met (Aamodt, 2004). Social needs include the need for affection,
belongingness, acceptance and friendship. In the work context this would
typically involve working with others and feeling needed in the
organization. Organizations attempt to satisfy their employees™ social
needs by providing things like cafetenias, organizing sport proprams and
family events (Aamodt, 2004),

» Isteem needs. Esteem or ego needs inciude the need for status, recognition
and achievement (Robbing, 2005} Once an employee’s social needs have
heen met, they start to focus on meeting their esteem needs. According to
Aamodt (2004), organizations can help Io satisfy these needs through
awards, promotions and salary increases.

* Selfeactualization needs These needs represent the fifth level of Masiow's
needs hierarchy. According to Robbins et al. {2003), self-actuglization
needs include the need for growth, achieving one’s potential and self-
fulfillment. An emplovee stmving for self-actualization wants to reach
their full potential in every task. Therefore, employees who have been
doing the same job for a long time might become dissatisfied and
unmotivated in search of 2 new challenge.

Even though Maslow's theory has recetved wide recogaition, there has been
griticism of this theory, Robbing et al. (2003) state that certain reviews of this
theory postulate that needs are not necessarily structured along these dimensions
“as people simultaneously move through several levels tn the hierarchy of needs.”
Furthermore, because satisfied needs activate movement to the next level, the
employee will aiways have an active need, making long term job satisfaction

unhkely in terms of this theory.
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ERG theory

Alderfer {1972) reworked Maslow’s needs theory and classified needs into
only three groups of core needs, namely, existence, relatedness and growth
{Robbins et al., 2003). The existence group is concerned with providing basic
needs and includes items that Maslow’s theory considered as biological and safety
needs (Robbins, 1989), The second group of needs relates to maintaining
important relationships and the growth needs refers to the desire for personal
development (Robbins, 1989; Robbins et al., 2603}

According to Aadmodt (2004), the major difference between Maslow's
theory and the ERG theory is that the latter theory postulates that progression to
the next fevel need not be fixed; 2 person can skip levels. People can therefore be
simultaneously motivated by needs at different levels. A persen can be concerned
with satisfying gé"awth needs even though existence and relatedness needs are not
met. The ERG theory removes some of the problems associated with Maslow’s
theory and several studies supported the ERG theory {Robbins et al,, 2003}

Two fuctor theory

One of the earliest theories of job satisfaction is Herzberg’s two-factor
theory, the factors being “intrinsic factors” and “motivators” {Cooper & Locke,
2000}. Herzberg found that intrinsic factors {achievement, responsibilities and
regognition} were more strongly correlgted with satisfaction than extnnsic factors
like policies, benefits and working conditions.

According to Atchison (1999), external satisfiers tend to be short —lived.
The author provides an example of employees wanting faster computers to make
them happy. They could be excited at first, but if those computers are no longer
the status quo a few months down the line, these employees will begin to look to
other external factors in their search for job satisfaction. As Randolph and
Johnson (2003) surmise “if you want to motivate workers, don’t put in another
water fountain; provide a bigger share of the job itself.” It becomes apparent that

internal satisfaction is longer lasting and more motivating than external satisfiers.
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However, according to Cooper and Locke (2000), this theory has been
widely criticized in that some research has shown that both intrinsic and extrinsic

factors contribute to both satisfaction and dissatisfaction.

MecClelland's needs theory

David McClelland, a well known psychologist, has been studying the
relationship between needs and behavior since the late 1940s. Although he 1s most
recognized for his research on the need for achievement, he also investigated the
needs for affiliation and power.

The need for achievement is defined by the following desires : To
accomplish something difficult. To master, manipulate, or organize physical
objects, human beings, or ideas. To do this as rapidly and as independently as
possible. To overcome obstacles and attain a high standard. To excel one’s self.
To rival and surpass others. To increase self-regard by the successful exercise of
talent. (H.A. Murray, 1938).

Achievement-motivated people share three common characteristics : (1) a
preference for working on tasks of moderate difficulty; (2) a preference for
situations in which performance is due to their efforts rather than other factors,
such as luck; and (3) they desire more feedback on their successes and failures
than do low achievers. A review of research on the “entrepreneurial” personality
showed that entrepreneurs were found to have a higher need for achievement than
nonentrepreneurs.(K.G. Shaver, 1995).

The need for affiliation reflects an individual’s desire to spend more time
maintaining social relationship, joining group, and waiting to be loved.
Individuals high in this need are nof the most effective managers or leaders
because they a hard time making difficult decisions without worrying about being
dislike. (HR Magazine, 2005).

The need for power reflects an individual’s desire to influence, coach,
teach, or encourage others to achieve. People with a high need for power like to
work and are concerned with discipline and self-respect. There is a positive and
negative side to this need. The negative face of power is characterized by an “if I

win, you lose” mentality. In contrast, people with a positive orientation to power
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focus on accomplishing group goals and helping employees obtain the feeling of
competence. Because effective managers must positively influence others,
McClelland proposes that top managers should have a high need for power
coupled with low need for affiliation. He also believe that individuals with high
achievement motivation are not best suited for top management positions. Several
studies support these propositions. (A M Harrel and M J Stahl, 1981).

Employees who have a strong need for achievement would be satisfied
with jobs that are challenging and over which they can exert some control
(Aamodt, 2004). In contrast, employees with low achievement needs are satisfied
with jobs involving little challenge.

Individuals with a high need for affiliation would be satisfied with jobs
that involve working with people and establishing close interpersonal
relationships (Robbins, 1989).

Finally, employees who have a need for power, have a desire to impact,
influence and to control others (Robbins et al., 2003). Employees with strong
power needs are most likely satisfied with jobs where they can direct and manage

others.

2.3.2 Value-percept theory

Locke (1976) as quoted by Cooper and Locke (2000) argued that
“individual’s values would determine what satisfied them on the job.” Employees
in organizations hold different value systems, therefore based on this theory, their
sattsfaction levels will also differ. Furthermore, this theory predicts that
“discrepancies between what is desired and received are dissatisfying only if the
job facet is important to the individual” (Anderson, Ones, Sinangil &
Viswesvaran, 2001).

According to Cooper and Locke (2000), the potential problem with this
theory is that what people desire and what they constder important are likely to be
highly correlated. In theory these concepts are separable; however, in practice
many people will find it difficult to distinguish the two. Despite this limitation,
research on this theory has been highly supportive (Cooper & Locke, 2000).
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2.3.3 Equity theory

This theory proposes that job satisfaction is a function of what emplovees
put fute a job situation compared to what they get from it (Cooper & Locke, 2000,
Robbins, 2005). Therefore, the more an employee receives relative to what they
put into a job, the higher job satisfaction will be. Three components are involved
in this perception of fairness, namely, inputs, outputs and mput/ouiput ratio
{Aamadt, 2004); Inputs refer to those elements we put into our jobs and include
things such as effort, experience, education and competence {Robbins, 2005),
Ouipuis are elements that individuals receive from their jobs (Aamodt, 2004},
These include things sach as pay, benefits and challenge. Input/Quipui ratio.
According to Aamodt (2004), employees subconsciously compute an input/output
ratio by drviding output value by input value.

Employees may attempt to increase their outputs, for example, by asking for 2
salary increase. Conversely, they can reduce their inputs by not working as hard
as they would normally do (Aamodt, 2004).

Furthermore, employees compare their input-outcome ratio with that of
other employees and if they perceive it to be fair, emplovees will experience
satisfaction {Robbins, 2005}, Conversely, if employees perceive an inequity in
therr input- putcome ratio compared to other employees, they become dissatisfied

and less motivated

2.3.4 Job Characteristics Models

This model, miroduced by Hackman and Oldham (1976), recopnizes that
“certain aspects of the job are inherently motivating for most people and
individuals may perceive and respond o the same sttmuli differently” {Anthony,
Perrewe & Kaomar, 1999). Employees are thus motivated by the intrinsic
satisfaction they dertve from doing their job. The five core job characteristics are
defined in the following terms (Spector, 1997): Task identity refers to the degree
to which the job requires completion of a whole piece of work (Robbins, 2005).
Employees can complete a task from beginning to end with an identifiable
outcome. Task significance is the degree to which the job is important (Spector,

1997). This is determined by the impact the employee’s work has on others within
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or outside the organization. Skill variety refers to the degree to which employees
are able to do a number of different tasks using many different skills, abilities and
talents (Anthony et al., 1999). Autonomy is defined as “the freedom employees
have to do their jobs as they see fit” (Spector, 1997). This freedom or discretion
relates to things such as scheduling, prioritizing and determining procedures for
task completion (Anthony et al., 1999). Feedback refers to the degree to which the
job offers information to employees regarding performance and work outcomes
{Specor, 1997},

According to Robbing (2005), the Job Characteristics Model has been well
researched and svidence supports the general idea that certain job characterigtics

have an impact on behavioral putcomes.

2.4. CONSEQUENCESR OF JOB SATISFACTION

Satisfaction on the job influences many other organizational variables,
These include not only work variables such as performance or turnover, but also
personal or nonework variables such as health and satisfaction with life. The next
section briefly discusses the potential effect of job satisfaction on different

variables.

2.4.1 Productivity

According to Robbins et al. {2003}, managers’ interest in job sstisfaction
tends to centre on its effect on employees performance and productivity. The
natural assumption is that satisfied employees should be productive emplovess. A
large body of research postulates that job satisfaction has 2 positive effect on
productivity, however, this correlation 15 rather modest (Cranny, Cain-Smith &
Stone, 1992; Kreitner & Kinicki, 2001; Robbins, 2003, Spector, 1997}, Gibson,
Tvancevich & Donnelly {1997) surmised that some employess who are satisfied
with work are poor performers, conversely, there might be employees who are not
satisfied, but who are excellent performers.

Robbins (2005} concluded that productivity is more likely to lead to
satisfaction than the other way around. Hence, if employees do a good job
(productivity), they intrinsically feel good about it. In addition, higher
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productivity could  lead to an increase in rewards, pay level and promotiorn,

which are all sources of job satisfaction.

2.4.2 Life satisfaction

Three hypotheses have been put forth about the relationship between job
and life satisfaction (Cooper & Locke, 2000; Spector, 1998). The spilf over
hypothesis suggests that job experiences spill over into life and vice versa
Problems at home can affect satisfaction 2t work and problems at work can affect
home life. In terms of the segmentation hypothesis, people compartmentalize their
lives and satisfaction in one area of life has little to do with satisfaction in another
area. The compepsation hypotbesis states that people will compensate for a
dissatisfying job by seeking fulfillment in non-work life and vice versa. The
relationship between life and job satisfaction is thus reciprocal- being satisfied
with a job is postulated to affect life satisfaction and vice versa (Spector, 1997).

2.4.3 Organizational commitment and organizational citizenship behavior

According to Kreitner and Kinicki (2001), organizational commitment
“reflects the extent to which an individual identifies with an organization and is
commitied to its goals” Armstrong (1996} advances that “organizational
corunitment has three components: an identification with the goals of the
organization; & desire to belong to the organization and a willingness to display
effort on behalf of the organization™ There seems {0 be a strong correlation
between job satisfaction and organizational commitment. Higher commitment can,
in turn, facilitate higher productivity.

Closely linked to the concept of organizational commitment is the variable
called organizationgl citizenship behavior {OCRB). Spector (1997) defines OCB as
a “behavior by an employee intended to help co-workers or the organization.” It is
thus voluntary things employees do to help their fellow workers and their
employers. Robbins (2005) states that job satisfaction is 2 major determinant of
OCB in that satisfied employees would more likely talk positively about the
organization and go beyond their normal call of duty. According to Robbins et al.
(2003), there 1s a modest overall relationship between these two variables.
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2.4.4 Withdrawal behaviors

Many theories purport that people who dislike their jobs will avoid them.
This is commonly referred to as withdrawal, which refers to behaviors by which
employees remove themselves from the workplace, either temporarily or
permanently (Saal & Knight, 1988). Withdrawal behaviors have been widely
considered in job satisfaction research. Three forms of withdrawal behavior which
have been linked to satisfaction will be discussed, namely, turmover, absenteeism

and sabotage.

2.4.5 Turnover

The first form of withdrawal is need as “any permanent departure beyond
organisational boundariesCascio (2003). Turnover is important to managers as it
disrupts organizational continuity and it is can be very costly. The different costs
associated with turnover include separation costs (exit interviews, separation pay),
replacement costs of new employee and training costs of the new employee (Saal
& Knight, 1988).

According to Spector (1997), studies have been reasonably consistent in
showing a correlation between job satisfaction and turnover. Employees with low
satisfaction are therefore more likely to quit their jobs. According to Luthans
(1995), “high job satisfaction will not, in and of itself, keep turnover low, but it
does seem to help. On the other hand, if there is considerable job dissatisfaction,
there is likely to be high turnover.” 1t is therefore important to manage satisfaction

levels as it might trigger decisions by employees to leave the organization.

2.4.6 Absenteeism

Absence is a phenomenon that can reduce an organization’s effectiveness.
Theories of absence hypothesize that job satisfaction plays a critical role in an
employee’s decision to be absent (Spector, 1997). Most research indicates
a consistent negative relationship between satisfaction and absenteeism, even
though the correlation is not very high (Robbins, 1989; Spector, 1997). Literature

therefore suggests that a dissatisfied employee will most likely be absent.
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However, there appears 0 be disagreement concerning the strength of this

relationship as absenteeism s influenced by a number of inter-related factors,

2.4.7 Counterproductive behaviors

Counterproductive behaviors are the opposite of organizational citizenship
behavior. These behaviors include aggression against co-workers, aggression
againgt the emplover, sabotage and theft at work and they are associated with
frustration and dissatisfaction at work (Spector, 1997). According to French (1998,
p. 110}, sabotage- which is “the deliberate damaging of equipment or products by
employees represents one of the more costly possible consequences of
organizational frustrations.” Spector (1997) notes that a limited pumber of studies
have investigated the causes of counter productive behaviors in organizations.
It 15, however, important for organizations to create workplaces that enhance job

satisfaction, which could assist in reducing counter productive behaviors.
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CHAPTER 3
ORGANIZATION OVERVIEW

3.1. COMPANY BACKGROUND

in the beginning, Olympic Group 13 home industry of loudspeaker box
producer with materials particle board that founded by thres brothers that are AU
Bintoro, Eddy Mulianto and Simarba Atong in 1975, And up o 1979 this home
industry still is small industry which borrowed a very simple warehouse in Bogor
area.

In 1980, the three brothers formed a small private company by name as
C¥V Cahaya Sakti Elektronics and develop ts effort in area Kaum Sari RT 01/05
Kelurahan Cibuluh, north Bogor and build a factory by producing of loudspeaker
bhox .

This factory has been growing fast, on 29 November 1983 the three
brothers found PT Cabaya Sakti Furinraco {C8F}). It’s busingss channel that gone
through manufacturer and marketing desk products that have the character of
knockdown furniture by adoption of Olympic Furniture as it’s brand name.

Product type that produced are very variated products, that consist of
kinds of furniture panel with trademark Olympic. Olympic is the first producer
knock down panel wood in Indonesia. And then in 1984, CSF have acquisitioned
CV Cghaya Sakti Elektronik.

Because market iz growing open and fast, 5o i's needed effort
development and expansion of market, and zlso needed distribution company
independently. In year 1986, PT Czhays Sakti Mulii Intraco (CASMI) was
founded, as the company of marketing and distribution. And starting in 1986,
company starts recruit roof professional for s effort management Mr. Au
Bintoro as Chairman Olympic Group thinks that the importance of marketing
extension and distribution also must followed by the extension of produst group
and product type, starting with at Bed Room Set, Living Room Set, Children Set,
Kitchen Set, and Office Set, as it's objective to cover the increasing of request to

knockdown products for home furntture and also office.
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In 1990 is preparation era of tuke-off where all systems and procedures has
started applied either in company management or the usage of equipments and
newest machine for production process. Restructuring in orgarization conducted
also where owner mvolvement in operational technique has started limited and
delivered to professional.

The Successful of CSF as the pioneer of furniture knock down and
greating demand of furniture and increase product quality, so in 1995, this
company has achieved the ISO certificate 9002 and also this company can
develop intemnaticnal market.

At this time Olympic Fumiture has became one part of the life of
consumer in domestic nurket and also foreign market. This condition are proven
by with existence of more than 50 branches of Olympic in all around Indonesia
that distribute to more than 3600 stores, either Traditional Retails Qutlet or
Modern Retails Qutlet, and also distributed to more than 100 countries in the
world.

Knowing the importance of cansumer request accomplishment, CASMI
distributes to the market the products of a kind with brand differences, matching
with market demand, like: Albatrogs, Solid , Princess, Olympia, & Inovative. The
Successful of Olympic Group in Indonesia sociely as Indonesia Best Knock Down
Furniture is proved with accepted various of awards from Indonesia and also
abroad.

Some awards which already achieved are : Indonesia Customer
Satisfaction Award (2002-2008), 28" International Award For The Best Trade
Name (2004}, Super brand (2006/2007), Indonesia Good Design (2006}, Solo
Best Brand Index (2008), Marketing Award (2006), Indonesia Golden Brand
(2006), The 7 Indonesia’s Most Admired Companies (2007}, Top Brand (2003-
2008), ISO 9001 — 2000 (2005-2008), Primaniyarta Award {2006 & 2007), E-
Company Award (2007}, & 12 Achievemenis recorded in Museum Rekor
Indonesia (MURI) (2004 — 2007},
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3.2 PHILOSOPHY, VISION, AND MISSION

On November 2006, Olympic Fumniture Group has launched new

Philasophy, Vision and Mission. Our Philosophy is the best generation conducting

for the best regeneration which has values as follows :

1.

The Hest Generation |

Values | Organization, Leadership, Yield of Basiness, Management,
Infrastructure, Cooperation {OLYMPIC)

Conducting for :

Values : Flexible, Unilateral Benefit, Reasonable, National, Inspiration,
Timing, Under Controlled, Realization, Effective & Efficient
(FURNITURE)

The Best Generation

Values : Gentlemanly, Rational, Organizer, Universal Conduct, Proudness
{GROUP)

The company Vision is become the world class integrated and comprehensive

firniture company and the mission is to give performance excellence and

cooperation harmony for business relations and beneflt for ail the take holders.

To support the successful of this philosophy, the company has sociahzation 7

steps, as follows :

1.

3.

Awareness Step

The employee must know and aware that Olympic Furniture Group has A
new philosophy, Vision and Mission, and they know the content

Perusal

The employee must read philosophy, Vision, and Mission together every
day in the morning on “Sarapan Pagi” at Head Office and “Briefing Pagi”
af Branch Office

Memorization

The employee must memorize the content of Philosophy, Vision, and

Mission
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4. Comprehension

The employee must understand the meaning of Philosophy, Vision, and
Mission

5. Fall and Tetal Comprehension
The employee must understand the good impact if there 15 the values and
if there is no value

6. Application
The employee must do action in their activity and do their job based on the
values

7. Implementation
The values become second nature of the employee

3.3, ORGANIZATION STRUCTURE

CASMI implement non-burcaucratic organization structure as shown in
figure 3-1. In this organization, managing director has a main role and supervises
Chief Financial & Accounting Officer, Chief Operating Officer for Retail, Chief
Operating Officer for Wholesaler, Chief Operating Officer for Modem Retail
Qutlet, Chief Marketing Officer, Chief Human Rescurces Management &
General Affair Officer, Chief Information Technology Officer, Chief Business
Supporting Qfficer and Chief Research & Development Officer |
Chief Operating Officer has a role to control the selling activities from head office
until branches office. Chief Marketing Officer has role responsible in controlling
of all marketing activities at CASMI. Chief Human Resources Management &
Ceneral Affair Officer has role responsible for human resources administration,
human resources development, and general affair activities. Chief Financial &
Agccoupting Officer has role responsible in controlling finance, budget, cash flow
report , cash, payment and financial statement reporting, Chief Regearch &
Development Officer has responsibility to create new product from design until
the gndance to produce the product. Chief Business Supporting Officer has

responsibility to maintain relationship with supplier, domestic and international.

Universilas intlonesia

Job Satisfaction..., Tengku Mohamad Meidi Akbar, FEB Ul, 2009



32

. - | Mgt Dirscee
e T [
[ Eod
{ 4 : : ET—
Chivet FT OB Chint P dm .-J ii;xq Hﬂ:m T O st it R ED il bt rling Ol P
—ARANT T x| [ — i o

5 ; :
IE
i

[4
4

E
Hil
|

{3

Figure 3-1 Organization Structure of CASMI 2008

3.4, COMPANY PRODUCT

As a big distributor of furniture, CASMI distributes all product produced
by CSF. The product was produced uses complete and modern machines. All
production process are conducted effectively with system computerization and
high and sophisticated technology, so that it produces kinds of product efficiently.
Newest designs that fixed consistence and made product quality always make
surprise and competitive price.

This company always concerned about its product by orientation at
consumer, quality and quantity become an important attention for the company.
That is why in supporting certifiable product, company in its business activity
operate modern machine that bought from Germany and Italian.

Some kind of product can be categorized as follows:

a. Office Furniture, like : computer desk, writing desk, study desk, book
cabinet, cupboard of archives repository.

b. Family room Furniture, like : TV rack, Video rack, accessories/decorative
cupboard.

c. Bed room set Furniture , like : wardrobe, decorative desk, study desk.

Universitas indonesia

Job Satisfaction..., Tengku Mohamad Meidi Akbar, FEB Ul, 2009




33

d. Kitchen set Furniture, like : cupboard to keep kitchen flavors, cupboard for

draining-board.

e. And other furniture products.

As for raw material as used in supports its business activity shall be as

follows :

1.

Raw matenal that consist of :
Particle Board .

Medium Density I'iber Board
Solid

Foil

Chemical Glue

Sides edging

Accessories Material that consist of
Screw

Door Hasp

Cupboard key

Door Hold (Handle)

Nowadays, this company has brand name as follows :
1. Brand Albatros :Middle up market
2. Brand Olympic : Middle market

3. Brand Solid-lnovatf : Low-middle market
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Figure 3-2 : Brand Albatros product
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Figure 3-3 : Brand Olympic & Solid Product

3.4, PRODUCTION FLOW PROCESS
Production flow process starts from raw material {pure material} as
particle board (PB) or material density fiber board (MDF) and go to next process

like as laminating, cutting, shaping, edgebanding, boring, cnc router, finishing and
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finally in packing process out put become as finished goods (as shown in figure
324)

PRODUCTION FLOW PROGCESS
PANEL PROCESS
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Figure 3.4 : Production Flow Process
(Source : QSO Department CSF Qlympic)

Production flow process has 8 processes, as follows :
1. Laminating process is a process to laminate foil on material like as
Particle Board {PB) or Medium Density Fiber (MDF) by using hot press &

cool press machine ( as shown in figure 3-5 ),
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RAW MATERIAL

Full PO & PVL {(Paper Overiay)

MEDIUK DENSITY FIBRE BOARD

Eigare 3-5 1 Laminpating process

2. Cutting Process is a process to cut the material (PB/MDF) based on size

determined by using the cutting machine which operated computerized

and semi automatic.

3. Shaping Process s a process to shape the component according to
drawing/grooving by using router machine with high speed {as shown in
fig. 3-6}
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Figare 3-6 : Shaping Process

4, Edgebandiag Process is a process fo edge the side part (thick side) of the
component by using straight line machine or brandt machine {as shown in
figure 3-7). Q

Figure 3-7 : Edge banding Process

5. Boring Process is a process to drill holes on the component based on size
and drawing determined in order overy piece part of component can be

assemble properly.
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6. ONC (Code Number Computerize) Router is a process to make profile,
grooving, circle, motif, on the component by using router machine with
multi spindies antomaticaily.

7. Finishing Process is a process in finishing the component like as visual
and function of the compenent in order to make better guality,

8. Packing process is a process to pack the components in to a package with

a proper lay out based on quality standard (as shown in figure 3-8)

Figure 3-8 : Packing Process

3.5 DISTRIBUTION CHANNEL

CASMI has 51 branches arcund Indonesia from Sumatera until Sulawesi,
The branches office lead by Branch Manager. CASMI zlso has 28 subebranches
which lead by Supervisor. Sub Branches are located at small area in province 1o
support the branch to distribute the product.

The product delivered from Head Office to branch for retail product, but
for wholesaler product directly delivered to the store from head office. Head
office also deliver the product directly to sub branches. With many distribution
channels, make CASMI can distribute the product around Indonesia to support

sales activities to get revenue for company.
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CHAPTER 4
RESEARCH METHQOD

4.1 INTRODUCTION

This chapter focuses on how the research problem was analyzed by
discussing the sampling methods, data gathering instruments and the statistical
techniques that were utilized to test the hypotheses for the present study.
The sample for the present study was drawn from all managers in CASML

4.2 RESEARCH DESIGN

Research design provides the basic direction for carrying out 2 research
project so as to obtain answers to research questions {Cooper & Schindler, 2003}
According to Hair, Babin, Money and Samouel (2003, p. 57), “the researcher
should choose a design that will (1) provide relevant information on the research
questions and (2} will do the job most efficiently.”

The present study used a cross-sectional study as it provides the user with
& snapshot of business elements at 2 given point in time (Hair et al, 2003). This
type of study seemed approprigte as it can be used within 2 short space of time
and data can be summarized statistically. According o Hair et al. (2003), most
surveys fzll into this category.

4.2.1 Population

In statistics, a statistical population is a set of entities concerning which
statistical inferences are to be drawn, ofien based on a random sample taken from
the population {www.wikypedia com., February 01, 2009},

The population for the present study consisted of managers of CASMI.

4.2.2 Sampling

According ta Cooper and Schindler (2003 : 179), “the basic idea of
sampling is by selecting some elements in a population, we may draw conclusions
about the entire population” Furthermore, Bless and Higson-Smith (1995)
highlight the main advamtages of sampling:
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« Gathering data on a sample is less time-consuming, especially when
populations may be spread over large geographical areas.

« It is less costly.

+ Sampling i1s a practical way of collecting dats when the population is

extremely large.

In statistics, a sample is a subset of a population. Typically, the population
is very large, making a census or a complete enumeration of all the values in the
population impractical or impossible. The sample represents a subset of
manageable size. Samples are collected and statistics are calculated from the
samples so that one can make inferences or extrapgolations from the sample to the
popuiation. This process of eollecting information from g sample is referred (o as
sampling (www wikypedia.com., February 01, 2009).

The best way to avoid a biased or unrepresentative sample is to select a
random sample, also known 2s a probability sample. A random sample is defined
as a sample where the probability that any individuatl member from the population
being selected as part of the sample is exactly the ssme as any other individual
member of the population. Several types of random samples are simple random
samples, systematic samples, stratified random samples, and cluster random
samples,

A sample that i5 not random is called 2 nonmrandom sample or a
nonprobability sample. Some examples of nonrandom samples are convenience
samples, judgment samples, purposive samples, quota samples, snowball samples,

and quadrature nodes in quasi-Monte Carlo methods

4.2.2.1 Sampling Design

According to Hair et al. (2003, p. 211), “traditional saropling methods can
be divided into two broad categories: probability and non-probability sampling.”
In probahility sampling each participant has an equal chance of being selected
{Cooper & Schindler, 2003). The simple random sample is the simplest form of
probability sampling. On the other hand, “in non-probability sampling the

selection of elements for the sample is not necessanily made with the aim of being
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statistically representative of the population™ {Hair et al., 2003, p. 217). The
probability of selecting elements within a population is therefore unknown,

The sampling design that was considered appropriate for the present study
was non-probability sampling, as the researcher selected a specific section within

the Field Service department of an Electricity Utility in the Western Cape.

4.2.2.2 Simple Random Sampling

The most elementary methodology is called simple random sampling.
Most of the theory of statistics assumes this kind of sampling unless otherwise
noted. In theory it ensures that all subsets of the population are given 2 balanced
probability of selection. The researcher used simple random sampling for the
present study because all managers have the same probability to become sample

o fulfilled the questionnaire,

4.2.2.3 Sample Size

The ideal sample size of 30 % is considered acceptable for most research
purposes as it provides the ability to generalize to a population (Cressweli, 2003;
Sekaran, 2000). Sample of this research is the same with the population. The
sarple is all of managers in CASMI. Total sample is 76 managers, consist of 51

branch managers and 25 managers of head office.

4.3, QUESTION RESPONSE FORMAT

The question responses format in this thesis is scaled response guestion.
The scaled response question utilizes scale developed to measure the attributes of
some construct imder study. There are many variation of psychological aspect of
consumers such as their opinion, attitudes, evaluation, beliefs, impressions,
perceptions, feelings and attentions. All these items oreate difficuity of
measurement The scaled response questions designed to measure unobservable
construct. Bt is common practice to design scaled response gquestions in an

assumed interval scale format.
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A scaled response used in this thesis is the modified Likert Scate, in which
respondents are asked to indicate their degree of agreement or disagreement on a
symnetric agree-disagree scale for each of series of statements,

The scale range from strongly disagree until strongly agree. For 1 is very
disagree, 2 is disagree, 3 is agree, 4 is very agree.

4.4 QUESTIONNAIRE MODEL
4.4.1 Biographical questionnaire
The biographical questionnaire contained the following personal
information to be completed by the participants:
a) Gender
by Age
o} BEducation
d) Working Period/Tenure
¢} Marital Status

4.4.2 Job Satisfaction Questionngire

Job satisfaction is mostly assessed by asking people how they feel about
their jobs, either through 2 questionnare or an interview. There are a few
measures of satisfaction that are widely used in research which will be briefly
discussed. Specific attention will be given to the Job Satisfaction Survey as it was

used for the present study.

Job Deseriptive Index (JDI}

The most popular measure of job satisfaction is the Job Descriptive Index
(ID1) and it measures five dimensions of job satisfaction: pay, work, promotion,
supervision and co-workers. According to Cooper and Locke (2000, p. 172), “the

JDI is religble and has an impressive array of validation evidence behind it

Job-In-Creneral Scale (JI(3)
The Job-In-General Scale bas been designed to measure overzil job
satisfaction rather than facels, According to Ironson et al. (1989} as quoted by
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Spector (1997, p. 18), “overall job satisfaction is not the sum of individual facets,
it should rather be managed by using a general scale like the JIG.” Cooper and
Locke (2000, p. 172} also argue that “faceted and global measures do not meagure
the same construet.”

The questionnaire models of job, pay, promotion, supervision, working relations
{co-workers) and job in general taken from the journal and modified by author.

4472.1Job

According to Luthans (1993), the content of the work performed by
employees is a major predictor of job satisfaction. Not surprisingly, “research is
fairly clear that employess who find their work interesting, are more satisfied and
motivated than employees who do not enjoy their jobs” {Gately, 1957 as cited by
Aamodt, 2004, p. 328). Employees tend to prefer jobs which afford them the
opportunity 1o apply their skills and abilities, offer them varlety and freedom as
well as jobs where they get constan: feedback on how well they are doing
{Robbins, 2005} Hence, it is important for managers to take innovative steps to
make work more interesting in order 1o increase the levels of job satisfaction of
employees,

Furthermore, if a job is highly motivating, employees are hkely to be
satisfied with the job content and deliver higher quality work, which in tum could
lead o lower rates of absemteeism (Friday & Friday, 2003). Fox (1994) as cited by
Conoolly and Myers (2003, p. 152) however, advances a contradictory view and
mazintain that “as workers become more removed from the ability to make
meaning through work, the opporiubity to experience job satisfaction becomes
more difficult.” This stems from the fact that job satisfaction is related to 2 myriad
of factors, including physical, psychological and demographic variables, which
are unrelated to the workplace.

The questions related to job as follows:
My current job is :
1. Fascinating
2. Routine
3. Satisfying
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Boring

Good

(ives sense of accomplishment
Respected

Uncomfortable

S, Pleasant

10, Useful

11. Challenging

wo o s

12. Simple

13. Repetitive

14, Creative

15, Dull

16, Uninteresting
17. Can see results

18. Uses my abilities

4,422 Pay

Pay refers to the amount of compensation received for a specific job
(Robbins et al., 2003). Luthang (1995 : 127) notes that “wages and salaries are
recognized to be a significant, but complex, multidimensional predictor of job
satisfaction.”

According 1o Spector (1997} and Berkowitz (1987), the correlation
between the level of pay and job satisfaction tends to be surprisingly small. This
suggests that pay in itself is not 2 very strong factor influencing job satisfaction.
Berkowitz (1987 . 545) notes that “there are other considerations, besides the
absolute value of one’s earnings that influences attitudes toward satisfaction with
pay.” Spector {1996 ; 226) postulates that “it is the fairness of pay thet determines
pay satisfaction rather than the actual level of pay itself” If an employee’s
compensation Is therefore perceived to be equitable, when compared to another

person in a stmilar position, satisfaction might be the likely result.
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The questions related to pay dimension:

My current pay i3

1. Income gdequate for normal expensas
2. Fair

3. Barely live op income

4, Bad

5. Income provides luxuries

6. Less than | deserve

7. Well paid

8. Insecure

¢, Underpaid

4.4.2.3 Promotion

46

According to Friday and Friday (2003), satisfaction with promotion

assesses employees” attifudes toward the organization’s promotion policies and

practices. In addition to this, Bajpat and Sovastava (2004) posiulate that

promotion provides employees with opportunities for personal growth, more

responsibilities and also increased social status.

Robbing (1989) maintains that employees seek promotion policies and

practices that they perceive o be fair and unambiguous and in line with their

expectations. Research indicaies thai emplovees who perceive that promotion

decistons are made in & fair and just manner are most likely to expernience job

satisfaction,
The questions are as follows:
My current opportunities for promaotion are
1. Good opportunities for promotion
2. Opportumities somewhat limited
3. Promotion on ability
4. Dead-end job
5. Good chanee for promotion
&. Unfawr promotion policy

7. Infrequent promotions
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8. Regular promotions
9. ¥airly good chances for promotion

4.4.2.4 Bupervision

Research indicates that people who enjoy working with their supervisors
will be more satisfied with their jobs (Aamadt, 2004). Furthermore, a study by
Bishop and Scott {1997} as cited by Aamodt (2004) found that satisfaction with
supervisors was related 1o organizational and team commitment, which in tum
resulted in higher productivity, lower turnover and a greater willingness to help.

According 1o Luthans (1995), there seem to be three dimensions of
supervision that affect job satisfaction. The first dimension has to do with the
extent 10 which supervisors concern themselves with the welfare of their
smployees. Research indicates that employee satisfaction is increased if the
immediate supervisor is emotionally supportive (Epan & Kadushin, 2004; Rebbg,
1997, as cited by Connolly & Myers, 2003).

The second dimension has to do with the extent to which people
participate in decisions that affect their jobs. Research by Grasso (1994) and
Malka (1989) as cited by Egan and Kadushin (2004} found a positive relationship
between managerial bebavior that encourages parficipation in decision-making
and job satistaction. Robbins (1989) supports this view and maintaing that
satisfaction is increased if the immediate supervisor listens to cmployees’ inputs.

A third dimension of supervision which Is related 1o job satisfaction,
aceording to Luthang {1995), is an employee’s perception of whether they matter
1o their supervisor and their organization. Connolly and Myers {2003) maistain
that this aspect of an employee’s work setting may also be related to enhancing
job satisfaction.

The guestions related o supervision dimension;

My current kind of supervision is:
1. Ask my advice

2. Hard to please

3. Impolite

4. Praiges good work
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5. Tacti]

6. Iufluential

7. Up-to-date

8. Doesn’t supervise enough
9. Has favorites

10. Tells me where I stand
11. Annoying

12, Stubbom

13, Knows job well

14. Bad

15. Intelligent

16, Poor planaer

17. Around when necded

18. Lazy

4.4.2.5 Working Relations/Co-Workers

48

Another dimension which influences job satisfaction is the extent to which

co-workers are friendly, competeni and supportive (Robbins et al, 2003).

Research indicates that employees who have supportive co-workers will be more
satisfied with their jobs {Asmodt, 2004; Robbins, 1989, 2005), This is mainly
because “the work group normally serves as 2 source of support, comfort, advice
and assistance to the individual worker” (Luthans, 1995, p. 127).

Researchers further found that employees observe the levels of satisfaction
of other emplovees and then model these behavior {Salancik & Pleffer, 1997 as
cited by Aamodt, 2004}, Hence, if an organization’s veteran employeses work hard

and talk positively about their jobs, new employees will model this behavior and

be both productive and satisfied. The reverse can also be true.

The questions related to working relations/co-workers:

My current Co-workers are:
1. Stimulating
2. Boring

3, Slow
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4. Helpful

5. Stupid

6. Responsible
7. Fast

& Intelligent
9. Easy to make encmies
10, Talk too much

1%, Smart

12. Lazy

13, Unpleasant

14. Gossipy

15, Active

16, Narrow interests

17. Loyal

18. Stubbamn

4.4.2.6 Job in General/General job satisfaction

General job satisfaction is an important part of a system of interrelated
satisfactions. General job satisfaction involves component not caused by the
immediate job situation. One is temperamental; it called happiness (Patricia Cain
8mith 1959). Ancther is frust in management. Both can act as causes, effects, or
quast moderators, and each is likely to be related to cooperative and adaptive
behavior. Since neither can be changed easily by management, both should be
measured and the extent of their influences estimated. General job satisfaction to
be a function of a varicty of features of the work environment. Although such
changes are likely to have a greater immediate impact on various facets of
satisfaction than on general satisfaction, eventually their cumulative effects will
be reflected in general satisfaction. Moreover, general satisfaction will influence
the way in which workers subseguently evaluate specific aspects of their jobs or
the work environment {for example, satisfaction with pay, working condition, and

supervision}
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Tronson, G, ., Smith, P. C,, Brannick, M, T, Gabson, W, M., & Paul, K. B.
{1989). Construction of a job in general scale; A comparison of global, composite,
and specific measures. Jowrnal of Applied Fsychology, 74, 193-200.

The guestions related 0 job in general:
My current Job is:
1. Pleasant
2. Bad
Ideal
Waste of time
Good
Undesirable
Warthwhile
Worse than most
Accepfable

10. Superior

B e In o B

11, Better than most
12. Disagrecable
13. Makes me content
14 Inzdequate
15. Excelient
16. Rotten
17. Enjoyable
18. Poor
For this research, all managers of CASMI become the sample. The total

sample is 76 respondents.
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4.5 PROCEDURE
There are threa major ways to collect information from respondent
1. Have a person ask the question (person-administered survey)
2. Have a computer assist or direct the questioning (computer-administered
survey)
3. Allow respondent to fill out the questionnaire themseives (self-
adpunistered survey).

This study uses seif-administered survey.

4.5.1. Person-administered survey
A person-administered survey is one in which an interviewer reads
questions to respondent and records his or her answers.

The advantages of person-administered surveys are (Stephen C. Jefferies);

Table 4-1

Advantages and disadvantages person-gdminisiered survey

Advantages Disadvantages/Challenges
Greater confidentiality possible | Fewer subjects can be sampled
because of persongl contact
Flexibility to give follow-up | More expensive because of travel
questions or phong

Opportunity to clarify questions | Need o be able o take notes
guickly or get permigsion to tape
Can judge adequacy (honesty?) | Need to be able to listen to one

of rephies reply and be ready to follow-ugp
immediately  with the next
question

Higher return rate Requires skilled interviewer

4.5.2. Self-administered surveys

A self-administered surveys is one in which the respondent completes
the survey on his or her own, The respondents are asked (o fill the
questionnaire and he/she may decide when questionnaire will be returned. The
advantages of self-administered surveys are they are low in cost, they give
respondents control and they avoid interviewer evaluation apprehension. The

disadvantages of self-administered surveys are there is a possibility the
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respondents will not complete the survey and will answer erroncously, will not
respond in 2 timely manner and respondent misunderstood or do not follow

directions,

4.6 VALIDITY AND RELIABILIYY
Validity Test

Validity refers to whether the measuring instrument measures what it is
supposed to (Bless & Higson-Smith, 1995}, or whether the measure reflects the
phepomenon the researcher claims to be investigating. Validity can be assessed in
different ways: content validity, construct validity and criterion-related vahdity
{Cresswell, 2003).

Conteni validity

Content validity of 2 measuring instrument reflects the extent to which the
items measure the content they were intended to measure (Cooper & Schindler,
2003}. Tt must thersfore provide adequate coverage of the questions guiding the

research.

Criterion —reluted validity

Criterion-related validity reflects the exient o which measures can
successfully predict an outcome and how well they comelate with other
instruments {Cooper & Schindler, 2003},

Reliability Test

Reliability is the consistency of a set of measurements or measuring
instrument, offen used to describe a test. In this study, 1t was impractical to
conduct a test-retest measure of reliability as i likely would have produced
unwanted resistance by respondents. Considering the complexity and subjectivity
of the constructs for this study, the most appropriate method to asses’ reliability
. was by vsing the Cronbach’s Alpha internal- consistency methods. Because the
Cronbach’s Alpha coefficient gives an estimate of proportion of the total variance

that is not due to error, it provides a corresponding measure of the reliability of
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the scale { Oppenheim, 1992} . The scale of Cronbach” Alpha base on Triton 2006
15 below:

Tabie 4-2
Cronbach’s Alpha Scale

Cronbach's Alpha Seale | Definition
0.00-0.20 not relizble
0.21-0.40 slightly
relizble
0.41-0.60 guite reliable
0.61-0.80 reliable
¢.81-1L.00 very relable

Reliability refers to the congistency of measures (Bless & Higson-Smith,
1995). An instrument which therefore produces different scores every time it is
used, has low rehability. According to Spector (1997), there are two types of
reliability estimates that are important when evaluating a scale, internal

consistency and test-retest reliability,

Internal consisiency reliabilily

Internal consistency refers to whether items are consistent across different
canstructs (Cresswell, 2003). It therefore looks at how well items of a scale relate
to one another. According to Spector (1997), “the widely accepted minimum

standard for internal consistency is 707

Test-reiest refinbiiity

Test ~retest reliability reflects “the stability of a scale over time” (Spector,
1997). This means that if the same test is being administered a second time 10 the
same subjects over a period of time, and it yields the same results, it is considered

to have test-retest reliability.
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The result from validity and reliability test :

Job
Table 4-3
Validity test of ob
KMO and Bartistt's Test

Kaisst-Meyar-Clkin  Mensure of  Sampling

Ageyuacy. 783
Battiali's Test of Approx Chi-Bguae 403.580
Spharleity o 91
Sig. L00
Gamponent Matrizia;
Component
g

JOB 589

JOoB: | 55g

LOBY RO%

JOBS | 834

JORS B73

JOBY? LY

JOBY £88

Joair | gra

JOB1t | 878

JOB1d | oros

JOBIS | &7s

JOBIE | 517

JOB17? | 508

JOB18 1 788

Extraction Method: Principal Component Analysis.
a 1 componerts extracted,

All of the guestions above have a component matrix > (.5, s the average
perception of respondents about that questions are valid,

From KMO and Bartlett's Test, Kaiser-Meyer-Olkin Measure of Sampling
Adequacy = 0.793 > 0.6 with significance level 0.000 < 0.05, so the variable is

valid to construct the correlation,
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From reliability test, cropbach’s alpha of job dimension is 0.8669. This
result means the various test questions messure a unitary construct or the
correlation of instruments already qualified because the alpha is greater than 0.6,

o the reliability 15 reliable.

Pay
Table 4-4
Validity test of pay
KMO and Bartlett's Test
Xaisar~Meyar~5?kin Meaaswie ?‘éamgﬁiﬁg AGBYURcY. w4
Bartist’s Test of Approx, Ghi-Square 120481
Bphericity ot 15
Sig. D06
Componant Matrix?
Cornponent
1
PAYE 597
PAYS B
PAYS Y54
FPAYS T
PAYS 147
FAYS 725

Extraction Msthod: Princie al Companant Analysis.
& 1 compuornents axracied,

All of the questions above has a component matrix > 0.5, so the average
percegtion of respondents about that guestions are valid.

From KMO and Bartlett's Test, Kaiser-Meyer-Olkin Measure of Sampling
Adequacy = 0.774 > 0.6 with significance level 0.000 < 0.05, so the variable is
valid to construct the correlation.

From reliability test, cronbach’s alpha of pay dimension is 0.7915. This
resull means the various test questions measure a unitary cosstruct or the
correlation of instruments alveady qualified because the alpha is greater than 0.6,

g0 the relizbility is reliable,
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Prowmotion
Table 4-5
Validity test of promoiion
KMO and Bariletl's Test
Kagarﬁayer«&km HMaastre of §amp§rzg Adeguacy. 751
Batist's Test of Annrax. Chi-Sgusts £75.801
Sphericity af 28
Sig. 008
Component Matrh?
Cumponent
3
FRGY TS
PRG2 B3
PRO3 .BB2
PROA &7
PROB Fi2
PRGOS 580
PRQY 609
PROY 745

Extraction Method: Principal Compenent Analysis.

a. 1 components extracted.

All of the questions above has a component matrix > 0.5, so the average

perception of respondents about that questions are valid.

From KMO and Bartlett's Test, Kaiser-Meyer-Olkin Measure of Sampling

Adequacy = (.791 > 0.6 with significance level 0.600 < 0.05, so the variahle is

valid to construct the eorrelation.

From rehiability test, cronbach’s alpha of promotien dimension is $.8181,

This result means the various test questions measure a unitary construct or the

correlation of instruments already qualified because the alpha is greater than 0.6,

50 the rehiability is reliable.
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Table 4-6

Validity test of supervision
KMC and Bartiett's Test

37

Kaiser-Mayer-Lln Measure of Sampimng

Adequacy. 786
Bartiet'e Tast of Appiox, Ghi-Square 205,708
Sig. 000

Component Matrix(y)

Comganant

1

BUP 11 150

BP12 7494

BLIP13 811

BURH o0t

SUPMS 588

SUP18 563

Extraction Method: ?’"{imipal Compunent Analysis.

2 1 components sxtracied,

All of the questiong above has a component matrix > 0.5, so the average

perception of respondents about that questions are valid.

From KMO and Bartlett's Test, Kaiser-Meyer-Olkin Mezsire of Sampling
Adequacy = 0.786 > 0.6 with significance jevel 0.000 < 0.03, so the variable is

valid to congtruct the comelation.

From reliability test, cronbach’s alpha of supervision dimension is 0.8316,

This result means the various test questions measure a unitary construct or the

correlation of instruments already qualified because the alpha is greater than 0.6,

so the reliability is reliable.
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Working Relations
Table 4-7
Validity test of working relations
K50 and Bartielt's Tost
Kaisar»@ayezﬁ&in Measure ot gampﬁng Adeguisy, 860
Barilslls Tast of Approx Chi-Sguare 485 085
Spherlcity df 105
Sig. 000
Component Matrixia)
{spmponent
1
WRE1 508
WRE? 2687
WHE3 681
WERES R
WRES B8
WRE? 529
WRES 659
WRE1S Ens
WREL 504
WHRE12 842
WRETS 858
WRE BSH
WRES .B56
WRE1€ 165
Wik 18 YA
Exiraction Method: Pnncipal Component Analysis.

2 1 components extracted,

All of the questions above has a component matnx > 0.5, so the average

perception of respondents about that questions are valid.

From KMO and Bartlett’s Test, Kaiser-Meyer-Otkin Measure of Sampling
Adequacy = 0.860 > 0.6 with significance level 6.000 < 0.03, so the variable is

valid to construct the correlation.

From religbility test, cronhach’s alpha of working relations dimension s

0.8909. This result mesans the various test gquestions measure a unitary constnuct or

the correlation of mstruments already qualified because the alpha is greater than

0.6, so the reliability is religble.
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Job in GeneralV/General Job Satisfaction

‘Table 4-8
Validity test of general job satisfaction
KMO and Barflett's Tast
Kaiser-Mayer-Ollin Measuts of Sempling
Adenuaiy, it
Bartiett's Test of Approx. Chi-Squars 465,357
&lg. 800
Component Matrix{a}
Component
1
J31 Bay
JG2 £84
J&4 L48
JGEB 523
JET B68
JIBE BTG
JGB 55%
JG12 772
ST BAG
JG16 250
JG17 5o3
S48 2458

Extraction Methed: Pringipal Campenant Analysis.
2 1 components exiracted.

All of the questions above has a component matnx > 0.5, so the average
perception of respondents about that questions are valid.

From KMO and Bartlett’s Test, Kaiser-Meyer-Olkin Measure of Sampiing
Adequacy = .858 > 0.6 with significance leve! 0.000 < 0.05, so the variable is
valid to construct the correlation

From reliability test, cropbach’s alphz is ¢.9070. This result means the
various test questions measure a unitary construct or the correlation of instruments

already qualified because the glpha is greater than 0.6, so the reliability is reliable,
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4.7 STATISTICAL TECHNIQUES
4.7.1. Descriptive statistics

Descriptive statistics provide a statistical summary of the data which has
been collected De Vos (1998, p. 203) states that “the purpose of descriptive
statistics s t¢ reduce data to an intelligible and imterpretable form so that the
relations of research problems can be studied, tested and conclusions drawn. ” The
descriptive statistics considered appropriate for this research included frequencies,
percentages, means, and standard deviations. Data analysts moust begin with a
visua! inspection of data to ensure that assumptions are not flawed (Cooper &
Schindler, 2003). The present study will provide a visual representation of data in

graphical and tabular format.

Freguencies and percerdages

Frequencies and percentages are vseful for amanging data either m
graphical and tabular format The frequencies are wsed in the present study to
display the total number of observations for all dimensions of job satisfaction and
general job satisfaction,

Perceatages provide information on the percentage of respondents within
each of the biographical variables, for example, the percentage of males compared

to females participating in the study.

Mean

The mean is one of the common measures of central tendency and reflects
the arithmetic average of frequency distributions {(Hlussey & Hussey, 1997}
Central tendency measures can be used to summarize information to better

understand it

Standard Deviation

The standard deviation i8 a common measure of digpersion, which
describes the tendency for sample responses to depart from the average data
values {Hair et al., 2003). The standard deviation gives a measure of the spread of
the distribution of data.
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4.7.2 Inferential statistics

Inferemtial statistics enable the researcher 10 draw conclusions about 2
population from a sample (Hair et 21, 2003). The inferential statistics that were
used for the present study included Independent sample t-test, Analysis of
Variance (ANOVA) and Multiple Regression Analysis.

Indgpendemt Samples T Test

A t-test is any statigtical hypothesis test in which the test statistie has a
Student’s ¢ distribution if the null hypotbesis is frue. It is applisd when the
population is assumed to be normally distributed but the sample sizes are small
enough that the statistic on which inference is based is not rormally distributed
because it relics on an uncertain estimate of standard deviation rather than on a

precisely known value,

Analysis of Variance (ANGVA)

According to Tredoux and Durrheim (2002, p. 2534), “"ANOVA 15 used to
test for differences between the means of more than two groups, and can be used
in designs with more than one independent variable, ” In the present study,
ANOVA was used to test for differences in job satisfaction related to five facets
of job satisfaction hased on the biographical characteristics of respondents.

Multiple Regression Analysis

Hair et al. (2003, p. 290) state that “regression analvsis is perhaps the most
widely applied data analysis technique for measunag linear relationships between
two or more variables.” The degree of confident of this regression is 95% or
statistically significant at the 3% level. The data will be accurate if assymp sig is
less than G.05. It means significant difference 1s lower than 5% or contingency

" In terms of the present study, multiple regression analysis was used to
predict whether the independent vaniables job, pay, promotion, supervision, and
working relations contribute to predicting general job satisfaction,
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Table 4-8

Hypotheses test with ¢ =0.05
w%%y;}otheses Siatement
B Job has 2 significant effect to
o general job satistaction
. Pav has a significant effect to
e general job satisfaction
H3 Promotion has a sgnificant
effect o general job satisfaction
Ha Superviston has a significant
effect to general job satisfaction
Working Relations have a
H5 significant effect to general job
: | satisfaction
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CHAPTER S
RESULTS

5.1 INTRODUCTION

In this section the results of the empirical analysis are reported and
presented. The presentation proceeds with an analysis of the descriptive statistics
on the variables under consideration,

The statistical program used for the analyses and presentation of data in
this research is the Statistical Package for the Social Sciences {(SPSS) version
11.5. The current chapter outlines the results obtained m the study and provides a
comprehensive discussion of these results. The descriptive statistics are presented
for the characteristics of the sample, Multiple regressions wall be used for the

refationship between factors to general job satisfaction.

3.2 RESULTS
5.2.1 Respondents

This section shows the descriptive statistics on the basis of the
demographic data, such as gender, age, education background, working pericd,
and marital status,

Respondents of this research are all managers in CASMI consisting of 51

branch managers and 25 managers from head office.

Gender
TABLE §
GENDER
Frequency = Percent | Valid Percent Cgﬁﬁ’z{%
Vaiid Mals o5 288 86.5 86.5
Femals |3 0.5 108 100.0
Total 75 1000 100.0

From total 76 employees completed the research, they consisted of 68
males (89.5 percent) and 8 females (10.5 percent).
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Education

TABLE 5-2

EDUCATION

. Cumulative
Fraquency Percent Valid Percent Percant
Valid Junlor  High

School 2 26 26 26
Senior  High
School 17 22.4 22.4 25.0
Dlploma 11 14.5 14.5 395
Bachslor 42 55.3 55.3 947
Master 4 5.3 53 100.0
Total 76 100.0 100.0

64

About their educational background, 2 employees (2.6 percent) are from

junior high school, 17 employees (22.4 percent) are from senior high school, 11

employees (14.5 percent) are from diploma, 42 employees (55.3 percent) are from

bachelor, and 4 employees (5.3 percent) are from master degree.

TABLE 5-3
AGE
Frequency | Percent | Valid Percent Cumuietive
Percent
Valid 25 - 34
YearsOld |22 28.9 28.9 28.9
35 - 44
Years Old 44 57.9 57.9 86.8
45 - 54
Yearsold | 1@ 13.2 13.2 100.0
T 76 100.0 100.0

From all respondents, 22 employees between 25 — 34 years old (28.9

percent), 44 employees between 35 — 44 years old (57.9 percent), 10 employees

between 45 — 54 years old (13.2 percent).

TABLE 54
WORKING PERIOD
Valid Cumutative
Frequency | Percent Percent Percent
Valid 1- 3 Year(s} |1 1.3 1.3 1.3
3-5 Years 5 6.6 6.6 7.9
5-7 Years 14 18.4 18.4 26.3
>7 Years 56 73.7 73.7 100.0
Total 76 100.0 100.0
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From all respondents, about 56 employess (73,7 percent) have worked
with the company for more than seven years, 14 employees (18.4 percent) have
worked between 5 to 7 years, 5 employees (6.6 percent) have worked between 3
to 5 years, and only 1 employee (1.3 percent) have worked between 110 3 vears.

TABLE 55
STATUS
Cumidative
Frequency | Percent | Valld Parcent Dercent
Valid hearried 70 G2 821 a2t
Singte 4 53 53 §7.4
Wigowsr  t2 26 25 0.0
Total 78 160.0 100.9

About their status, 70 employees (92.1 percent} are marmed, 4 employees

{5.3 percent) are single, and 2 employees (2 6 percent} are widower,

3,2.2 Descriptive Aopalysis
Based on the option of the answer in the questionnaire, the author makes

the category.
Table 5-6
The option for the angwer
Code Descriptive
i Strongly Disagree
2 Disagree
3 Agree
4 Strongly Agree
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Table 5-7

The category from the answer

Ruange Descriptive
1-1.75 | Very Dissatisfied
1.76 - 2,50 | Dissatishied
2.51~325 | Satisfied
3.26 -4.00 | Very Satisfied

Table 5-8 Descriptive {Job)
Desuriptive Siatistics

N tloan Std. Daviation
IR 76 308 608
JOB3 76 278 506
JOBa 75 312 B8R
JOBs 7 204 255
JOES 78 303 489
JoB? 78 202 461
089 76 am 503
JOBIG 78 3,28 522
JOBT 7% 341 546
JOB14 76 3.29 .485
JOBS 76 3.29 585
JOB16 % 3.24 709
JORBY? 76 3.20 401
JOB1S 75 326 493
JOB_AVE 76 314 220

Vetid N (istwise) 76

From descriptive statistic, the mean value of job is 3.14, it means that the

satisfaction level related 1o job is “satisfied”™.
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Table 5-9 Descriptive (Pay)
Descriptive Statistics

| N Msan Std. Daviation
PAYZ 76 2.33 53
PAY3 76 2.43 618
PAY4 76 2.90 B33
PAYS 76 263 680
PAYS 76 247 599
PAY9 76 243 680
PAY_AVE 76 2.52 Ad1

Valid N (listwise) 76

From descriptive statistic, the mean value of pay is 2.52, it means that the

satisfaction level related to pay is “satisfied”.

Table 5-10 Descriptive (Promotion)

Descriptive Statistics

N Mean | Std. Deviation
"PROT 76 284 612
PRO2 76 267 575
PRO3 76 296 474
PRO4 76 3.24 513
PROS 76 295 445
PRO6 76 275 569
PRO7 76 2.63 562
PROS 76 2.76 513
PRO_AVE 76 2.85 355

Valid N (listwise) 76

From descriptive statistic, the mean value of promotion is 2.85, it means

that the satisfaction level related to promotion is “satisfied”.
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Table 5-11 Descriptive {Supervision)}

Dosoriptive Statistics

N Moan Std. Deviation
ENEE 76 3.1 831
S0UP12 78 2.08 Ad7
SURS Fis 285 514
SUPH4 Fi-) 3.14 558
SUP1S 16 2.92 AL
SuUP18 76 3.47 B8
SUP AVE 75 3.02 A3

Valld ¥ fdistwisa) H

From descriptive statistig, the mean value of supervision is 3.02, it means

that the satisfaction level related to supervision is “satisfied”.

Table 5-12 Descriptive (Working Relations)

Degcriptive Stalsise
N Hasn Sid. Devistisn

et %5 1 A ;
WREZ 75 3,08 425 :
WRES 7 2.58 558 ;
WRES o 338 438 :
WRES b3 304 a4 .
we? 78 278 508 ’
WRES 75 338 Bt d

WRED % 297 A6

WRE 7% 289 4T3

WRET2 7% 314 453

WRE13 P 2.00 A65

WREL4 %5 308 453

WRESS 78 256 a84

Wi 76 297 A8

WRENY 78 296 A48

WRE_AVE 7% 201 268

Valld N Gistwissd 75

From descriptive statistic, the mean value of working relations is 3.01, it

means that the satisfaction level refated 1o working relstions is “satisfied”.
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Table 8-13 Descriptive {General Job Satisiaction}

Dexcrlptive Statistics
e N Mear Std, Deviation

3] 76 320 A3
462 78 3.30 =74
Rich N 317 A44
JGB 75 3.2G 482
ST 78 328 As7
JG8 F{-] 248 543
J0G8 %6 308 sl
JG12 78 314 B
JGi14 76 3.2t 442
JGi8 76 336 450
JEY7 b 332 431
Nl 78 3.8 556
33 AVE % 3.22 i
Valki ¥ {ateden) 7%

69

From descriptive statistic, the mean value of gencral job satisfaction is

3.22, it means that the satisfaction level related to general job satisfaction

“satisfied™.
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5.2.3 Compare Means Analysis
5.2.3.1 Independent Samples T Test

In Indepenpent T Test, the variables are Job, Pay, Promotion, Supervision,
Working Relations, and General Job Satisfaction compare to gender. This analysis

shows if there is difference between level of male and female managers.

Table 5-14 Descriptive Group Statistic (Gender)

Group Statlstlcs

Std. Error

GENDER N Mean Std. Deviation Mean

JOB_AVE Mals 68 3.13 .20 .039
Famale 8 3.25 .315 111

PAY_AVE Male 68 2.50 435 .053
Famale 8 2.65 500 A77

PRO_AVE Male 68 2.86 .366 .044
Famale B 2.81 259 09

Group Statistles

Std. Error

GENDER N Mean Std. Devlation Mean

SUP_AVE Male 68 2.99 422 051
Female 8 3.27 454 .160
WRE_AVE Male 68 3.01 .288 035
Famale B 3.03 278 .088

JG_AVE Male 1] 3.20 .307 037
Female 8 3.39 403 143

From the table, we find the result :

For Male, values of mean are 3.13 (Job), 2.50 (Pay), 2.86 (Promotion),
2.99 (Supervision), 3.01 (Working Relations), 3.20 (Tob in General). For Female,
vales of mean are 3.25 (Job), 2.65 (Pay), 2.81 (Promotion), 3.27 (Supervision),
3.03 (Working Relations), 3.39 ( General Job Satisfaction).

From the result, female managers have higher than male managers for all
dimensions except for promotion dimension. For promotion, in current condition,
the company focuses on male managers because it is easier to promote and move
male managers than female managers. For female managers, little difficult to
move to other city because they have to stay with their husband and family, it

makes there are more promotion opportunities for male managers.
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Table 5-15 Levene-Test {Gender}

71

Evdepentdent SEmpies Test
JOB AVE PAY AVE PR AVE
Eqm Kitwath Equl Eual ol B
] et rl ! vadanoes mof
EARITY Wwnered wrared I ST At l_ls‘u‘md
RO AR ¥ TV | ——— | [EXF]
Eonky o Vadsmm  wg E=T ET 20
shest fn Bty ot ' T 4 ~AER 1] 3850 AN
M * 1 M T4 5% 76 hex
B (poalleg 328 =t 3 328 A% e A1
Hin Difwscn g -33 s - N as ¥
4, Bncs Diffescewcs am 78 63 184 A am i
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From F test, we get the result ;

For Job varighle, equals variances assumed 0.157 with significant value

0,684 > (.05, so variance berween muale and female for job are same.

For Pay variable, equals variances assumed 0.209 with significant value

0.649 > D.03, so variance between male and female for pay are same.

For Promotion varigble, equals variances assumed 1.532 with significant

value 0.220 > 0.3, so vaniance between male and female for promotion are same.

For Supervision variable, equals variances assumed 0.919 with significant

value 0.341 > .05, so variance between male and female for supervision are

same.

For Working Relations varable, equals variances assumed 0.000 with

significant value 0.994 > 0.03, so variance between male and female for working

relations are same,
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For General Job Satisfaction variable, equals variances assumed 2.800
with significant value 0.098 > 0.05, so variance between male and female for
general job satisfaction are same.

From the t test, the result shows there is no variance betwesn male and

female for all dimensions of job satisfaction.

5.2,3.2 Omeway ANOVA
The Analysis Of Variance (or ANOVA) is a powerful and common
statistical procedure in the social sciences. It can handle a vartety of situations

Age
‘Table 5-16 Test of Homogeneity of Variances {Age)

Test of Homogeneity of Variances

Levang

Statistic gft 14 Sig. |
JOB_AVE 1.078 2 73 248
PAY AVE 1.604 2 73 &7
PRO AVE B82 2 73 418
SUP_AVE 1.881 2 73 Rl
WRE AVE 1.521 2 73 Ryt
JIB_ AVE 1.412 2 73 256

From test of homogeneity of variance, we find that value of Levens
Statistic is 1.076 with significant level 0.346 (Job), 1.004 with significant level
0.371 (Pay), 0.883 with significant level 0.418 (Promotion), 1.881 with significant
level 0.160 (Supervision), 1.521 with significant level 0.225 (Working Relations),
and 1.412 with significant level 0.250 {General Job Satisfaction).

¥From this test, all significant level is more than 0.05, it means that all
variables have the same vanance, so there is no significant impact of age 1o all

vanables.
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Table §-17 Value of Mean Test (Age)

ANOVA
Burmn of
Squarss dt Maan Square ¥ Sig. |
"IGE AVE  Betwean Groups (G 2 67 0BG HE
Within Grougs 7.654 73 08
Tow! 71873 75
PAY AVE  Betwesn Groups 1,538 2 769 45052 817
Within Groups 13,080 73 A
Totsl 14,538 75
PRO_AVE  Betwesn Groups a8 Z 424 984 378
Within Groups 9214 73 128
Totgl $.450 75
FSUP_AVE  Dotweun Groups 158 2 08 423 857
Within Groops 13.762 73 189
Toksl 13.821 75
WRE AVE  Patwesen Croups i rd 2z e ) By 437
within Groups 5872 73 082
Totsi 8308 75
JB_AVE  [igtwesn Groups 147 2 074 712 484
Within Groups 753 73 109
Totn! 7.683 75

For value of mean, ¥ = 0.089 with significant level 0.915 (Job), F = 4,302

they are no significant impact of age.
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with significant level 0,017 (Pay), F = 0.984 with significant level 0.37¢
{(Promotion), F = 0.423 with significant level 0.657 (Supervision), F = 0.837 with
significant level 0,437 (Working Relations), F = 0.712 with significant level ©.494
(General Job Satisfaction). From this result, we find that the value of mean for
job, promotion, supervision, working relations, and job in general are the same,
but for pay is different. 1t means that age influences pay, different group of age
will have different impact of pay, different group of age will have different
satisfaction level of pay. But for others variable, there is the same between them,




Table 5-18 Post Hoc Test (Age)

74

Muttiple Comparisons
Maan
Ospandant Diffarenca Std. 95% Canfid Interval
Varlshia 1) AGE J] AGE {J) Ermor . Lowwt Bound | UppeBournd |
L uhay - Al . »ars a2 .DBS 911 - 18 -]
45 - 54 Years Old =03 A2 976 -22 2
38 - a4 Years Oid 23-34 Years Oid -02 035 a1 -2 18
49 - E4 Years ODia -08 113 815 -32 23
45 - 84 Years Old 23~ 34 Years OId 03 AR 978 -7 a2
A5- 44 Yeors Old o5 113 s -3 A2
Bonfemonl 25 - 34 Years Oid 35 - &4 Years OId o2 033 | 1.000 ~19 .2
&5+ 54 Yearn Old -0 A2 1.000 =3 28
T35 - 44 Yeers Old 25-34 Years Oid a2 0es | 1.000 -7 18
43 « 54 Years Old .03 12 1.000 -2 .2
A5 - 6 vean Ol 25- 04 Yeors 0id 0 A | 1000 T 23
23« 44 Years Old 3 112 1.000 -2 a2
[PAY_AVE  TUMY HSD 29- SAYeNs O 35- 4% Yaary O ~28 A0 [ 053 o5 00
43 - 84 Years Old - 42" 161 028 -81 =04
EN A 25- 34 Teors OId F] A0 | 053 ] 5
45 - 54 Yeams Old =18 148 54 .52 R
43 - 54 Yeors OId 25-MYean Oid ar 161 o2 O .81
15 - 44 Years Did .18 148 524 -19 52
Bonferenl o8- 3 Years Old 35~ 44 Years Oid -26 1o 062 -53 .01
43 - 54 Years Qid AT ABY 0z -0 -0
A5 - 44 Years Oid 25 Yere Old = A10 052 -1 L5
45 54 Yoars Old - 18 148 A9 -.52 20
TIE-F4 Yews ONG 5 - 3 Years O AT | s | ooa2 63 82
35 - 44 Years Oid 16 148 815 -20 52
*. The mean diffaranca is significant a1 the .05 lavel,
Mulipla Compantons
Mean
Dupendent Ditaience sud, 93% Confidence [nterval
\slabla I} AGE {J} AGE () Emor_| Sip. Lowet Bouwd | Ubper Boursd
[ ERO_AVE  Tukey HSD  o8-34 Years Oid 35 - A4 Years O o7 083 125 -.18 20
43 - 84 Years Ot -00 .135 766 42 23
F5-4dYeam Old  25- 24 Yearn O =07 .09l 125 -0 A8
45 - 54 Yeam OM = AT 124 Af4 -46 A3
45-54Yearm Old  25. 24 Yeam Oid 09 135 766 =23 A2
35 - dd Years OV AT 24 g4 =13 As
Bonfemoni 25-MYeas Old  35- 44 Years O3 o7 092 1.000 =16 e le]
45 - 54 Years Oid -0 133 1.000 +.43 o |
I5-dd Years Cid 25 - 34 Years ClS -07 091 1.000 - 30 .18
45 - 54 Yeum Oid -7 A24 484 -A7 RY
d5-54Years CAd 25 - 34 Yanre QM ] 433 1,000 -4 43
35- 44 Yaom Od A7 Az .64 - 14 KH
SUP_AVE  TuhayHSD 23-34YearmOld  385- 44 Yanm Cie ) 13 999 -7 28
45 - %4 Yaom OM 14 185 an4 -8 83
35 -44 Yaoma Oid  25- 34 Yaara Ot i) 13 699 - =
45 - 54 Year Cld Rk 152 584 -2 50
45 -54 Yaora Obd 28 - 34 Yaarm Old =14 166 684 -53 =8
35 - 44 Yeam Olg =13 52 654 =50 2
Eonfarronl 25 - 3 Yaars Oid 38 - d4 Yeam Oid 1) 113 1.000 -27 .28
45 - 54 Yeaam Qid 14 88 | 100D -27 BTl
WaaqYearsOid 8- Yean Old i) 1 1.000 - 4
45 < 84 Yeam Oid 1 A52 | Lo -24 51
45 - 84 Yaars Ok 2B - 34 Yeaars Oid =14 AE8 1.000 -5 r
35 - 44 Yeam Oid -13 52 | nooo -51 .24
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From Post Hoc Tests, we find that age variable only has significant impact
on pay variable. The significant different on pay is between group 25 — 34 years
old and 45 — 54 years old, mean difference = - 042, ugnificant level = -0.028 <
0.05.

Education
Table 5-19 Test of Homogeneity of Variances (Edacation)

Tast of Homogenelty of Varlances

Levene

Statistic [} 174 Sig.
LB AVE 10407 4 71 A0
PAY_AVE 341 4 71 868
PRO _AVE 1.867 4 71 67
BUP_AVE 4.828 4 71 33
WRE AVE 852 4 K 438
K3_AVE 2242 4 71 R

From test of homogeneity of variance, we find that value of Levene
Statistic is 1.007 with significant level 0.410 (Job), 0,311 with significant level
0.869 (Pay), 1.667 with significant level £.167 (Promotion), 1.826 with sigmficant
lavel 0.133 (Supervision), 0. 932 with significant level 0 439 {Working Relations),
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and 2.242 with significant level 0.073 (General Job Satisfaction). From this test,
all significant level is more than 0.05, it means that all variables have the same

variance, there is no significant impact of education to all variables.

Table 5-20 Value of Mean Test (Education)

ANOVA
Sumof
. Squates ot #pan Square F Siy.
FIGh AVE  Betwaen GOOUps 481 4 KV 1.988 324
Yithin Groups 7.182 73 401
Total 7873 75
PAY AVE  Between mroups 781 4 198 1018 AD%
Within Groups 13.787 7 194
ot 14.588 75
PRO AVE Betwesn Groups 552 4 140 1420 354
Within Groups 8.298 71 125
Teotnd 8.460 75
SUP_AVE  Betwoon Groups 776 4 .194 1.048 389
Wit Groups 13,148 71 RELS
Total 12,921 75
[WRE_AVE  Botwesn Groups 120 a 030 354 240
Within Groups 5890 rg 084
Total 6108 75
JG AVE  Between Groups 1.260 4 372 3.58% o1
Within Groops 8.354 Fa! 020
Total 7.883 75

For value of mean, F = 1,188 with significant level 0324 (Job), F= 1018
with significant level 0404 (Pay), F = 1.120 with significant level 0334
{Promotion}, F = 1 048 with significant level 0389 (Supervision), F = (0.354 with
significant level 0.840 (Working Relations), F = 3.851 with significant level 0.010
{General Job Satisfaction). From this result, we find that the value of mean for
job, pay, promotion, supervision, and working relations are the same, but for
general job satisfaction is different. 1t means that education influences the general
job satisfaction, different group of education will have different impact of general
job satisfaction, different group of education will have different satisfaction level
in general job satisfaction. But for other variables, there is the same between

them, they are no significant tmpact of education.
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Table 5-21 Post Hoc Test (Education)
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From Post Hoc Tests, we find that education variable only has significant
impact on general job satisfaction, The sigpificamt different on general job
satisfaction is between group Master Degree and Semior High School, mean
difference = .48, significance level = 0,043 < 0.05.

Working Peried
Table 5-22 Test of Homogeneity of Variances (Werking Period)

Test of Homogenelty of Varlances

lLevene
Statistic df1 df2 Sig.
T8, AVE 324 3 73 724
PAY_AVE 315 2 73 e
PRO_AVE | 10288 2 73 000
SUP_AVE 4.243 2 73 D18
WRE_AVE 597 2 73 501
JG_AVE 1.170 2 73 318
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From test of homogenelty of variance, we find that value of Levene
Statistic is £.324 with significant level 0.724 (Job), 0.315 with significant level
0.731 (Pay), 10.228 with significant level 0.000 (Promotion), 4.243 with
significant level 0.018 (Supervision), 0.697 with significant level ¢ 301 (Working
Relations), and 1.170 with significant level 0.316 (General Job Satisfaction).

From this test, significant ievel of prometion and supervision is less than
0.05, it means that promotion and supervision have different variance, there are
significant impact of working period to promotion and supervision. But, other

variables have the same variance with significant level more than 0.05.

Table 5-23 Vahse of Mean Test (Working Period)

ANOVA
Sumof
Seqsares of Moo Soums F Sig.
205 Z K7 K27 475
Within Groups 7.470 73 A2
Totn! 7.673 75
PAY AVE  Batween Groups 557 2 278 1,448 242
Within Groups 14,031 73 492
Tosta 14.588 75
[PEG_AVE  Bebweon Groups 896 2 448 3,817 027
Within Groups 8.564 73 47
Total 9.460 75
SUF AVE  Between Groups 854 2 432 2418 096
Within Groups 13.057 73 79
Total 13.921 75
WHRE_AVE  Botween Graups 148 2 074 812 ACE
Within Graums 5.961 73 L2
Toal 8.109 75
M5 AVE  Betwosh Groups 114 2 057 847 581
Viithin Groups 7.570 73 104
Yo 7.683 78

For value of mean, F = § 994 with significant level 0.375 (Job), F = 1 448
with significant level 0.242 (Pay), ¥ = 3.817 with significant level 0.027
{Promotion), F = 2 415 with significant level 0.096 {Supervision), F = 0.912 with
significant level 0,406 (Working Relations), F = 0.547 with significant level 0.581
{General Job Satisfaction), From this resplt, we find that the value of mezan for
job, pay, supervision, working relations and general job satisfaction are the same,
but for promotion is different. It means that working period influences the

promotion, different group of working period will have different impact of
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promotion, different group of working period will have different satisfaction level

of promotion. But for other variables, there is the same between them, they are no

significant impact of working peniod.

Table 5-24 Post Hoc Test (Working Period)

MuNipie Compaiivons

Mean
Differsnca
Gapandsnt Varlanh VIORKFER IMWORKPER § (L)) Se et | B
rnﬁm& Tikay HES E~ Tyesm E.F yeam A6 i B0
= 7 YA5T Bt 47 P %S
5.7 pars G- years NT LJIET 228
» 7 paan -5 i CEEE
= ¥ yukin §+8 youre -3¥ 347 £
E-7 yham 1] SHEY Ats ;
Bantaronl G5 vean £=Y yaai A% 3B oo .
> 7 9373 3 347 313 ;
.7 yaon -5 veure 48" 5T T2 :
¥ 7 pdemn =35 0w ALE .
=7 yonrs G 3 pesin =3t 447 3] E
E-7 mars Ji% A8 A48 .
S AVE TSy HED GeSywanm 5.7 vein ) s i )
7 7 yabts -0 Vi L52 ;
§a7 yoars S-Syana 3z .08 o &4 w¥F FE
= ¥ yhalg ~87 JITE EIT ] k3
> Tyean G Syans 4t 382 az w54 M
5.7 yaden &7 128 827 v % 5
Bortirtnl 8.0 penrs -7 yaem =32 e 14 ~ 43
¥ T YeEE =45 e s - 4 Fl]
5.7 yeare S-Byezrn v B Rrs v i 8
¥ yaars =07 126 1060 - 5 ol
» ¥y T-Syeaz 48 Ri-H 1T 0% B4
5T yepn I AR 1000 - 24 34

S ¥hs menn dMerenoe I sipaMioant a6 DS el

From Post Hoo Tests, we find that working period only has significant

impact on promotion. The significant different on promotion is between group 0

5 years and 5 — 7 years, mean difference = 0.46, significant level = -0.020 « 0.05,

And between 5 -~ 7 years and 0 — 5 years, mean difference = -0.46, significant

level = 0,022 < 0,05,
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Status
Table 5.25 Test of Homogeneity of Variances {Status)

Test of Homoganelly of Variances

Lovene
_ Statistie aft an Sig.
JOB. AVE 5 455 2 73 593
PAY AVE 537 2 73 587
PRO_AVE 8.274 2 73 003
SUP_AVE 878 2 73 811
WRE_AVE 744 2 73 479
JG_AVE 010 2 73 690

From test of bomogeneity of varnance, we find that value of Levene
Statistic is 2.455 with gignificant level 0,093 (Job), 0.537 with significant level
0.587 (Pay), 6.274 with significant level 0,003 (Premotion), §.678 with significant
level 0.511 (Supervision}, ¢.744 with significant level 0.479 {(Working Relations),
and 0.010 with significant level 0,950 (Genersl Job Satisfaction}. From thig test,
significant level of promotion is less than 0.03, it means that promotion has
different variance, there is significant impact of status to gromotion. But, other
variables have the samg variance with significant level more than 0.05.

Table 5-26 Value of Mean Test {Status)

ANOVA
Sumof
es df Menr Scuarg F &
IG5, AVE . EGoNO0n GBroups m,esa 2 026 5] %
Wiithin Groups 7.8 73 04
Total 7813 75
FAY_AVE  Botween Groups 1.249 2 825 3418 58
Within Groups 13,339 73 183
Total 14 585 75
PRO AVE  Betwesn Grotps AGS 2 205 1.634 202
Within Groups 5054 73 A24
Total 2,460 75
[(SUF_AVE  Betwesn Groups 114 2 057 e 743
Within Groups 13807 73 188
Towt 13621 Fi)
WRE_AVE Botwean Groups Ky 2 B4 58 848
Within Groups BIB2 73 D83
" Fetat §.108 73
JG AVE Betomen Groups s 4 2 08 1054 351
VN Groups 7.472 73 A0z
Total 7.683 75
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For value of mean, F = 0.252 with significant level 0.778 (Job), F = 3418
with significant level 0.038 (Pay), F = 1.634 with significant Jevel 0202
{Promotion}, F = 0.303 wath significant level 0.741 {Supervision), F = 0.168 with
significant level 0 846 (Working Relations), F = 1.034 with significant Jevel 0.361
{General Job Satisfaction). From this result, we find that the value of mean for
job, promotion, supervision, working relations and general job satisfaction are the
same, but for pay is different. It means that status influences the pay, different
group of status will have different impact of pay, different group of stams will
have different satisfaction level of pay. But for other variables, there is the same

between them, they are no significant impact of status.

Table 5-27 Past Hoc Test (Siatus)

Multipla Tompatrisons
Han
Ciflaranca £5% Confidance fnmeossi
i Cepandent Yaihile i STATUS 4] STATUS ) Syt B S Lorwdt Bound ¢ Une: Round
JO8_AVE Tuksy NS0 Mbiried Smgw A0S ey 50 L& a5
Wifowear ] fratd e - 4% F8
Shgle Marsied &5 “1ea 2 38 a5
PHaowar ] il R ~ 47 o7
Ve avent Fpremd =15 VB2 = g -5 A&t
E!ngh 28 e JER ~ 87 AT
Bosfarien!  Marred Sngle -5 L 1.006 48 36
s i 1B e 1408 - 450 Nal
Singhe Martied [ RT3 100 39 A8
WWlgwar i (250 003 ~ SE
Yyidawes Fateied =15 V] 1O P s A
Sing's -.25 280 000G 58 45
FAY_AVE TFukay HSD  Maired Singer 5 el LiT3 5t 1.6£
Widowar 3% 307 AE 3 1.42
Singls Matiiad - 51 frtaai] .74 %t | 1
Widowet | Beric) kel WG i
Yidawer Martied 3 v 7 A18 ~£.32 A%
Single A% AT &35 ) 1.8
Bonteironl Matreed Single R ] i o4y ;] 145
Vidowar .34 ST 6 o) 1.44
Singla Mairied -5 N oaY 1 <8
Widovesr -33 A70 3,00 103 I8
VWidower Mairked -39 0T 7" =T R
Snghe A3 i 1000 XL 1,083
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Singie -1 250 1000 11 B
T AVE Fukay HBD  Macdwd  Shiw 07 162 08 ) A5
Yidawer a2 ] 851 .21 A
Slngle [Aetpe .oz 6% 508 «.48 a7
Widawer 25 277 a4t 4% M
Wistrwat  Niatried T 7] 8% BT o
Hngls .25 27T A4t 4t A1
Bondeiron  Badid Slrgle fard 184 R L] X ] AT
— W idowe? v e G - 54 B8
Singhe Mayried Ny 104 LG « &1 x
Wl 2= 2T L OEG - 4% R+
Wikdovar Kearind -3z e, =) 55 B
Single .25 27 4000 53 A3

From Post Hoc Tests, we find that status variable has no significant impact

on all dimenstons of job satisfaction.
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8.2.4 Regression Analysis

Table 5.28 Variahles EnterediRemovedib)

Vatiables Varables
Hodel 1 Entered Remaved Mathod
1 Fastor
Whe,
Fautor Pay
Fagtor Job, |, Entar
Fastor Pro,
Factor
Supia) |
a Al requested vartables entered.
b Dependent Vanable: Facton)G

RIS

Table 5.29 Mode! Summary

£

L

Adjusted R | Std. Error of :

Modat § R F: Souare | Sguars the Estimate :
1 78208} 812 584 54457248

a Pradiclom. (Consiant), Fhcior VWHe, Eacior Pzy, FActor Job, FActar Pro, Facler Sup

Table 5-30 ARDVAIL)
Sum  of
Model Sguares | df Moan Square | F Sig.
3 Rugrossion | 45 881 5 8476 22.05% Sah{as
Residual | 78118 7B 418
Total T8.00G Vi

& Prediviors, (Constant), FAckr WRe, Fagior Pay, FAder Job, FAdlor Pro, Faclor Sup
b Dependent Verdable: Faclord@

Based on anova table, the value of F is 22.059 and the significant level is
0.000. The significant level (000 is less than a = 0.05, so this regression model
can be used for prediction of general job satisfaction. In other words, it means job,
pay, promotion, supervision, working relations give effect on general job

satisfaction.
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Table 8.-31 Coefficients{a}

Unstandapdiged Standardized )
Modet Cosfficients Cosfficents | T Sig.
8 |Btd Enor |Beta
1 {Constant} -Z.BBBE* 074 900 1.680
16 , , )
Factor Jobv | 83 Jiss BBY 8132 Rl 3]
Factor Pay | os57 084 057 B8 501
Fhctor Pro | _ 147 088 ~ 147 1,724 088
Faclor Sup | 258 694 258 2751 008
Fastor
Whe - 058 491 -.058 636 527

a Dependent Variable FaderdG
The job and supervision dimensions give effect significantly to job

satisfaction in general. It is proven base on significant levelg are §.000 and 0.008
and less than 0.05 or 5%. But pay, promotion, and working relations dimensions
have not significant effect on job safisfaction 1o general because the significant
levels are more than 0.05 or 5 %.

The B value of job is 0.689 which means if we tncrease 1 value then the
total job satisfaction level in general will increase 0.689 point, and if we increase
1 value of supervision, the job satisfaction level in general will increase 0,258
point because 1t has B vaiue 0.258.

As result, the equation of job satisfaction level in general is shown below:
Y = 0.689 Job + 0.258 Supervision + Error

The value of adjusted R® is 0.584. It means 58.4% of general job

satisfaction level comes from job and supervision.

‘Table 5-32 Hypotheses test result with @ =0.05

Hypotheses | Statement Sig Conclusion

Hi Job has a sigaificam effect to
job satisfaction level in general

Pay has a significant effect to
job satisfaction level in general
Promotion has a significant
H3 effect to job satisfaction level in | 0.089 Rejecied
general

Supervision has a significant
H4 effect to job satisfaction level in | Q.008 Accepted
general

Working Relations have a
s significant  effect to  job 0527  |Rejected
i satisfaction leve! in general

8.000 Accepted

HZ 0.501 Rejected
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Pay dimension does not have significant effect on general job satisfaction
but it has positive relationship with general job satisfaction. The B value of pay
dimension is .057. P;omotion dimension does not have significant effect on
peneral job satisfaction but it bhas negative relationship with general job
satisfaction. The B value of promotion dimension is -.147, Working Relations
dimension does not have significant effect on general job satisfaction but it has
negative relationship with genergl job satisfaction. The B value of working

relations dimension is - 058,
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CHAPTER 6
CONCLUSIONS & SUGGESTIONS

6.1 CONCLUSIONS

From the result of this research, we can make conclusion :

4. Majority of respondents are satisfied with their job, salary, supervision

from their leader, promotion opportumities, and working refations with

their colleagues. Their general job satisfaction level is also high

b. From mean comparison, the results are ;

Gender has no significant difference in all dimensions of job
satisfaction, but female managers have higher job satisfaction level
than male managers except in promotion.

This is related to Clark’s (1997) seminal study of gender
differences in levels of job satisfaction in Britain which found
females have greater satisfaction levels of satisfaction compared to
males, despite being in jobs with jower earnings and promotion
opportunities comparsd o males. He posits that this i due ©
females having lower expectations at work due o “the poorer
position in the iabor market than women have held in the past”
{Clark, 1997. 342).

Top management of CASMI tnes to do the best to make their
managers satisfied. In company’s policies, male and female
managers have the same standard title of position, salary level, and
promotion opportunities. But in reality due o business
characteristic, all managers must be willing o be transferred to
every location of CASMI's representative. This condition is
difficult for female managers to move o other Jocation because
they must stay with their husband and family. Therefore, it is easier
for male managers to go! promotion opportunities because male
managers are willing to move to other location and bring their
family with them, The company gives allowances related to

transfer program, such as accommodation, education for heir
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children, etc. That is why the satisfaction level of male managers
related to promotion is higher than female managers.

Age has significant difference in pay dimension between menagers
with the age of 25 — 34 years old and 45 ~ 54 years old. Managers
with the age of 45 — 54 years old are more satisfied.

Study in the United States with 1707 public employees showed that
job satisfaction increased with age. Younger employees were less
satisfied with their jobs, especially with the mirinsic characteristics
of the work. Older employees were more satisfied with the
extrinsic characteristics than were the two younger groups of
employees. When the effects of salary, job tenure, and education
were removed independently as well as simultaneously, the same
differences were found. However, when the effect of job
characteristics was added to the combination and partialled out, the
infringic characteristics factor was no longer significant (Lee &
Withur, 1983}

In CASMI, 18 managers from 22 managers with the age of 25 ~ 34
years old have bachelor degree and master degree, 8 managers
from 10 managers with the age of 45 — 54 years old have
educational background from jumior high school (1 manager),
senior high school (4 managers) and diploma (3 managers).
Managers with the age of 25 — 34 years old think they have better
gducation background but their salary is lower than those managers
with the age of 45 — 54 years old because the managers with the
age of 45 — 54 years old have longer working period in CASMI so
they get higher salary. In CASMI, working period influcnces
increasing salary.

CASMI doesn’t have salary structure which considers educational
background. They only have very simple salary structure, which is
based on subjectivity of top management.

Fducation has significant difference in general job satisfaction

between managers with senior high school and masier degree.

Universilas indonesia

Job Satisfaction..., Tengku Mohamad Meidi Akbar, FEB Ul, 2009



88

Managers with master degree are more satisfied than managers
with senior high school degree.

This is related 1o the study from Norvald and Weaver (1982), 2
principal motivation for attaining a high level of formal education
in American society has presumably been able to do satisfying
work, and there are reasons to believe that education does tend to
enhance job satisfaction,

In CASMI, 17 managers graduated from senior high school and
only 4 (four) managers graduated fom master degree
Management of CASMI gives more atienfion to managers with
master degree by giving them higher salary, more promotion
opportunities, and more training opportunities. It makes them more
satisfied. But for managers with senior high school, management
only gives them standard attention by giving standard salary, iess
promotion opportunities, and less training opportunities, therefore
they are less satisfied.

Working period has significant difference in promotion dimension
between managers with service years of § — 5 years and 5 — 7 years,
Managers with service years of 0 — 3 years are more satisfied,
From 76 managers in CASMI, most of their working period {tenure)
is more than 7 years (56 managers) and between 5 ~ 7 years (14
managers). It means that they have been working in CASMI for
enough long time.

Top management focuses on young managers with tenure of 0 — 5
years because they have high spirit and they like to be challenged.
Although managers with 5 — 7 years tenure have minimum
education of bachelor degree, they are afraid to take challenge from
management. For instance, top management always try to create
promotion opportunities for all managers by opening new branch,
developing the business, and doing the re-generation program
based on one of the value from philosophy of Olympic Group. But,
for managoers with service years of 5 — 7 years, they are already
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satisfied and enjoy their current position, so they don’t want to
transfer to other location or be promoted to higher level.

. Factors influencing general job satisfaction of managers in CASMI are job
and supervision. The other dimensions (pay, promotion, and working
relations} have no effect.

Job and supervision dimensions have significant impact on peneral job
satisfaction. Job and supervision dimensions contribute 58,4% to general
job satisfaction. If management can improve job dimension and
supervision dimension, it will influence 58.4 % of general job satisfaction.

Managers in CASMI want challenging 1ob, good title of position, and
good supervisor or leader. The challenging fob and good title of position
can make them proud of their job and themselves Effective supervisor or
leader can give them clear direction to do their job and motivate them if
they face problems,

In current condition, management of CASMI already gives good position
title for their managers. Related to supervision dimension, in current
condition, the refationship between managers and their leader are more
ltke transactional relationship, formal relationship, and they get less
supervision from their leader,

d. The relationship between general job sabisfaction and promotion
dimension is negative, It means that when we increase the promotion, the
general job satisfaction will decrease.

From the real condition in the company, the promotion policy is not
attractive. When somebody gets promation, he or she will not
automatically get the increasing compensation and benefit. They must do
acting period for & months until 12 months. They will get increasing
compensation and benefit after they pass the acting period. Sometime,
managers dor’t get any increaging of their compensation although they
have been promoted by the company. They will only get increasing
compensation and benefit base on ment system on February or March
every year. It is not ¢lear for them, they get increasing salary because of

their performance or their promotion.
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In current condition, CASMI does not have good promotion system,
compensation and benefit system and top management thinks that
promotion 13 about position only, and they don’t give salary increase or
incentive scheme,

1t makes the managers less motivated when they get promotion, They like
promotion but they also want increasing salary as the logic consequences
of the promotion.

The other thing that can describe the nepative relationship between general
job satisfaction and promotion dimension is because most of the managers
in CASMI have been in the company for more than 7 years, with the age
of more than 34 years old, They graduated from master degree {1 female
manager), diploma {($ managers), senior high school (12 managers), and
junior high school {2 muanagers). They already get their comfort zone, so
they are less motivated to get promotion. They prefer to stay at their
current posttion. For example, most branch managers prefer to stay at their
current branch rather than move 1o bigger branch at the other area although
by moving to bigger branch is promotion for them. They don't want 1o
move to other area because they already enjoy being in their current
branch, family or children reason, and CASMI’s unattractive promotion
policy.

Overall, we can say that in CASMI, the dissatisfaction of managers caused
by the current human resources management system in CASMI such as
compensation & benefit system, promotion policy, career path & career
planning, people development program, and performance appraisal. Most
of decision relsted to compensation & benefit, promotion, people
development policy, and performance appraisal come from decision of top

management.

Universitas Indonesia

Job Satisfaction..., Tengku Mohamad Meidi Akbar, FEB Ul, 2009



91

6.2 SUGGESTIONS
The suggestions for management of CASMI

a. Top management must make improvement program related o job and

supervision dimensions to mainfain general job satisfaction level. The
company must create good relationship between all managers and between
managers and their leaders by implementing good organization mechanism
(information mechanism, instruction mechanism, consultation mechanism,
and coordination mechanism), informal activities ke sport aciivities,
lunch together, family gathering, etc to increase their satisfaction related to
supervision. Top management must give more challenging and qualified
job, good position title o managers to increase their pride o their job.
Top manapement must create interesting offering for managers with senior
high school by giving good title of position, challenging and qualified job
to increase their proudness of their job, more competitive salary, and more
training opportunities,

b. Top management must create more competitive salary structure based on
updated salary survey and combine 3t with promotion policy. Top
management must give managers with the age of 25 —~ 34 years old the
more competitive salary and allowance based on their performance, not
vear of service. Top management must increase their salary automatically
when they pget promolion, 2t least after they pass an acting period. Top
management also can give them other benefit, for instance, give them
opporiumties to have the share of company, give them good life insurance,
etc,

c. Top management must make career path and carcer plasning for all
managers, especially for female managers and managers who have longer
waorking pericd. Top management must give more promotion opporiunities
to female managers amd managers who have service years of § ~ 7 years,
For female managers, top management nmst give solution to their
difficulty moving o other province in Indonesia related to promotion. For
instance, making policy that CASMI’s representatives in Jabodetabek and

Jabar are for female managers or ask them where is the location they want
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to move. 1t will help female managers to get promotion opportunities and
therefore will increase their satisfaction level related to promotion.

For regeneration program, top management must make managers with
service years of 5 — 7 years and managers with senior high school as
priority to increase their satisfaction level related to promotion. They are
already loyal to company, sc the company must pay attention to the
progress of their career in CASMI by creating their career path and career
planning, development program, etc.

Top management must create attractive promotion policy and
communicate the system to all managers whe get promotion.

Top management must create integrative and comprehensive development
program for all managers to increase and improve their knowledge, skill,
and attitude.

Top management must create objective performance appraisal system o
make motivate all managers that they are reviewed objectively by top

management and combine it with attractive reward system.
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Appendix 1: Questionnaire

KUESIONER
QUETIONNAIRE

A. PROFIL RESPONDEN
Respondent Profile

Beri tanda ¥ di [ pada jawsban yang paling sesuai dengan Anda.
Piease check~N on e [7]

1. Jenis Kelamin &Gender)
1. Laki-laki (Male)
2. Perempuan (Femuals)

0 K

2. Usia (dge}
1. Dibawah 2§ Tahun (Below 25
2,25 - 34 Tahun 25-34)
3. 35~ 44 Tahun 35 -44)
4, 45 ~ 54 Tahun 45 3¢
5. Di atas 34 Tahun Owver 345

30108 o

3. Pendidikan Terakhir (Educational Background)
1. SLYP (funior High School)
2. SLTA (Senior High School)
3. Akadem (Diploma}
4. Saviana (Bachelor)
5. Magister Magister)

oM 3

4. Masa Keria (Working Period)
1. Rurang dari 1 Tahun (Less Thow ! year)
2. Antara 1 dan 3 Tahun (Benween 7-3 years)
3. Antara 3 dan 5 Tahun (Between 2-5 years)

gy a
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4. Antara § dan 7 Tahun Betwveen 5 -7 years) o
5, Lebih dart 7 Tahun (More Than 7 years) 8

5. Status Perkawinan Marital States)
1. Menikah fdorried
2. Tidak Mendkah (Singled
3. Dudallanda (Wadower)

o1 L

B. KEPUASAN KERJA (Job Satisfaction}

L. Aspek Pekerjaan Job itself
Pikickan mengenai pekerjaan Anda saat ini. Bagaimana kondisi pekerjaan Anda saat
ini dikaitkan dengan pilihan kondisi di bawah ind, Pilih jawaban :

I Sangat tidak puss
2 Tidak puas

3 Puas

4 Sangat puag

Think of the work you do at present. How well does each of the following words or phrases describe your work? In he blank beside ¢ach word or phrase below, write ;

I Very dissatisfied
2 Dissatisfied

3 Sutisfied

4 Very Satisfied

Pekerjaan Saya saat ini
My ourvent fob is

1. Merpesona/™Menarik Faseinating L e
2. Rutin Routine ' W
3. Memuaskan Sarisfing Ly " 4
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i 2 3 4
5. Baik Good 2 3 4
6. Memberikan perasaan keberhasilan Gives sense of accomplishment i 2 3 4
7. Terhormat Raspeced 1 2 3 4
8. Tidek nyaman Lincomfortable 1 2 3 4
9. Menyenangkan Pleasant P23 4
10, Bermanfaat Usef 1 2 3 4
11. Menantang Chollenging 1 2 3 4
12. Sederhana Simple 1 2 3 4
13, Berulang Repetitive 1 2 3 4
14, Kreatif Creative ] 2 3 4
15. Tidak cerdas Dl S 4
16. Tidak menarik Uninreresting 1 2 3 4
17. Risa melihat hasil keria Can see reguits i o 4
18. Menggunakan kemampuan saya Uses my abifities L 4 4
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II. Aspek Penghasilan Poy
Pikirkan mengenai penghasilan yang Anda peroleh ini. Bagaimana kondisi
penghasilan Anda saat ini dikaitkan dengan pilihan kondisi di bawah ini, Pilih
jawaban

1 Sangat tidak puas
2 Tidak puas

3 Puas

4 Sangat pues

Think of the pay you get now. How well does each of the foliowing words or phirases describe your prasert pap? in he blonk beside each word or phrase below, write

} Very dissatisfied
2 DMssatisfizd

A Katisfied

4 Very Satisfied

Penghasitan Saya saat ini ;
My current puay is

1. Cukup untuk pengeluaran normal fncome adeguate for normal expenses IF 2 st 4
2. Adil Fair 12 3 4
3. Tidak memadal Barely live en income ¥ AR 4
4, Buruk Bad I 2 3 4
5. Pendapatan yang dapat memberikan kemewahan fncome provides beewies 1 2 3 4
6. Tidak lavak Less than | deserve e 0 ity
7. Baik Well paid R e
8. Memberikan rasa tidak aman frrecwre I ¥

1 2 3 4

9. Dibayar kurang/di bawah kewajaran Underpaid
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HI, Aspek Kesempatan Promosi Pramotion
Pikirkan mengenat kesempatan promosi di perusahaan Anda saat ini. Bagaimana
kondisi kesempatan promosi di perosahaan Anda saat ini dikaitkan dengan pitihan
kondisi di bawah ini. Pilih jawaban :

1 Sangat tidak puas
2 Tidak puas

3 Puas

4 Sangat puas

Think of the opporianities for promotion that you have now. How wefl does each of the joliowing words or phirases describe these? In he blank beside vack word or phrase
batow, write

1 Very dissatisfied
2 Dissatisfied

3 Satisfled

oA Very Sutisfied

Kesempatan promosi di perusghaan Saya saat il ;
My current opportunities for proniotion are

1. Banyak peluang untuk promosi Gaod epportunities for premation i e
2. Terbatas Oppormmnities somewhat Hinited LA i 4
3. Promosi didasarkan kemampuan Promoiion on ability 1 2 3 4
4, Tidak ada kesempatan promosi Dead-end job 1 23 4
3, Kesempatan terbuka vntuk promost Goad chance for pramotion B e, 4
6. Kebijakan promosi tidak adil Unfair promotion policy ] 3% 3
7. Kesempatan promosi jarang Mfiequent promotions i 2 3 4
8. Promosi adalah kegiatan regolar Regidar promotions Ly, T
9. Kesempatan promosi cukup baik Fairly good chances for promotion i 2 3 4

L-5
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I¥. Aspek Supervisi dati Atasan Suparvision
Pikirkan mengenai bentuk supervisi dari Atasan yang Anda dapat di pekerjaan
Anda. Bagaimana bentuk supervisi dari Atasan yang Anda dapat di pekerjaan
Anda dikaitkan dengan piliban kondisi di bawah ini. Pilih jawaban :

I Sangat tidak puas
2 Tidak puas

3 Puas

4 Sangat puas

Think of the kind of supervision that you get on your job. How well dogs each of the following words or phrases describe this? in he blank beside each word or phease befow,
wriig

{ Very dissatisfied
2 Dissatisfied

3 Swtigfied

i Very Sutigfied

Bentuk supervisi dari Atasan yang Saya dapat di pekerjaan saya adalah :

My current kind of supervision is

1. Menanyakan saran saya Ask my odvice W 2 i
2. Sulit untuk memenuhi keinginannya Hard 1o please i Y uine 4
3. Tidak sopan hupolite 1 2 3 4
4. Memberikan pujian untuk pekerjaan yang bagus Praises goad work 1 2 3 4
S. Bijaksana/penuh pertimbangan Facyfid [ i N
§. Berpengarul faflwential 12 3 4
7. Terkinifterbarn Up-to-dare Oy e
8. Tidak memberikan supervisi vang cukup Doesn 't snparvise enaugh |, -
9. Memiliki karyawan yang disenangi Hes favorices I S 4

1-6
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10. Mengatakan bagaimana Kinerja saya Tefls me wiere | stand i 2 3 4
11. Mengganggu dnnaying P2 3 4
12, Keras kopals Subborn i 2 3 4
13, Mengetahul pekerjaan secara batk Knows job wefl I 2 3 4
14. Buruk Bod 1 2 3 4
15, Pintar Inelligerm I 2 3 4
18, Perencana yang lemah Poor planner I 2 3 4
17. Ada pada saat dibutuhkan dround when needed 1 2 3 4
18, Malas Loy 1 2 3 4

Job Satisfaction..., Tengku Mohamad Meidi Akbar, FEB Ul, 2009
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V. Aspek Rekan Kerja Coworkers

Pikirkan mengenai rekan kerja Anda di pekerjaan Anda, Bagaimana rekan kerja
Anda dikaitkan dengan pilihan kondisi di bawah ini. Pilih jawaban :

1 Sangat tidak puag
2 Tidak puas

3 Puas

4 Sangaf puas

Think of the mujority of peaple with whon: you work or meet in convection with your work. How well does gach of the folowing words vr phrases desoribe these peopie? in
he blank beside each word or phrosg bolow, write

1 Pery dissotisfiad
2 Dissatisfied

3 Satisfied

4 Very Suiisfind

Rekan keria Saya adalah rekan kerja yang:
My cirrent Cosworkers are:

1, Mendukung untuk lebih baik Stimdating L2 Gaad
2. Membosankan Boring ¥ 4 3 4
3. Lambat Sfew 1 2 3 4
4. Penolong Helpfil i e 4
5. Bodoh Srupid 1 2 3 4
&. Bertanggung jawab Responsibie W R
7. Cepat Fasr s e Tl
8. Pintar Intelligent L2 3 4
8. Mudah membuat musuh atau permusuhan Zosy 1o make enemies I 2 3 4
10, Terlalu banvak bicara 7a/% roo much 1 2 3 4

Job Satisfaction..., Tengku Mohamad Meidi Akbar, FEB Ul, 2009
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12. Malas Lazy

13, Tidak nyaman Unpleasant

14. Tukang gosip Gossipy

15, Aktif Aotive

18, Minat kurang Narrow interests
17. Setia Loyl

18. Keras kepala Sndbborn

MMMMMM
BB NI ORD NI OBOAD O
fed  dad sl La) L Lk L LD
N N O N O S
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V1. Aspek Pekerjaan Secara Umum Job in General

Pikirkan mengenai pekerjaan Anda secara umum. Secara umum, bagaimana Anda

menilal pekerjaan Anda. Pilih jawaban :

1 Sangat tidak puas
2 Tidak puas

3 Puas

4 Sangat puas

Think of your job in general. All in all, what is it like most of the time? In he blank beside each word or phrase below, write :

1 Very dissatisfied
2 Dissatisfied

3 Satisfied

4 Very Satisfied

Pekerjaan Saya secara umum adalah pekerjaan yang:
My current Job is:

Menyenangkan Pleasant

Buruk Bad

Ideal ideal

Pemborosan waktu Waste of time
Baik Good

Tidak diinginkan Undesirable
Bermanfaat #ortmvhile

Paling buruk Worse than most

e AL o o o

Dapat diterima Acceptable

10. Superior Superior

Job Satisfaction

1 2 3 4
1 2
I -
1 2 3 4
1 2 3 4
M 2w 3 4
e 3% %
1 2 3 4
. T
I B 5 4
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11. Paling baik Berrer than most

12. Tidak menvenangkan Disagreeable
13, Membuat saya berisi Maker me coment
14. Tidak layak Inadeguaie

15. Baik sekali Excellers

16, Curang/menyebalkan Kouer

17. Menyenangkan Enfoyable

18. Menyedihkan Poor

D S VN
(A SR I I O

LTSNV B P " R v
O T T - - R <Y

Lad
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Appendix 2: Reliability

Reliability {JOB}
i, JORL
2. SURZ
3. JOB4
4. JOBSE
5, JOBRG
8. JOB7
T, JOB9
%, JOB10
3. Jogil

10, JOBLY
ii. JOBLS
1. JOB1S
13, JOBLY
14, JOB1E

Statlstics for

SCALE

44,

ITtem~total Statistios

JOBL
JOERE
FUIE4
JUHES
JOBE
JORE

Soals
Mg
if Irem
Deleted

43.8474
41,2500
44,9078
44,9868
41.0000
41,0000

Maan

LO78¢
LPEES
LLEB4
L0388
L0283
L0263
L0132
L2783
L6CTH
L2888
.28898
L2368
L1874
L2500

W) L G ) L Gl L) L L L) Ll B L

Maan vVariange
0263 20,0528

Scale
Varianoe

i Item

Delated

16,8505
17,8167
17.5514
iR, 8932
17.8400
17.9%33

Job Satisfaction..., Tengku Mohamad Meidi Akbar, FEB Ul, 2009

Std Daev Cases
-GRE2 3&6.0
LB0RE 6.0
5888 6.0
L2587 TE.C
LA882 16,0
LA611 76,0
.5031 74.0
.521s 74.0
L5460 76,0
L4849 76.5
L5848 6.0
L1083 6.0
L4007 TG
L4933 T6.0

N af
3td Dev Variables

4.4780 14

Corrected
Ttem- Algha
Total if Item

Corralation Deleted
4829 L8624
AG3E L8611
4275 LE633
L4584 B638
LETR L8504
LETT74 . 8505
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JOB9Y

JOB10
JOB11
JOB14
JOB15
JOBLlé&
JOB17
JOB18

41.
40.
40.
40.
40,
40
40.
40.

0132
7500
6184
7368
7368

.7895

8289
7763

RELIABIULTITY

Reliability Coefficients

N of Cases = 76.0
Blpha = .8669
Reliability (PAY)

1. PAY?Z

2. PAY3

3. PAY4

4. PAY®

5, BAYS

6. PAY9
Statistics for Mean

SCALE 15.1053

Ttem-total Statistics

Scale
Mean
if Item
Deleted

y23

[N IS oS AL RN

17.2685 . 6058
17.1767 . 5885
17.0391 .6025
17.2632 .6340
16.6765 .6355
16.9684 L4417
18.1170 .5204
17.0293 .6828
NALYSIS - s C
N of Items
Mean Std Dewv
.3289 .5511
L4342 .6183
.8026 .6329
L6316 .6898
LA737 .5994
.4342 .6799
Variance Std Dev Va
7.0021 2.6461
Scale Corrected
Variance Item-
if Item Total
Deleted Correlation

Job Satisfaction..., Tengku Mohamad Meidi Akbar, FEB Ul, 2009

(&4 L P H B)

.8539
.B545
.8537
.B527
.8515
.8658
.8591
.8501
AL E
= 14
Cases
76.0
76.0
76.0
76.0
76.0
76.0
N of
riables
(3
Alpha
if Item
Deleted
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PARYZ
PAYS
PARY4
PRYS
PAYE
PAYS

12.
12,
iz.
ig.
iz,
12,

TI63
8711
idZs
§737
£318
6711

Beliability Coefficients

Blpha =

LTBLG

78.9

.5893
. 2837
L8805
L8783
L1425
L8370

W LA e s LN N

Reliability (PROMOTION)

Lo+ QU P e VR F2 I OO LN 6 35 S04

Statistics for

PROL
PRGZ
PRGI
PRO4
PROS
PROG
PROY
PRGE

BCALK

Mean
22,8158

Ttam-votal Statisbtics

Scale
Menrs

54

Ttem

Delebad

Mean

2.8421
2.6711
2. 9605
3.2368
2.9603
2. 7500
2.6316
2.76R32

Variance
§.0723

Scaie
Vayiange
i1f Item
Delented
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AZHT
41840
L6155
LE1BE
-B8ig
. 5654

H of Items

Std Dev

L6122
.5748
L4744
.5130
.4454
.5686
.5620
.5130

Std Dav Va
2.8412

Corzented
Ttem-
Total

Correlation

. TE4H
. 7147
L TE2EG
403
e B A
L7534
= 8
Lases
T6.0
76.10
78,0
76.0
T6.0
76.0
76.0
76.0
N of
riables
B
Bloha
1f Item
bBeleten

14



PRI
PROZ
PR3
BROA
PROG
PROS
PRO7
PROG

i,
20,
is.
18.
18,
20,
24,
2C.

8737
1447
BERY
3789
BE53
3858
1842
aids

5.7880
8. 3654
&. 7823
6. 5404
&.5254
4.31156
6, 3823
6.2108

Reliabllity Coefficients

N of Cases =

Alpha =

.81

1

16,0

Reliability (SUPERVISION)

R I W N e

8UP11
50P12
SUP13
5UP14
SUP15
SUP18

atistics for
SCALE

18.

am~tokbal Statistics

Scale
Maan

if Itgm
Deleted

Mean

L0553
.Bges
241
1447
L9211
L1711

Gar N L I B f

Mean Varlance
2763 5.1093%

Scale
VYariance
i€ Toem
Deleted
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LB4%1 PSR
LAT4AE LBEAE
CBABT LB113
LEHR3E LB 4
a2k CTRED
LE5808 . T807
ARG LBOES
LBesE LIBEZ
N of Items = 3
Std Dav Cages
L5311 T6.0
L4470 T6.0
LB1RT 16,0
L5587 16,0
LA247 76.0
L5748 76,0
N of
Std Dev Variables
2.2604 &
Carractad
Itam- Alphs
Tatal i€ Toam
Carrglatien Delated
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SUPLL 1501711 3.6104 .BR2Y Bl4E

g0PL2 15.289% 3.7818 LBAEG V1876
8UPL3 15,3289 3.5037 L6977 LTE4S
BUP1I4 15,1316 3.1829 -8101 LTEES
SUPLE 15,3553 4.1254 ~ 4658 L8294
suple 5.30353 d.8021 . 4358 JEBA29

Reliability Coefficlients
N of Cases = THLD N of Itemz = &

Alpha =  .8318

Reliability (CO-WORKER)

Menn St Dmve Cases
i HWREL 3.1447 .4533 6.0
2. WREZ 3.078% L4247 76.0
3. WREX 2.85583 LSBT 6.0
4. WRES 32508 . 43589 76,0
5. WHES 3.05498 L3441 6.
G. HWRET 263 L H05% Te.4
7. WRES 31974 .B16% 76.0
g, WRELD 2.58737 4611 76.0
%, WRELL Z.828% LAT3E0 760
30, WRELZ 3.1447 AB3R TR0
1. WREL3 3.,4004 L AERL Te.8
12. WRELSL 3.0748% L6834 T6.C
13, WRELS . B605 . 3809 16.0
i4. WRE14 “.8211 4550 76.0
1R, WRELH £.%8605 . 4454 6.0
BN oob
Statistics for Mman Varianee Std Dey variables
SCALE 45,3105 18,3284 4.,2812 L 5

Ihem-totel Statistics
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WREL
WREZ
WRES
WRES
WREG
WRET
WRES
WRELD
WRELL
WRELZ
WRELZ
WRELY
WRELDS
WRELS
WRELS

Scaie
Mazn
if Item
Deleted

42.0858
£2.131¢6
42.3553
41,8605
42,1711
42.4342
42 .0132
42 . 2388
42 .381¢6
42 . QB8
42,2305
4%.1318
42.2500
42,2885
42, 2500

ABLIABILIT

Rellability Coefficients

N of Cages =

Alpha =

76,0

. B908

Reliability (JOB SATISFACTION)

~i O U D L MO

JGL
JE2
i34
e
JeT
Jee
Jiag
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(AL P E A

Scale Correated
Variance Item- Aipha
if Item Total if ftem
Deleted Correliation Deletad
16.515¢% LA353 LEpRn
i5.76381 L7653 JEIRS
15.4321 . 5888 CBE3E
i6.4384 L4810 LEBETH
15,5437 L5852 LEH38
14,1685 LABTE CBBR2
15,5065 .6275 LB8140
15.28%8 L5806 LBE6E
15.4258 . 4380 LBE5]1
15,3156 7913 B4
16,5151 115 L8842
15,8431 . 5834 » BE2Y
16.6967 L4776 L8871
i%.5684 711D LB776
16.3233 -5Glg -B8&a2
ANARLYSTIS - SCALE
N of Items 15
Maan Std Dev Cases
3.1974 L5327 76.0
3.30286 L4824 76.C
3.1711 4439 6.0
3.1974 .4624 78.0
3.,2893 48465 75.0
3.4808 o031 75.0
3,089 L2714 5.0
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g, JGLZ 31447 LBheY FELO

3, JG14 3.2105 L4417 TELD
ig. Py £ 2.302¢8 L4804 8.0
i3 ST 301184 VARG FE. 0
iZ. SR 3.1842 CBORS TELO

H of
Staristios for Maal Yarlance 2t Dev Variables
SCALE 35,6842 14.77523 3.8408 12

Ttem—total Statistics

Soale Boale Corrected

Mean Variance Tt e Alpha

it Ttem if Ytem Total Lf Item

Deleted Lelelad Correlation Peleted
J51 3%, 4868 12,6532 LBRLE 9301
JG2 35.381¢6 12.5889] LBO39 LBULG
JGA 35.5132 12.54998 ~B206 L9001
JG6 35,4868 2, 0660 LTS LBO9ZR
Js7 35,3947 id. 68154 54944 L9014
JGE 35,1974 12,3205 L6168 LO00&
JGY 35.6D53 13,6288 L5238 L9053
JG12 35.53495 11.8831 L7122 BOEG
JG14 35,4137 12.2793 L1359 L8947
JG16 35,3816 12,1858 L6793 LBYTS
JG17 35.5658 12.9423 CRRRT L9045
JG18 35.5000 12.1733 L6534 L BARY

Reliability Coefficients
N of Cases = 76.0 M oof Items = 12

Elpha = .9070

1-18
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Appendix 3: Compare Means Analysis

Oneway Anova (age)

Deseriptives
5% Confidence interval for
Mean

RMoan Std, Dovdabion | Sid, Error | Lower Bound | Upper Bound | Mindmum | Mawimum

OB AVE 25 - 34 Years Oid 22 346 344 087 Xt 329 3 4
35 - 44 Years Old 44 313 343 082 3.03 324 2 4

45 - £4 Years 08 10 318 238 G758 3.01 335 3 4

Tolal 78 3.44 Pt 437 307 322 2 4

PAY AVE  25-34 Years Oid 22 2.31 AS4 105 2.09 2.5% 1 3
35 - 44 Years Dig 44 257 53] L80 245 269 2 4

45 - 54 Years Old 10 2.73 562 g4 2.47 249 2 3

Total 78 252 Ad1 A5 242 262 1 4

PROAVE 25 - 34 Years Oid 22 2.88 411 88 2,70 3.06 p 3
35 - 44 Years Old 44 2.8 340 051 2.71 281 2 4

45 - B4 Years Old 10 2.98 275 .087 2.78 3.17 3 4

Total 76 2.85 3685 041 277 2.83 2 4

SUP_AVE  25. 34 Years Oid 22 3.04 252 ¥4 2.93 3.18 3 4
35 - 44 Years Old 44 .03 AR M58 2.90 3.7 1 4

45 - 54 Years Qid 10 2.90 B39 202 2.44 3.38 1 4

Trotal 76 ed 434 D4y 292 342 1 4

WRE AVE 28.34 Years Ol 22 2.97 SO0 L1564 2.84 30 2 4
38 - 44 Years Old 44 345 300 48 2.868 314 2 4

45 - 54 Years Old 13 2.85 154 D48 284 3.08 K1 3

Total 78 3.01 285 033 2.95 308 2 4

S AVE 28 - 34 Yaars Old 22 3.16 B35 AiEt 106 327 3 4
35 - 44 Yoars Old 44 3.24 2343 882 3.13 3.34 3 4

45 « 84 Yegrs Qid 10 3.30 377 A48 3.03 357 3 4

el 78 3.22 SED AR5T 3.18 3.30 3 4

Job Satisfaction..., Tengku Mohamad Meidi Akbar, FEB Ul, 2009
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Test of Homogeneity of Variances

Levens
Slatistic gft g2 Sy,
JOB AVE 1.078 z 73 46
PAY AVE 1.004 2 75 A7
PRO_AVE .BB3 2 73 418
BUP AVE 1.881 2 73 A0
WRE_AVE 4.521 2z 73 225
JG_AVE 1412 2 73 250
ANOVA
Burm of
Bougres Mean Sauare B Sig.
JOB_AVE  Between Groups 018 2 {09 8¢ G915
Within Groups 7.654 73 08
Total 7873 75
PAY _AVE  Batwesn Groups 1.538 2 769 4.302 17
Within Groups 13.0560 73 e ¥i:
Total 14.588 75
FRO_AVE  Betwsen (Groups .248 2 24 084 79
Within Groups 8.211 73 126
Total 9.460 75
SUP_AVE  Between Groups 159 2 080 423 657
Within Groups 13.762 73 189
Taotal 13.921 78
WRE AVE  Betweer Groups 437 2 069 837 AST
Within Groups 5872 73 82
Total 5,109 75
S5 AVE Batwesn Groups 147 2 G974 212 Ad4
Wilthin Groups 7.538 73 1<
Total 7.683 75

Job Satisfaction..., Tengku Mohamad Meidi Akbar, FEB Ul, 2009
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Post Hoc Tests

Multiple Comparisons

Mean
Dependent Difference Sid, 95% Confidence Interval

Variable (1) AGE (J) AGE {I-J) Error Sig, Lower Bound Upper Bound _|

JOB_AVE Tukey HSD  25- 34 Years Old 35 - 44 Years Old .02 .0as 971 -18 22

45 - 54 Years Qld -03 123 978 -32 27

35 - 44 Years Old 25-34 Years Old -.02 .085 971 -22 18

45 - 54 Years Old -05 113 915 -32 23

45 - 54 Years Old 25 - 34 Years Okl .03 123 976 -27 32

35 - 44 Years Cld .05 113 915 -23 32

Bonferreni 25 - 34 Years Old 35 - 44 Years Cld 02 .08s 1.000 -19 23

45 - 54 Years Old -03 A23 | 1.000 ~33 .28

35 - 44 Years Od 25 - 34 Years Cld -.02 085 | 1.000 -23 .19

45 - 54 Years Cld -05 13 | 1.000 -32 23

45 - 54 Years Old 25 - 34 Years Old .03 123 | 1.000 -28 33

35 - 44 Years Old .05 113 | 1.000 -23 32

PAY_AVE Tukey HSD 25 - 34 Years Old 35 - 44 Years Cld -.26 110 .053 -53 .00

45 - 54 Years Old 42" L1681 028 -81 -.04

35 - 44 Years Oid 25 -34 Years Cld .26 2110 .053 .00 53

45 - 54 Years Cld -16 148 524 -52 19

45 - 54 Years Qld 25 - 34 Years Cld 42" J161 028 04 81

35 - 44 Years Old 16 148 524 -19 52

Bonfermreni 25 - 34 Years Qld 35 - 44 Years Qld -26 110 062 -53 .01

45 - 54 Years Qld - 42" J161 .03z -82 -03

35 - 44 Years Old 25 - 34 Years Cld .26 110 082 =01 53

45 - 54 Years Cld -16 148 B39 -52 20

45 - 54 Years Qld 25 - 34 Years Cld A42* 181 .03z .03 .82

35 - 44 Years Old .16 .148 A39 -20 52

*. The mean difference is significant at the .05 level.
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Multiple Comparisons

Wﬁ({mt ﬁi;ﬁ;ﬁ:@& 8{6 5% C@ﬁfﬁm iﬁ%
Vasiaot e 3 AGE {d} AGE () Eecor | Sig. | lowe Bousd | Upper Bound
PR R YE " Tilkay MaL 25 -~ 34 TEars i 35 - 44 Years oK o7 093 it « 18 28
45 - 84 Years Old - 08 KIS i 42 e.ccd
244 Yeurs Did 25 34 Years Old ~G7 10X 728 s 15
45 - 84 Years Oid - 17 24 384 -A48 A
45 « 34 Years Ol 25~ 34 Yoars Od Wt 435 ST - A2
35 - 44 Years Oid A7 124 384 ~ 43 A
Banferrani 25 -3 Years Old 35- 44 Years Old a7 J193 1600 « 15 Koo
45 - 54 Years Old - 08 Jd35 1.000 - 43 24
35-da¥Years Old  25-34 Years Old -07 .0as 1000 - 30 A6
45 - 54 Years Old -7 24 i - &7 14
45 - 54 Years Old 25 - 34 Years Old .09 135 1.000 ek A3
35 - 44 Years Ol i A28 R «14 A7
SUR_AVE  TukeyHSD  25-34 Years Old  35- 44 Years Old .00 113 949 ~27 L8
45 -~ 54 Years Old A4 66 B84 B B3
35 - 44 Years Old 25- 34 Years Qld .00 413 898 w2l AT
45 - 54 Years Old A3 162 6554 el A0
45 ~ 54 Years (id 25 - 34 Years Old ~14 186 G4 - 5% LB
35 - 44 Years Ol =12 A52 B84 85 238
Bonferrom 25 - 34 Years Old 35 - 44 Years Cld A0 Nix 4,000 wa? 28
45 . 54 Years {id .14 B8 | 1000 ~&r B4
AS-44veas Od 25 -34 Yearm Old D0 13 1,000 i 27
45 - 54 Years Uk A3 JA62 1.000 w2 &1
45-5dvYearsOtd  25- 34 Years CK - 14 188 4000 - 54 Fits
35 ~44 Years Old o N E) pReY w81 24
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Muitipls Comparisons

Dependent Di:;l‘f::ce 5id. 96% Cenfidence Inferval
|_variable () AGE (J) AGE (I} Error Sig. Lower Bound Uppar Bound
WRE_AVE  Tukey Ml 25- 34 Years wid 35+ 44 Years Qd g8+ o1 532 -6 ki
45 - 54 Years Od (2 08 58 - 24 28
35 - 44 Years Ol 25 . 34 Years G4 Re:.d 78 Lan -1 bl
A% - 54 Years O e Lt G Ry -4 34
45 - 54 Years Ok 25~ 34 Years Gid w {12 Abe BEE -28 o4
35 - 44 Years Cld =10 J3an £ =34 4
Ronferroni 25 - 34 Years Oid 3% - A4 Years Ol 4B 075 858 -26 i
48 - 54 Years Cid 02 09 | 1.000 ~25 <B
35 - 44 Years Okl 25 - 34 Years Old 8 L75 58 -10 25
45 « 84 ¥aars Old g s 1008 .15 34
4% - 54 Years Cid 25 - 34 Years Oid ~{32 08 1000 -28 25
35 - 44 Years Oki 4G A00 1 1000 ~33 A%
S5 AVE Tukey HSL -5 Yeumrs O 3 - 44 Years Oid « iyt 084 84 -27 g3
45 - B4 Years O w4 .123 S0 -43 A8
38 - 44 Years O 25 - 34 Yaars Qid RoXy 84 Bh4 =13 Vs
45« 54 Years Old ~.08 13 B41 -33 21
A5 - 54 Years Ol 25 - 34 Years Old A4 123 5056 -16 A3
25+ 44 Yoars Old 08 R E X Bt .21 33
Bonfamon 28 - 34 Years Oid 34 - 44 Yeoars Cid ¥ 84 15000 - 28 A3
45 - 54 Yeurs Gld » 14 123 Bl ~ 44 A
38 .44 Years O Af - 3 Years Oid o7 584 1.000 -3 2B
4% « 54 Years Oid =G5 413 1 1008 - 34 21
45 » B4 Years Od 25 » 34 Years O A4 523 B0 =16 A4
35 44 Years Cld el 113 1.000 -21 34

Job Satisfaction..., Tengku Mohamad Meidi Akbar, FEB Ul, 2009
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Oneway Anova {education)

Descriptives

95% Confidence Inlerval for Mean
Mean 5td. Deviation Std. Error Lewer Bound Upper Bound Minlmum Maximum
JOB_AVE Junler High School 2 2.95 051 036 2.51 3.42 2 3
Senior High School 17 RN ] 312 076 2,95 327 2 4
Diploma kb | a2 arn RAL] 2.96 3.47 3 4
Bachelor 42 312 Aoy 047 3.03 3.22 3 4
Magister q 3.43 345 473 2.ee 3.98 2 4
Totl 76 114 220 037 .07 222 2 4
PAY_AVE Junior High School 2 2.13 AT 333 -1.80 5.57 2 3
Senlor High Sehool 17 2.52 399 .097 2. 2.72 2 3
Diplomna 1 2.81 430 130 2.32 2.89 2 3
Bachslor 42 2.54 467 072 2.33 2.69 1 4
Magister 4 2.13 .285 142 1.67 2.58 2 3
Total 76 2,52 441 051 2.42 262 1 4
PRO_AVE Junior High School 2 2,69 .265 187 a1 507 3 3
Senlor High School 17 2.97 271 056 283 an 2 3
Dipiorna 11 2.90 357 108 266 3.14 2 4
Bachelor 42 2.62 .361 .056 27 293 2 4
Magister 4 2.63 .5B6 253 1.69 3.56 2 3
Total 76 2.85 355 041 277 293 2 4
SUP_AVE Junior High Schoal 2 3.00 .000 000 3.00 3.00 3 3
Senlor High School 17 3.07 339 .0az2 2.89 3.24 2 4
Diploma 11 2.80 545 .194 237 3.24 1 4
Bachelor 42 3.03 395 061 29 3,15 1 4
Magister 4 325 500 .250 2,45 4.05 3 4
Total 75 3.02 431 049 292 3,12 1 q
WRE_AVE Junlor High Schoal 2 3.00 000 000 3.00 3.00 3 3
Senlar High Schel 17 3.04 329 079 287 a 2 q
Diploma 11 3.o8 328 009 2.86 3.30 3 4
Bachelor 42 3.00 272 042 2.9 3.08 2 L]
Magister 4 2.90 .258 A28 249 R 3 3
Total 76 301 285 033 295 3.08 2 4
JG_AVE Junior High School 2 3,25 354 250 07 6,43 3 q
Senior High School 17 213 289 70 2,93 3,28 3 q
Diplama 14 3.42 407 123 3.15 370 3 4
Bachelor 42 37 274 042 3.0% 3.26 3 4
Maglsler 4 3.60 258 129 3.18 4.01 3 4
Total 76 3.22 320 037 3.15 3.30 2 4
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‘Tost of Homogeneily of Variances

{evene
" Statistic 41 df2 Sig.
JOB_AVE 1.007 4 71 410
PAY AVE A1 4 71 869
PRO _AVE 1.687 4 71 87
SR AVE 1.828 4 71 433
WRE _AVE 852 4 71 439
JG_AVE 2.242 4 71 073
ANOVA
Sum of
Sauares df Mean Saquare F Sig.
CIOB_AVE  Between Groups 481 4 A20 1.168 324
‘Within Groups T 492 71 ity
Total FH73 78
PAY AVE  Between Groups 8 4 188 1.018 404
Within Groups 18,787 71 94
Total 14,888 75
PRO_AVE Between Groups 562 4 140 1.120 354
Within Groups 8.808 71 25
Total 8486 75
BUP_AVE  Baetween Groups T8 4 484 1.048 8%
Within Groups 13,948 71 A8s
Total 13.921 75
WRE_AVE Hatween Groups 20 4 A0 354 B40
Within Groups 5980 71 (&4
Total 6.109 75
JG_AVE Betwern Groups 1.280 4 322 3.581 Rex o
Within Groups 8384 71 484
Total 7883 75
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Dependent Variable: WRE _AVE

Multiple Comparisons

fpan
Eriffaponica d, $5% Confifenas Inmsriak

{1 EOY JY EDLU J..L Ervor Sly. Lower Bowad ;
Tikay HED i}nm g Setoel Sadnr H L= a— by TR “"{q:"m — 65 e S ¥l
Explatna % a2 557 - 55
EBachrier gy e 1000 -53 A%
Megsiar MG 252 043 .50 D
Serdor High Sonoet “uicr High Schwot B it t 400 57 &Y
Digtoma 4 13 397 -35 26
Bochelr B A58 958 -15 i
Hagisler 44 J58% kit -3% 2
Lhpan Sunior Hhgh Sohadd i 2R £87 <55 )
Serdor High Suhond g At ST -28 48
Bachelyr 4 AGa BS -8 o4
sagisiar a8 AT 823 -38 &5
fgttiior i Higy St " i ) -3 &8
Seetigr High Sehocd w48 sl SRE 27 g%
Diploma «4 gl N+ W35 .18
M agisior i) 8% .B&7 .33 A2
e Jurdor High Sthdol -1l tr] oT -80 £
Banior High School 't 181 810 59 31
Digdoenss ~ 18 B B -65 30
Bachoier IR Rit) 567 .52 g
Bonfer Jpnkde High Schoot Seniar High Schonl -4 217 1.909 -7 F3]
Diploma -0 483 1000 73 51
Bachplar 1) 210 1008 -&1 B
Mogistor At A58 1550 63 B3
Gonlor High Sehol “Hnigr High Sehaol 04 211 1,000 - 55 o7
Digharna 04 R3] 1.0 .ar 23
Bochalor 04 ] 11560 -8 28
Haghsior 4 N 1 000 “33 &1
EXgtoms JFanier High Schook o8 B 1.5560 57 3
Sanker Higk Sehaok o4 8452 1500 - a7
Harhaior a8 o] .06 - 20 s
Hagiaer A48 Ry 1.0 -t 57
Haguhdir urietr High Schoed o 2 1000 . &t EY;
Teniar High Schont 56 L8 1450 w38 g
{gtoeray 58 058 4000 -4y 28
Magiser 38 R 1% s L4
Mgeer R g SErE 50 287 $ RN -3 &3
Seordor High Sehost .14 Rt E I H e
{¥ptom 38 AT 000 5% 34
Bashaier -1 Mg 1400 54 24
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Oneway Anova (work period)

Dascriptives
95% Conlidente Interval for
Mean

Mean Sid. Beviglion | 8id. Error | Lower Hourd | Upper Bound | Minlmum | Maximum

JOB_AVE (- 5years § 3,32 B2k 1314 268 3.68 3 4
§-7 yaars 14 313 882 97 252 334 3 4

=7 years 56 13 308 041 3.08 3.21 2 4

Total 76 .14 320 037 3.407 3.22 2 4

PAY_AVE 0~ 35 years 8 247 531 217 1.91 3.03 2 3
-7 years 14 238 S50 123 2.08 2.61 1 3

» 7 years 58 2.57 73 087 245 2.68 % 4

Total 8 2.52 Akt iy A 282 1 4

PRO_AVE O« years & 3.17 218 088 254 3480 3 4
Bw¥ years 14 271 538 J144 2.3¢ 302 2 3

» 7 years 5B 2,85 288 028 2.78 2.93 2 4

Tolal 78 285 355 L4 277 2.93 2 4

SUP_AVE 0«8 years 8 287 782 319 1.85 3.49 1 4
§-7 years 14 2.99 201 054 2.87 3.10 3 3

» 7 yaars 84 3.058 A8 LES 2398 347 1 4

Total 78 302 431 J4% 482 3.1z 1 4

WRE_AVE - Syears & 204 358 45 257 3.32 3 4
£«7 years 14 294 224 REcy 2.81 207 2 3

» ¥ years 58 3.04 281 438 2.88 32 2 4

Total 78 3.01 285 033 2,85 3.08 2 4

JE_AVE 0«8 years (3 3.29 .386 A58 2.89 3.70 3 4
§-7 years 14 318 249 67 3.a0 3,29 3 4

» 7 years 56 324 A3 44 318 332 3 4

Total 76 322 320 37 315 330 3 4
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Test of Homogeneity of Variances

Levene
Statistic df1 df2 Sig.
JOB_AVE 324 2 73 724
PAY_AVE 315 2 73 73
PRO_AVE 10.288 2 73 .000
SUP_AVE 4,243 2 73 .018
WRE_AVE 697 2 73 .501
JG_AVE 1.170 2 73 316
ANOVA
Sum of
Squares gf Mean Square F Sig.
JOB_AVE Between Groups 203 2 102 .994 375
Within Groups 7.470 73 102
Total 7.673 75
PAY_AVE Between Groups 557 2 .278 1.448 242
Within Groups 14.031 73 192
Total 14.588 75
PRO_AVE Between Groups 896 2 448 3.817 .027
Within Groups 8.564 73 17
Total 9.460 75
SUP_AVE Between Groups .864 2 432 2.415 096
Within Groups 13.057 73 A79
Total 13.921 75
WRE_AVE Between Groups 149 2 .074 912 A06
Within Groups 5.961 73 082
Total 6.109 75
JG_AVE Between Groups 114 2 .057 547 581
Within Groups 7.570 73 .104
Total 7.683 75
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Post Hoc Tests

Multiple Comparisons

Mean

Difference 95% Confidence Interval
Dependent Variable {I) WORKPER (J) WORKPER {I-J) Std. Error Sig. Lower Bound | Upper Bound
JOB_AVE Tukey HSD 0 -5 years 5-7 years 19 156 432 -.18 57
> 7 years .19 A37 350 -.14 .52
5-7 years 0 -5 years -.19 .156 432 -.57 .18
> 7 years .00 .086 1.000 -.23 .23
> 7 years 0- 5 years -19 137 350 -.52 .14
5-7 years .00 .096 1.000 -.23 .23
Bonferroni 0 -5 years 5-7 years A9 156 .655 -19 .58
> 7 years 19 37 .504 -18 .83
5-7 years 0 -5 years -.19 156 .655 -.58 .19
> 7 years .00 .096 1.000 -.24 .23
> 7 years 0 -5 years -.19 137 504 -.53 15
5-7 years .00 .096 1.000 =23 24
PAY_AVE Tukey HSD Q- 5 years 5-7 years 13 214 824 -.38 64
> 7 years -.09 188 874 -.54 .36
5-7 years 0 - 5 years -.13 214 .824 -.64 .38
> 7 years -.22 31 219 -.53 .09
> 7 years D -5 years .09 .188 .874 -.36 .54
5-7 years .22 131 219 -.09 .53
Benferroni 0 -5 years 5-7 years A3 214 1.000 -40 65
> 7 years -.09 .88 1.000 -.55 .37
5-7 years D- 5 years -.13 214 1.000 -65 40
> 7 years =22 131 291 -.54 A0
> 7 years 0-5years .09 .188 1.000 -.37 .55
5-7 years 22 131 .291 -10 .54
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PAuitiple Comparisons

Mean

Differance 95% Confidence inferval
Dependent Variabie (A WORKPER  {J) WORKPER (-5} Std, Esror Sig. Lower Bound | Linper Bound
PRO_AVE Tukey MBSO G- 5Syears 5-7 years A8* 67 D20 R BB
> 7 years 31 47 083 ~ S 68
-7 yemrs 0~ 5 yaars - 46" 167 D20 «B6 w0
> 7 years ~ 18 g0z 315 -3¢ Rl
> T years 0- 5 years « 31 147 L85 ~ 66 o’
§-7 years 15 J02 314 ~ 10 39
Bonferroni  0- 5 years 5-7 years 46* Jge7 R4 B& B7
= 7 years 31 147 13 ~ {18 B7
5-7 years 0-5years - 46" 67 a2z - 87 ~
> 7 years - 18 202 A48 -4 6
= 7 years 0- 5years .31 147 138 - &7 08
5-7 years 14 02 445 =10 A0
SUP_AVE Tukey HSD  { -5 years 5-7 years -38 206 271 « 82 A7
> 7 years -40 182 De2 =83 04
5«7 years 0 - 5years 32 206 A7 ~AF B2
> 7 years 07 26 827 - 38 23
> 7 years Q- 5years A8 .t82 L8 .04 83
5.7 years D7 A28 B27 "ol 38
Bonferroni - b years 5-7 years - 32 206 871 -83 18
> 7 years ~AG 82 088 -84 05
§-7 years { - Byears .32 A08 BT « 18 B3
> 7 years 07 A28 1.000 - 38 24
> 7 years 0~ Sypars A0 82 L85 -5 B4
5-7 years 07 i b 1.000 -~ A .38

*. The mean diference is significant at the .05 level.
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Multiple Comparisons

Mean

Difference 95% Confidence Interval
Dependent Variable () WORKPER {J) WORKPER {I-J) Std, Error Sig. Lower Bound | Upper Bound
WRE_AVE Tukey HSD 0 - 5 years 5-7 years 01 139 .989 -.33 34
> 7 years -10 123 715 -39 .20
§5-7 years 0 - 5 years -.01 139 .899 -.34 .33
> 7 years -.10 .085 458 -.31 10
> 7 years 0 - 5 years 10 123 715 -.20 .39
5-7 years .10 085 458 =10 31
Bonferroni 0 -5 years 5-7 years .01 .139 1.000 -.34 .35
> 7 years -.10 123 1.000 -40 20
5-7 years 0- 5 years -.01 139 1.000 -.35 .34
> 7 years =10 .085 703 -31 .1
> 7 years 0 - 5years A0 123 1.000 -20 40
§5-7 years .10 .085 703 -1 31
JG_AVE Tukey HSD 0 -5 years 5-7 years 14 157 636 -23 .52
> 7 years 06 138 912 -.27 .39
5-7 years 0 - 5 years -.14 187 635 -52 .23
> 7 years -09 096 644 -.32 .14
> 7 years 0-5years -.06 138 912 -39 27
5-7 years .09 .086 644 -4 32
Bonferroni 0 - 5 years 5-7 years .14 187 1.000 -.24 .53
> 7 years .06 .138 1.000 -.28 40
5-7 years 0- 5 years -.14 157 1.000 -53 .24
> 7 years -.09 .086 1.000 -32 15
> 7 years Q- 5years -.08 138 1.000 -40 .28
5-7 years .09 .086 1.000 =15 32
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Oneway Anova (status)

Gezcriptives
95% Confidence interval for
Eean
o Besn Std, Doviption | Sid, Error | Lower Bound | Upper Bound | Minimurs | Maximum
JOB_AVE  Married 70 318 A0 37 3.7 3.22 2 4
Single 4 330 557 283 228 4,10 3 4
Widower 2 208 282 343 1.18 482 3 3
Total 78 3.4 B2 37 307 322 2 4
PAY AVE  Harrded 70 2.55 . v.i RSt 248 285 1 4
Single 4 2.04 Hid S0 1.08 302 1 3
Widower 2 2.47 23 67 05 4.28 2 2
Total 76 2.52 A4 RE3 242 262 i 4
PROAVE  Married 70 2.87 324 G3g 2.80 285 2 4
Single 4 263 738 368 1.45 3.50 2 3
Widower 2 2.58 A2 313 -1.41 8.53 2 3
Total 76 2,85 388 41 277 283 2 4
SUP_AVE  Married 70 302 A41 053 2.91 312 1 4
Single 4 313 370 185 2.54 3.7 3 4
Widower 2 283 000 040 2.83 2.83 3 3
Total 76 a.02 A3 049 2.82 3.12 1 4
WRE_AVE  Married 70 3.02 283 {¥34 2.95 3.08 2 4
Single 4 3.00 A25 213 232 3588 3 4
Witdower 2 2.80 RLY 60 1.63 4.17 3 3
Trdal 78 3.01 285 Ricx! 2.85 3.08 2 4
JG AVE Married 70 3.24 318 R 318 3.31 3 &
Bingle 4 347 328 I 10K 285 388 3 4
Widower 2 2,82 354 Recis w26 808 3 3
Tesdal 7 322 320 A57 345 3360 3 4
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Test of Homogenelty of Varances

Levens
Shatistic g i Sig.
JOB_AVE 2.455 2 73 083
PAY AVE 587 2 73 587
PRO_AVE .74 2 73 D08
BUP_AVE B878 b 73 Bt
WRE AVE 44 2 73 479
JG AVE B10 2 73 880
ANGVA
Sum of
Boiares Mean Souare F Sig.
JOB AVE  Hatween Groups 083 el 26 282 T8
Within Groups 7.8 73 A4
Total 7.673 78
PAY_AVE  Between Groups 1.244 2 B28 3418 038
Within Groups 13,838 73 183
Total 14.588 78
PRO_AVE Beiween Groups 408 2 203 1.634 202
Within Groups 9.054 13 24
Total 9.460 75
SUP_AVE Between Groups 114 2 &7 302 741
Within Groups 13,807 73 189
Total 13.921 75
WRE_AVE Between Groups 028 2 RiL 168 846
Within Groups 6.082 73 083
Total 8.108 78
JG_AVE Between Groups 292 2 08 1,084 361
Within Groups FATR2 T3 174
Total 7.683 7h
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Post Hoc Tests

Multiple Comparisons

Mean

Difference 95% Confidence Interval
Dependent Variable {I) STATUS (J) STATUS {[-J) Std. Error _Sig. Lower Bound | Upper Bound
JOB_AVE Tukey HSD Marned Single -.05 166 950 -45 .35
Widower 15 232 .804 -41 .70
Single Married .05 166 .950 -.35 45
Widower 20 .280 763 -47 .87
Widower Married -.18 .232 .804 -70 A1
Single =20 .280 763 -.87 47
Bonferroni Married Single -05 166 1.000 =46 36
Widower 15 232 1.000 -.42 71
Single Married .05 166 1.000 -.36 46
Widower .20 280 1.000 -.49 .88
Widower Married =15 232 1.000 -71 42
Single -20 .280 1.000 -.66 49
PAY_AVE Tukey HSD  Married Single .51 220 057 -.01 1.04
Widower .39 .307 419 -.35 1.12
Single Married -.51 220 057 -1.04 .01
Widower -13 370 .939 -1.01 .76
Widower Married -39 307 419 -1.12 .35
Single 13 370 939 -.76 1.01
Bonferroni  Married Single 51 220 067 -03 1.05
Widower .39 307 629 -36 1.14
Single Married -.51 .220 .067 -1.05 .03
Widower =13 370 1.000 -1.03 78
Widower Married -39 307 629 -1.14 36
Single 13 370 1.000 -78 1.03
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Miultiple Comparisons

Mean

Uifference 85% Confidence Interval
_Dependent Varlable {fI BTATUS (JISTATUS {I-J3 Sid. Error Sia, Lower Bound | Upper Baund
PG AVE Tukey HEBIY  Marrisd Singls .25 REY S8 .18 58
Widower 31 A53 A28 -5 g1
Single Married -.25 181 381 - 58 18
Widower 16 308 ary -G7 78
Widower bharried - 31 253 439 -1 28
Single -06 305 977 « 79 B7
Bonferroni  Married Sirgle 25 81 524 -2 68
Widower ek £53 B8 ~31 83
Hingle Married 25 181 G524 =69 20
Widower A8 305 1.600 -.88 &1
Widowey Marrisd «3% 253 588 « B 31
Singls -.08 305 $.800 - 81 B8
BUP_aVE Tukey HBIY  Married Single -1 224 B9 w54 A3
Widower A8 312 B27 « 58 83
Bingle Married Sk 224 878 -43 Lid
Widower 28 377 220 51 1.18
Widtwer barred -18 312 827 -83 i
Single ~ 28 377 720 -1.19 81
Bonferroni Married Single - 41 224 1000 -.88 A4
Widower 18 342 4800 -58 85
Single #arried 1 224 4600 -.44 88
Widowar 28 377 1.64G0 ~63 1.21
Whideswer Marded - 18 312 1.000 -85 58
Single 28 377 1.000 -1.21 B3
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Muitipie Comparisons

Mean

Difference 85% Confidence Interval
Dependant Variable B BTATUS L BTATUS fi-4) Sid. Ervor g, Lower Bound | Upper Bound
WRE_AVE Tukey HS[}  Marped Smgle g2 V4B B2 34 37
Widowsr 42 297 838 « 38 £1
&ingle Marrisd -52 148 Bue -37 34
Widower .48 258 B8 -850 70
Widower Mamied - 12 207 838 =514 .38
Sirigle - 18 288 B8 - 70 58
Bonfarroni  Marded Singls 02 148 1.008 - 35 .38
Widower 2 207 1.000 -.35 83
Single Maried -62 148 1.G00 ~.38 .35
Widower A0 250 1.0G00 «51 71
Widower Marrigd -12 207 1.000 -83 .39
Single «10 250 1.008 -7 .51
JG_AVE Tukey HSI)  Married Single .07 64 908 4 AB
Widower a2 229 361 ~23 87
Single Marriad ~Q7 64 508 46 32
Widower 25 Ry i G414 w41 91
Widower Married - 32 229 351 -.87 23
Single - 28 277 B4 -~ 81 A1
Bonferronl  Married Single 7 64 1640 -33 A7
Widower 32 22Y 5068 -.24 .88
Bingle Married - 07 S84 1,000 w47 .33
Widower 28 Bevy 1.000 ~ 43 B3
Widowsr darred -33 2R B8 -88 24
Single - 25 277 RREE -83 A3
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Appendix 4: Multiple Regressions

Regression 1

Variables Entered/Removed

Model

Variables
Entered

Variables
Removed

Method

wre_fac,
pay_fac,
job_fac,
promo_fa ,
¢, sup_fac

Enter

2. All requested variables entered.

b. Dependent Variable: jg_fac

Model Summary

Adjusted | Std. Eror of
Model R R Square | R Square | the Estimate
1 7822 612 584 64497248

4. Predictors: {Constant), wre_fac, pay_fac, job_fac,
promo_fac, sup_fac

ANOVAP
Sum of
Model Squares df Mean Square F Sig.
1 Regression 45.881 5 9.176 22.059 .0oo®
Residual 29.119 70 416
Total 75.000 75

a. Predictors: (Constant), wre_fac, pay_fac, job_fac, promo_fac, sup_fac

b. Dependent Variable: jg_fac

Job Satisfaction..., Tengku Mohamad Meidi Akbar, FEB Ul, 2009

L-42



Coefficients’

Unstandardized Standardized
Coefficients Coefficients

Model B Std. Error Beta t Sig.

1 (Constant) | -2.89E-16 .074 .000 1.000
job_fac 689 .085 688 8.132 .000
pay_fac 057 .0B4 067 676 501
promo_fac - 147 .085 - 147 -1.724 .089
sup_fac 258 .004 258 2,751 008
wre_fac -.058 .091 -.058 -635 527

a. Dependent Varlable: jo_fac
Regression 2
Varlables Entered/fRemoved
Variables Variables

Model Entered Removed Methed

1 §up_fag. Enter
job_fac

a. Al requested variables entered.
b. Dependent Variable: jg_fac
Model Summary
Adjusted Std. Error of
Model R_ R Square | R Square | the Estimate
1 7689 582 580 54783261

a. Predictors: {Constant), sup_Ffac. job_fac
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ANOVAP

Sum of
Model Squares df Mean Square F Sig.
1 Regression 44.363 2 22.181 52.852 0op?
Residual 30.637 73 420
Total 75.000 75
a. Predictors: {Constant), sup_fac, Job_fac
b. Dependent Variable: jg_fac
Coefticients
Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant} | -2.57E-16 .074 000 1.000
job_fac 675 081 675 8.327 .000
sup_fac 180 .081 180 2345 022

a. Dependent Variable: jg_fac
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Appendix 5 : Crosstab

Colnt

WORKPER * EBU ¥ AGE * 8TATUS * GENDER Crosstabulation

GENDER  STATUS

AGE

= HY

Juriior High
Hohool

Senilor High
Schoni

Diptoma

Bachelor

Magister

Tetal

Hiae

Karried

25 « 34 Years Oid

WORRPER

Tatal

T8 Year(s)
3 -5 Yours
5-7 Years

» T Years

35 - 44 Years Old

WORKPER

Total

3.5 Yeurs
&7 Yous
=7 Years

PV o TV on G e O o T o i o

45 - 54 Years Old

WORKPER

Tobal

3-5¥Yeamn
5.7 Years
»>T Yoam

s KD e DO

wh L3 3 il W ows LG

Single

25 . 34 Years Oid

WORKPER

Total

3-5Yearn
5-7 Years

b =afl G2 o+ D0 D O W O W O o

[ e .

Widower

35 - 44 Years Qi

WORKFER
Todal

> ¥ Yoars

Famale

Mamiad

35 ~ 44 Years Oig

WORKPER
Total

>7 Years

B e
A.;—nuk\;mawk-nmw{gaw\—thwmﬁd

45 - 54 Years Old

WORKPER
Total

> T Yeas

N ORIR N

Widkoweer

4% - 54 Years Gid

WORKPER
Total

» 7 Yeans

wowsing NI s mla Ny <8R 6 e e w o s
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