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CHAPTER 1

1.1 Background
Since the economic crisis hit Indonesia in 1998, many
Indonesian government officials and political leaders have believed that
human resources and the leaders of Indonesian organizations play a
crucial role in helping Indonesia’s economy to recover. In turn, such a
recovery may help to regain political stability in Indonesia. Indonesia
needs proactive leaders in the government to deal with recurrent and
chronic problems like flooding in Java, traffic jams in many cities in
Indonesia,

rapid

mass

transportation,

energy,

poverty,

and

unemployment. It also needs effective business leaders to deal with the
competition with global companies under the agreement of ASEAN Free
Trade Area (AFTA). For example, in the public sector, the provinces of
Jakarta, West Java, and East Java need transformational governors to
deal with many complex problems and to transform them into a better
place to live. Meanwhile, to improve the industrial sector, the Ministry
of Industry of the Republic of Indonesia has made strategic plans to
enhance the quality and competencies of its human resources so that the
national industry may play a vital role in supporting the Indonesian
economy (Ministry of Industry, 2016).
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Many researchers also suggest that human resources have an
essential part in gaining a competitive advantage of organizations in the
global economy (Barney & Wright, 1998; Lado & Wilson, 1994; Schuler
& MacMillan, 1984). With increasing globalization, many organizations
in various branches of industry in Indonesia face fiercer competition
from other countries as companies from developed countries, such as the
United States, move their operations to developing countries like
Indonesia (Shapiro, 2008). As the ASEAN Free Trade Area (AFTA) has
now been practically established (ASEAN, 2016), Indonesia must
compete with its neighboring countries, such as Malaysia, Singapore, the
Philippines, Vietnam, Brunei Darussalam and Thailand for markets. To
face that challenge various measures have been introduced. For example,
the Ministry of Industry of the Republic of Indonesia has designed the
National Industry Development 2015-2035 master plan to make
Indonesian industries gain competitive advantages in regional and global
markets, to become an essential factor in strengthening Indonesia’s
economy (Ministry of Industry of the Republic of Indonesia, 2016). As
the number of multinational foreign companies operating in Indonesia
increases, the competition faced by Indonesian firms increases as well,
meaning that they must compete vigorously to deliver products and
services that have an added value for their customers (Ernst, 1998).
Organizations must nowadays rely on their human resources to
achieve this competitive advantage, i.e., the motivation and quality of
their employees (Barney & Wright, 1998; Lado & Wilson, 1994; Schuler
& MacMillan, 1984). For example, considering the vital role of its
employees to the organization, an Indonesian state-owned company
urges its employees to be highly motivated to work hard and to provide
high-quality service to its customers (PLN, 2016). Apparently, having
productive and engaged employees is regarded as a significant asset to
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Indonesian organizations to accomplish their goals. However, the
productivity of Indonesian companies seems to be not as good as it
should be. For example, Takii (2004) found that in the Indonesian
manufacturing industry, locally-owned plants had a lower productivity
than foreign-owned plants. Therefore, Indonesian organizations, in this
case in the manufacturing industry, should find solutions to increase the
productivity of their workers.

Work performance and its precursors
To be more efficient in achieving their goals, organizations
need employees who may engage in work activities beyond their formal
job description to be of benefit to their organizations. In other words, in
doing their jobs employees are expected to participate in extra-role job
activities besides keeping their in-role job performance satisfactory. Inrole job performance refers to employees’ behaviors that contribute to
the achievement of the organization’s goals (Campbell, 1990). On the
other hand, extra-role job performance (or organizational citizenship
behavior, OCB) refers to employee behavior that is discretionary to
perform some job-related activities to the benefit of the organization
(Borman & Motowidlo, 1997). While good in-role job performance
contributes highly to the organization, some evidence indicates that OCB
may enhance organizational performance even further (Podsakoff &
MacKenzie, 1997).
Work

attitudes,

for

example,

job

satisfaction,

work

engagement and organizational commitment, are believed to be
predictors of job performance. Engaged employees feel energetic and
have high motivation to do the job well (Schaufeli, Taris, & Van
Rhenen, 2008), and satisfied employees are motivated to do more in their
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work than others (Ostroff, 1992). Meanwhile, committed employees feel
connected to their organization. It means that they are emotionally
attached to, identify with, and are involved in the organization and want
to stay in that organization (Allen & Meyer, 1990; Johnson & Chang,
2008).
According to the happy-productive worker hypothesis, happy
employees make productive employees. It suggests that happy workers
perform better than unhappy workers (Wright & Cropanzano, 2000).
Workers who are happy and satisfied with their job reciprocate their
organization by doing their job well and diligently (Organ, 1977). Taris
and Schreurs (2009) tested this hypothesis and found that employee
well-being predicted organizational performance positively. Wright and
Cropanzano (2004) also found that psychological well-being consistently
predicted job performance. These findings strongly support the notion
that it is beneficial for organizations to maintain and improve the wellbeing of their employees (Taris & Schreurs, 2009; Wright &
Cropanzano, 2004).
Unfortunately, many workers of Indonesian organizations do
not seem to be very happy at work, especially concerning their income in
relation to the prices of products and services. It may be because their
net buying power has decreased due to inflation and the depreciation of
the Indonesia Rupiah relative to the US Dollar since an economic crisis
hit Indonesia in 1997 (Frankenberg, Thomas, & Beegle, 1999). Since
then, the prices of many products and services in Indonesia have soared
four to sixfold because of the ongoing currency exchange depreciation of
the Rupiah relative to the US Dollar. For example, the Rupiah has
depreciated from about Rp 2,300 per US Dollar in 1997 to about Rp
13,000 per US Dollar in 2016 (Bank Indonesia, 2016). Since the prices
of many products and services in Indonesia (such as gasoline, electronic
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products, and airfares) are associated with the price in US Dollars, this
seriously affected Indonesian workers’ buying power and, possibly, their
satisfaction with their income. However, as published research on job
satisfaction and productivity is still rare in Indonesia, little is known
about the relationship between job satisfaction on the one hand and job
performance and productivity of Indonesian workers on the other.
Meanwhile, as many organizations in Indonesia downsize to
reduce costs, job demands appear to increase for the remaining
employees, which may cause some employees to feel burnt out. For
example, the number of government employees in Indonesia is being
reduced gradually with as many as about one million employees until
2019 to cut costs with about 15% (Wirawan, 2016; the Ministry of
Human Resources, 2016). As no corresponding reduction of the
responsibilities of the government is expected, the remaining employees
may be vulnerable to burnout because of higher job demands (Karasek,
1979). Burnout is a form of chronic strain that develops in response to
prolonged exposure to job stressors (Maslach, Schaufeli, & Leiter, 2001;
Taris, 2006). The employees may experience high job demands as
stressors that may negatively affect their ability to function effectively in
their job. As burnout indicates the depletion of employees' energy to
work, high levels of burnout may signify that employees have exhausted
their resource and are no longer able to do their job, making their job
performance worse (Taris, 2006). Besides lower job performance, other
undesirable consequences of burnout for the organization include
reduced job satisfaction, increased absenteeism and turnover, and
reduced organizational commitment (Lee & Ashforth, 1996).
Because employees experience an increasingly higher burden
on their work, it is interesting to study the effect of burnout, besides job
satisfaction and work engagement, on job performance and the quality of
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service. A critical review by Taris (2006) of 16 studies on the
relationship between burnout and performance showed that the metaanalytical correlations between exhaustion and in-role behavior,
organizational citizenship behavior, and customer satisfaction were -.22,
-.19, and -.55, respectively. In other words, exhaustion explained about
5% of the variance in task performance, 4% of the variance in OCB, and
30% of the variance in customer satisfaction. Therefore, the study of the
association between burnout, and job performance, organizational
citizenship behavior, and the quality of service of employees in
Indonesian organizations is critical. It may gain insight as to the
significance of the effect of burnout on performance and how to prevent
the adverse effects of burnout to help organizations and employees
provide high-quality products and services to the community. This kind
of study is still rare in Indonesia.
Apart from focusing on the effects of "negative" constructs
like burnout on performance on work outcomes such as performance, it
is also beneficial to focus on the effect of "positive" constructs such as
work engagement (Schaufeli & Bakker, 2006; Wright & Cropanzano,
2004). Schaufeli and Bakker (2006) observe that engaged employees are
full of energy and enthusiasm when they are doing their jobs. Therefore,
besides studying the effect of burnout on job performance (in-role and
extra-role), the research presented in this thesis will explore the effects
of work engagement and job satisfaction on job performance.
Job characteristics: Demands and resources
If employee well-being is vital for job performance, then
exploring the factors influencing well-being is also important. In his Job
Demands-Job Control model (DC model), Karasek (1979) hypothesized
that negative experiences (like burnout) and positive experiences (like
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job satisfaction) are influenced by the combination of two job
characteristics, namely job demands and job control. Job demands refer
to a situation or condition on the job that demands energy or requires
effort, including mental, emotional and physical activities. Job control
refers to the employees’ possibilities to decide how they do their job and
which skills they will use to do their job.
Karasek (1979, 1998) proposed that the combination of high
job demands and low job control lead to high job strain, which could
develop into burnout and eventually impair their job performance (Taris
& Kompier, 2005). On the other hand, Karasek (1979) predicts that
positive outcomes will occur when high job demands are matched with
job control. In other words, if employees have enough skills and control
to face the demands and challenges of their job, then they may succeed
in accomplishing their job and feel satisfied with their achievement and
performance at work. Indeed, the combination of high demands and high
levels of control could even lead employees to experiment with new
ways of doing the job, leading to personal growth and learning.
Johnson and Hall (1988) add co-worker social support, an
essential psychosocial work characteristic, to the Karasek (1979) DC
model to buffer the adverse effect of job demands on work outcomes.
They found that workers experiencing low demands, high control and
high social support have a lower risk of developing cardiovascular
disease (CVD) than workers with high demands, low control, and low
social support.
Because the work environment is complex, Bakker and
Demerouti (2007) suggest that predictor variables on employee wellbeing need to be expanded to include other potential predictors than
demands, control and support only, for example, social support from
supervisors, performance feedback, and leadership. In their Job
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Demands-Job Resources model (JDR model), Demerouti, Bakker,
Nachreiner and Schaufeli (2001) propose that the work environment can
be categorized into job demands and job resources. They defined job
demands in very general terms as aspects of the job that requires effort,
while job resources broadly refer to aspects of the job that may be
functional in achieving work goals and reduce job demands. High job
demands may lead to exhaustion and health problems (the health
impairment process), whereas job resources may result in work
engagement, and excellent job performance (the motivational process,
Bakker & Demerouti, 2007). In summary, the JDR model allows
researchers to pursue more variable predictors in explaining well-being
and job performance.
Leadership as a job resource
Leadership may be one of the significant predictors of
employee well-being and performance. In the following, we will explore
leadership as a job resource that may enhance the well-being and job
performance of Indonesian workers. At work, leaders may play an
essential role in influencing their workers' behavior and experiences.
Leaders refer to individuals who give direction, assign a job, allocate
resources, and reward their subordinates for achieving the objectives of
the organization. They give directions and assign tasks to their
subordinates and allocate resources, and give support and reward to
subordinates to perform their job. Lee (2011) found that the quality of
leader-member exchange (LMX) moderated the effect of workload on
burnout. In his study on 154 dietitians and chefs in Korea, he found that
the effect of workload on cynicism was weak when the dietitians and
chefs positively perceived the relationship with their supervisor.
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There is also some evidence that leadership is associated with
employee psychological well-being, e.g., Nielsen, Randall, Yarker, and
Brenner (2008) reported that employees’ work characteristics mediated
the link between transformational leadership and psychological wellbeing. Further, leaders may act as a source of social support for their
subordinates. Leaders’ support is vital to enhance self-efficacy of
workers in their job (Munir et al., 2009). Therefore, leaders play an
essential role in preventing and reducing employees stress and burnout
and in enhancing their well-being and performance through their direct
influence over work characteristics such as the distribution of workload,
autonomy, and social support. As leaders occupy a vital role in
enhancing well-being and performance of their employees, the present
study will explore the relationship between the quality of leader-member
exchange (LMX) and burnout, work engagement, job satisfaction, and
will also study the relationship between LMX and in-role and extra-role
job performance.

1.2 Purposes of the Study
The ideas and findings discussed here are mostly based on
research conducted in Western countries. Little research has been
undertaken in developing countries like Indonesia: most of what we
know about the associations among work outcomes, work characteristics
and other work-related concepts such as leadership is based on studies
employing Western participants. Unfortunately, it is unclear whether the
insights obtained in these studies can be generalized to non-Western
countries such as Indonesia. For example, Hofstede's research on cultural
values has revealed that in a number of respects, the Indonesian culture
differs markedly from that of Western countries such as the United
States, the United Kingdom and the Netherlands (the countries in which
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many of the questionnaires included in the present thesis were
developed). These differences are especially systematic and pronounced
for power distance (the degree to which less powerful members of an
organization within a country accept and expect that power is distributed
unequally), individualism (the degree of interdependence among the
members of an organization) and indulgence (the extent to which people
control their impulses), with Indonesia obtaining on average relatively
low scores on individualism and indulgence and relatively high scores on
power distance (Hofstede Insights, 2018). These differences may affect
the degree to which the insights developed in Western countries
generalize to non-Western countries. For example, will leadership have
the same meaning (as evidenced by its associations with other concepts
and its factor structure) in high-power distance cultures as in low-power
distance cultures? Is there any meaningful variance in social support
from colleagues in a collectivist society? If indulgence is indeed a
measure of happiness and well-being (Minkov, 2011, p. 87), how about
levels of burnout and engagement in Indonesia? Stated differently, we
argue that current insights in the associations among work, performance,
leadership and well-being need to be tested in a non-Western context
before they can be accepted as valid for non-Western countries. The
current thesis does just that, by developing Indonesian versions of
existing instruments and by examining, testing and (perhaps) replicating
earlier findings obtained using these instruments in a non-Western
context.

Development of a questionnaire

21

CHAPTER 1

This study does so primarily in the context of leadership and
its influence on the working environment, well-being and job
performance of employees in Indonesian organizations. In particular, the
study examines the effects of leader-member exchange on employees' inrole and extra-role job performance, as mediated by employee well-being
(i.e., burnout, work engagement, job satisfaction) and controlling for job
characteristics (i.e., job demands, job control and social support) in
Indonesian organizations. The results of this study can provide a better
understanding of the role of leaders in enhancing the performance of
Indonesian organizations in delivering good-quality products and
services to the Indonesian community.
Therefore, in this investigation there are two problems to
consider: 1) What is the state of affairs in Indonesia regarding
leadership, work characteristics, well-being and performance of workers
in Indonesian organizations? 2) Can previous insights on the associations
among these concepts in Western countries be generalized to Indonesia
as well? The present thesis addresses these problems, thus contributing
to the knowledge on the degree to which insights developed in Western
contexts can be generalized to non-Western cultures as well. Further, to
answer these issues, we need to develop instruments that measure the
relevant concepts. In effect, this is the third goal of this thesis – indeed,
from a practical point of view, in the Indonesian context, this is another
major contribution of this thesis. Below is the outline of this thesis.
1.3 Organization of the Study
Chapter 2 presents the main theoretical framework for the
present study. Chapter 3 introduces the study design and gives
information regarding the instruments used, dealing with problem 3
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(development

and

validation

of

measures).

Chapter

4

presents

descriptive information on the employees, dealing with problem 1 above
(state of affairs). Chapter 5 discusses the relationships among leadership,
work characteristics, and well-being (problem 2). Chapter 6 deals with
leadership, work characteristics, well-being and performance (problem
2). Finally, Chapter 7 presents the overall conclusion and discussion.
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Introduction
Because workers in Indonesia seem to experience an increasingly
higher workload due to the competition faced by their organizations (see Chapter
1), it is essential to study the effect of job demands on the well-being of
Indonesian workers and to study the relationship between workers’ well-being and
their performance. Well-being in the workplace has increasingly gained attention
as researchers and practitioners have found evidence that work experiences may
influence the health and well-being of employees (among others, Danna & Griffin,
1999; Sparks, Faragher, & Cooper, 2001). However, worker well-being is a multifaceted construct. Some commonly-used global measures of well-being focus on
life satisfaction, while domain-specific measures include job satisfaction, anxiety,
depression, and psychosomatic symptomatology (Danna & Griffin, 1999). In the
present study, job satisfaction, work engagement, and burnout will be the primary
indicators of employee well-being. Further, it would also be relevant to study
which factors may buffer the adverse effect of job strain on well-being, as well as
which factors in the psychosocial work environment (e.g., job characteristics) may
enhance well-being and job performance. Finally, it would be interesting to
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explore the role of leaders in designing a work environment that enhances the
well-being of their subordinates, which may, in turn, improve their job
performance.
Consequently, this thesis firstly explores the relationship between wellbeing and job performance. Secondly, it will examine the relationship between
work characteristics (job demands, job control, and social support) and well-being.
Here, well-being will be considered as a negative consequence of job strain. In
examining this concept, we will focus on the negative outcome, namely burnout,
as well as on positive outcomes of job characteristics, namely, work engagement
and job satisfaction. Thirdly, it will deal with the role of leadership in improving
the working environment, well-being, and job performance. The present chapter
discusses some essential theories dealing with these issues.

2.1 Well-being and Job Performance
Organizations require productivity or good job performance from their
employees to achieve their objectives and to have a competitive advantage. Job
performance is defined as employees’ actions or behaviors that lead to achieving
organizational goals (Viswesvaran & Ones, 2000). Job performance comprises
both in-role performance (or task performance), and extra-role performance (or
organizational citizenship behavior). Task performance refers to doing formal job
tasks as required in a job description competently (Borman & Motowidlo, 1997),
whereas organizational citizenship behavior refers to voluntary actions performed
by employees that are of benefit to the organization while they are not paid for by
the organization (Organ, 1988). Organizational citizenship behavior includes
behaviors that enhance organizational effectiveness and that are intended to help
other employees or to demonstrate dedication to support the organization (Borman
& Motowidlo, 1997; Organ, 1997).
Borman and Motowidlo (1997) argued that OCB contains five
categories of behavior: (1) doing the task persistently and doing extra effort to
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complete the task successfully, (2) voluntarily doing other tasks that are not part
of their job, (3) helping and cooperating with others, (4) following rules and
procedures in the organization, and (5) supporting the objectives of the
organizations. In the present study, extra-role performance was characterized by
two factors, i.e., altruism and compliance. Altruism refers to helping or assisting
other employees or co-workers, while compliance refers to behaviors that benefit
the organization for example following rules and procedures in the organization
and arriving on time to work.
Regarding the relation between well-being and job performance, the
happy-productive worker hypothesis proposes that employees who feel happy at
work will spend extra effort at work that leads to higher levels of productivity.
Happiness is usually defined in term of job satisfaction, psychological well-being
or being free from stress, burnout or depression (Wright & Cropanzano, 2000).
Research suggests that employees who are happy and engaged are also more
productive. For example, Judge, Thoresen, Bono, and Patton (2001) found that
there was a moderately strong, significant relationship between job satisfaction
and job performance (r = .30). Wright and Cropanzano (2000) found that
psychological well-being predicted job performance (r = .32), while Taris (2006)
found that there were negative associations between burnout (i.e., emotional
exhaustion) and job performance (the meta-analytical correlations between
exhaustion on the one hand and task performance and contextual performance on
the other were -.22 and -.19, respectively). Furthermore, Christian, Garza, and
Slaughter (2011) found positive correlations between work engagement and job
performance (r = .39 for task performance and .43 for contextual performance).
Based on these findings, in this study the following hypotheses will be tested:
Hypothesis 1a: burnout will negatively associate with task performance.
Hypothesis 1b: burnout will negatively associate with contextual performance.
Hypothesis 1c: work engagement will positively associate with task performance.
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Hypothesis 1d: work engagement will positively associate with contextual
performance.
Hypothesis 1e: job satisfaction will positively associate with task performance.
Hypothesis 1f: job satisfaction will positively associate with contextual
performance.

2.2 Work Characteristics and Well-being
This section will describe two models that address the relationships between work
characteristics and well-being, namely Karasek’s Demand-Control (DC) model,
and Demerouti et al.’s Job Demands-Resources (JD-R) model.

The Demand-Control model
Karasek (1979) hypothesized that the negative and positive experiences
workers have on their job are due to the combination of job demands and job
control or decision latitude. Job demands represent a situation or condition on the
job that requires workers to invest energy or effort to handle their job. This
concept includes the mental, emotional and physical activities necessary to
accomplish their tasks. On the other hand, the job control or decision latitude
dimension refers to workers’ possibilities to control their activities and skill usage
in their jobs.
Karasek (1979) posits two hypotheses; the job strain hypothesis and the
active learning hypothesis, respectively. The job strain hypothesis states that the
combination of high job demands and low job control will lead to high job strain,
which will result in undesirable outcomes, for example, fatigue, anxiety,
depression, physical illness or burnout. In such work situations, workers have
insufficient control to respond adequately to the demands of the job. In other
words, they cannot decide how they can do their job more efficiently, thus also
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impairing their job performance. Conversely, the combination of low job demands
and high decision latitude is presumed to lead to low job strain.
On the other hand, the active learning hypothesis predicts that positive
outcomes will occur when high job demands coincide with high job decision
latitude, or when the challenges of the situation or the demands of the job are
matched by the workers' skill or control in dealing with the challenges of the job.
Therefore, this hypothesis predicts that when job demands are high (but not too
high), and when control on the job is also high, learning and growth will occur,
which will have a positive impact on job performance. In this situation, workers
may increase their competency to handle their job successfully. This may motivate
workers to engage in their work and to derive satisfaction from their jobs.
Conversely, the model predicts that if both job demands and job decision latitude
are low, their motivation and commitment in their job will become low as well.
Karasek’s Job Demand-Control (JDC) model (and its expanded version,
Johnson & Hall’s [1988] Job Demand-Control-Support model) has dominated
research on occupational stress until at least the beginning of this century (Van der
Doef & Maes, 1999). In their review of research published in the period 1979 –
1997 on the JDC(S) model about psychological well-being, Van der Doef and
Maes (1999) found that employees working in a high-strain job (i.e., high
demands-low control) experience the lowest well-being. A review by De Lange,
Taris, Kompier, Houtman, and Bongers (2003) found modest support for Karasek
and Theorell’s (1990) demand-control-(support) (DCS) model, showing that the
combination of high demands and low control in time results in high job strain.
Moreover, there were causal effects of work characteristics on health or wellbeing. Previous research has suggested that job strain leads to burnout, whereas
high levels of burnout would lead to impaired functioning on the job. In his metaanalytical study, Taris (2006) found that the correlation between exhaustion
(burnout) and in-role behavior was .22 and that the correlation between exhaustion
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(burnout) and extra-role behavior (organizational citizenship behavior or OCB)
was .19. In their meta-analytical review of the DCS model using a set of 106
studies, Luchman and Gonzalez-Morales (2013) found support for the usefulness
of the DCS model in understanding employee work experiences and in predicting
work outcomes. They found that task-related demands were positively related to
burnout (r = .40), while job control and social support were positively related to
overall job satisfaction (r = .58).
Maslach, Schaufeli, and Leiter (2001) define burnout as an employee's
response to stressors on the job that is characterized by exhaustion,
depersonalization,

and

diminished

personal

accomplishment.

Emotional

exhaustion refers to a loss of energy and fatigue because of employees effort to
cope with their job demands at work that drained their energy. While
depersonalization refers to treating clients not as human beings but as objects,
diminished personal accomplishment refers to a feeling that they cannot achieve
their job adequately.
There is evidence that suggests that human service workers (for
example nurses and physicians) may be at higher risk of stress and burnout than
others (Laschinger & Leiter, 2006; Leiter, Gascon, & Martinez-Jarreta, 2010;
Leiter, Harvie, & Frizzell, 1998). Social workers and mental health workers were
also at risk of burnout, which negatively influenced their physical health,
psychological well-being, and job satisfaction (Johnson, Cooper, Cartwright,
Donald, Taylor & Millet, 2005; Lloyd, King, & Chenoweth, 2002; Paris & Hoge,
2009). Some evidence showed that burnout leads to impairment of health and
negatively influences well-being. For example, Kim, Ji, and Kao (2011) found that
burnout led to higher physical health complaints a year later. In their study of
social workers, Pasupuleti, Allen, Lambert, and Cluse-Tolar (2009) found that
work stress led to reduced levels of life satisfaction. Similarly, in their study of
social workers in Spain, Hombrados-Mendieta and Cosano-Rivas (2011) found a
negative impact of burnout on job satisfaction and life satisfaction.
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However, burnout is not only experienced by health service employees
but is also experienced in other professions. Therefore the study of burnout
expands to these professions as well. For example, Martinussen, Richardsen, and
Burke (2007) found that job demands predicted burnout among police officers,
while Karatepe (2011) found that emotional dissonance intensifies burnout
(exhaustion and disengagement) among full-time frontline hotel employees. He
also found that job control and support from the organization buffered the adverse
effect of emotional dissonance on disengagement (burnout). Further, burnout is
also experienced by teachers (Dormann, 2003a; Dormann, 2003b; Bellingrath,
Weigl, & Kudielka, 2008; Guglielmi & Tatrow, 1998; Hoigaard, Giske, &
Sundsli, 2012).
In conclusion, according to the DCS model worker well-being is the
result of the combination of job characteristics, i.e., job demands, job control and
social support. Since the job strain hypothesis predicts negative outcomes, the
present research will explore the relationship between job strain and burnout.
Conversely, as the active learning hypothesis predicts positive outcomes, this
research will also explore the relationship between job strain and job satisfaction
and work engagement.
The Job Demands-Resources model
While many researchers believe that work engagement is just the
opposite of burnout, other researchers argue that it is different from burnout
(Schaufeli, Salanova, González-Romá, & Bakker, 2002). Schaufeli et al. (2002)
define work engagement as the feeling of enthusiasm, happiness and challenge
employees experience while doing their job. It is characterized by vigor,
dedication, and absorption. Employees who are engaged will work hard,
concentrate on their work, and will persist in the face of difficulties. While
burnout has been linked to the impairment of health and performance, work
engagement is presumed to enhance performance.
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The job demands-resources (JDR model) is relevant to research on
work engagement (Demerouti, Bakker, Nachreiner, & Schaufeli, 2001). In the JDR model, demands refer to any aspect of the job that requires employees to exert
effort physically or mentally. On the other hand, resources refer to any aspect of
the job that employees can use to cope with the demands of the job or that can
lead to personal growth and development. The theory posits that these resources
help to keep individuals physically and psychologically healthy, even when job
demands are high.
The JD-R model is a dual-process model. There are two sets of working
conditions (demands and resources) that evoke two different processes that relate
these working conditions to work outcomes (Bakker & Demerouti, 2007). The
first process is the health impairment process, and the second process is the
motivational process. The first process argues that high demands may lead to
stress, ill-health and burnout. The second process posits that high levels of
resources promote work engagement and motivation, resulting in high
performance and job satisfaction. Further, they propose that job demands and job
resources interact in affecting the work outcomes, such that high levels of
resources mitigate the adverse effects of high demands on stress, health,
engagement and motivation.
The JD-R model is in many respects similar to Karasek's DemandControl model. One main difference is that the Job Demands-Resources (JD-R)
model captures more and different types of variables than the JDC model:
regarding its predictors, it is not restricted to demands, control, and social support.
In this sense, the JD-R model may help to examine variables such as leadership as
predictors of job stress and well-being (Demerouti, Bakker, Nachreiner, &
Schaufeli, 2001; Bakker & Demerouti, 2007). In line with the DCS and the JDR
models, in this study the following hypotheses will be tested:
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Hypothesis 2a: job demands will positively relate to burnout.
Hypothesis 2b: job control will negatively relate to burnout.
Hypothesis 2c: social support will negatively relate to burnout.
Hypothesis 2d: job demands will negatively relate to work engagement.
Hypothesis 2e: job control will positively relate to work engagement.
Hypothesis 2f: social support will positively relate to work engagement.
Hypothesis 2g: job demands will negatively relate to job satisfaction.
Hypothesis 2h: job control will positively relate to job satisfaction.
Hypothesis 2i: social support will positively relate to job satisfaction.

2.3 Buffering effects of job resources on the relationship between job
demands and well-being.
Initially, Demerouti et al. (2001) argued that the demands

resources

interaction effect would be too weak to be worth studying. However, many
researchers have been fascinated by the DCS and the JDR models, studying the
proposition that job resources (such as job control and social support) moderate
the adverse impact of job demands on burnout. However, in their review of 63
studies, Van der Doef and Maes (1999) found that support for the buffer effect of
job control and social support on the relationship between job demands and wellbeing was not consistent. Van der Doef, Maes, and Diekstra (2000) indicated that
various forms of control could moderate the influence of high demands on
occupational strain indicators (psychosomatic complaints, psychological distress,
job dissatisfaction, and absenteeism) in the condition of high supervisor support.
Karatepe (2011) found that job autonomy and perceived organizational support
buffered the effect of emotional dissonance on disengagement. Bakker,
Demerouti, and Euwema (2005) tested the role of several job resources in
buffering the impact of several job demands on burnout. They found that about
half of the possible 32 two-way buffering hypothesis on exhaustion and cynicism
were rejected. In another study, Xanthopoulou, Bakker, Dollard, Demerouti,
Schaufeli, Taris and Schreurs (2007) found that about two-thirds of their
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interaction hypotheses that job resources buffered the effect of job demands on
burnout were supported. Further, Bakker, van Veldhoven and Xanthopoulou
(2010) in their study among 12,359 employees working in 148 organizations,
found support for the interaction hypothesis of the JDR model. Job resources (e.g.,
autonomy, co-worker support) predicted task enjoyment and organizational
commitment mainly when job demands were high. Based on these findings, this
study will test the following buffering hypotheses of job resources on the
relationship between job demands and well-being indicators:

Hypothesis 3a: job control moderates the impact of job demands on burnout.
Hypothesis 3b: job control moderates the impact of job demands on work
engagement.
Hypothesis 3c: job control moderates the impact of job demands on job
satisfaction.
Hypothesis 3d: co-worker support moderates the impact of job demands on
burnout.
Hypothesis 3e: co-worker support moderates the impact of job demands on work
engagement.
Hypothesis 3f: co-worker support moderates the impact of job demands on job
satisfaction.

2.4 Is the relation between job characteristics and performance mediated by
well-being?
The JDR model proposes that two different psychological processes
play a role in the development of job strain and poor motivation. The first process,
i.e., the health impairment process, proposes that poorly designed jobs or
sustained high job demands (e.g., work overload, emotional demands) deplete
employees’ mental and physical resources and may result in exhaustion and health
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problems. The second process, i.e., the motivational process, assumes that high
job resources may motivate employees to work hard and enthusiastically that lead
to high work engagement and excellent performance.
Demerouti et al. (2001) further explain that job resources may foster
employees’ growth, learning, and development, or they may help employees in
achieving work goals. They argue that high job demands lead to individual strain
or burnout and eventually lead to low job performance, whereas high job control
or social support lead to active learning and feelings of mastery and high work
engagement, and eventually to high job performance. Much research has
supported the propositions of the JDR model (e.g., Bakker, van Emmerik, & van
Riet, 2008; Nahrgang, Morgeson, & Hofmann, 2011). Job demands such as risks
and complexity of work were found to be negatively associated with engagement,
whereas job resources such as job autonomy were found to be negatively related
to burnout. Halbesleben and Wheeler (2008) found that work engagement
predicted employee performance. Work engagement motivates employees to work
hard to achieve their work goals. Work engagement also predicts extra-role
performance (Babcock-Roberson & Strickland, 2010; Sulea, Virga, Maricutoiu,
Schaufeli, Dumitru, & Sava, 2012).
The JDR model proposes that job characteristics predict job
performance via employee well-being (job satisfaction, work engagement, and
burnout). Research indicated that work engagement predicted performance more
strongly than other indicators of well-being. For example, compared with burnout,
work engagement accounted for more variance in sales performance (Matthews,
Zablah, Hair, & Marshall, 2016). Therefore work engagement is vital for
organizations to develop and maintain in their employees. Research mostly
supports that work engagement is a positive attribute of employees, as
engagement consistently predicts in-role performance and organizational
citizenship behavior. For example, Sulea, Virga, Maricutoiu, Schaufeli, Dumitru,
and Safa (2012) found that work engagement mediated the relationship between
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job resources and extra-role behaviors. Bakker, Schaufeli, Leiter, and Taris (2008)
found that job resources predicted work engagement, and in turn work
engagement predicted job performance.
The effects of job characteristics (e.g., job control and social support)
on performance constitutes an important area of research because, through their
leaders, organizations may have a real influence on the design of jobs, suggesting
that they can influence performance. According to Hackman and Oldham's (1976)
job characteristics model (JCM), autonomy or job control is one of the critical job
characteristics, apart from skill variety, task identity, task significance, and
feedback. High scores on these factors will internally motivate employees to work
hard and to perform productively in their job. In turn, this will lead to positive
outcomes like job satisfaction, high-quality performance, low absenteeism and
low turnover. In their prospective study of 777 full-time employees of a Japanese
manufacturing company, Nagami, Tsutsumi, Tsuchiya, and Morimoto (2010)
found that job control and coworker support in 2008 were positively related to job
performance in 2009. Chen and Shiu (2009) found that job autonomy positively
influenced organizational citizenship behavior.
Based on the JDR model, the following are the hypotheses to be tested
regarding the relationship between job characteristics and job performance. Job
satisfaction was regarded as an antecedent of work engagement, while exhaustion
was regarded as an antecedent of disengagement.
Hypothesis 4a: Exhaustion and disengagement will mediate the relationship
between job demands and in-role performance.
Hypothesis 4b: Exhaustion and disengagement will mediate the relationship
between job demands and extra-role performance.
Hypothesis 4c: Job satisfaction and work engagement will mediate the
relationship between job control and in-role performance.
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Hypothesis 4d: Job satisfaction and work engagement will mediate the
relationship between job control and extra-role performance.
Hypothesis 4e: Job satisfaction and work engagement will mediate the
relationship between co-worker support and in-role performance.
Hypothesis 4f: Job satisfaction and work engagement will mediate the relationship
between co-worker support and extra-role performance.

2.5 The role of leadership in job performance
Leaders in the organization may have the authority to organize and
assign jobs to their subordinates. They may give direction and support to their
subordinates to help them complete their jobs successfully, and may control the
level of workload and the task schedules of their subordinates. Therefore, leaders
may have an essential role in enhancing the well-being of employees and their job
performance by designing job environment.
Leader-member exchange (LMX) theory suggests that supervisors
distinguish among their subordinates (Graen & Uhl-Bien, 1995), i.e., the leaders
form unique relationships with each of their subordinates. These relationships fall
along a continuum ranging from low-quality, in which the relationship is based
strictly on the transactional part of the employment contract or job descriptions, to
high-quality relationships based on mutual liking, trust, respect, and influence.
Based on the quality of the relationship, leaders assign more significant work to
subordinates who develop and maintain the high-quality relationship, whereas less
important tasks are assigned to those who have low-quality relationships.
In this relationship, leaders will expect their subordinates to show their
competence. As the subordinates demonstrate their competence, they may develop
high-quality relationships with their leaders and may negotiate their job. They
may request their leaders to reduce their job demands or to increase the job
resources that their leaders are willing to consider or willing to support (Bernerth,
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Armenakis, Field, Giles, & Walker, 2007). The supervisor may first delegate
some tasks to test and challenge employees' skills and abilities. As the employees
show their abilities to do the job well, trust and a good social relationship may
develop between them, and in turn their supervisor will give them more
challenging tasks. Therefore, it may be argued that high-quality LMX may be
associated positively with higher job demands that are challenging. However, as
the job becomes more demanding, it may potentially become a job stressor that
leads to strain, i.e. it may come to include job demands like work overload and
high time pressure that may be perceived as stressors that could result in negative
outcomes such as psychological strain or emotional exhaustion (Crawford,
LePine, & Rich, 2010). To avoid this tiresome job condition employees with high
LMX quality may negotiate with their supervisor to adjust or reduce their
workload to be able to do the job more enjoyably, that is, matched with their
competencies. The majority of LMX studies showed that a high-quality LMX is
associated negatively with job stressors and positively related to employee wellbeing (Sonnentag & Pundt, 2016). For example, Hesselgreaves and Scholarios
(2014) found that high-quality LMX reported by junior nurses who work for UK
hospitals reduced their job demands and strain. Tummers and Bronkhorst (2014)
also found that Dutch healthcare employees who reported high-quality LMX
experienced less work pressure. Meanwhile, Breevaart, Bakker, Demerouti, and
Van den Heuvel (2015) reported that Dutch police officers who have a highquality relationship with their supervisor enjoyed more social support, which in
turn enhanced their work engagement and job performance.
Overall, given these earlier findings, we predict that subordinates who
maintain high-quality relationships with their leaders will experience less burnout,
are more satisfied in their work and will perform better than those having lowquality relationships with their supervisors. This is because their supervisors are
likely to pay more attention to them and support them in order not to overburden
them and to help them with their work. Subordinates who have a high-quality
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relationship with their leader will also develop higher levels of work engagement
and display higher levels of organizational citizenship behaviors than those having
low-quality relationships because they want to reciprocate the leader’s support to
be equitable. Carmeli, Ben-Hador, Waldman, and Rupp (2009) found that leader
relational behavior was positively related to employee feelings of vigor, which in
turn was positively associated with employee job performance. Similarly,
DeConinck (2011) found that LMX was related to job performance among
salespeople. In their study among 162 leader-follower dyads within organizations
in China, Wang, Law, Hackett, Wang, and Chen (2005) found that LMX mediated
the relationship between transformational leadership and both task performance
and OCB. In their meta-analytic study, Chiaburu, Smith, Wang, and Zimmerman
(2014) found that leadership (contingent reward, LMX, and transformational) was
positively related to contextual performance (proactive behavior and prosocial
behavior) and task performance.
When an employee feels supported by their leader, they are assumed to
return the favor by working hard and by helping their leader to achieve
organizational goals. In turn, this is likely to result in better performance.
Podsakoff, McKenzie, Paine, and Bachrach (2000) suggest that when leaders
provide support, their subordinates will trust them and in turn, it will motivate
employees to go beyond their formal job requirements and engage in
organizational citizenship behavior. Chen and Chiu (2008) found that support
from leaders was positively related to organizational citizenship behavior (OCB)
through job satisfaction. Kuvaas and Dysvik (2010) also found a positive
correlation between perceived supervisor support and OCB. As employees receive
support from their leaders, they are likely to be satisfied with their jobs. Organ and
Ryan (1995) found that job satisfaction predicted employees’ OCB. Chan (2006)
reported a positive relationship between perceived supervisor support and job
performance in a sample of employees at a rehabilitation agency. Finally,
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Schreurs, van Emmerik, Gunter, and Germeys (2012) found that supervisor
support moderated the relationship between job insecurity and task performance.
Based on this overview, the following hypotheses will be tested
regarding the relationship between leadership (LMX) and job performance:
Hypothesis 5a: LMX will have a positive relationship with in-role job
performance. This association will be mediated by job demands, exhaustion and
disengagement.
Hypothesis 5b: LMX will have a positive relationship with extra-role job
performance. This association will be mediated by job demands, exhaustion and
disengagement.
Hypothesis 5c: LMX will have a positive relationship with in-role job
performance. This association will be mediated by job control, job satisfaction,
and work engagement.
Hypothesis 5d: LMX will have a positive relationship with extra-role job
performance. This association will be mediated by job control, job satisfaction,
and work engagement.
Hypothesis 5e: LMX will have a positive relationship with in-role job
performance. This association will be mediated by co-worker support, job
satisfaction, and work engagement.
Hypothesis 5f: LMX will have a positive relationship with extra-role job
performance. This association will be mediated by co-worker support, job
satisfaction, and work engagement.
In line with the JDR model proposition that job resources will moderate the
impact of job demands on well-being, the following hypotheses will also be
tested.
Hypothesis 5g: LMX will moderate the effect of job demands on burnout.
Hypothesis 5h: LMX will moderate the effect of job demands on work
engagement.
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Hypothesis 5i: LMX will moderate the effect of job demands on job satisfaction.

The presumed relationships among the variables in the present study are
summarized in Figure 2.1.

Figure 2.1. Relationships among LMX, Work Characteristics, Well-Being and Job Performance
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As the incidence of job stress and burnout in developed countries in
Europe such as the Netherlands, Sweden, and Denmark is prevalent and perhaps
even increasing (Bekker et al., 2005; Hallsten, 2005; Kristensen et al., 2005;
Schaufeli, 2003; Schaufeli & Enzmann, 1998), many workers in Indonesia may
also experience stress or burnout in their work. However, in Indonesia the
incidence of burnout may go unnoticed because research on job stress or burnout
is rare, meaning that professionals and doctors are still unfamiliar with the
phenomenon. For example, between 1996 and 2010 only seven studies on burnout
were published in local journals in Indonesia.
Job stress and job strain may develop gradually, and Indonesian
workers may adapt to it until they cannot endure it anymore. Their job demands
may be excessive, or their tasks may exceed their skills or resources to handle the
job adequately. High job demands may result in job strain, eventually leading to
the impairment of their health and well-being (Bakker & Demerouti, 2007;
Demerouti et al., 2001; Karasek, 1979; Maslach & Jackson, 1984). Many workers
may become fatigued, ill and unmotivated to work because of job strain (Johnson
& Hall, 1988) and prolonged job strain may eventually result in burnout (Maslach,
Schaufeli, & Leiter, 2001). In effect, they may often be absent from work, take
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sick leaves, become unproductive in their work, or leave the organization (Bakker
et al., 2003; Firth & Britton, 1989; Jackson et al., 1986; Jackson & Maslach, 1982;
Leiter & Maslach, 1988; Maslach & Jackson, 1985; Shirom, 1989).
However, work stress is difficult to deal with in Indonesia, since
instruments to measure work stress or burnout and its related phenomena (for
example, work engagement, and job satisfaction) are unavailable. As yet (2017)
there are still no validation studies of burnout instruments in Indonesia. Without
adequate instruments, adequate diagnosis of these phenomena is impossible and
adequate interventions cannot be designed. Therefore, the present chapter presents
a first attempt to develop a questionnaire that measures the quality of work life of
Indonesian workers, namely the Indonesian Quality of Work Life Questionnaire
(IQWiQ). It consists of several scales, including measures of leadership, job
characteristics, well-being, and job performance. These scales are based on
internationally well-known or published measures, translated from the English
version to Bahasa Indonesia by the author and a sworn translator, and then these
translations were checked by a bilingual expert in work and organizational
psychology. The scales were selected by their relevance to work stress, strain, and
other outcomes (see Chapter 2). In the following, we first describe the study
participants; second, we describe each of the measures and their reliability and
factorial validity; and third, we provide descriptive information about the
distribution of the scores of the sample on each of the measures.

3.1 Participants
The data were collected through mail surveys. In January 2009 several
organizations in various industries, for example, financial companies, news
service or TV broadcasting organizations, health care services, universities, and
manufacturing companies operating in Jakarta, Cikarang, Bogor, and Bandung
were sent a letter asking their participation in the survey. Six of these
organizations indicated that they would like to participate in the survey, namely a
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manufacturing company, a healthcare organization, a plant conservation
organization, an insurance company, a news service organization, and a private
university. The organizations agreeing to participate in the survey received
questionnaires for distribution among their respective employees through their
internal mail. The questionnaires were also sent to the participants’ co-workers and
their immediate supervisors to obtain data from other sources about some of the
study variables. On average, each coworker and supervisor reported three
participating employees or subordinates on certain study variables (i.e., leadership,
in-role and extra-role performance). All questionnaires were accompanied by a
letter that gave information about the purpose of the survey, confidentiality of data,
informed consent, and instructions to fill in the questionnaires.

differential item functioning showed that the items on this quantitative job demand
scale measure different aspects of demands (Aust et al., 2007; Kristensen et al.,
2004). Aust et al. (2007) found that the Cronbach’s alpha of 4 selected items of
job demands was .75. They assigned the item “I have to work very fast” to a new
scale. Similarly, Kristensen et al. (2004) excluded the item “I have too little to do
at work” because it had a high differential item function to have a more general
scale of quantitative job demands. In this sense, the current findings resemble
earlier findings on the factor structure of the Quantitative demands scale.

3.2.1.2 Job Control
The measure of job control taken from the COPSOQ (Kristensen &
Borg, 2004) consists of 7 items. Factor analysis revealed that the first three
eigenvalues were 3.31, .95, and .81. Thus, only 1 factor exceeded the criterion of
having an eigenvalue of 1.0. Table 3.3 presents the factor loadings of the items on
the single common factor.
Table 3.3
Job Control: items and their factor loadings after rotation (oblimin)

Component 1
JC 1: I have a large degree of influence concering my work.

,52

JC 2: I can influence how quickly work.

,67

JC 3: I have a say in choosing whom I work with.

,57

JC 4: I can influence the amount of work assigned to me.

,79

JC 5: I have influence on WHEN I work.

,78

JC 6: I have influence on HOW I do my work.

,74

JC 7: I have influene on WHAT I do at work.

,70

Cronbach’s Alpha
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The Cronbach’s Alpha of the Indonesian version of .80 was comparable with the
findings of Aust et al. (2007) where Cronbach’s alpha was .77. Thus, our result
resembles earlier findings on the factor structure of the Job Control scale.

3.2.1.3 Social Support and Feedback
The social support and feedback scale consists of 2 items of the
support and 1 item of feedback from coworker measure and two items of the
support and one item of feedback from leader measure. Table 3.4a and Table 3.4b
present the items, factor loadings and Cronbach’s Alpha of support from coworker
measure and of support from leader measure, respectively. Factor analysis
revealed that the three highest eigenvalues of the support from coworker measure
and of the support from leader scales were 2.18, .52, .31 and 2.56, .26, .18
respectively.

Table 3.4a
Support from Coworker: items and their factor loadings after rotation (oblimin)
Component 1
Co-Support 1: I get help and support fro my coworker.
Co-Support 2: My co-workers will listen to my work
related problems.
Co-Feedback: My co-workers talk with me about how
well I carry out my work.
Cronbach’s Alpha

,86
,89
,80
.81
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The correlation between the support from coworker and the support from
leader measure was .46. Further, second-order factor analysis of these two scales
revealed that the two eigenvalues were 1.46 and .55, indicating that the two
measures loaded on one common factor, tapping general social support. The Cronbach’s Alpha of the whole social support measure of .85. was somewhat higher
than the findings of Aust et al. (2007), who obtained an alpha of .74. Thus, the
current findings for the social support measure were similar – but not identical – to
the earlier findings of Aust et al.
3.2.2 Leadership
The second cluster of measures of the iQWIQ included several instruments that tapped aspects of Leadership, such as leadership quality and
leader-member exchange (LMX). The findings for these scales are presented
similarly as those obtained for the work characteristics.
3.2.2.1 Leadership Quality
In addition to support from the leader, eight items of the leadership quality measure taken from the COPSOQ (Kristensen & Borg, 2004) were used in this
study. Table 3.5a presents the eight items of this measure, their factor loadings, and
its Alpha. Factor analysis revealed that the first three eigenvalues were 5.26, .70,
and .64. Only one factor exceeded the criterion of having an eigenvalue of 1.0,
indicated that all of the items loaded on one factor.

Various measures have been used to assess leader-member exchange
(Liden & Maslyn, 1998), for example, it has been measured with five items or
with seven items that were conceptualized as a one-factor measure. However,
psychometric information for these previous versions has not been published
(Liden & Maslyn, 1998). Therefore, Dienesch and Liden (1986) wrote LMX
items to reflect the dimension of affect, loyalty, and contribution and tested
these items with students, supporting the three dimensions of LMX. However,
as they did not claim that contribution, loyalty, and affect are the only LMX
dimensions, Liden and Maslyn (1998) developed a questionnaire to measure
LMX that consist of 11 items with four dimensions (contribution, loyalty, affect
and respect). The current study used the 11-item LMX scale based on the work
of Liden and Maslyn (1998).
Table 3.6 presents the 11 items of the LMX measure, their factor
loadings, and its reliability. Liden and Maslyn (1998) found that the LMX
measure had a four-factor structure, namely Affect, Loyalty, Contribution, and
Respect. The current study revealed that the first five eigenvalues of the factor
analysis were 5.82, 1.24, 1.07, .78, and .55. Thus, only three factors had an
eigenvalue that exceeded 1.0. The respect dimension (the shaded items) seemed
to be loading on the affect dimension. Apparently, the participants did not
differentiate between the affect and respect dimensions, which is consistent
with Liden and Maslyn’s (1998) expectation that in practice it might be difficult
to differentiate between these dimensions. The shaded items were omitted

because they are not consistent with the expected factor. Therefore, the resulting scale was more consistent with the work of Dienesch and Liden (1986) of
three dimensions i.e., Affect, Loyalty and Contribution than with that of Liden
and Maslyn (1998).
The internal reliabilities (Cronbach’s Alpha) of Affect, Loyalty, and
Contribution dimension were .88, .65, and .72 respectively, and the internal
reliability of the whole LMX scale was .84. However, to maximize the internal
reliability of Loyalty subscale, the item LMX06 (which had the lowest item-total correlation) was not included in the IQWiQ, resulting in a reliability of .79
for this the subscale. The internal reliability of the whole scale then became
.87. The item-total correlation of Loyalty subscale is presented in Table 3.7.
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The correlation between the Exhaustion and Disengagement subscales
was .35. A second-order factor analysis resulted in eigenvalues of 1,35 and .65,
i.e., only one factor had an eigenvalue greater than 1. The two subscales loaded on
one common factor, namely Burnout, explaining 67.6% of its variance and the
factor loadings of the two subscales were both .82.

3.2.3.2 Work Engagement.
Work engagement refers to a feeling of enjoyment, enthusiasm and full
of energy in doing the job. It is characterized by vigor, dedication, and absorption
(Schaufeli, Salanova, Gonzales-Roma, & Bakker, 2002). Vigor refers to a high
level of energy and persistence employees exert to deal with their job. Dedication
refers to a feeling of enthusiasm and pride to face the challenge of work. Finally,
absorption refers to a state of high concentration and devotion doing one's job
(Schaufeli et al., 2002). Overall, workers who are engaged feel energetic at work,
are enthusiastic and happy about their work.
Some researchers believe that work engagement is the opposite of
burnout (Schaufeli, Salanova, Gonzalez-Roma, & Bakker, 2002; Maslach &
Leiter, 1997).

However, if employees do not feel burnout, this does not

automatically mean that they are engaged with their work. Therefore, it is more
useful to measure work engagement with a separate scale rather than measuring it
indirectly with a burnout scale (Schaufeli, Salanova, Gonzales-Roma, & Bakker,
2002). Thus, the present study used the UWES short version (the Utrecht Work
Engagement Scale from Schaufeli and Bakker, 2006) to measure work
engagement. This measure is a three-factor scale consisting of nine items aiming
to measure the three dimensions of work engagement. Three items were used to
measure each of the dimensions. To adapt to Indonesian workers, they are scaled
from 1 (never) to 5 (always), rather than scaled from 1 to 7. The full items and
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their factor loadings after conducting exploratory factor analysis are presented in
Table 3.12.
Exploratory factor analysis (EFA) revealed that the first five
eigenvalues were 4.52, 1.01, .68, .64 and .51. Thus, only two factors exceeded the
criterion of having an eigenvalue of 1.0. However, there was 1 factor that had a
very high eigenvalue that separated this factor from the other factors. Apparently,
the vigor, the dedication, and the absorption items mostly load on the same factor.
The Indonesian sample may not differentiate among the three concepts. Instead,
they perceived them as a similar concept under one construct, i.e., work
engagement. Therefore, a single-factor solution was preferred to higherdimensional solutions.

Table 3.12
Factor loadings of the items of the UWES
Factor:
Work Engagement
01 Vigor 1

: At my work, I feel bursting with
energy.
02 Vigor 2
: At my job, I feel strong and vigorous.
03 Dedication 1: I am enthusiastic about my job.
04 Dedication 2: My job inspires me.
05 Vigor 3
: When I get up in the morning, I feel like
going to work.
06 Absorption 1: I feel happy when I am working
intensely.
07 Dedication 3: I am proud of the work that I do.
08 Absorption 2: I am immersed in my work.
09 Absorption 3: I get carried away when I'm working.
Cronbach’s Alpha

,58
,67
,82
,75
,71
,71
,72
,67
,73
.88
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Using a criterion of alpha > .70 (Nunnally & Bernstein, 1994), the
internal consistency of the Indonesian UWES short version was acceptable
(Cronbach’s Alpha was .88 for the whole scale, .71 for vigor, and .77 for
dedication). However, the reliability of the absorption component was only
marginal (Cronbach’s alpha = .69) and slightly below Nunnally et al.'s criterion.
These reliabilities were lower than the alphas of .80, .91 and .75 for vigor,
dedication, and absorption obtained by Schaufeli, Salanova, Gonzales-Roma, and
Bakker (2002). Based on the factorial and reliability analyses, all of the nine items
of the UWES short version are included in the IQWiQ. The correlation between
vigor and dedication was .63, between vigor and absorption .60, and between
absorption and dedication .74 (all p's < .05).
A second-order factor analysis revealed eigenvalues of 2.32, .43, .26,
that is, only 1 factor exceeded 1. The three subscales thus loaded on one common
factor, namely Work Engagement, explaining 77.2 % of its variance. The factor
loadings of Vigor, Dedication, and Absorption were .84, .90, and .89, respectively.

3.2.3.3 Job Satisfaction
Job satisfaction refers to the feeling of positive emotion about one's job
(Locke, 1976). It results from the perception that an employee’s job provides what
he or she values in the work situation. Job satisfaction is presumed to be a global
construct encompassing a variety of specific job aspects that influence a person’s
satisfaction (Griffin & Bateman,1986). These aspects of the job usually include
attitudes toward pay, benefits, promotion, working conditions, colleagues and
supervisor, career prospects, the intrinsic aspect of the job itself, and
organizational practice. In short, job satisfaction has to do with an affective state
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or a positive emotional evaluation and attitude of workers towards their job
(Arvey, 1998; Roelen, 2008b).
Several types of instruments have been used in job satisfaction
research, for example, global instruments and multidimensional instruments for
jobs in general or a specific workforce. The psychometric characteristics of
different job satisfaction instruments were reviewed by Van Saane, Sluiter,
Verbeek, and Frings-Dresen (2003). The most frequently used job satisfaction
instrument is the Job Descriptive Index (Leong & Vaux, 1996), however, its
reliability and construct validity did not meet the quality criteria used by Van
Saane et al. (2003).
The Job Satisfaction Survey (JSS), one of the measures that met the
quality criteria of Van Saane et al. (2003), was initially developed for the social
service sector but can be used in other sectors as well (Spector, 1985). It is a
multidimensional instrument that includes nine subscales: salary, promotion,
supervision, fringe benefits, contingent rewards, operating procedures, coworkers,
work, and communication. However, Van Saane et al. (2003) identified 11 factors
to be included in a complete job satisfaction measure, that is work content,
autonomy, training, financial rewards, promotion, supervision, communication,
co-workers, meaningfulness, workload, and work demands. Roelen, Koopmans,
and Groothoff (2008) studied which of those factors were most relevant to job
satisfaction.
In this study, we used nine selected items from Roelen et al. (2008).
These items measured nine facets of job satisfaction that were relevant for this
study, including workload, work pace, task variety, work times, working
conditions, supervisor, colleagues, work briefings, and salary. The questionnaire is
scaled from 1 (strongly disagree) to 5 (strongly agree). Table 3.18 shows the items
and their factor loadings.
Exploratory factor analysis (EFA) revealed that the first four
eigenvalues were 4.04, 1.12, .81, and .70, respectively. Thus, two factors exceeded
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the criterion of having an eigenvalue of 1.0, indicating that the items loaded on
two common factors. However, the first factor had the highest eigenvalue by far.
As the scale should have a one-factor measurement model, only items loading on
factor 1 were retained. The Indonesian version of this job satisfaction measure was
reliable (Cronbach’s Alpha = .84).

Table 3.13
Factor loadings of the items of Job Satisfaction measure, as a result of EFA
Item
1
2
3
4
5
6
7
8
9

Factor Loading

I am satisfied with the time to complete my work
I am satisfied with the amount of work I have to
do
I am satisfied with the variation of work tasks
I am satisfied with my working conditions
I am satisfied with my work times
I am satisfied with my salary
I am satisfied with my supervisor
I am satisfied with my colleagues
I am satisfied with the briefings about my job
Cronbach’s Alpha

,67
,71
,70
,69
,60
,56
,73
,60
,74
.84

3.2.3.4 Higher-Order Factor Analysis of Well-Being Measures
Higher-order factor analysis was conducted to find out the higher-order
structure of the Well-being measures included in this study. The Burnout, Work
Engagement, and Job Satisfaction scales were entered into the solution. The
correlation matrix of the well-being measures is presented in Table 3.14. Factor
analysis revealed that the eigenvalues were 2.61, .64, and .46. All measures thus
loaded on one common second-order factor, namely Well-Being. The factor
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loadings of Work Engagement, Burnout, and Job Satisfaction were .88, -.80, and
.83, respectively.

Table 3.14
The Correlation Matrix of Well-Being Measures
Work Engagement
Burnout OLBI

-,65

Job Satisfaction

,67

Burnout OLBI

-,54

3.2.4 Job Performance
The fourth cluster of measures of the iQWIQ included several
instruments that tapped aspects of Job Performance, such as in-role job
performance and extra-role job performance or Organizational Citizenship
Behavior (OCB). The findings for these scales are presented similarly as those
obtained for the work characteristics.

3.2.4.1 In-role Job Performance rated by supervisor
Both the supervisors and the coworkers assessed In-role job
performance. Four items taken from Bartram and Casimir (2006) were used to
measure in-role job performance. These were scaled from 1 (strongly disagree) to
5 (strongly agree). The four items and their factor loadings are presented in Table
3.15. Exploratory factor analysis revealed that the eigenvalues were 3.00, .45, .30,
and .24, indicating that the four items loaded on one common factor, namely Inrole job performance.
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Table 3.15
Factor Loadings of In-role Job Performance measure (rated by supervisor),
rotated solution
Component 1
JP A 1: He/she completes his/her work by the time
specified.
JP A 2: He/she works hard.

,81
,89

JP A 3: He/she produces work of a high standard.

,90

JP A 4: He/she makes good use of his/her working time.

,86

Cronbach’s Alpha

.89

Overall, the factorial structure of this instrument and its reliability were
comparable to the findings of Casimir et al. (2006) for their Chinese and
Australian samples.
In-role Job Performance reported by co-worker
In-role Job Performance was also reported by their co-workers using
the same items, yielding similar results as were obtained for in-role job
performance as rated by the supervisor. Cronbach’s Alpha for the Indonesian
translation was 0.90. The exploratory factor analysis revealed that the eigenvalues
were 3.08, .42, .27, and .23. The factor loadings are presented in Table 3.16.
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Table 3.16
Factor Loadings of In-role Job Performance (rated by coworker), rotated solution
Component 1
JP R 1: He/she completes his/her work by the time
specified.
JP R 2: He/she works hard.

,82
,89

JP R 3: He/she produces work of a high standard.

,90

JP R 4: He/she makes good use of his/her working time.

,90

Cronbach’s Alpha

.90

3.2.4.2 Extra-role Job Performance (OCB).
The concept of organizational citizenship behavior begins with the
work of Katz (1964) who argued that there must be a spontaneous activity that
goes beyond the job description. Katz noted that without extra-role performance,
the organization could not achieve its objective efficiently. The instances of
citizenship behavior are acts of cooperation, helpfulness, suggestions, gesture and
goodwill, and altruism. Employees’ extra-role behaviors go beyond specific task
performance or job description required by the employer. These extra-role
behaviors are intended to either help people or the organization (Spector & Fox,
2002).
According to Spector and Fox (2002), research in organizational
citizenship behavior has followed the work of Organ and his associates (Bateman
& Organ, 1983). Organ (1988) defined organizational citizenship behavior as
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voluntary activities that promote organizational effectiveness. For example,
helping other employees who are absent and maintain good relationship and
cooperation with other members of the organization. Therefore, citizenship
behaviors are necessary because they help organizations to function more
efficiently.
Following the work of Smith, Organ, and Near (1983), researchers have
studied organizational citizenship behavior as a concept having two main
dimensions (altruism and generalized compliance). Altruism refers to helping
behaviors aimed directly at specific persons with a work problem and can be
characterized as citizenship behavior toward individuals, for example helping coworkers doing their job. Generalized compliance refers to citizenship behavior
about the organization, for example, going beyond the minimal work requirements
by regular attendance, being on time for work, and showing respect for rules and
policies of the organization.

In this study, the Organizational Citizenship

Behavior (OCB) Questionnaire of Smith et al. (1983) was used. This instrument
consists of 16 items that represent two factors (altruism and general compliance).
OCB was assessed by their co-worker and their supervisor. It is scaled from 1
(never) to 5 (always).

Extra-role Job Performance evaluated by his/her co-worker
Consistent with previous research (e.g., McNeely & Meglino, 1992;
Organ & Konovsky, 1989; Smith et al., 1983; Werner, 1994; Williams &
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Anderson, 1991) a two-factor solution was preferred for the factorial analysis of
the measure. Table 3.17 shows the items and their factor loadings. Factor analysis
revealed that the first five eigenvalues were 5.56, 1.69, 1.37, .96, and .80. This
result was consistent with the findings of Goodman and Svyantek (1999) in their
samples of an American manufacturing organization, except for the four shaded
items that did not load on the expected factor.
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Table 3.17
Factor Loadings of OCB measure (rated by coworker), 2 factor rotated solution
Factor
1
xOCB R 01 Altruism: My co-worker helps other employees with their work
when they have been absent.

,46

OCB R 02 Compliance: My co-worker exhibits punctuality arriving at work on
time in the morning and after lunch breaks.
OCB R 03 Altruism: My co-worker volunteers to do things not formally
required by the job.
OCB R O4 Compliance: My co-worker takes undeserved work breaks.
OCB R 05 Altruism: My co-worker takes initiative to orients new employees to
the department even though it is not part of his/her job description.
xOCB R 06 Compliance: My co-worker exhibits attendance at work beyond
the norm, for example, takes fewer days off than most individuals or fewer than
allowed.
OCB R 07 Altruism: My co-worker helps others who have heavy work loads.

,70

,61

,68
,73

OCB R 08 Compliance: My co-worker coasts towards the end of the day.
OCB R 09 Compliance: My co-worker gives advance notice if unable to come
to work.
OCB R 10 Compliance: My co-worker spends a great deal of time to make
personal phone conversations.
xOCB R 11 Compliance: My co-worker does not take unnecessary time off
work.
OCB R 12 Altruism: My co-worker assists supervisor's work.
OCB R 13 Altruism: My co-worker makes innovative suggestions to improve
department.
xOCB R 14 Compliance: My co-worker does not take extra breaks.
OCB R 15 Altruism: My co-worker willingly attends functions not required by
the organization, but that helps in its overall image.
xOCB R 16 Compliance: My co-worker does not spend time in idle
conversation.
Cronbach’s Alpha

Note. Factor 1, Altruism; Factor 2, General Compliance
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The shaded items are omitted because they do not belong to the expected factor or
load on both factors. Doing so resulted in 6 items for the Altruism dimension and
five items for the Compliance dimension. Cronbach’s Alpha for The Indonesian
version of the OCB scale was .85 for the Altruism dimension and .75 for the
Compliance dimension, while Smith et al. (1983) found .91 and .81 respectively
and Goodman and Svyantek (1999) found .86 for both dimensions.
The correlation between the Altruism and Compliance subscales was
.48. Second-order factor analysis of the Altruism and Compliance subscales
resulted in eigenvalues of 1.48 and .52, the two subscales thus loaded on one
common factor that explained 73.9 % of the variance of both subscales, with
factor loadings of .86 for both subscales. The reliability of the whole scale was
.85.
Extra-role Job Performance as reported by the Supervisor
Extra-role job performance was also measured by their leader using
four selected items. The questionnaire for the supervisors was shortened so as not
to overburden them with extensively evaluating several subordinates (ranging
from 1 to 6 subordinates, with on average of 3 subordinates). The items and their
factor loadings are presented in Table 3.18. Factor analysis revealed that the
eigenvalues were 2.26, .80, .51, and .43, indicating that the items loaded on one
common factor.
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Table 3.18
Factor Loadings of OCB measure (rated by supervisor), as a result of EFA
Factor
Loading

Item
OCB A 2: He/she exhibits punctuality arriving at work on time in
the morning and after lunch breaks.

,71

OCB A 7: He/she helps others who have heavy work loads.

,76

OCB A 9: He/she gives advance notice if unable to come to work.
OCB A 15: He/she willingly attends functions not required by the
organization, but that helps in its overall image.

,78

Cronbach’s Alpha

.74

,76

3.2.4.3 Higher-Order Factor Analysis of the Job Performance Measures
Higher-order factor analysis was conducted to examine the higher-order
structure of the Job Performance measures. In-role Job Performance and Extrarole Job performance were entered into the solution. The correlation between Inrole Job Performance and Extra-role Job Performance (as rated by the Supervisor)
was .75. Factor analysis revealed that the eigenvalues were 1.75 and .25. The two
measures thus loaded on a single common factor, namely Job Performance. Both
factor loadings were .94. A similar result was obtained for Job Performance as
rated by one’s co-worker. The correlation between In-role Job Performance and
Extra-role Job Performance (as rated by the coworker) was .77. Factor analysis
revealed that the eigenvalues were 1.77 and .23, indicating that the two measures
loaded on a single factor. The factor loadings were both .94.

3.3 Descriptive Information
In this section, descriptive statistics for each measure are presented. The
descriptive statistics are the mean, the standard deviation (SD), and the minimum
and maximum score. The scores of each measure are scaled from 0 to 100. This
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section also presents cut-off scores for each measure. To this aim, the scores on
each measure are divided into 10 equal percentile groups. We further present the
frequency distribution of each measure into five categories of intensity, namely
low, low to moderate, moderate, moderate to high, and high.
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Table 3.19 gives an impression of the level of variables under study that workers,
their coworkers, and their supervisors from the six organizations reported.\

Table 3.19
Means and Standard Deviations of Leadership features, Work Characteristics,
Worker's Wellbeing, and Job Performance in the overall Sample
!
!
M
SD
Min - Max
Leadership:
1 Leader-Member Exchange
Leader-Member Exchange*
2 Leadership Quality
Leadership Quality*

56.4
68.7
57.8
73.9

19.5
19.2
21.9
18.9

0 – 100
0 – 100
0 – 100
0 – 100

Work Characteristics:
3 Job Demand
4 Job Control
5 Social Support
Social Support*

47.2
44.5
65.7
81.9

14.8
18.8
18.0
17.7

0 – 100
0 – 100
8.33 – 100
0 – 100

Wellbeing:
6 Burnout
7 Work Engagement
8 Job Satisfaction

35.9
69.5
64.4

14.7
15.9
16.9

0 – 100
0 – 100
8.33 – 100

Job Performance:
9 In-role Job Performance*
In-role Job Performance**
10 Extra-role Job Performance*
Extra-role Job Performance**

67.7
65.9
69.2
61.3

19.2
20.3
18.9
16.7

0 – 100
0 – 100
0 – 100
11.4 – 100

Note: N = 445,
* = data reported by their supervisors, N = 351
** = data reported by their coworkers, N = 380
From! Table 3.19 it can be seen that for the positive experiences except for job
! for example, leadership quality, social support, and work engagement,
control,
! scores were reported above the scale midpoints (Ms > 56.4), whereas for
average
!
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the negative experiences, for example, burnout, and job demands, average scores
were reported below the scale midpoints (Ms < 47.2).
3.3.1 Leadership
The cut-off scores for the leadership measures are presented in Table
3.20, and the frequency distribution of the sample is presented in Table 3.21.

Table 3.20
Cutoff scores for the Leadership Measures, N = 445

10

LM
X
30.0

20

40.0

58.3

40.6

58.3

30

50.0

58.3

49.4

66.7

40

50.0

66.7

53.1

75.0

50

55.0

66.7

59.4

75.0

60

60.0

75.0

64.4

75.0

70

65.0

75.0

71.9

83.3

80

70.0

83.3

75.0

91.7

90

80.0

91.7

84.4

100

Percentile

LMX*
50.0

Leadership
Quality
28.1

Leadership
Quality*
50.0

Note:
* = data reported by their supervisors, N = 351
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Table 3.21
The frequency distribution of the Leadership Measures (number of participants
and percentage in each category), N = 445
Intensity

Score
Range

Low

0 - 19

Low to
moderate

20 – 39

Moderate

40 – 59

Moderate
to High

60 – 79

High

80 - 100

LMX*

Leadership
Quality

Leadershi
p Quality*

21 (4.8%)

27 (6.1%)

9 (2.1%)

LMX
11
(2.5%)
62
(13.9%)
154
(34.6%)
159
(35.7%)
59
(13.3%)

144
(32.7%)
205
(46.5%)
67
(15.2%)

152 (34.2%)

4 (0.9%)

69 (15.5%)

58 (13%)

139 (31.2%)

54
(14.4%)
186
(42.6%)
165
(37.8%)
23 (5.3%)

Note
* = data reported by their supervisors, N = 351

3.3.2 Job Characteristics
The cut-off scores for the job characteristics are presented in Table
3.22, and the frequency distribution of the sample is presented in Table 3.23.
Table 3.22
Cutoff scores for the Job Characteristic Measures, N = 445

Percentile

Job Demand

Job Control

Social
Support

10

28.8

21.4

45.8

Social
Support
*
62.5

20

37.5

28.6

50.0

75.0

30

37.5

35.7

54.2

75.0

40

43.8

39.3

62.5

75.0

50

50.0

46.4

66.7

87.5

60

50.0

50.0

70.8

87.5

70

56.3

53.6

75.0

100

80

56.3

60.7

79.2

100

90

62.5

67.9

87.5

100

Note:
* = data reported by their supervisors, N = 351
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Table 3.23
The frequency distribution of Job Characteristic Measures (number of
participants and percentage in each category), N = 445

Intensity

Score
Range

Low

0 - 19

Low to
moderate

20 – 39

Moderate

40 – 59

Moderate to
High

60 – 79

High

80 - 100

Job
Demand
14
(3.1%)
131
(29.4%)
223
(50.1%)
68
(15.3%)

Job Control

Social
Support

Social
Support*

42 (9.4%)

5 (1.1%)

1 (0.3%)

146 (32.8%)

31 (7%)

10 (2.8%)

9 (2%)

13 (2.9%)

166 (37.3%)
78 (17.5%)

124
(27.9%)
202
(45.4%)
83
(18.7%)

17 (4.8%)
144 (41%)
179 (51%)

Note:
* = data reported by their supervisors, N = 351!

3.3.3 Well-being
The cut-off scores for the well-being measures are presented in Table
3.24, and the frequency distribution of the sample is presented in Table 3.25.
Table 3.24 Cutoff scores for the Well-being Measures, N = 445
Percentile

Burnout

Work Engagement

Job Satisfaction

10

18.8

50.0

41.7

20

25.0

55.6

50.0

30

28.1

61.1

55.6

40

31.3

66.7

61.1

50

34.4

69.4

63.9

60

37.5

75.0

69.4

70

43.8

77.8

72.8

80

46.9

83.3

77.8

90

53.1

88.9

86.1
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Table 3.25
The frequency distributions of the Well-being Measures, N = 445
Intensity
Low
Low to
moderate
Moderate
Moderate to
High
High

88

Burnout

Work
Engagement

Job Satisfaction

0 - 19

60 (13.5%)

2 (0.4%)

3 (0.7%)

20 – 39

215 (48.3%)

15 (3.4%)

38 (8.5%)

40 – 59

145 (32.6%)

102 (22.9%)

129 (29%)

60 – 79

22 (4.9%)

206 (46.3%)

194 (43.6%)

80 - 100

3 (0.7%)

120 (27%)

81 (18.2%)

Score Range
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3.3.4 Job Performance
The the cutoff scores for the job performance measures are presented in
Table 3.26, and the frequency distributions for the sample are presented in Table
3.27.
Table 3.26
Cutoff scores for the Job Performance Measures

43.8

Extra-role
Performance*
*
40.9

50.0

56.3

45.5

62.5

50.0

62.5

52.3

68.8

62.5

68.8

56.8

50

75.0

68.8

68.8

61.4

60

75.0

75.0

75.0

65.9

70

75.0

75.0

81.3

72.7

80

81.3

83.8

87.5

75.0

90

93.8

93.8

93.8

81.8

10

In-role
Performan
ce*
43.8

In-role
Performan
ce**
37.5

20

50.0

30
40

Percentile

Extra-role
Performance*

Note:
* = data reported by their supervisors, N = 351
** = data reported by their coworkers, N = 380
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Table 3.27
Frequency distributions of the Job Performance Measures
Score
Range

Intensity
Low
Low to
moderate

0 - 19
20 – 39

Moderate

40 – 59

Moderate to
High

60 – 79

High

80 - 100

In-role
Performa
nce*
6 (1.7%)
25
(7.1%)
73
(20.9%)
152
(43.4%)
94
(26.9%)

In-role
Performanc
e**
8 (2.1%)

Extra-role
Performance
*
7 (2%)

Extra-role
Performance
**
5 (1.3%)

31 (8.1%)

22 (6.3%)

31 (8.2%)

106 (27.7%)

69 (19.7%)

139 (36.6%)

136 (35.6%)

138 (39.3%)

161 (42.4%)

101 (26.4%)

115 (32.8%)

44 (11.6%)

Note
* = data reported by their supervisors, N = 351
** = data reported by their coworkers, N = 380

3.4 Conclusion
This chapter presented the findings of scale analyses and reliability
analyses for the instruments included in the Indonesian Quality of Work
Questionnaire (IQWiQ). This instrument consists of four sets of measures,
referring to leadership, work characteristics, well-being and work performance.
Moreover, the IQWiQ contains some biographic background variables. The
analyses presented here show that the scales of the IQWiQ are usually reliable and
that the factor structures of the scales are usually comparable to the original
scales. In some cases, these favorable results were obtained by omitting items that
did not show the expected pattern of factor loadings. However, even after omitting
these items, the reliabilities of the scales remained adequate, whereas the meaning
of these scales is presumably not altered considerably by omitting these items.
Further, this section presented information on the frequency distributions and
cutoff scores for the scales of the IQWiQ. Note that these cutoff scores are based
on statistical considerations only (i.e., the frequency distributions of the scales)
and not on clinical or other substantive considerations. This implies that very high
(or low) scores do not necessarily imply that these scores are problematic and
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should be addressed. Addressing this issue would require further examination
using external criteria (e.g., to validate the cutoff score for burnout one may
involve independent diagnoses of experts such as psychologists or psychiatrists).
A further limitation concerns the fact that we developed Indonesian
versions of existing scales. Some of these scales refer to the same conceptual
domain, and could overlap empirically to a smaller or larger degree (e.g., the
Oldenburg Burnout Inventory and the Utrecht Work Engagement Scale, or the the
various leadership measures). In other chapters of this thesis we provide some
information regarding this overlap (e.g. correlation coefficients). Normally this
sort of overlap is deemed problematic, in that researchers often aim to identify the
unique contributions of particular sets of variables in explaining a study's outcome
variables. Since such overlapping measures "compete" with each other in
accounting for a study's outcome this may yield problems in identifying their
effects on these outcomes. We acknowledge that this may be an issue in later
chapters. However, since the present chapter aimed to develop Indonesian
versions of existing instruments we did not study their overlap or uniqueness, and
neither did we attempt to create novel instruments on the basis of the items of
overlapping scales.
Another limitation of the present analyses is that whereas they suggest
that instruments that were previously developed and used in Western contexts can
be used in the Indonesian context as well, it was not possible to establish the
equivalence (or meaning) of these instruments across Western vs. non-Western
(Indonesian) contexts. Obviously, equivalence across different groups can only be
established by constraining factor structures (e.g., factor variances, item error
variances and item factor loadings) to be equal across two different samples (e.g. a
Western and an Indonesian sample, cf. Taris, Bok & Meijer, 1998). In the absence
of a Western sample, it is not always clear whether the factor structures obtained
in the present chapter are fully identical (i.e. equivalent) to those obtained in other
cultural contexts.
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Note that this does not apply to the measures for which a different
factor structure was obtained or for which items had to be removed; here it is clear
that there are at least some differences exist between the Indonesian and Western
version of this measure. As a notable example, in our analyses the Oldenburg
Burnout Inventory revealed rather different patterns of factor loadings than in
previous, Western research (Demerouti, Bakker, Nachreiner, & Schaufeli, 2001).
Interestingly, whereas earlier research reported that exhaustion and disengagement
were the two main factors accounting for the associations among the items of the
OLBI, in our research the positively worded items loaded on one dimension and
the negatively worded items on a second dimension. Such a pattern of loadings is
not uncommon (Netemeyer, Bearden, & Sharma, 2003; Weijters, Baumgartner, &
Schillewaet, 2013), however, since previous research clearly revealed that the
OLBI showed the expected factor structure, initially we did not worry about this
issue. It is unclear whether our diverging findings point to a cultural issue or
whether previous findings presented an overly optimistic image of the factor
structure of this instrument. In order to resolve the issue of obtaining two
dimensions that were difficult to interpret theoretically, we omitted a number of
items of this instrument. Although the remaining items constituted reliable scales,
this means that the theoretical meaning of Indonesian version of the OLBI may
differ to some extent from that of Western versions of that instrument.
Despite of these issues, we believe that the IQWiQ has satisfactory factorial
validity and reliability to be able to measure various important aspects of working
life of Indonesian workers, and that these important aspects are at least similar to
the original, Western versions of the measures included in the IQWiQ.
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In this chapter, results are reported on the relation among the four
groups of variables that are of central interest in this study, namely leadership, job
characteristics, well-being, and job performance (see Figure 4.1). The first group
of variables, leadership, included leader-member exchange and leadership quality.
The second, job characteristics, consisted of job demands, job control, and social
support. The third, well-being, focused on burnout as a negative experience in the
workplace, and on work engagement and job satisfaction as positive experiences.
The fourth, job performance, included in-role and extra-role job performance. The
study used two data sets. The first data set consists of a cross-sectional data set of
around 23,000 participants from a government-owned electricity company that
operates in entire Indonesia for the main studies, and the second data set consists
of a longitudinal data set of around 200 participants from other six small
companies in Jakarta, Bogor, Cikarang, and Bandung for an additional study (see
Chapter 3 for details on the collection of these data sets). Note that the results
presented in this chapter will present evidence as to the validity of the instruments
developed in Chapter 3. Findings for the cross-sectional data set will be reported
in this chapter, while findings for the longitudinal data set will be reported in
Chapter 5. Chapter 4 focuses on the relations between leadership, well-being, and
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job performance and the combination of various leadership features and job
characteristics in relation to well-being and job performance. In Chapter 5, the
moderation and mediation analyses using the cross-sectional data that have been
conducted in Chapter 4 will be replicated using the longitudinal data set. The
causal relationships among variables will be established and an additional
reliability analysis of measures across time (test-retest reliability) will also be
investigated.

Job
Characteristics
css

Job
Performance

Well-being

Leadership

Figure 4.1. Heuristic model for the proposed relations among leadership, job characteristics,
well-being and job performance

Therefore, this chapter will first (in Section 4.1) present the means,
standard deviations, and correlations for all study variables. Then (in Section 4.2)
it will present the results of various regression analyses and MANOVAs
examining the relations between demographics (e.g., tenure, job position) and the
main study variables (leadership, job characteristics, well-being, and job
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performance). Third (in Section 4.3) it will present the results of regression
analyses and MANOVAs examining the relations between demographic variables
(e.g., gender, age) and study variables (leadership, job characteristics, well-being,
and job performance). Fourth, in Section 4.4, this chapter will present the results
of regression analyses examining the relations between work characteristics (job
demands, job control, and social support) and workers' well-being indicators
(specifically, job satisfaction, work engagement, and burnout). Lastly, in Section
4.5,

the results of regression analyses focusing on the effects of work

characteristics on job performance (in-role and extra-role job performance) will be
presented, as mediated by well-being.
Samples
The data for the current study were obtained in a cross-sectional and a
longitudinal study. As regards the cross-sectional study, data were collected in a
large government-owned electricity company that operates in entire Indonesia. It
has branch offices in each province in Indonesia, in total 45 branch offices or
business units, and has about 40,000 employees. In March 2011, the HR Director
of the company asked all employees to participate in the survey. The
questionnaires were distributed to all employees, however about 24,000
employees responded to complete the questionnaires a month later, resulted in an
average response rate of 57%. The majority of the participants was male (85%).
Over half of the participants had a high-school education (55%), and the others
had an university education. Sixty percent of the participants held a technical job,
while others worked in administrative jobs. Mostly they worked normal work
hours (88%), while the others worked in shift schedule. About fifteen percent of
the participant held a supervisory position. Their ages ranged from 18 to 60 years
old (Mean = 42 years old, SD = 11 years old). Their tenures averaged 17 years
(SD = 11 years).
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Regarding the longitudinal study, the data collection procedure for the
first wave of this study was already discussed in Chapter 3. In Chapter 5 this study
was extended with a follow-up wave which was conducted about 12 months after
the first wave was conducted. All workers who had participated in the first wave
of the study were contacted again for the follow-up wave (response rate was
48%).
Instruments
In both samples, the IQWiQ served as the basis for the questionnaire.
Concepts included were: 1. quantitative job demands, 2. job control, 3. social
support, 4. leader-member exchange (LMX), 5. leadership quality, 6. burnout, 7.
work engagement, 8. job satisfaction, 9. in-role job performance, and 10. extrarole job performance. Data obtained in the cross-sectional study were all selfreport measures. Descriptive information (means, standard deviations, reliabilities,
et cetera) are reported elsewhere in this chapter (i.e., in Table 4.1 and Table 4.2)
or in Chapter 5. The items of the scales are presented in Appendix A and B.
Statistical analyses
In both samples we employed structural equation modeling (SEM)
technique using Mplus software version 7 (Muthen and Muthen, 2012) and
multiple analysis of variance (MANOVA) using STATA software version 12
(Stata Corp., 2012) to examine the relations presented in Figures 4.1 and Table
5.1a).

4.1 Description of leadership features, work characteristics, workers'
wellbeing and job performance
Several tables with descriptive statistics of the survey data of the
overall sample are presented to give a first impression of the level of variables
under study that workers experienced and responded at their work environment.
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Table 4.1
Means and Standard Deviations of Leadership, Work Characteristics, Worker's
Wellbeing, and Job Performance in the overall Sample
M

SD

Range

1Leader-Member Exchange

70.2

11.8

0 – 100

2Leadership Quality

71.2

13.6

0 – 100

3Job Demand

42.0

12.2

0 – 91.7

4Job Control

62.1

12.4

0 – 100

5Social Support

74.8

11.4

0 – 100

6Burnout

38.9

13.2

0 – 100

7Work Engagement

76.3

11.0

0 – 100

8Job Satisfaction

73.0

10.7

0 – 100

9In-role Job Performance

76.1

10.9

0 – 100

1Extra-role Job Performance
0

74.9

9.8

3.1 – 100

Leadership:

Work Characteristics:

Wellbeing:

Job Performance:

Note: N = 24,225
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From Table 4.1 it can be seen that for the positive experiences, for example, job
control, leadership quality, and work engagement, average scores were reported
above the scale midpoints (Ms > 62.1), whereas for the negative experiences, for
example, burnout, and job demands, average scores were reported below the scale
midpoints (Ms < 48.8). Next, Table 4.2 presents the correlation matrix and scale
reliability for the study variables. Generally, the relations among variables were in
expected directions, and the reliabilities (Cronbach’s ) were above .70, except for
job demands (Cronbach’s α = .64).

Development of a questionnaire

99

100
.73

2. Leadership Quality (LQ)

.30
.63

4. Job Control (JC)

5. Social Support (SS)

.45
.51

Work Engagement (WE)

Job Satisfaction (JS)

.38

Extra Role Performance (EP)
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.36

.41

.61

.48

-.35

.75

.28

-.27

.92

LQ

-.39

-.33

-.35

-.36

.52

-.33

.00ns

.64

JD

.14

.23

.28

.25

-.09

.28

.84

JC

.47

.49

.59

.53

-.39

.87

SS

-.42

-.35

-.48

-.61

.72

BO

Note: at the diagonal are Cronbach's alpha of the scale (in bold).
All correlations were statistically significant at p < .01, except where indicated elsewhere (i.e., ns = not significant).

N = 24,166

.44

In Role Performance (IP)

Job Performance:

-.30

6. Burnout (BO)

Well-being:

-.20

3. Job Demand (JD)

Work Characteristics:

.78

LMX

1. Leader-Member Exchange (LMX)

Leadership:

Table 4.2
Correlation Matrix and Scale Reliability

.45

.50

.70

.91

WE

.33

.38

.86

JS

.60

.85

IP

.72

EP
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4.2 Relations between work-related variables and study variables
This section presents several tables that describe the effects of
work-related variables on the study variables. Tables 4.3 to 4.7 describe the
effects of business unit, length of tenure, job position, type of work, and work
schedule on the outcome variables.

4.2.1 Business Units
Multivariate analysis of variance (MANOVA) was used to
examine the scores on the study variables (leadership, work characteristics,
well-being, and job performance) as a function of business unit. The overall
F-test for the business unit was significant, Pillai’s Trace = .07, F(55, 114920) =
27.6, p < .01, and the effect size (partial eta squared) = .01. Further, the oneway analysis of variance (ANOVA) reported in Table 4.3 showed that all F
values were significant (Fs > 19.5, p < .01). The two largest effect sizes were
obtained for job satisfaction (.02) and burnout (.02).
Regarding job satisfaction, the employees of Business Unit A (i.e.,
Java Bali Distribution) reported the highest job satisfaction, whereas workers
in Business Unit F (i.e., Power Plant and Network Development) reported the
lowest job satisfaction (Mean difference = 4.8, p < .01). Finally, the highest
average levels of burnout are reported in Business Unit F (i.e., Power Plant
and Network Development), whereas the lowest levels are found for Business
Units A (i.e., Java Bali Distribution) and C (i.e., Eastern Indonesia
Operation) (Mean difference = 6.4, p < .01).
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N

3,930

74.2 (9.8)

75.8 (10.5)

38.0 (13.4)
76.7 (10.4)
74.2 (10.2)

41.5 (12.6)
62.0 (10.7)
75.0 (10.0)

71.8 (12.5)

70.6 (10.6)

C

831

75.9 (8.7)

76.8 (10.2)

40.0 (13.8)
76.2 (12.1)
72.1 (11.7)

42.6 (12.5)
62.2 (11.5)
74.5 (12.2)

69.9 (15.5)

70.4 (12.7)

1,107

73.5 (8.9)

75.1 (10.3)

42.6 (13.4)
73.2 (11.7)
69.3 (12.0)

43.4 (11.5)
60.3 (11.6)
73.0 (12.5)

67.6 (16.6)

67.8 (13.9)

E

585

69,8 (11.2)

71.3 (12.7)

44.4 (13.5)
73.1 (11.2)
69.4 (11.0)

47.1 (12.9)
60.0 (10.3)
69.2 (12.4)

64.6 (15.9)

66.1 (13.5)

F

22,935

74.9 (9,8)

76.1 (10,8)

38.9 (13.2)
76.3 (11.0)
73.0 (10.7)

42.0 (12.2)
62.2 (11.4)
74.8 (11.4)

71.2 (13.6)

70.2 (11.8)

Total

Note: Business unit: A: Java Bali Distribution, B: Western Indonesia Operation, C: Eastern Indonesia Operation, D: Services, E: Generators,
F: Power Plant and Network Development. ** = all F-values are significant at p < .01.

3,875

74.3 (9.6)

75.5 (9.8)

12,607

76.4 (10.6)

40.5 (13.1)
74.8 (11.7)
70.6 (11.5)

43.0 (12.1)
60.1 (11.5)
73.3 (12.0)

69.0 (14.0)

69.2 (12.2)

B

76.4 (10.9)

37.9 (12.8)
77.1 (10.8)
73.9 (10.2)

Worker's Wellbeing:
Burnout
Work Engagement
Job Satisfaction

Job Performance:
In-role Job Performance
Extra-role Job
Performance

41.3 (12.0)
63.2 (11.5)
75.7 (11.3)

72.4 (13.0)

70.7 (11.6)

Work Characteristics:
Job Demand
Job Control
Social Support

Leadership Quality

Leader-Member Exchange

Leadership:

A

Business Units
D

Table 4.3 The means and standard deviations (in brackets) categorized by business units

70.1

35.1

72.8
55.5
98.3

35.1
55.2
64.3

77.9

40.0

F**

.02

.01

.02
.01
.02

.01
.01
.01

.02

.01
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4.2.2 Length of Tenure
The scores on the study variables also differed significantly as a
function of the length of tenure. The overall F-test for the length of tenure was
significant, Pillai’s Trace = .01, F(22, 45968) = 12.0, p < .01, effect size (partial eta
squared) = .01. The one-way analysis of variance (ANOVA) reported in Table
4.4 showed that all F-values were significant (Fs > 5.3, p < .01) except for social
support. However, the effect sizes were generally lower than .01, with the
largest effect size being obtained for extra-role job performance (0.2).
The highest average levels of extra-role performance were reported
by employees who have tenure between 10 – 20 years, and the lowest average
levels of extra-role performance were reported by employees who have tenure
ten years and less (Mean difference = 1.1, p < .01).
Considering that the effect sizes reported in Table 4.4 are generally
very small (< .01), the mean difference between employees who have tenure for
20 years or more, who have tenure between 10 – 20 years, and who have tenure
< 10 years is very small and can be neglected from a practical point of view.
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40.2 (13.7)
74.9 (11.4)
71.4 (11.1)

75.8 (10.9)
74.4 (9.9)

Worker's Wellbeing:
Burnout
Work Engagement
Job Satisfaction

Job Performance:
In-role Job Performance
Extra-role Job Performance

Length of Tenure

76.1 (10.7)
75.0 (9.7)
12,068

4,959

38.4 (12.8)
76.8 (10.7)
74.0 (10.3)

41.7 (11.8)
62.9 (11.2)
75.2 (10.8)

70.4 (11.5)
72.3 (12.6)

76.6 (11.1)
75.5 (9.9)

38.1 (13.3)
77.1 (11.3)
72.9 (10.9)

41.3 (12.3)
62.3 (11.6)
75.1 (11.8)

69.8 (11.7)
71.2 (13.5)

between 10 - 20 years 20 years and more

Note: ** = all F-values are significant at p < .01, except for ns = not significant.

6,497

42.9 (12.6)
60.7 (11.5)
73.9 (12.1)

Work Characteristics:
Job Demand
Job Control
Social Support

N

69.9 (12.4)
69.3 (15.1)

Leadership:
Leader-Member Exchange
Leadership Quality

10 years and less

Table 4.4 The means and standard deviation (in brackets) categorized by length of tenure

23,524

76.1 (10.8)
74.9 (9.8)

38.8 (13.2)
76.3 (11.1)
73.0 (10.7)

42.0 (12.2)
62.2 (11.4)
74.8 (11.4)

70.2 (11.8)
71.2 (13.6)

Total

52.6
88.8

11.8
24.2
61.6

11
42.6
1.8ns

5.3
14.1

F**

.01
.02

.00
.00
.01

.00
.00
.00

.00
.00
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4.2.3 Job Position
The outcome variables also differed significantly for job position
(managerial versus non-managerial position), Pillai’s Trace = .02, F(22, 45968) =
18.5, p < .01, effect size (partial eta squared) = .01. The one-way analysis of
variance (ANOVA) reported in Table 4.5 showed that all F-values were
significant (Fs > 5.3, p < .01). However, the effect sizes were generally only
.01 at most. Table 4.5 shows that employees who hold a managerial position
receive more social support than employees not holding a managerial
position, and they exhibit more work engagement, and both in-role and extrarole job performance than their counterparts in non-managerial positions.
Whereas employees not holding managerial position reported a higher level
of burnout and job insecurity than their counterparts in managerial positions.
Regarding the other variables, employees who hold managerial position
report similar scores as non-managers. Overall, the differences between these
two groups are relatively weak, as indicated by low effect sizes (

2

is .01 at

most).
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35.3 (14.3)
79.5 (11.1)
75.2 (10.8)

78.3 (11.1)
76.9 (10.5)

Worker's Wellbeing:
Burnout

Work Engagement
Job Satisfaction

Job Performance:
In-role Job Performance
Extra-role Job Performance

Note: ** = all F-values are significant at p < .01, except for ns = not significant.

1,147

40.4 (13.4)
62.5 (11.8)
77.0 (10.9)

Work Characteristics:
Job Demand
Job Control
Social Support

N

72.5 (11.3)
73.8 (12.5)

Leadership:
Leader-Member Exchange
Leadership Quality

Manager

7,232

77.1 (10.2)
76.1 (9.5)

77.3 (10.6)
73.9 (10.1)

37.7 (13.0)

41.4 (12.2)
63.0 (11.2)
76.2 (10.4)

71.2 (11.0)
72.7 (12.3)

Position
Supervisor

Table 4.5
The means and standard deviations (in brackets) categorized by job position

15,145

75.5 (11.0)
74.2 (9.8)

75.6 (11.2)
72.4 (10.9)

39.6 (13.1)

42.3 (12.0)
61.7 (11.4)
74.0 (11.8)

69.5 (12.1)
70.3 (14.2)

Worker

23,524

76.1 (10.8)
74.9 (9.8)

76.3 (11.1)
73.0 (10.7)

38.8 (13.2)

42.0 (12.2)
62.2 (11.4)
74.8 (11.4)

70.2 (11.8)
71.2 (13.6)

Total

83.2
119.1

90.4
49.6

87.9

24.1
12.2
104.0

66.4
66.4

F**

.01
.01

.01
.00

.01

.00
.00
.01

.01
.01
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4.2.4 Type of Work
Considering that the sizes of the effects of type of work on the
criterion variables are very small (almost zero), practically there are on average
only very small differences between employees who do technical work and
employees

who

do

non-technical

work

regarding

leadership,

work

characteristics, well-being, and performance (see Table 4.6). Insofar as there are
significant differences between the technical and non-technical workers, these
refer to job control, social support, work engagement, and burnout (where
technical workers reported more favorable scores than non-technical workers).
However, as indicated above, in most instances the effect sizes for these
differences were close or equal to zero.
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76.0 (10.8)
75.0 (9.7)
13949

Job Performance:
In-role Job Performance
Extra-role Job Performance
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39.4 (13.2)
75.9 (11.2)
73.9 (16.2)

Total

23003

76.1 (10.8)
74.9 (9.8)

38.9 (13.2)
76.3 (11.0)
74.2 (16.2)

42.0 (12.2)
62.2 (11.4)
74.8 (11.4)

70.2 (11.8)
71.2 (13.6)

Note: ** = all F-values are significant at p < .01, except for ns = not significant, and * = significant at p < .05

N

76.2 (10.8)
74.7 (9.8)

38.6 (13.1)
76.5 (11.0)
74.3 (16.2)

Worker's Wellbeing:
Burnout
Work Engagement
Job Satisfaction

42.0 (12.1)
62.2 (11.3)
74.6 (11.4)

42.0 (12.2)
62.2 (11.4)
75.0 (11.4)

Work Characteristics:
Job Demand
Job Control
Social Support

70.3 (11.6)
71.1 (13.4)

70.1 (11.9)
71.3 (13.7)

Non-technical

Leadership:
Leader-Member Exchange
Leadership Quality

Technical

Type of Work

Table 4.6
The means and standard deviation (in brackets) categorized by type of work

0.1ns
3.1ns

19.5
18.1
2.4ns

0.2ns
9.7
15.2

0.2ns
11.8

F**

.00
.00

.00
.00
.00

.00
.00
.00

.00
.00
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4.2.5 Work Schedule
Finally, although the scores on the outcome variables differed
significantly for work schedule (normal work schedule versus shift work
schedule), Pillai’s Trace = .01, F(22, 45968) = 6.9, p < .01, its overall effect size
was very small (partial eta squared = .00). Considering the separate effect sizes
in Table 4.7, it is clear that they are very small (almost zero). Consequently,
from a practical point of view, there are no differences between employees who
work at regular times and employees who work shifts regarding leadership, work
characteristics, well-being, and job performance.
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2909

76.2 (10.8)
74.9 (9.8)
21788

Job Performance
In-role Job Performance
Extra-role Job Performance
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39.2 (13.0)
76.0 (10.6)
74.1 (15.3)

Note: ** = all F-values are significant at p < .01, except for ns = not significant, and * = significant at p < .05

N

75.4 (10.8)
74.8 (9.4)

38.9 (13.2)
76.3 (11.1)
74.2 (16.3)

Worker's Wellbeing
Burnout
Work Engagement
Job Satisfaction

40.8 (11.6)
61.3 (11.0)
74.8 (11.0)

42.1 (12.2)
62.3 (11.4)
74.8 (11.4)

Work Characteristics
Job Demand
Job Control
Social Support

69.3 (11.6)
70.7 (12.9)

Shift

70.3 (11.8)
71.3 (13.9)

Work Schedule

Leadership:
Leader-Member Exchange
Leadership Quality

Regular

Table 4.7
The means and standard deviation (in brackets) categorized by work schedule

24698

76.1 (10.8)
74.9 (9.8)

38.9 (13.2)
76.3 (11.0)
74.2 (16.2)

42.0 (12.2)
62.2 (11.4)
74.8 (11.4)

70.2 (11.8)
71.2 (13.6)

Total

4.3
.0ns

2.6ns
1.3ns
5.2

18.4
6.6
1.8ns

4.2*
2.9*

F**

.00
.00

.00
.00
.00

.00
.00
.00

.00
.00
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In summary, the effects of work-related variables on the study
variables were significant, with the three largest effects being found for business
unit, length of tenure and job position. The effects of type of work and work
schedule were very weak and practically had no effect on the criterion variables.
Regarding the business units, employees who work in Java Bali Distribution unit
reported the highest level of job satisfaction and reported the lowest level of
burnout, whereas employees who work in Power Plant and Network
Development unit reported the lowest level of job satisfaction, and reported the
highest level of burnout. Regarding the length of tenure, employees who have
tenure 20 years and above reported the highest level of job satisfaction, while
employees who have tenure between 10 and 20 years reported the highest level
of in-role and extra-role job performance. Finally, regarding the job position,
employees who hold a managerial position receive more social support, reported
a higher level of work engagement, and job performance than their counterparts
of employees who hold a non-managerial position.

4.3 Relations between demographic variables and the study variables
This section examines the scores on the four clusters of variables as a
function of demographics; gender, age, and level of education. Tables 4.8 – 4.10
present the means and standard deviations of the sample on the criterion
variables. The findings are discussed in more detail in Sections 4.3.1 – 4.3.3
below.

4.3.1 Gender
Multivariate analysis of variance revealed that male and female
participants differed significantly on the outcome variables, Pillai’s Trace =
.004, F(11, 22984) = 9,3, p < .01, effect size (partial eta squared) = .00. The one-way
ANOVA reported in Table 4.8 showed that the largest significant F value was
obtained for burnout. On average, male participants reported a lower level of
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38.6 (13.1)
76.5 (11.0)
74.3 (16.3)

76.2 (10.9)
75.0 (9.9)

Worker's Wellbeing:
Burnout
Work Engagement
Job Satisfaction

Job Performance:
In-role Job Performance
Extra-role Job Performance

Gender

Note: ** = all F-values are significant at p < .01, except for ns = not significant

19598

42.0 (12.2)
62.2 (11.5)
74.9 (11.4)

Work Characteristics:
Job Demand
Job Control
Social Support

N

70.2 (11.9)
71.3 (13.6)

Leadership:
Leader-Member Exchange
Leadership Quality

Male

3405

75.7 (10.2)
74.2 (9.3)

40.6 (13.1)
75.1 (11.2)
73.3 (15.4)

42.1 (11.8)
62.1 (10.9)
74.2 (11.4)

70.2 (11.4)
70.5 (10.9)

Female

Table 4.8
The means and standard deviation (in brackets) categorized by gender

23003

76.1 (10.8)
74.9 (9.8)

38.9 (13.2)
76.3 (11.0)
74.2 (16.2)

42.0 (12.2)
62.2 (11.4)
74.8 (11.4)

70.2 (11.8)
71.2 (13.6)

Total

7.3
7.2

25,3
11,3
0.7ns

0.3ns
2.7ns
0.3ns

.1ns
.0ns

F**

.00
.00

.00
.00
.00

.00
.00
.00

.00
.00
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burnout than female participants. Considering that even this effect size was very
small (almost zero), practically the differences between male and female
employees on the study variables are of little interest.

40.0 (13.4)
75.3 (11.1)
73.0 (16.8)

75.4 (10.9)
74.3 (9.7)

Worker's Wellbeing
Burnout
Work Engagement
Job Satisfaction

Job Performance
In-role Job Performance
Extra-role Job Performance

Note: ** = all F-values are significant at p < .01

3528

42.9 (12.5)
60.4 (11.3)
74.3 (12.2)

Work Characteristics
Job Demand
Job Control
Social Support

N

70.2 (12.4)
69.8 (14.9)

Leadership:
Leader-Member Exchange
Leadership Quality

< 25

3057

76.4 (10.7)
74.4 (9.9)

40.7 (14.2)
74.6 (11.9)
73.0 (16.3)

43.1 (12.9)
61.1 (11.9)
73.5 (12.3)

69.5 (12.7)
68.7 (15.4)

26 – 35

5334

76.9 (10.9)
75.7 (9.9)

37.8 (13.2)
77.2 (11.1)
74.7 (16.2)

41.1 (12.3)
62.4 (11.4)
75.4 (11.4)

70.2 (11.5)
71.6 (13.3)

Age (years)
36 – 45

11084

75.9 (10.8)
74.8 (9.7)

38.7 (12.7)
76.6 (10.7)
74.6 (15.9)

41.8 (11.8)
62.9 (11.2)
75.1 (10.8)

70.3 (11.5)
72.1 (12.6)

46 >

Table 4.9
The means and standard deviations of the study variables (in brackets) categorized by age

23003

76.1 (10.8)
74.9 (9.8)

38.9 (13.2)
76.3 (11.0)
74.2 (16.2)

42.0 (12.2)
62.2 (11.4)
74.8 (11.4)

70.2 (11.8)
71.2 (13.6)

Total

11.7
10.8

15.9
16.7
10.6

11.7
4.8
7.8

6.2
8.1

F**

.00
.00

.00
.00
.00

.00
.00
.00

.00
.00
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There was a significant difference among age groups on the outcome

variables, Pillai’s Trace = .02, F(44, 91936) = 9.1, p < .01, effect size (partial eta

squared) = .00. Table 4.9 shows that the effect sizes are very small (almost zero),
meaning that practically the mean differences among the age groups on the study
variables are of little interest.
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10,296

75.8 (10.6)
74.6 (9.6)
12,707

Job Performance:
In-role Job Performance
Extra-role Job Performance
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39.0 (13.7)
76.0 (10.6)
73.4 (16.8)

23,003

76.2 (10.8)
74.9 (9.8)

38.9 (13.2)
76.3 (11.0)
74.2 (16.2)

42.0 (12.2)
62.2 (11.4)
74.8 (11.4)

70.2 (11.8)
71.2 (13.6)

Total

Note: ** = all F-values are significant at p < .01, except for ns = not significant, and * = significant at p < .05

N

76.4 (11.0)
75.1 (9.9)

38.9 (12.6)
76.4 (10.6)
74.7 (15.7)

Worker's Wellbeing:
Burnout
Work Engagement
Job Satisfaction

42.2 (12.5)
61.6 (11.7)
74.5 (11.9)

41.9 (11.8)
62.6 (11.1)
75.0 (10.9)

Work Characteristics:
Job Demand
Job Control
Social Support

70.3 (12.3)
70.3 (14.5)

70.0 (11.3)
71.9 (12.7)

College/University

Leadership:
Leader-Member Exchange
Leadership Quality

High School

Level of Education

Table 4.10
The means and standard deviation (in brackets) categorized by education

22.5
24.6

15.2
8.8
3.4*

16.4
0.8ns
0.7ns

5.6
2.4ns

F**

.00
.00

.00
.00
.00

.00
.00
.00

.00
.00
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4.3.3 Education
There was a significant effect of education level on the outcome

variables, Pillai’s Trace = .02, F(22, 45968) = 21.4, p < .01, effect size (partial eta

squared) = .01. However, Table 4.10 shows that practically the scores on the
study variables were about the same for various educational groups.

Leadership, Work Characteristics, Worker's Well-being, And Job Performance In A Large
Government Organization: A Cross Sectional Study

In summary, the effect sizes for the demographic variables in relation
to the criterion variables were very weak. That is, practically various employee
groups reported mostly the same level of the criterion variables. The most salient
findings are that on average male participants reported somewhat lower levels of
burnout than female participants, but even here the difference is very small.

4.4 Employee well-being and job performance
In this section, the relation between employee well-being and job
performance is reported. Specifically, the effects of burnout, job satisfaction and
work engagement on in-role and extra-role job performance will be examined.
The correlation matrix is shown in Table 4.11.

Table 4.11
Correlation Matrix of employee well-being and job performance

Note:
Exha = emotional exhaustion, Dise = disengagement, Dedic = dedication, Absor = absorption, Jobsat
= job satisfaction, Jobper = in-role job performance, Altru = altruism, Compli = compliance. All
correlation coefficients were significant at p < 0.05, N = 24281.
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From Table 4.11 it can be concluded that all hypotheses regarding the
relationship between well-being and job performance (cf. Figure 4.1) were
supported and the direction of the correlations were as expected, i.e., burnout
(exhaustion and disengagement) were negatively correlated with in-role job
performance and extra-role performance (altruism and compliance), while job
satisfaction and work engagement (vigor, dedication, and absorption) were
positively correlated with in-role job performance and extra-role performance
(altruism and compliance). The correlation between burnout factors (exhaustion
and disengagement) was moderate (r = .46). All the work engagement factor
scales were highly positively correlated with each other ranging from .90 to .96,
and the correlations among job performance scales (in-role performance,
altruism, and compliance were also high, ranging from .84 to .91.
Hypothesis 1 and 2 predicted a negative relationship between burnout,
which was operationalized as (1) emotional exhaustion and (2) disengagement,
and job performance (i.e., (a) in-role job performance, (b) altruism, and (c)
compliance). As can be seen in Table 4.11, there were significant negative
relationships between emotional exhaustion and in-role job performance (r =
- 0.30, p < 0.05), between emotional exhaustion and altruism (r = -0.31, p <
0.05), and between emotional exhaustion and compliance (r = -0.42, p < 0.05) .
Thus hypothesis 1a (emotional exhaustion – in-role job performance link),
hypothesis 1b (emotional exhaustion – altruism link) and hypothesis 1c
(emotional exhaustion – compliance link) were supported. Table 4.11 shows
that there were significant negative relationships between disengagement and inrole job performance (r = - 0.54, p < 0.05), between disengagement and altruism
(r = -0.60, p < 0.05), and between disengagement and compliance (r = -0.52, p <
0.05). Thus hypothesis 2a (disengagement – in-role job performance link),
hypothesis 2b (disengagement

– altruism link) and hypothesis 2c

(disengagement – compliance link) were supported as well.
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Hypotheses 3, 4 and 5 predicted a positive relationship between work
engagement (which was operationalized as vigor, dedication and absorption),
and job performance (i.e., (a) in-role job performance, (b) altruism, and (c)
compliance). These hypotheses were also supported. As can be seen in Table
4.11, there was a significant positive relationship between vigor and in-role job
performance (r = 0.56, p < 0.05), between vigor and altruism (r = 0.59, p <
0.05), and between vigor and compliance (r = 0.57, p < 0.05). Thus hypothesis
3a (vigor – in-role job performance link), hypothesis 3b (vigor – altruism link)
and hypothesis 3c (vigor – compliance link) were supported. Table 4.11 further
shows that there were significant positive relationships between dedication and
in-role job performance (r = 0.58, p < 0.05), between dedication and altruism (r
= 0.62, p < 0.05), and between dedication and compliance (r = 0.57, p < 0.05).
Thus the results supported hypothesis 4a (dedication – in-role job performance
link), hypothesis 4b (dedication – altruism link) and hypothesis 4c (dedication –
compliance link). Table 4.11 also shows that there were significant positive
relationships between absorption and in-role job performance (r = 0.60, p <
0.05), between absorption and altruism (r = 0.64, p < 0.05), and between
absorption and compliance (r = 0.57, p < 0.05). Thus the results supported
hypothesis 5a (absorption – in-role job performance link), hypothesis 5b
(absorption – altruism link) and hypothesis 5c (absorption – compliance link).
Finally, Table 4.11 shows that hypotheses 6a, 6b, 6c (that predicted
positive relationships between job satisfaction and job performance) were
supported. There were significant positive relationships between job satisfaction
and in-role job performance (r = 0.55, p < 0.05), between job satisfaction and
altruism (r = 0.57, p < 0.05), and between job satisfaction and compliance (r =
0.52, p < 0.05). Thus, hypothesis 6a (job satisfaction – in-role job performance
link), hypothesis 6b (job satisfaction – altruism link) and hypothesis 6c (job
satisfaction – compliance link) were supported.
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Structural equation analysis of the associations among well-being and
performance
As a follow-up to the correlational analyses presented in this chapter,
we tested three structural equation models that examined Hypotheses 1 to 6. In
Model 1, the effects of burnout (exhaustion and disengagement) on in-role
performance, altruism and compliance were examined. In Model 2, the
associations among these three types of performance and work engagement were
tested. Model 3 was similar to Model 2, but here the focus was on job
satisfaction instead of on work engagement.

Table 4.12
SEM analysis of the effects of well-being on job performance (standardized
regression coefficients)

Model
1

Predictor
Burnout:
Exhaustion
Disengagement
R2

In-role
performance

Altruism

Compliance

-.06
-.52
.30

-.04
-.58
.36

-.19
-.45
.32

2

Work Engagement
R2

.61
.37

.64
.41

.61
.37

3

Job Satisfaction
R2

.55
.30

.57
.32

.52
.27

Note : all standardized regression coefficients are significant at p < 0.05, N = 24,281. All Goodness
of fit indices indicate that the models fit the data well. Goodness of fit indices for the models are:
Model 1: Chi-Square = 6028.150, df = 159, p = 0.00, RMSEA (90% CI) = 0.039 (0.038-0.039), CFI
= 0.968.
Model 2: Chi-Square = 6948.331, df = 180, p = 0.00, RMSEA (90% CI) = 0.039 (0.038-0.040), CFI
= 0.974.
Model 3: Chi-Square = 3738.749, df = 128, p = 0.00, RMSEA (90% CI) = 0.034 (0.033-0.035), CFI
= 0.979.
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The SEM analysis reported in Table 4.12 indicates that burnout
explained a significant amount of variance of in-role job performance (30%),
altruism (36%), and compliance (32%) with disengagement being a far stronger
predictor of performance than exhaustion. Similarly, job satisfaction explained a
significant amount of variance of in-role job performance (30%), altruism (32%),
and compliance (27%), while work engagement was the strongest predictor of
job performance that explained a significant amount of variance of in-role job
performance (37%), altruism (41%), and compliance (37%). Results of SEM
analysis of the effects well-being on job performance are presented in Table
4.13, Table 4.14, and Table 4.15.
The SEM analysis reported in Table 4.13 indicates that work
engagement explained additional 6% of the variance of in-role job performance
above and beyond what had been explained by burnout, while job satisfaction
did not have any additional contribution to explain the variance of in-role
performance above and beyond what had been explained by burnout and work
engagement. Similarly, the effect of exhaustion on in-role job performance was
not significant.
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Table 4.13
SEM analysis of the effects of well-being on in-role job performance
(standardized regression coefficient)

Step
1

Predictor
Burnout:
Exhaustion
Disengagement

2

Work Engagement

3

Job Satisfaction
R2
R2 change

Model 1

Model 2

Model 3

-.06
-.52

.01 (ns)
-.10

.01 (ns)
-.10

.52

.43

.36
.06

.11
.36
.00 (ns)

.30

Note : (ns) denotes not significant. All other values of the standardized regression coefficients are
significant at p < 0.05, N = 24,281. All Goodness of fit indices indicate the models fit the data well.
Goodness of fit indices for the models are:
Model 1: Chi-Square = 2064.812, df = 51, p = 0.00, RMSEA (90% CI) = 0.040 (0.038-0.041), CFI =
0.981.
Model 2: Chi-Square = 7072.643, df = 181, p = 0.00, RMSEA (90% CI) = 0.039 (0.038-0.040), CFI
= 0.973.
Model 3: Chi-Square = 9852.137, df = 312, p = 0.00, RMSEA (90% CI) = 0.035 (0.035-0.036), CFI
= 0.970.

As can be seen for Model 3 in Table 4.13, work engagement had the
strongest effect on in-role job performance (standardized effect of 0.43) in
comparison with the effects of job satisfaction (of .11) and burnout (i.e.,
disengagement; an effect of -.10).
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SEM reported
analysis inreported
in Table
4.14that
indicates
that work
The SEMThe
analysis
Table 4.14
indicates
work engagement
explained
an
additional
6%
of
the
variance
in
altruism
above
and
beyond
engagement explained an additional 6% of the variance in altruism abovewhat
and
had been explained by burnout, while job satisfaction did not have any additional
beyond
what in
had
been explained
by burnout,
while above
job satisfaction
did what
not have
contribution
explaining
the variance
of altruism
and beyond
had
been
explained
by
burnout
and
work
engagement.
Similarly,
the
effect
of
any additional contribution in explaining the variance of altruism above and
exhaustion on altruism was almost zero.
beyond what had been explained by burnout and work engagement. Similarly, the
effect of exhaustion on altruism was almost zero.
Table 4.14
SEM analysis of the effects of well-being on Altruism (standardized regression
coefficient)
Step
1

Predictor
Burnout:
Exhaustion
Disengagement

2

Work Engagement

3

Job Satisfaction
R2
R2 change

Model 1

Model 2

Model 3

-.04
-.58

.02
-.20

.02
-.20

.48

.42

.42
.06

.07
.42
.00 (ns)

.36

Note : (ns) denotes not significant. All other values of the standardized regression coefficients are
significant at p < 0.05, N = 24,281. All Goodness of fit indices indicate the models fit the data well.
Goodness of fit indices for the models are:
Model 1: Chi-Square = 2209.022, df = 51, p = 0.00, RMSEA (90% CI) = 0.042 (0.040-0.043), CFI =
0.975.
Model 2: Chi-Square = 7076.868, df = 181, p = 0.00, RMSEA (90% CI) = 0.039 (0.038-0.040), CFI
= 0.971.
Model 3: Chi-Square = 9618.462, df = 312, p = 0.00, RMSEA (90% CI) = 0.035 (0.034-0.035), CFI
= 0.969.

As can be seen for Model 3 of Table 4.14, work engagement had the
strongest effect on altruism (an effect of 0.42) as compared to the effects of job
satisfaction (of .07) and burnout/disengagement (an effect of -.20).
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The SEM analysis reported in Table 4.15 indicates that work
engagement explained an additional 7% of the variance of compliance above and
beyond what had been explained by burnout, while job satisfaction did not
contribute in explaining the variance of in-role performance above and beyond
what had been explained by burnout and work engagement.

The effect of

exhaustion on compliance was significant, whereas the effect of disengagement
on compliance was not significant.

Table 4.15
SEM analysis of the effects of well-being on compliance (standardized
regression coefficient)
Step
1

Predictor
Burnout:
Exhaustion
Disengagement

2

Work Engagement

3

Job Satisfaction
R2
R2 change

Model 1

Model 2

Model 3

-.22
-.43

-.14 (ns)
-.01 (ns)

-.014 (ns)
-.02 (ns)

.53

.51

.39
.07

.01 (ns)
.39
.00 (ns)

.32

Note : (ns) denotes not significant. All other values of the standardized regression coefficients are
significant at p < 0.05, N = 24.281. All Goodness of fit indices indicate the models fit the data well.
Goodness of fit indices for the models are:
Model 1: Chi-Square = 2782.331, df = 49, p = 0.00, RMSEA (90% CI) = 0.048 (0.046-0.049), CFI =
0.962.
Model 2: Chi-Square = 8465.526, df = 180, p = 0.00, RMSEA (90% CI) = 0.043 (0.042-0.044), CFI
= 0.962.
Model 3: Chi-Square = 11171.925, df = 311, p = 0.00, RMSEA (90% CI) = 0.038 (0.037-0.038), CFI
= 0.962.

As can be seen in column Model 3 of Table 4.15, work engagement
was the sole predictor of compliance (a standardized effect of 0.51), while the
effects of job satisfaction and burnout on compliance were insignificant.
Therefore, work engagement was consistently the strongest predictor of job
performance.
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4.5 Work Characteristics, Employee Well-being, and Job Performance
In this section, the relationship between work characteristics and job
performance – as mediated by employee well-being – is reported. Specifically,
on the one hand, it examines the effect of job demands on in-role and extra-role
performance as mediated by burnout. On the other hand, this section reports on
the effect of job resources (job control and social support) on in-role and extrarole performance – as mediated by job satisfaction and work engagement – will
be reported. The results of the mediation analysis using SEM (structural equation
modeling) are shown in Tables 4.18, Table 4.19, and Table 4.20. However,
before doing mediation analysis, this section examines whether job control and
social support moderate the effect of job demands on well-being (Hypotheses 7,
8, 9, and 10).

4.5.1 Moderation analysis of the relationship between Job Characteristics and
Employee Well-being
In this section, the relationship between job characteristics and wellbeing is reported. Specifically, the predictive capabilities of the DCS model on
employee psychological well-being will be tested by investigating whether
perceived job

demands, job control, and social support predict employee

psychological well-being concerning burnout, work engagement, and job
satisfaction. In addition, the interactive nature of the DCS model will be
analyzed. Regarding work characteristics as predictors of the outcome variables,
job demands was a focal independent variable, and job control and social support
were considered moderators. In the first step of the regression analysis, the main
effect of job demands on well-being will be investigated. In the second step, the
buffering effects of job control and social support in the relationship between job
demands and well-being will be analyzed. The proposed relations between job
characteristics and well-being are depicted in Figure 4.2.
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Burnout

t

Job control

Work
engagement
Job
Demands
Job
satisfaction
Social Support

Figure 4.2. Job control and social support as moderators of the relation between job
demands and well-being

Based on the theoretical background of the relations between job characteristics and
well-being discussed in Chapter 2, the hypotheses to be tested are summarized in Table
4.16. In line with the DCS model, it was hypothesized that job demands have a positive
relationship with burnout and have a negative relationship with work engagement and
job satisfaction. Whereas job control and social support are hypothesized to have a
positive relationship with work engagement and job satisfaction, they are hypothesized
to have negative relations with burnout. Regarding possible moderator effects, it was
hypothesized that job control and social support would buffer the adverse effects of job
demands on burnout, work engagement and job satisfaction.
A hierarchical multiple regression analysis was conducted to test the
hypotheses. In the regression equation, the product terms (the two-way interactions of
job control × job demands, and social support × job demands) were included to test and
analyze the interactive nature of the DCS model. In this study, the three-way interaction
of job demands × job control × social support, and the two-way interaction of job control
× social support were not estimated, since we held no specific expectations concerning
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these effects and because previous research has shown that these effects are usually
either not significant or rarely of practical interest (Taris, 2006; van der Doef &
Maes, 1999). Therefore, the standardized regression equation is as follows:

Y=

1D

+

2C

+

3S

+

4DC

+

5DS

+e

[Equation 1]

with Y denoting the outcome variable, D denoting job demands, C denoting job
control, S denoting social support, DC denoting the product term of job demands
job control, DS denoting the product term of job demands

social support,

and e referring to an error term.
To investigate whether the interaction terms could contribute further to
explain the variance of outcome variables, the main effects of job demands, job
control, and social support were entered first in step 1. Then in Step 2, the
product terms of the interaction of job control
interaction of social support

job demands,

and the

job demands were entered. The Mplus software

version 7.3 (Muthen and Muthen, 2014) was used to analyze the moderation
effect of job resources on the relationship between job demands and wellbeing. It
used robust maximum likelihood (MLR) to estimate the regression coefficients
to predict outcome variables that may violate the assumption of normality and
used the Huber-White sandwich estimator to estimate their standard errors
(Muthen, Muthen, & Asparouhov, 2016). To avoid multicollinearity of the
product terms, job demands, job control, and social support were centered
(Aiken & West, 1991). The results of the moderated regression analysis are
reported in Table 4.17.
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Table 4.16
Summary of the hypotheses for the associations between three work
characteristics
(job demands, control and support) and four indicators of worker well-being

Predictors

Burnout:
Exhaustion

Disengagement

Work

Job

Engagement

Satisfaction

Job Demands

+ (H7a)

+ (H8a)

- (H9a)

- (H10a)

Job Control

- (H7b)

- (H8b)

+ (H9b)

+ (H10b)

C ,D

C ,D

C ,D

C ,D

- (H7c)

- (H8c)

+ (H9c)

+ (H10c)

Social Support

- (H7d)

- (H8d)

+ (H9d)

+ (H10d)

Demands

S ,D

S ,D

S ,D

S ,D

- (H7e)

- (H8e)

+ (H9e)

+ (H10e)

Demands

Control

Support

Note. D is for Demands and S is for Support. For the main effects (Hypotheses Hxa, Hxb and
Hxd) "+" and "-" refer to the expected signs of associations. For the interaction effects
(Hypotheses Hxc and Hxe) " " and " " refer to the expected moderator effects. For example,
"C , D " should be read as "with increasing levels of control, the effect of demands on the
outcome variable decreases
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Results of the moderation analyses
The results of the moderation analyses are presented in Table 4.17.
As can be seen in Table 4.17, the contribution of the main effects of job
characteristics (job demands, job control, and social support) in accounting
for the variance of employee well-being in terms of burnout (exhaustion and
disengagement), work engagement, and job satisfaction were 21%, 15%,
19%, and 18%, respectively. However, the interactive effects of job demands
job control, and of job demand

social support on well-being were very

small or almost zero, and practically they were not significant. These
interaction effects only accounted for very small portions of variance in wellbeing (i.e., < 1%) and were not statistically significant. Therefore, all the
hypotheses (hypothesis H7c, H7e, H8c, H8e, H9c, H9e, H10c, and H10e)
regarding the buffering effects of job resources (job control and social
support) on the relationship between job demands and well-being (burnout,
work engagement, and job satisfaction) were not supported.
Possible explanations for these findings concern the reliability of
the measures and the variability of the distribution of the variables (Whisman
& McClelland, 2005). First, to increase statistical power for detecting the
interaction effects, it is required that the variables be measured without error.
In this study the internal reliability of the measures were in .64, .84, and .87
for job demands, job control, and social support respectively (see Table 4.2),
and the estimate of the reliability of their cross-product terms were (.64)(.84)
= .54 for job demands

job control, and (.64)(.87) = .56 for job demands

social support interaction (Cohen, Cohen, Aiken & West, 2003). Therefore
they were far from being perfectly measured. Consequently, the statistical
power for testing the interaction effects was considerably decreased. Second,
testing the interaction effects requires that the sample include a sufficient
number of participants that have extreme scores in the variables. However, in
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the field study in the organizations, participants who have extreme scores are
relatively rare. In this study, the standard deviation of job demands, job
control, and social support were 12.2, 12.4 and 11.4, respectively, on
measures scaled from 0 to 100 (see Table 4.1). It means that approximately
70% (scores range from -1 SD to +1 SD) of the participants have scores in the
range of 30 – 54 for job demands, of 50 – 74 for job control, and of 63 – 85
for social support, which is a narrow range indeed.
Considering that the effect sizes of the interaction effects were also
small (< 1%), they may be due to capitalization on chance (Taris, 2006).
Regarding the buffering effect of job control, previous research indicated that
to buffer the detrimental effect of job demands on well-being effectively, it is
required that a specific type of job demands (e.g., time demands) should be
matched with a specific type of job control (e.g., time control; de Jonge, van
Vegchel, Shimazu, Schaufeli, & Dormann, 2010; van der Doef & Maes,
1999). The same would apply to the match between demands (e.g., emotional
demands) and support (e.g., emotional support, rather than instrumental
support) (de Jonge & Dormann, 2006;

de Jonge, Le Blanc, Peeters, &

Noordam, 2008; van der Doef & Maes, 1999; van den Tooren & de Jonge,
2008). In this study, the match between demands, control, and support was
not taken into consideration, which may account for the fact that the
interactions among these factors were not significant.
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-.09

Social Support (S)

.15

-.33

-.15

.04

Model 1

.00 (ns)

.15

.05

-.04

-.32

-.14

.03

Model 2

Disengagement

Note: ns = not significant. All other s are significant at p < .05). N = 24,552.

.00 (ns)

.21

Effect sizes:
R2

R

.02

S

D

2

.04

C

-.09

.05

.43

Model 2

D

.21

.04

Job Control (C)

Interaction terms:

.44

Job Demands (D)

Main terms:

Model 1

Exhaustion

.37

.38

.19

.12

.12

.19
.00 (ns)

-.08

-.01 (ns)

-.08

Model 2

-.09

Model 1

Work Engagement

.18

.37

.12

-.10

Model 1

.00 (ns)

.18

-.08

.04

.36

.13

-.09

Model 2

Job satisfaction

Table 4.17
Standardized estimates of the effects of job demands and their interactions with job control and social support on
well-being (burnout, work engagement and job satisfaction)

Leadership, Work Characteristics, Worker's Well-being, And Job Performance In A Large
Government Organization: A Cross Sectional Study
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4.5.2 Mediation analysis of the relation between Work Characteristics and Job
Performance
In this section, the effects of job characteristics on job performance will
be examined. It follows the framework of the JDR model (Bakker & Demerouti,
2007) to explain the underlying process that whereas high job demands may hinder
the

achievement

of

organizational

goals,

job

resources

may

facilitate

organizational performance. The JDR model proposes that two separate processes
play a role in the development of job strain on the one hand, and motivation on the
other. The first process (the health impairment process) assumes that high job
demands deplete employees’ energy and may result in health problems that in turn
can lead to low job performance. The second process (the motivational process)
assumes that job resources (i.e., job control and social supports) may lead to high
work engagement, which in turn will lead to good performance.
Therefore, following these assumptions, it will be investigated whether
well-being mediates the relationships between work characteristics and job
performance. Specifically, first, it will be investigated whether the relationship
between job demands and job performance (extra-role and in-role performance) is
mediated by the negative experience of well-being (burnout). Second, it will be
examined whether the relationship between job resources (i.e., job control and
social support) and job performance is mediated by the positive experience of wellbeing (work engagement and job satisfaction).
Hypothesis 11 predicted that job demands have a negative relationship
with job performance through a negative experience of well-being (i.e burnout),
while Hypotheses 12 and 13 predicted that job control and social support have a
positive relationship with job performance through a positive experience of wellbeing (i.e., work engagement and job satisfaction).
To test the well-being indicators as a mediator of the relationship
between the predictors and the outcome variables, this section follows the three
steps suggested by Baron and Kenny (1986). The first step is that the predictor
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(e.g., job demands) must have a significant correlation with the outcome variables
(e.g., In-role job performance). The second step is that the predictor must have a
significant correlation with the mediator (e.g., burnout). Finally, the third step is
that the mediator has a significant correlation with the outcome variable,
controlling for the predictor variable. The mediation effect is present if the
correlation between predictors and outcome variables is much reduced (partial
mediation) or insignificant (full mediation) when the mediator is controlled.
The predictors were job demands, job control, and social support; the
outcome variables were in-role job performance and extra-role job performance
(altruism and compliance); while the mediators were burnout (exhaustion and
disengagement), work engagement, and job satisfaction. The analysis used Mplus
version 7.3 by Muthen and Muthen (2014). The path analysis for each predictor
will be conducted separately. The results are illustrated in Figures 4.3 to 4.11 and
are reported in Tables 4.18 to 4.20.
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Table 4.18
Standardized direct and indirect effects of job demands on job performance, as
mediated by burnout (exhaustion and disengagement)
Predictor:
Job Demands

Outcome variables:

Extra-role

Performance:

In-role Peformance
(Model 1)

Altruism
(Model2)

Compliance
(Model 3)

-0.16

-0.14

-0.30

-0.02 (ns)

0.02 (ns)

-0.09

Total Indirect effect

-0.14

-0.17

-0.21

Indirect effect via:
Exhaustion ->

-0.03

-0.04

-0.11

Indirect effect via:
Disengagement ->

0.07

0.08

0.06

Indirect effect via:
Exhaustion ->
Disengagement ->

-0.19

-0.21

-0.16

Total effect

Direct effect

Note:
All correlation coefficients were tested at p < 0.05, N = 24281. (ns) denotes not significant and all other
values were significant. Goodness of fit indices for
Model 1: Chi-Square = 3730.167, df = 98, p = 0.00, RMSEA (90% CI) = 0.039 (0.038-0.040), CFI =
0.970.
Model 2: Chi-Square = 3894.330, df = 98, p = 0.00, RMSEA (90% CI) = 0.040 (0.039-0.041), CFI =
0.962.
Model 3: Chi-Square = 5183.897, df = 97, p = 0.00, RMSEA (90% CI) = 0.046 (0.045-0.047), CFI =
0.942.

Table 4.18 shows that the direct effects of job demands on job
performance were very small (r = -.09) or not significant (r = -.02). The indirect
effects of job demands on job performance via disengagement were much higher
than the indirect effects via exhaustion, except for compliance as an outcome
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variable. The job demands exert influence on job performance mostly indirectly,
via exhaustion and then to disengagement. It can be concluded that burnout
(exhaustion and disengagement) fully mediated the relationship between job
demands and job performance. Thus Hypothesis 11 was supported. The path
diagrams of the standardized direct and indirect effects of job demands on job
performance as mediated by burnout are also illustrated in Figure 4.3 (for the effect
on in-role job performance), Figure
4.3 (for the effect on altruism), and Figure 4.4 (for the effect on
compliance).

Figure 4.3. The standardized direct and indirect effect of job demands on in-role job performance.
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Figure 4.4. The standardized direct and indirect effect of job demands on altruism.

Figure 4.5. The standardized direct and indirect effect of job demands on compliance.
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Table 4.19
Standardized Direct effects and indirect effects of job control on job performance
mediated by job satisfaction and work engagement.
Note:

Predictor:
Job Control

Outcome variables:

Extra-role

Performance:

In-role Peformance
(Model 1)

Altruism
(Model2)

Compliance (Model 3)

0.34

0.40

0.28

Direct effect

0.17

0.22

0.10

Total Indirect effect

0.17

0.18

0.18

0.14

0.15

0.16

Indirect effect via:
Job satisfaction ->

0.02

0.01

-0.00 (ns)

Indirect effect via:
Work engagement ->

0.01

0.02

0.02

Total effect

Indirect effect via:
Job satisfaction ->
Work engagement ->

All correlation coefficients were tested at p < 0.05, N = 24281. (ns) denotes not significant and all other
values were significant. Goodness of fit indices for
Model 1: Chi-Square = 6541.689, df = 222, p = 0.00, RMSEA (90% CI) = 0.034 (0.033-0.035), CFI =
0.977.
Model 2: Chi-Square = 6376.653, df = 222, p = 0.00, RMSEA (90% CI) = 0.033 (0.033-0.034), CFI =
0.976.
Model 3: Chi-Square = 6946.868, df = 221, p = 0.00, RMSEA (90% CI) = 0.035 (0.034-0.036), CFI =
0.972.

Table 4.19 shows that the direct effects of job control on job
performance were similar to the indirect effect (effects were around .17), mostly
via job satisfaction, and then to work engagement, while indirect effects via job
satisfaction or work engagement alone were very small (effects near zero) or not
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significant. The indirect effect of job control on compliance via work engagement
was much higher than the direct effect of job control on compliance. It can be
concluded that job satisfaction and work engagement partly mediated the
relationship between job control and job performance. Thus Hypothesis 12 was
supported. The path diagrams of the standardized direct and indirect effect of job
control on job performance as mediated by job satisfaction and work engagement
are illustrated in Figure 4.6 (for the effect on in-role job performance), Figure 4.7
(for the effect on altruism), and Figure 4.8 (for the effect on compliance).

Figure 4.6. The standardized direct and indirect effect of job control on in-role job performance.
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Figure 4.7. The standardized direct and indirect effect of job control on altruism.

Figure 4.8. The standardized direct and indirect effect of job control on compliance.
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Table 4.20
Standardized Direct effects and indirect effects of social support from co-worker
on job performance mediated by job satisfaction and work engagement

Predictor:
Social support from coworker

Outcome variables:

Extra-role

Performance:

In-role Peformance
(Model 1)

Altruism
(Model2)

Compliance
(Model 3)

0.59

0.68

0.66

Direct effect

0.37

0.47

0.49

Total Indirect effect

0.22

0.21

0.17

0.17

0.19

0.19

-0.01 (ns)

-0.04

-0.08

0.06

0.06

0.06

Total effect

Indirect effect via:
Job satisfaction ->
Work engagement ->
Indirect effect via:
Job satisfaction ->
Indirect effect via:
Work engagement ->

Note:
All correlation coefficients were tested at p < 0.05, N = 24281. (ns) denotes not significant and all other
values were significant. Goodness of fit indices for
Model 1: Chi-Square = 6318.745, df = 181, p = 0.00, RMSEA (90% CI) = 0.037 (0.036-0.038), CFI =
0.978.
Model 2: Chi-Square = 6043.811, df = 181, p = 0.00, RMSEA (90% CI) = 0.036 (0.035-0.037), CFI =
0.977.
Model 3: Chi-Square = 6525.675, df = 180, p = 0.00, RMSEA (90% CI) = 0.038 (0.037-0.038), CFI =
0.974.

Table 4.20 shows that the direct effects of co-worker support on job
performance were much higher than the indirect effect of co-worker support (e.g.,
effects were .49 vs. .17, respectively, for the effect of co-worker support on
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compliance). The indirect effect of co-worker support on job performance ran
mostly via job satisfaction, and then to work engagement, rather than via job
satisfaction or work engagement alone. It can be concluded that job satisfaction
and work engagement partially mediate the relationship between co-worker
support and job performance. Thus hypothesis 13 was supported. However, the
direct effects of co-worker support on job performance were stronger than the
indirect effects. The path diagrams of the direct and indirect effects of co-worker
support on job performance as mediated by job satisfaction and work engagement
are also illustrated in Figure 4.9 (for the effect on in-role job performance), Figure
4.10 (for the effect on altruism), and Figure 4.11 (for the effect on compliance).
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Figure 4.9. The standardized direct and indirect effect of social support from a coworker on in-role performance.

Figure 4.10. The standardized direct and indirect effect of social support from a
co-worker on altruism.
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Figure 4.11. The standardized direct and indirect effect of social support from a
co-worker on compliance.

The main findings in this section were that burnout (exhaustion and
disengagement) fully mediated the relation between job demands and job
performance, while job satisfaction and work engagement partially mediated the
relation between both job control and social support to job performance. These
findings support the dual process of the JDR model, in that job demands lead to
burnout that in turn lead to low job performance, while job resources (job control
and social support) lead to job satisfaction and then to work engagement, which in
turn leads to high job performance. The results of this study suggest that to
improve employee job performance, organizations would better increase the level
of job control of their employees, facilitate social support from co-workers, and
assign tasks to employees in such a way that job demands are not too high.
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4.6 Leadership, Work Characteristics, Employee Well-being, and Job
Performance
In this section, the relation between leadership and job performance, as
mediated by work characteristics and employee well-being, is reported.
Specifically, it examines the effect of leader support, respect, loyalty and leader
task skills on in-role and extra-role performance as mediated by work
characteristics and employee well-being. The results of the analysis using SEM
(structural equation modelling) are shown in Table 4.22, Table 4.23, and Table
4.24. However, before doing mediation analysis on the relationship between
leadership and job performance, it will be examined whether leadership moderates
the effect of job demands on well-being.

4.6.1 Moderation analysis of the relationship between Job Characteristics and
Employee Well-being
As job control and coworker support failed to moderate the effect of job demands
on well-being (see section 4.5.1), this section will explore whether leadership
buffers the effects of job demands on well-being. Within the framework of JDR
model, leadership may be categorized as a job resource. The JDR model proposes
that job resources could moderate the adverse impact of job demands on burnout.
Hence, in this study Hypothesis 14 - 17 predict that various leadership moderate
the impact of job demands on burnout (exhaustion and disengagement), job
satisfaction and work engagement. The proposed relations between job demands
and well-being as moderated by leadership is depicted in Figure 4.12.
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Figure 4.12. Leadership as moderators of the relation between job
demands and well-being measures

Based on the theoretical relations between job characteristics and wellbeing discussed in Chapter 2, the hypotheses to be tested are summarized in Table
4.21. In line with the DCS model, it was hypothesized that job demands have a
positive relation with burnout and negative relations with work engagement and
job satisfaction. Whereas Leadership are hypothesized to have positive relations
with work engagement and job satisfaction, they are hypothesized to have
negative relations with burnout. Regarding possible moderator effects, it was
hypothesized that leader task and leader support buffer the effect of job demands
on burnout, work engagement and job satisfaction.
To test the hypotheses, a hierarchical multiple regression analysis
(similar to the one that was outlined in section 4.5.1) was conducted. Mplus
version 7.3 (Muthen & Muthen, 2014) was used to analyze the moderation effect
of leadership on the relationship between job demands and wellbeing. Robust
maximum likelihood (MLR) was used to estimate the regression coefficients to
predict the scores on outcome variables that may violate the assumption of
normality, and the Huber-White sandwich estimator was used to estimate their
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standard

errors

(Muthen,

Muthen,

&

Asparouhov,

2016).

To

avoid

multicollinearity of the product terms, the scores of job demands, leader task, and
leader support measures were centered (Aiken & West, 1991). The results of the
moderated regression analysis are reported in Table 4.22.

Table 4.21
Summary of the hypotheses for the associations between job demands, leader task,
leader support and four indicators of worker well-being
Predictors

Burnout:
Exhaustion

Disengagement

Work

Job

Engagement

Satisfaction

Job Demands

+ (H14a)

+ (H15a)

- (H16a)

- (H17a)

Leader Task (LT)

- (H14b)

- (H15b)

+ (H16b)

+ (H17b)

Demands

LT , D

LT , D

LT , D

LT , D

- (H14c)

- (H15c)

+ (H16c)

+ (H17c)

Leader Support (LS)

- (H14d)

- (H15d)

+ (H16d)

+ (H17d)

Demands
Support

LS , D

LS , D

LS , D

LS , D

- (H14e)

- (H15e)

+ (H16e)

+ (H17e)

Leader Task

Leader

Note. D is for Demands, LT is for Leader Task, and LS is for Leader Support.
For main effects (Hypotheses Hxa, Hxb and Hxd) "+" and "-" refer to the expected signs of
associations. For interaction effects (Hypotheses Hxc and Hxe) " " and " " refer to the
expected moderator effects. e.g., "LT , D " should be read as "with increasing levels of
leader task, the effect of demands on the outcome variable decreases".
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Results of the moderation analysis
The results of the moderation analysis are presented in Table 4.22. As
this table shows, the main effects of job demands, leader task, and leader support
accounted for 22%, 18%, 19%, and 24% of the variance in employee well-being
regarding burnout (exhaustion and disengagement), work engagement, and job
satisfaction, respectively. The interactive effects of job demands
job demands

leader task and

leader support on wellbeing were very small or almost zero, thus

practically they were not significant. The interaction effects only accounted for
very small portions of the variance in the well-being measures (i.e., < 1%).
Therefore none of the hypotheses (i.e., hypotheses H14c, H14e, H15c, H15e,
H16c, H16e, H17c, and H17e) regarding the buffering effects of leadership (leader
task and leader support) on the relationship between job demands and well-being
(burnout, work engagement, and job satisfaction) were supported.
Possible explanations for these findings are the same as those mentioned
in Section 4.5.1 when accounting for the lack of moderator effects of job resources
(job control and social support) on the relationship between job demands and
burnout. On the one hand, lack of statistical power may have resulted in the
absence of statistically significant interactions. The reliability of the measures of
job demands and leadership were .64 and .78, respectively (see Table 4.2),
meaning that the estimate of reliability of their cross-product term was only
(.64)(.78) = .50 for job demands by leadership interaction (Cohen, Cohen, Aiken
& West, 2003). Moreover, the variance in the study variables was relatively small.
The standard deviations of job demands and leadership were 12.2 and 13.6,
respectively, on measures scaled from 0 to 100 (see Table 4.1), which means that
approximately 70% (scores range from -1 SD to +1 SD) of the participants have
scores in the range of 30 – 54 for job demands, and of 68 – 84 for leadership.
Again, such a narrow range in the scores will restrict the power of the tests that
were conducted.
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On the other hand, the match between specific job demands and specific
types of leader support/leader task may not have been strong enough to result in
significant interactions (see de Jonge & Dormann, 2006; de Jonge et al., 2008; van
der Doef & Maes, 1999; van den Tooren & de Jonge, 2008).

Table 4.22
Standardized estimates of the effects of job demands and their interactions with
leadership on well-being (burnout, work engagement and job satisfaction)
Burnout:
Exhaustion

Disengagement

Model 1 Model 2 Model 1

Work
Engagement

Job satisfaction

Model 2 Model 1 Model 2 Model 1

Main terms:
Job Demands (D)

.46

.45

.03

.02

-.09

-.09

-.09

Leader Task (LT)
Leader Support
(LS)

-.05

-.05

-.16

-.16

.18

.17

.24

-.06

-.06

-.28

-.28

.28

.27

.27

Interaction terms:
D x LT

.02 (ns)

.06

-.05

D x LS

.03

-.01 (ns)

-.00 (ns)

Effect sizes:
R2

.22

R2

.22
.00 (ns)

.18

.18

.19

.00 (ns)

.19
.00 (ns)

.24

Note: ns = not significant. All other s are significant at p < .05. N = 15,473.

4.6.2 Mediation analysis of the relationship between leadership and job
performance
To examine the extent to which the influence of leadership on job
performance is direct or indirect via job characteristics and well-being, path
analyses were performed for each of the outcome variables (in-role job
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performance, altruism, and compliance). In line with the JDR model, the path
analyses will be performed on two routes. The first route is the health impairment
route (i.e., the path from LMX-Affect and leader task to job performance via job
demands and burnout). Thus, specifically the following hypotheses will be tested.
H18a: The association between LMX and in-role job performance will be
mediated by job demands, exhaustion and disengagement.
H18b: The association between LMX and Altruism will be mediated by
job demands, exhaustion and disengagement.
H18c: The association between LMX and Compliance will be mediated
by job demands, exhaustion and disengagement.
The second route is the motivational route (i.e., the path from LMXLoyalty and leader support to job performance via job control and social support,
job satisfaction, and work engagement). Thus, specifically the following
hypotheses will be tested.
H19a: The association between LMX and in-role job performance will be
mediated by job control, job satisfaction, and work engagement.
H19b: The association between LMX and Altruism will be mediated by
job control, job satisfaction, and work engagement.
H19c: The association between LMX and Compliance will be mediated
by job control, job satisfaction, and work engagement.
H20a: The association between LMX and in-role job performance will be
mediated by social support, job satisfaction, and work
engagement.
H20b: The association between LMX and Altruism will be mediated by
social support, job satisfaction, and work engagement.
H20c: The association between LMX and Compliance will be mediated
by social support, job satisfaction, and work engagement.
The results of the mediation analysis for the first route are summarized
in Table 4.23 and are illustrated in more detail in Figures 4.13-4.15 for the three
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outcome

variables

(in-role

job

performance,

altruism,

and

compliance,

respectively). The results of the mediation analysis for the second route are
summarized in Table 4.24 and illustrated in more detail in Figures 4.16-4.18 for
the three outcome variables.
The path analyses for the first route reported in Table 4.23 showed that
leadership (LMX-Affect) had the strongest effect on job performance (effects
ranging from 0.41 to 0.56) as compared with the effects of job demands,
exhaustion and disengagement. Job demands and burnout partially mediated the
effects of leader task (LMX-Affect) on job performance. The direct effect of leader
task on job performance was consistently stronger than its indirect effect (e.g.,
effect sizes of 0.31 vs. 0.24 for the direct and indirect effect of leadership on
altruism, respectively). The second largest effect on job performance was that of
disengagement (ranging from -0.22 to -0.43). The details of the path coefficients of
the study variables depicting direct and indirect effects are illustrated in Figure
4.13 to Figure 4.15.
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Table 4.23
Summary of the Standardized Direct and indirect effects of various predictors on
the health impairment route on job performance (the effects of leadership, job
demands, burnout on job performance)
Predictor:

1.

2.

3.

4.

5.

Outcome
variables:
In-role
Peformance
(Model 1)

Extra-role

Performance:

Altruism
(Model2)

Compliance
(Model 3)

LMX-Affect
Total effect
Direct effect
Total Indirect effect via lead task, job demands,
exhaustion, and disengagement

0.41
0.23
0.18

0.55
0.31
0.24

0.56
0.77
-0.21

Task Oriented
Total effect
Direct effect
Total Indirect effect
via job demands, exhaustion, and disengagement

0.01
0.01

0.01
0.01

-0.40
-0.43
0.03

Job Demands
Total effect
Direct effect
Total Indirect effect
via exhaustion and disengagement

-0.06
-0.06

-0.07
-0.07

-0.18
-0.18

Exhaustion
Total effect
Direct effect
Total Indirect effect via disengagement

-0.10
-0.10

-0.18
-0.18

-0.32
-0.22
-0.10

Disengagement
Total effect
Direct effect
Total Indirect effect

-0.24
-0.24
-

-0.43
-0.43
-

-0.22
-0.22
-

Note:
All correlation coefficients were tested at p < 0.05, N = 24281. (ns) denotes not significant and all other
values were significant. Goodness of fit indices for
Model 1: Chi-Square = 7161.872, df = 200, p = 0.00, RMSEA (90% CI) = 0.037 (0.037-0.038), CFI =
0.968.
Model 2: Chi-Square = 7543.635, df = 200, p = 0.00, RMSEA (90% CI) = 0.038 (0.038-0.039), CFI =
0.963.
Model 3: Chi-Square = 9240.388, df = 197, p = 0.00, RMSEA (90% CI) = 0.043 (0.042-0.044), CFI =
0.950.

Development of a questionnaire

149

CHAPTER 4

Figure 4.13. The standardized direct and indirect effects of social support from a
co-worker on compliance.
As can be seen from Figure 4.13, LMX-affect had a direct effect on inrole job performance and had an indirect effect via leader task (lqt), exhaustion
(exhaust) and disengagement (diseng) that in turn was moderately associated with
in-role job performance. This pattern of direct and indirect effects of LMX-affect
was similar to the effects on altruism, as displayed in Figure 4.14.
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Figure 4.14. The standardized direct and indirect effects of social support from a
co-worker on compliance.
However, for compliance, there was an additional direct link from
leadership task to compliance (see Figure 4.15).

Figure 4.15. The standardized direct and indirect effects of social support from a
co-worker on compliance.
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These results suggest that to enhance employee job performance, organizations
should focus on developing the leadership (LMX-Affect and leader task) or
leadership skills of their leaders (regarding their ability to organized their
subordinates' task assignments), and improve the well-being of their employees by
not giving them job assignments that are overly demanding.

Next, the path analyses of the second route reported in Table 4.24
showed that leadership (LMX-Loyalty and Leader Support) affected job
performance only indirectly. The effect of leadership on job performance was fully
mediated by job characteristics (job control and co-worker support) and well-being
(job satisfaction and work engagement). The two strongest mediators for the effect
of leadership on job performance were co-worker support (its total effects ranging
from 0.44 to 0.53), and work engagement (its total effects ranging from 0.34 to
0.37). The details of the path coefficients among the study variables depicting the
direct and indirect effects are illustrated in Figure 4.13 to Figure 4.15.

Table 4.24
Summary of Standardized Direct and indirect effects of various predictors on the
motivational process route on job performance (the effects of leadership, job
control and co-worker support, job satisfaction and work engagement on job
performance)

152

Work characteristics, leadership, well-being and performance in Indonesian organizations:

Leadership, Work Characteristics, Worker's Well-being, And Job Performance In A Large
Government Organization: A Cross Sectional Study

Table 4.24
Summary of Standardized Direct and indirect effects of various predictors on the
motivational process route on job performance (the effects of leadership, job control
and co-worker support, job satisfaction and work engagement on job performance)
Predictor:

1.

2.

3.

4.

5.

6.

Outcome variables:

Extra-role

Performance:

In-role Peformance (Model
1)

Altruism (Model2)

Compliance
(Model 3)

0.37
0.37

0.42
0.42

0.36
0.36

0.47
0.47

0.54
0.54

0.51
0.51

Job Control
Total effect
Direct effect
Total Indirect effect job satisfaction
and work engagement.

0.18
0.14
0.04

0.20
0.16
0.04

0.04
0.04

Co-worker Support
Total effect
Direct effect
Total Indirect effect job satisfaction
and work engagement.

0.44
0.31
0.13

0.53
0.41
0.12

0.53
0.41
0.12

Job Satisfaction
Total effect
Direct effect
Total Indirect effect via work
engagement

0.28
0.28

0.27
0.27

0.26
0.26

0.37
0.37
-

0.36
0.36
-

0.34
0.34
-

LMX-Loyalty
Total effect
Direct effect
Total Indirect effect via leader
support, job control, co-worker
support, job satisfaction and work
engagement.
Leader Support
Total effect
Direct effect
Total Indirect effect via job control,
co-worker support, job satisfaction
and work engagement.

Work Engagement
Total effect
Direct effect
Total Indirect effect

Note: All correlation coefficients were tested at p < 0.05, N = 24281. (ns) denotes not significant and all
other values were significant. Goodness of fit indices for
Model 1: Chi-Square = 13364.433, df = 479, p = 0.00, RMSEA (90% CI) = 0.033 (0.032-0.033), CFI =
0.971.
Model 2: Chi-Square = 13079.444, df = 479, p = 0.00, RMSEA (90% CI) = 0.033 (0.032-0.033), CFI =
0.970.
Model 3: Chi-Square = 18014.830, df = 480, p = 0.00, RMSEA (90% CI) = 0.038 (0.038-0.039), CFI =
0.956.
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Figure 4.16. The standardized direct and indirect effect of social support from a
co-worker on compliance.
As can be seen from Figure 4.16, LMX-Loyalty had no direct effect on
in-role job performance (jobper). It only had indirect effects via leader support
(lqs) and job control. This pattern of relationships also applied to the outcome
variables altruism and compliance, as displayed in Figure 4.17 and Figure 4.18,
respectively. On the other hand, in-role job performance, altruism, and compliance
mostly were directly influenced by co-worker support (ssc) and work engagement
(we).
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Figure 4.17. The standardized direct and indirect effects of social support from a
co-worker on compliance.

Figure 4.18. The standardized direct and indirect effects of social support from a
co-worker on compliance.
These results suggest that to enhance employee job performance,
organizations are advised to focus on facilitating co-worker support, increasing job
control and improving job satisfaction and work engagement of their employees.
Organizations also would benefit from training their leaders to develop their leader
support to facilitate employees to support each other and to improve their job
satisfaction.
The paths of health impairment process and the motivational process
were integrated to predict job performance, as displayed in Figure 4.19. This figure
only shows a structural model for the relationships among the latent study
variables, while their measurement models are not displayed to simplify the path
diagram. The path diagram is in line with the JDR model, except that there are no
moderating effects of job resources (job control and social support) on the
relationship of job demands and burnout and no moderating effects of job demands
on the relationship between job resources and work engagement. The path diagram
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also displays leadership as antecedents of job characteristics. The model fitted well
with the data, as indicated by the model goodness of fit indices: Chi-square =
62372.583, df = 1627, p = 0.00, RMSEA (90% CI) = 0.039 (0.039-0.039), CFI =
0.917.

Figure 4.19. The relationships between leadership and job performance, as
mediated by work characteristics and well-being
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As can be seen in Figure 4.19, in-role job performance, altruism and
compliance were more strongly influenced by work engagement than by burnout
(the effect sizes of work engagement ranged from 0.56 to 0.60, while the effect
sizes of burnout (disengagement) ranged from -0.11 to – 0.15). This implies that to
increase job performance, organizations would benefit most if they would focus on
increasing the well-being (i.e., work engagement and job satisfaction) of their
employees and on developing their leaders to have leadership skills focusing on
organizing or designing their subordinates' job environment (e.g., increasing job
control and give more social support to their employees) that may lead to employee
well-being.
However, some limitations of the present study should be noted. This
study relied on self-report subjective measures and used a cross-sectional design,
which means that the causality of the relations under study could not be
established. Therefore,

to examine the relations among leadership, job

characteristics, well-being, and job performance more fully, a second study was
conducted. This study – which is reported in Chapter 6 – uses a longitudinal design
to more thoroughly address the issue of causal relationships. It also uses measures
from other sources to address the issue of common method bias, i.e., measures of
job performance as reported by their supervisors and co-workers. It is worth noting
here that the two measures of leadership, i.e. LMX and leadership quality, were
highly correlated (r = .73), which suggests that both concepts overlap strongly and
that it may even be difficult to distinguish them empirically. Since the current
thesis aimed to develop Indonesian versions of existing instruments, we did not
attempt to examine this overlap further, e.g. by factor analyzing the items of both
instruments simultaneously. This may be a challenge for future research.
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In this chapter, the relationship between work characteristics (i.e., job
demands, job control and social support) and worker well-being (i.e., burnout,
work engagement, and job satisfaction) was studied using a longitudinal design
with a time lag of 12 months, drawing on a sample of 118 participants from 3
organizations, i.e., the insurance company and the news service company in Jakarta
and the university in Bandung that were previously described in Chapter 3.
Karasek and Theorell's (1990) Job Demand-Control-Support (DCS) model was
used as a framework to study and explain the relationships.
Hypotheses
Based on the theoretical notions regarding the relations between job
characteristics and well-being discussed in Chapter 2, the hypotheses to be tested
are summarized in Table 5.1a. In line with the DCS (Johnson & Hall, 1988;
Karasek & Theorell, 1990) and JDR models (Bakker & Demerouti, 2007;
Demerouti, Bakker, Nachreiner & Schaufeli, 2001), it was hypothesized that job
demands have a positive relation with burnout and negative relations with work
engagement and job satisfaction. Further, job control and social support are
hypothesized to have positive relations with work engagement and job satisfaction,
and a negative relation with burnout. Regarding possible buffering effects, it was
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hypothesized that high levels of job control and social support would moderate
(i.e., mitigate) the adverse effects of high job demands on burnout, work
engagement, and job satisfaction. Specifically, we expect that there will be a
weaker association between job demands and outcome variables for employees
with high job control than for those with low job control, and that there will be a
weaker association between job demands and outcome variables for employees
with high social support than for those with low social support.
Table 5.1a
Summary of the hypotheses for the associations between three work characteristics
(job demands, control and support) and four indicators of worker well-being

Burnout (T2)

Work
Engagement (T2)

Job
Satisfaction
(T2)

Job Demands (T1)

+ (H4a)

- (H5a)

- (H6a)

Job Control (T1)

- (H4b)

+ (H5b)

+ (H6b)

Demands

C ,D

C ,D

C ,D

- (H4c)

+ (H5c)

+ (H6c)

Social Support (T1)

- (H4d)

+ (H5d)

+ (H6d)

Demands

S ,D

S ,D

S ,D

- (H4e)

+ (H5e)

+ (H6e)

Predictors

Control

Support

Note. D is for Demands and S is for Support. For main effects (Hypotheses Hxa, Hxb and Hxd) "+" and
"-" refer to the expected signs of associations. For interaction effects (Hypotheses Hxc and Hxe) " "
and " " refer to the expected moderator effects. E.g., "C , D " should be read as "with increasing
levels of control, the effect of demands on the outcome variable decreases." T1 denotes Time 1, and T2
denotes Time 2.

Sample
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All participants from 3 organizations, namely the insurance company,
the news service company, and the university that participated in April 2010 (as
described in Chapter 3) were followed a year later. From 212 participants in the
first wave study contacted, 118 participants responded, resulting in 56% response
rate.
Instruments
The IQWiQ served as the basis for the questionnaire. Concepts included
were: 1. quantitative job demands, 2. job control, 3. social support, 4. burnout, 5.
work engagement, and 6. job satisfaction. Data obtained in this study were all selfreport measures. Descriptive information (means, standard deviations, reliabilities,
et cetera) are reported elsewhere in this chapter (i.e., in Table 5.1b in Section 5.1).
Analyses
Moderated multiple regression analysis was conducted to test the
hypotheses using STATA software version 12 (Stata Corp., 2012). In the
regression equation, the relevant product terms were included to test and analyze
the interactions of job demands by job control and that of job demands by social
support, while the background variables (e.g., gender, age, level of education, and
organizations) were controlled. To estimate a standardized solution for a regression
equation containing interactions, the recommendations of Cohen, Cohen, Aiken,
and West (2003) were followed, i.e., the main predictors (job demands, job control,
and social support) were standardized first, then the interaction terms were
computed as the product of the standardized main predictors before they were
entered into the regression equation.
To investigate whether the interaction terms increased the predictive
power of the job characteristics in explaining well-being, three steps were
followed. In Step 1, the control variables (e.g., gender, age, and education) and the
covariates annex explanatory variables at Time 1 (e.g., burnout Time 1 as a
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predictor of outcome variable burnout Time 2) were entered. In step 2, the three
predictors (job demands, job control, and social support) as measured on Time 1
were entered. Finally, in Step 3 the two-way demand

control and demand

support interaction terms were entered.
In this study the three-way interaction of job demands
social support and the two-way interaction of job control

job control

social support were not

estimated, since we held no specific expectations concerning these effects and
because previous research has shown that these effects are usually not significant
or rarely of practical interest (Taris, 2006; van der Doef & Maes, 1999). Therefore,
the standardized regression equations are as follows:
Yb = (

6A 6

+ ... +

i Ai

+

i+1Ya)

+

1D a

+

2C a

+

3S a

+

4 D aC a

+

5 D aS a

for

the longitudinal study (see Tarling, 2009),
with Y denoting the outcome variable,

1

to

i

denoting partial regression

coefficients, Ai denoting background variables, D denoting standardized job
demands, C denoting standardized job control, S denoting standardized social
support, DC denoting the product term of standardized job demands

standardized

job control, DS denoting the product term of standardized job demands
standardized social support, and the subscript a is for Time 1 and the subscript b is
for Time 2.
Results are reported in Section 5.1. In this section, the demographic
characteristics of the sample and the means, standard deviations, reliabilities and
correlations of all the study variables are described. Then, the results of regression
analyses examining the effects of work characteristics (job demands, job control,
and social support) on workers' well-being are reported.
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5.1 The relations between work characteristics and worker’s well-being
In this section, the demographic characteristics of the participants will
be outlined, and the descriptive statistics and the correlation matrix of the study
variables will be reported for the longitudinal study. Then, the buffering effects of
job control and social support on the relationship between work characteristics at
Time 1 and well-being at Time 2 will be explored. Next, the association between
an increasing or a decreasing level of job characteristics and an increasing or a
decreasing level of well being over time will be examined.
The demographic characteristics of the respondents (N = 118) in the
final panel showed that age ranged from 27 to 52 years (M=40.7, SD=5.4). Most
participants were male (62%), and the mean of length of tenure was 15.6 years
(SD=6.2). The respondents mostly worked regular hours (90%), and 10% worked
variable hours. More participants had high school education (54%); the remainder
(46%) held a college or university degree. Most participants were in clerical work
or administrative jobs (78%). The remaining respondents were teachers (19%) and
technicians (3%).
To check whether non-response due to attrition or dropout might have
influenced the results, t tests were conducted to compare the Time 1 scores of the
panel group on the background and study variables with those of the participants
who dropped out at Time 2. There were significant differences between the panel
group and the dropouts for age, length of tenure, and job demands, while for other
variables no significant differences were found between the groups. The dropouts
were younger than the panel group (M=38.8 and M=41.3 years, respectively), had
shorter tenure time (M=12.5 and M=16.6 years, respectively), and reported that
their job demands were higher (M=49.2 and M=42.3, respectively). The dropouts
seemed to be mostly employees who reported they had relatively higher demands
in their job than their counterparts so that they failed to participate in the second
wave. However, the size of these effects (r2) were small (at most .05). Therefore, it
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seems that these biases will not severely influence the results. Table 5.4 presents
descriptive statistics for the variables under study.

Table 5.1b Means, Standard Deviations, Test-retest Reliabilities (rt), and Internal
Consistency Reliabilities ( ) of Work Characteristics and Worker's Well-being
Time 1

Time 2

M1

SD1

M2

SD2 M2 – M1

t

df

rt

Job Demands

41.6

15.7

39.9

13.7

-1.7

-1.6 117 .55** .63

Job Control

51.7

16.3

56.4

14.7

4.7**

4.0 117 .45** .80

Social Support

63.4

17.5

66.7

17.5

3.2**

2.5 117 .52** .80

Burnout

39.7

12.0

39.8

12.5

0.1

0.1 117 .43** .74

Work Engagement

65.5

14.3

67.8

15.1

2.3*

2.3 117 .56** .87

Job Satisfaction

60.6

17.3

63.9

16.7

3.3**

2.8 117 .56** .84

Work Characteristics:

Well-being:

Note: all scores of the measures varied theoretically from 0 to 100.
N = 118; rt index of reliability across time, *p < 0.05, **p < 0.01

From Table 5.1b it can be concluded that at Time 1 for the indicators of
positive well-being (i.e., job control, work engagement and job satisfaction) the
mean scores were above the scale midpoints (Ms > 51.7), whereas for the negative
experiences of well-being (i.e., job demands and burnout) the mean scores were
below the midpoints (Ms < 41.6). Their well-being improved slightly from Time 1
to Time 2 for work engagement and job satisfaction. This trend was also visible for
perceived job control and social support, while the means of job demands and
burnout did not change significantly across time. In general, the internal
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consistencies of the measures were acceptable, ranging from .74 to .87, except for
job demands (alpha = 0.63), while their test-retest reliabilities were lower than
their respective internal consistencies, ranging from .43 to .56.
Table 5.2 presents the correlation matrix for the longitudinal study.
Generally, the relations among the variables were in expected directions. All
correlations between Time 1 job characteristics and Time 2 well-being outcomes
were in the expected direction and significant, except for the association between
job control at Time 1 and work engagement at Time 2. Therefore the hypotheses
regarding the relationship between job characteristics at Time 1 and well-being at
Time 2 were generally supported (except for hypothesis H5b, see Table 5.1b).
However, in general the correlations between job characteristics at Time 1 and
well-being at Time 2 were lower than the correlations between job characteristics
and well-being at Time 1, except for the correlations between job control T1 and
burnout T2 (r = -.23), which was greater than the correlation between job control
and burnout at T1 (r = -.19) (see Table 5.5 in the shaded areas).
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Social Support (SS1)

.23**

-.45**

Job Satisfaction (JS1)

.15*

-.19*

Social Support (SS2)

.52**

.25**

-.15*

.60**

.18*

-.27**
-.34**

Work Engagement (WE2)

Job Satisfaction (JS2)

.37**

.40**
-.37**

-.38**

.43**

-.24**

-.15*

.37**

-.52**

-.54**

BO1

JS1

.33**

.19**

.46**

.56**

.56**

.44**

-.29** -.24**

.21**

.20**

-.21** -.31**

.66**

WE1

-.45**
.35**
.27**

-.31**
-.43**

.37**

JC2

.58**

-.28**

-.28**

JD2

.47**

.46**

-.43**

SS2

WE2

-.42** .54**

-.48**

BO2

Note: N = 118; subscript 1 denotes Time 1, subscript 2 denotes Time 2. * p < .05, ** p < .01; in italic and bold face are the test-retest
reliabilities of well being measures.

.08

.28**

Burnout (BO2)

-.23** -.22**

.45**

-.16*

Job Control (JC2)

Well-being Time2

-.09

.55**

Job Demand (JD2)

Work CharacteristicsTime 2

.31**

-.39**

Work Engagement (WE1)

.44**

-.19** -.35**

SS1

.54**

.15*

JC1

Burnout (BO1)

Well-being Time1

.14*
-.27**

Job Control (JC1)

Job Demand (JD1)

Work Characteristics Time 1

JD1

-

Table 5.2 Correlation Matrix and Scale Reliability

JS2
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Results
The results of the moderated multiple regression analyses are reported in
Table 5.3. Regarding the buffering hypotheses, the buffering effects were partially
observed after controlling for the effects of potential confounders such as age, sex,
and education, and the Time 1 measure of the respective outcome variable. The
interactions were significant, and their effect sizes were .05 for burnout and .04 for
both work engagement and job satisfaction. There was some evidence that job
control T1 moderated the harmful effect of job demands T1 on work engagement
T2 (its effect size was 4%) and on job satisfaction T2 (its effect size was 5%)
(Hypotheses H5c and H6c supported), while there was no evidence for the
buffering effect of social support T1 on the relation between job demands T1 and
work engagement T2, nor between job demands T1 and job satisfaction T2
(Hypotheses H5e and H6e not supported). On the contrary, there was evidence
that social support T1 moderated the harmful effect of job demands T1 on burnout
T2 (thus Hypothesis H4e was supported), while there was no evidence that job
control T1 moderated the harmful effect of job demands T1 on burnout T2
(Hypothesis H4c not supported).
The moderating effect of social support T1 on the relation between job
demands T1 and burnout T2, and the moderating effect of job control T1 on the
relation between job demands T1 and work engagement T2, and between job
demands T1 and

job satisfaction T2, are depicted in Figures 5.1 to 5.3,

respectively. The effect of job demands T1 on burnout T2 decreased and became
insignificant from

= .31 to

= -.13 (t = -1.41, df = 116, ns) as social support T1

increased from low to high. Meanwhile, the negative effect of job demands T1 on
work engagement T2 decreased and changed its direction from

= -.18 to

= .24

(t = 2.66, df = 116, p < .01), and the negative effect of job demands T1 on job
satisfaction T2 decreased and became insignificant from

= -.41 to

= .03 (t =

0.32, df = 116, ns) as job control T1 increased from low to high level. Therefore,
the buffering hypothesis of job control was partly supported, since job control in
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the long run buffered the adverse effect of job demands on work engagement and job
satisfaction, whereas it failed to buffer the negative effect of job demands on
burnout. The buffering hypothesis of social support was also partly supported, i.e.,
social support in the long run buffered the adverse effect of job demands on burnout,
while it failed to buffer the adverse effects of job demands on work engagement and
job satisfaction.
It can be concluded that social support, in the long run, was beneficial in
preventing the adverse effects of job demands on burnout, while job control, in the
long run, was beneficial in preventing the adverse effects of job demands on work
engagement and job satisfaction.
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.07
-.06
.43**

Age

Education

Dependent T1

-.05
-.04

Job Control (C)

Social Support (S)

Work characteristics, leadership, well-being and performance in Indonesian organizations:

Note: N = 118; *p < .05, **p < .01.

-.22*

S

D

Overall Model

.03

C

D

Interaction terms T1

.09

Job Demands (D)

Main terms T1

.11

Burnout

Sex

Background variables:

Dependent T2

.28**

.05*

.01

.17**

.05

R

2

-.06

.21*

-.07

-.11

.03

.46**

-.02

-.05

-.08

Work Engagement

.31**

.04*

.04

.20**

.04

R

2

.03

.22*

-.08

.07

-.19*

.44**

-.11

-.18*

-.08

Job Satisfaction

.35**

.04*

.02

.22**

.07

R2

Table 5.3
Estimates of the effects of the independent variables (job characteristics and their interactions)
on well-being (12-month time lag two-wave study)
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Figure 5.1. The moderating effect of
social support on the relation between
job demands and burnout

Figure 5.2. The moderating effect of job
control on the relation between job
demands and work engagement

Figure 5.3. The moderating effect of job control on the
relation between job demands and job satisfaction

Next, it will be explored whether increasing or decreasing levels of job characteristics
are associated with increasing or decreasing levels of well-being over time. It was
hypothesized (as summarized in Table 5.4) that an increasing level of job demands
over time will be associated with an increasing level of burnout, and decreasing levels
of work engagement and job satisfaction. Conversely, a decreasing level of job
demands over time will be associated with a decreasing level of burnout, and increasing levels of work engagement and job satisfaction. We further hypothesized that an
increasing level of job control and social support over time would be associated with
a decreasing level of burnout and an increasing level of work engagement and job
satisfaction. On the other hand, a decreasing level of job control and social support
over time will be associated with an increasing level of burnout, a decreasing level of
work engagement and job satisfaction.
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Tabel 5.4
Summary of the hypotheses for the associations between three work characteristics
(job demands, control, and support that are increasing or decreasing over time)
and three indicators of worker well-being (burnout, work engagement, and job
satisfaction that are increasing or decreasing over time)
Burnout
Predictors

Work

Job

Engagement

Satisfaction

Job Demands

+ (H7a)

- (H8a)

- (H9a)

Job Control

- (H7b)

+ (H8b)

+ (H9b)

Social Support

- (H7d)

+ (H8d)

+ (H9d)

Note.
The symbol should be read as "an increasing or a decreasing level of …. over time”.
"+" and "-" refer to the expected signs of associations. “+” would be interpreted as “an increasing level
of ….was associated with an increasing level of ….”, while “-“ would be interpreted as “an increasing
level of … was associated with a decreasing level of ….”

Table 5.5 reports the correlation matrix for the study variables that were increasing
or decreasing over time. As can be seen in Table 5.5, the relations among the study
variables were significant and in the expected directions. This indicates that the
measures are sensitive enough to measure change (i.e., an increasing or a decreasing
level of job characteristics and well-being over time) across a one-year interval.
Table 5.8 reveals that an increasing level of job demands was associated with an
increasing level of burnout (r = .28, p < .01), a decreasing level of work engagement
(r = -.23, p < .01) and a decreasing level of job satisfaction (r = -.17, p < .01) over
time, thus Hypotheses H7a, H8a, and H9a were supported. Further, an increasing
level of job control was associated with a decreasing level of burnout (r = -.20, p <
.01), an increasing level of work engagement (r = .23, p < .01) and an increasing level
of job satisfaction (r = .18, p < .01) over time, thus Hypotheses H7b, H8b, and H9b
were supported. Finally, an increasing level of social support was associated with a
decreasing level of burnout (r = -.31, p < .01), an increasing level of work
engagement (r = .48, p < .01) and an increasing level of job satisfaction (r = .41, p <
.01) over time, supporting Hypotheses H7c, H8c, and H9c.
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Table 5.5
Correlation matrix of increasing/decreasing in work characteristics and
increasing/decreasing in well-being over a period of one year.
JD

JC

SS

BO

WE

Work Characteristics:
Increasing/decreasing level of Job Demand (
JD)
Increasing/decreasing level of Job Control ( JC)
Increasing/decreasing level of Social Support (
SS)

.04
-.11

.14*

Well-being
Increasing/decreasing level of Burnout ( BO)
Increasing/decreasing level of Work Engagement
( WE)
Increasing/decreasing level of Job Satisfaction (
JS)

.28**

-.20** -.31**

-.23**

.23**

.48**

-.42**

-.17**

.18**

.41**

-.39**

.50**

Note: N = 118, The symbol ( ) denotes an increasing or a decreasing score over time, i.e., score in
Time 2 minus scores in Time 1, *p < 0.05, **p < 0.01

Conclusion and Discussion
This chapter investigated the predictive power of the DCS model across
time on a broad range of well-being indicators, i.e., both negative (i.e., burnout)
and positive well-being experiences (i.e., work engagement and job satisfaction). It
also investigated whether job control and social support buffered the harmful effect
of job demands on the various experience of well-being a year later.
The longitudinal study showed that job control had an important role in
buffering the negative impact of high job demands on work engagement and job
satisfaction over time, while social support was beneficial in preventing the
development of burnout over time as a result of high job demands. Further, an
increase in job demands predicted a decrease in burnout, and an increase in job
control and social support predicted increases in work engagement and job
satisfaction. This study further revealed that the instruments for measuring job
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characteristics and well-being were sensitive enough to detect an increase or a
decrease in the level of the study variables over time and had good psychometric
properties. Their internal reliabilities exceeded .70, ranging from .74 to .87 (except
for job demands, where Cronbach’s alpha = .63), and their index of stability over a
period of one year ranging from .43 to .56. Moreover, they had good construct
validity as a result of applying exploratory and confirmatory factor analysis to the
instruments in Chapter 3.
Regarding the buffer effect hypotheses, generally, the interaction effects
accounted for only very small portions of the variance in well-being (ranging from
.04 to .05). The results of these studies were in line with the effect sizes typically
observed in psychological and other social sciences regarding interactions, in that
these are small, ranging from .01 to .05 (Cohen, Cohen, Aiken & West, 2003).
all interaction hypotheses were supported. Possible statistical explanations for the
Not all interaction hypotheses were supported. Possible statistical
absence
of
statistically
significant
interactions
findings interactions
refer to the reliability
of the
explanations
for the absence
of statistically
significant
findings refer
to
measures
and ofthe
of the
distributionof of
variablesof(Whisman
&
the reliability
thevariability
measures and
the variability
thethe
distribution
the variables
McClelland,
As regards
theAsfirst
point,the
it first
should
be noted
thatbe
whereas
the
(Whisman &2005).
McClelland,
2005).
regards
point,
it should
noted that
internal
reliabilities
of job demands,
job control
and and
social
whereas the
internal reliabilities
of job demands,
job control
socialsupport
support were
reliability of the interactions of these factors is always lower
acceptable, the reliability
(Cohen, Cohen,
Cohen, Aiken
Aiken &
& West,
West, 2003).
2003). Consequently,
Consequently, the
the statistical
statistical power
power for
for
(Cohen,
detecting such
such interactions
interactions was
was only
only limited.
limited. As
As regards
regards the
the second
second point,
point, having
having
detecting
many variations
variations in
in the
the independent
independent variables
variables increases
increases the
the power
power of
of the
the tests.
tests.
many
However, in the present studies, these variations were only limited, as evidenced by
However, in the present studies, these variations were only limited, as evidenced
relatively small standard deviations for the study variables. Again, this decreases
by relatively small standard deviations for the study variables. Again, this
the chances that statistical tests possess sufficient power to detect interaction
decreases the chances that statistical tests possess sufficient power to detect
effects.
interaction effects.
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In this chapter, the relationship between leadership, work characteristics
(i.e., job demands, job control and social support), worker’s well-being (i.e.,
burnout, work engagement, and job satisfaction), and job performance was studied
with a longitudinal design using a sample of 191 participants from five
organizations in Jakarta and its adjacent cities (namely Bogor, Cikarang, and
Bandung). In this chapter the following hypotheses are tested:
1.

Well-being Time 1 predicts Job Performance Time 2;

2.

Job characteristics Time 1 predict Well-being Time 2;

3.

Job characteristics Time 1 predict job performance Time 2;

4.

Leadership Time 1 predicts Job Characteristics Time 2;

5.

Leadership Time 1 predicts Well-being Time 2; and

6.

Leadership Time 1 predicts Job Performance Time 2.

The specific hypotheses are presented in Tables 6.1 to 6.6. These tables present a
specification of the general hypotheses presented above, for all of the variables
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involved. For example, Table 6.1 shows that Hypothesis 1 mentioned above
(Wellbeing Time 1 predicts Job performance Time 2) actually refers to three
predictors (burnout, work engagement and job satisfaction) and two forms of
performance (in-role and extra-role performance). In total, this means that general
Hypothesis 1 actually involves six separate hypotheses (H1a-1f). The same applies
to the five other general hypotheses; these, too, refer to a more elaborate set of
specific hypotheses.

Table 6.1
Summary of the hypotheses for the associations between job performance
and well-being.

Predictors

In-role Performance (T2)

Extra-role Performance (T2)

Burnout (T1)

- (H1a)

- (H1b)

Work engagement (T1)

+ (H1c)

+ (H1d)

Job satisfaction (T1)

+ (H1e)

+ (H1f)

Note. "+" and "-" refer to the expected signs of associations.
T1 denotes Time 1 and T2 denotes Time 2.
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Table 6.2
Summary of the hypotheses for the associations between job characteristics and
well-being

Predictors

Burnout (T2)

Work engagement
(T2)

Job Satisfaction (T2)

Job Demands (T1)

+ (H2a)

- (H2b)

- (H2c)

Job Control (T1)

- (H2d)

+ (H2e)

+ (H2f)

Social Support (T1)

- (H2g)

+ (H2h)

+ (H2i)

Note. "+" and "-" refer to the expected signs of associations.
T1 denotes Time 1, and T2 denotes Time 2.

Table 6.3
Summary of the hypotheses for the associations between job characteristics
and job performance.

Predictors

In-role
Performance (T2)

Extra-role
Performance (T2)

Job demands (T1)

- (H3a)

- (H3b)

Job control (T1)

+ (H3c)

+ (H3d)

Social support (T1)

+ (H3e)

+ (H3f)

Note. "+" and "-" refer to the expected signs of associations.
T1 denotes Time 1, and T2 denotes Time 2.
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Table 6.4
Summary of the hypotheses for the associations between leadership
and job characteristics
Job demands (T2)

Job control (T2)

Social Support (T2)

- (H4a)

+ (H4b)

+ (H4c)

Note. "+" and "-" refer to the expected signs of associations.
T1 denotes Time 1, and T2 denotes Time 2.

Table 6.5
Summary of the hypotheses for the associations between leadership
and well-being

Burnout (T2)

Work engagement
(T2)

Job Satisfaction
(T2)

- (H5a)

+ (H5b)

+ (H5c)

Note. "+" and "-" refer to the expected signs of associations.
T1 denotes Time 1, and T2 denotes Time 2.
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Table 6.6
Summary of the hypotheses for the associations between leadership
and job performance
Predictors

In-role
Performance (T2)

Extra-role
Performance (T2)

+ (H6a)

+ (H6b)

Leadership (T1)

Note. "+" and "-" refer to the expected signs of associations.
T1 denotes Time 1, and T2 denotes Time 2.

Regression analysis using Mplus 7.3 (Muthen & Muthen, 2014) was
conducted to test the hypotheses. Standardized regression coefficients were
estimated, and the regression equation for predicting outcome variable Time 2 by
predictor Time 1 is as follows:
Yb =

1Y a

+

2X a

with Yb denoting the outcome variable at Time 2,

1

to

2

denoting partial

regression coefficients, Ya denoting the measure of the outcome variable at Time 1
and Xa denoting the predictor Time 1. The subscript a is for Time 1 and the
subscript b is for Time 2. The software used robust maximum likelihood (MLR) to
estimate the regression coefficients to predict outcome variables that may violate
the assumption of normality, and therefore the Huber-White sandwich estimator
was used to estimate their standard errors (Muthen, Muthen, & Asparouhov, 2016).
Sample
All participants from two organizations, namely the plant conservation
organization and the manufacturing company that participated in the first wave
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study in August 2009 (in total, 110 participants) described in Chapter 3 were
contacted for participation in a follow-up study 20 months later in April 2011, and
73 participants responded (66% response rate). Moreover, all participants from
three organizations (the insurance company, the news service company, and the
private university) that participated in the first wave study in April 2010 (in total,
212 participants) described in Chapter 3 were contacted a year later for
participation in the second study wave in April 2011. Of these, 118 participants
responded (56% response rate). There was no statistically significant difference in
the study variables of Time 2 between the participants with a time lag of 12 months
and the participants with a time lag of 20 months. Therefore the two groups were
combined. Thus, out of all the participants who completed a questionnaire in the
first wave of this study (322 employees), 191 participants also completed the
follow-up survey, resulting in a 59% response rate.
Instruments
The IQWiQ served as the basis for the questionnaire. Measures included
were: 1. quantitative job demands, 2. job control, 3. social support, 4. burnout, 5.
work engagement, and 6. job satisfaction that all were self-report measures, and 7.
Leadership quality, 8. In-role performance, and 9. Extra-role performance that all
were rated by their supervisors. Descriptive information (means, standard
deviations, reliabilities, et cetera) are reported in Table 6.7.
Results are reported firstly, in Section 6.1, for the relationships among
job characteristics, well-being, and job performance, and secondly, in Section 6.2,
for the relationships among leadership, job characteristics, well-being, and job
performance. Before presenting the results of several regression analyses, the
demographic characteristics of the sample and the means, standard deviations,
reliabilities and correlations of all the study variables are described.
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6.1 The relations between job characteristics, worker’s well-being and job
performance
In this section, the relationship between workers' well-being and their job
performance will be explored. In the subsequent section the antecedents of
worker’s well-being, i.e., the psychosocial work environment and leadership or
behavior, will be examined. In each section, the descriptive statistics for the
measures, their correlation matrix, and the results of regression analyses of the
relationships among the study variables will be presented.
Demographic characteristics of the sample.
The sample is drawn from the five small organizations in Jakarta and its
surrounding cities described in Chapter 3 (i.e., the plant conservation organization,
the manufacturing company, the insurance company, the news service
organization, and the private university). From the 191 employees who completed
the two-wave study (with a study interval ranging from twelve to twenty months),
data from 159 respondents were used, namely, those employees whose supervisors
completed the questionnaires at both waves and who returned their ratings of the
participants’ job performance. It is likely that supervisors were very busy, meaning
that some of them could not complete the questionnaires.
The demographic characteristics of these respondents (N = 159) in the
final panel showed that the ages ranged from 23 to 51 years (M=37.0, SD=7.6).
Most participants were male (69%), and the mean of length of tenure was 13.4
years (SD=7.0). The respondents mostly worked regular hours (78%), and the
remainder (22%) worked on shift. More participants had high school education
(76%) than their counterparts (24%), who held a college or university degree. Most
participants were clerical workers or held a job in administration (59%); 31% of
the sample were machine operators, and 10% of the participants worked as a
gardener or as a tourist guide.
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To check whether non-response of their supervisors due to attrition or
dropout might have influenced the results, t tests were conducted to compare the
Time 1 scores of the panel group on the background and study variables with those
of the participants whose supervisors dropped out at Time 2.

There were

significant differences between the panel group and the dropouts for job category,
education, and work schedule, while for other variables no significant differences
were found between the groups. The dropouts held on average a higher education
than the panel group (F(1,182) = 10.32, eta squared = .05), and worked more often
regular hours (F(1,182) = 7.51, eta squared = .04). The panel group consisted of more
machine operators than the dropouts who mostly worked in the administration
(F(1,182) = 17.40, eta squared = .09). However, the panel group and the dropouts did
not differ significantly on the measures tapping well-being and job performance.
Therefore, it seems that these biases did not greatly influence the results. Table 6.7
presents descriptive statistics for the variables under study.
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Table 6.7
Means, Standard Deviations, and Reliabilities of Job characteristics, Worker's
Wellbeing and Job Performance
Time 1

Time 2

M1

SD1

M2

SD2 M2 – M1

t

df

rt

Job Demands

47.7

22.6

43.6

25.1

-4.1*

-2.05

186

.35**

.63

Job Control

45.9

18.1

48.7

20.8

2.8

1.74

187

.36**

.80

Social Support

63.2

19.1

66.6

20.0

3.4*

2.39

187

.50**

.80

Burnout

41.3

15.1

40.9

15.1

-0.4

-0.3

88

.56**

.74

Work Engagement

64.9

15.5

67.3

18.5

2.4

1.2

88

.44**

.87

Job Satisfaction

61.0

17.6

63.1

18.9

2.2

1.1

88

.48**

.84

In-role

66.9

20.0

71.6

20.0

4.7*

2.2

88

.50**

.89

Extra-role

69.0

19.4

73.2

17.5

4.2*

2.2

88

.52**

.79

Job characteristics:

Wellbeing:

Job Performance:

Note: all scores of the measures were theoretically on a 0 – 100 range.
N = 159; rt index of reliability across time, *p < 0.05, **p < 0.01

As can be seen in Table 6.7, the mean scores of job demands and job
control were below the scale midpoint of 50 (Ms < 50), while the mean scores of
social support were above the scale midpoint (Ms > 50). The mean scores of job
control were relatively stable over time (t = 1.74, p > .05), while the mean scores
of job demands decreased slightly over time (t = -4.1, p < .05), and the mean scores
for social support had slightly improved at Time 2 (t = 3.4, p < .05). The mean
scores of the positive indicators of well-being (i.e., work engagement, and job
satisfaction) at Time 1 were above the scale midpoints (Ms > 50), whereas the
mean score of the negative indicator of well-being (i.e., burnout) at Time 1 was
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below the midpoint (M = 41.3). The mean scores on well-being were relatively
stable over time (t = - 0.3, p > .05, for burnout; t = 1.1, p > .05, for work
engagement; t = 1.2, p > .05, for job satisfaction), while the mean scores for job
performance had slightly improved at Time 2 (t = 2.2, p < .05). The internal
reliabilities of the measures were acceptable, ranging from .63 to .89, while their
test-retest reliabilities were lower than their respective Cronbach’s alphas, ranging
from .35 to .56.
Next, Table 6.8 presents the correlation matrix for the variables in the
longitudinal study. Generally, the relations among the variables were in the
expected direction. However, the correlations between well-being Time 1 and job
performance Time 2 were mostly not significant, except for the correlation
between job satisfaction Time 1 and extra-role performance Time 2 (r = .23, p <
.05).
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Table 6.8
Correlation Matrix and Scale Test-retest Reliability of measures of well-being and
job performance

BO1

WE1

JS1

IP1

EP1

BO2

WE2

JS2

IP2

Well-being Time1
Burnout (BO1)
Work Engagement
-.51**
(WE1)
Job Satisfaction
-.54**
(JS1)
Job Performance
Time 1
In-role
-.20*
Performance (IP1)
Extra-role
-.16
Performance (EP1)

.67**

.14

.03

.19*

.20*

.69**

.56**

-.22*

-.33**

-.02

-.12

-.51

.44**

.46**

.08

.22*

-.70**

-.31

.24*

.48**

-.11

-.06

-.52**

.60**

-.15

.04

.13

.50**

.47**

-.09

.09

-.06

-.16

.15

.23*

.43**

.52**

-.10

.10

-.03

Well-being Time2
Burnout (BO2)
Work Engagement
(WE2)
Job Satisfaction
(JS2)
Job Performance
Time 2
In-role
Performance (IP2)
Extra-role
Performance (EP2)

.78**

Note: N = 159; subscript 1 denotes Time 1, subscript 2 denotes Time 2. * p < .05, ** p < .01;
numbers in italic and bold face are the test-retest reliabilities of well-being measures.
Note: N = 159; subscript 1 denotes Time 1, subscript 2 denotes Time 2. * p < .05, ** p < .01;

6.9 and
reports
the face
correlation
matrix
of measures
of change
(increasing
numbers Table
in italic
bold
are the
test-retest
reliabilities
of well-being
or decreasing over time) in well-being and of change in job performance. The
measures.
relations among changes in well-being measures were significant and in the expected
directions. This indicates that the measures of well-being are sensitive enough to
Table 6.9 reports the correlation matrix of measures of change
measure change during a 12 to 20-month interval. The relations among changes in the
(increasing or decreasing over time) in well-being and of change in job
job performance measures were also significant and in the expected directions, again
performance. The relations among changes in well-being measures were
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to 20-month interval.

The relations among changes in the job performance measures were also
significant and in the expected directions, again suggesting that the measures of job
performance
arethe
sensitive
enough
study these are
changes
across
an interval
ofthese
one
suggesting that
measures
of jobtoperformance
sensitive
enough
to study
to
two years.
a decreasing
level an
of increasing
well-being or
dida
changes
acrossInterestingly,
an interval an
of increasing
one to twooryears.
Interestingly,
not
predict level
an increasing
or a decreasing
levelanofincreasing
job performance.
Therefore,
decreasing
of well-being
did not predict
or a decreasing
levelan
of
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in the
mean scores
of employee job
performance
might
be explained
job performance.
Therefore,
an improvement
in the
mean scores
of employee
job
performance
might
be explained
by other
factors, rather than by their well-being.
by
other factors,
rather
than by their
well-being.

Table 6.9 Correlation matrix of change (increasing/decreasing over time) in wellbeing and change in job performance
BO

WE

JS

IP

Well-being:
Change in Burnout ( BO)
Change in Work Engagement ( WE)

-.47**

Change in Job Satisfaction ( JS)

-.44**

.51**

In-role Performance ( IP)

-.13

.10

-.05

Extra-role Performance ( EP)

.02

-.09

.03

Job Peformance:
.57**

Note: N = 159, change in scores ( ) denote score in Time 2 - Time 1, *p < 0.05, **p < 0.01

The results in Table 6.9 indicate that change in the level of burnout, work
engagement, and job satisfaction did not predict change in the level of in-role and
extra-role performance.
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Table 6.10
Estimates of the effects of well-being on job performance
(for the sample of 12-month and 20-month time lag, two-wave study)
Dependent:
In-role performance T2

Extra-role performance
T2

Covariates:
In-role performance T1

.49*

Extra-role performance T1

.50*

Predictors:
Burnout T1

.01

.02

Work engagement T1

-.18

-.10

Job Satisfaction T1

.19

.13

.25*

.26*

R

2

Note: N = 159; *p < .05

As can be seen in Table 6.10, none of the well-being indicators
(burnout, work engagement, and job satisfaction) at Time 1 predicted job
performance (in-role and extra-role performance) at Time 2. Therefore Hypotheses
Hypotheses 1a to 1f were not supported. Further, as reported in Table 6.11, job
characteristics (i.e., job demands, job control, and social support) at Time 1 did not
predict later employee well-being (i.e., burnout, work engagement, and job
satisfaction. Therefore, Hypotheses 2a to 2i were not supported.
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Table 6.11
Estimates of the effects of job characteristics on well-being
(for the sample of 12-month and 20-month time lag two-wave study)

Dependent T2

Burnout T2

Work engagement Job Satisfaction
T2
T2

Covariates:
Burnout (BO) T1

.50*

Work Engagement (WE) T1

.49*

Job Satisfaction (JS) T1

.52*

Predictors:
Job demands T1

.12

-.00

-.04

Job control T1

-.07

-.18

-.01

Social Support T1

-.00

.04

-.05

R2

.30*

.24*

.25*

Note: N = 191; *p < .05

Job characteristics (i.e., job demands, job control, and social support) at
Time 1 also could not longitudinally predict job performance (in-role and extrarole performance) at Time 2 (Table 6.12). Therefore, Hypotheses 3a to 3f were not
supported.
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Table 6.12
Estimates of the effects of job characteristics on job performance
(for the sample of 12-month and 21-month time lag two-wave study)
Dependent T2

In-role performance T2

Extra-role performance T2

Covariates:
In-role performance T1

.50*

Extra-role performance T1

.49*

Predictors:
Job demands T1

.08

.11

Job control T1

-.10

-.05

Social Support T1

-.14

-.14

.27*

.28*

R

2

Note: N = 159; *p < .05

Overall, these analyses show that the job characteristics did not predict
across-time change in the well-being variables. One plausible explanation for the
lack of such longitudinal effects is that the outcome variables at T2 were strongly
dependent upon their T1 scores, i.e., this means that there is little variance in the
T2 outcomes left to be predicted by the work characteristics measured at T1. These
analyses also show that the job characteristics and the well-being variables did not
predict change in the job performance variables across time. Again, the job
performance variables at T2 were strongly dependent upon their T1 scores, i.e.,
there is little variance in the T2 outcomes left to be predicted by the job
characteristics and the well-being measured at T1. This is aggravated by the fact
that the longitudinal sample is relatively small (N = 159), which further reduces the
power of statistical tests. Due to these issues, it is difficult to draw firm
conclusions from these data regarding the absence or presence of effects of job
characteristics on wellbeing, and of effects of job characteristics and well-being on
job performance.
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6.2 The effect of leadership on job characteristics, and worker’s well-being, and
job performance
Employee well-being may be important in its own right. However,
examining the antecedents of employee well-being is also important because
employee well-being may be associated with job performance. In this section, the
effect of leadership on job characteristics, employee well-being, and job
performance will be studied. First, the descriptive statistics of the study variables
followed by their correlation matrix will be reported. Then the results of the
regression analyses on the longitudinal data are presented. Below we first present
descriptive information on the variables under study (Table 6.13).

Table 6.13 Means, Standard Deviations, and Reliabilities of Leadership, Job
Characteristics, and Worker's Wellbeing
Time 1

Time 2

M1

SD1

M2

SD2 M2 – M1

t

df

rt

52.7

22.7

57.9

23.5

5.2**

3.02 187 .48**

.93

47.7

22.6

43.6

25.1

-4.1*

-2.05 186 .35**

.63

45.9

18.1

48.7

20.8

2.8

1.74 187 .36**

.80

63.2

19.1

66.6

20.0

3.4*

2.39 187 .50**

.80

Burnout

39.2

15.6

40.1

15.6

.8

.78

187 .53**

.74

Work Engagement

67.0

16.5

67.2

17.3

.2

.14

189 .46**

.87

Job Satisfaction

61.5

17.9

63.4

17.3

1.9

1.47 190 .49**

.84

Leadership
Job Characteristics:
Job Demands
Job Control
Social Support
Wellbeing:

Note: all scores of the measures were theoretically on a 0 – 100 range. N = 159; rt index of reliability
across time, *p < 0.05, **p < 0.01
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From Table 6.13 it can be concluded that for the indicators of positive
well-being (i.e., work engagement, and job satisfaction) the mean scores at Time
1 were above the midpoints of 50 (Ms > 50), whereas for the negative experiences
of well-being (i.e., burnout) the mean scores were below the midpoint (M = 41.3).
The well-being indicators (burnout, work engagement, and job satisfaction) and
job control were relatively stable over time, while leadership and social support
were improving, and job demands were decreasing at T2. The internal reliabilities
of the measures were acceptable and ranged from .74 to .93 (except for job
demands, Cronbach’s alpha = .63), while their test-retest reliabilities were lower
than their respective Cronbach’s alphas, ranging from .35 to .53.
Table 6.14 presents the correlation matrix for the longitudinal study.
Generally, the relations among variables were in expected directions. The
correlations between leadership and job characteristics Time 1 and well-being
Time 2 were in the expected direction and significant, except for the association
between job control at Time 1 and well-being measures at Time 2. This might
indicate that leadership, job demands and social support Time 1 predicts wellbeing at Time 2, while job control at Time 1 may not predict well-being at Time 2.
Table 6.15 reports the correlation matrix of change (increasing or
decreasing over time) in the level of leadership, job characteristics, and wellbeing. The relations among changes in leadership, job characteristic, and wellbeing measures were also mostly significant and in the expected directions.
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.12*
.72** -.11

Job Control (JC1)

Social Support (SS1)

.44** -.08

Social Support (SS2)
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-.05
.06

.29** -.08
.35** -.12*

Work Engagement (WE2)

Job Satisfaction (JS2)

.28**

.24**

-.23**

.50**

.22**

-.25**

-.33**

-.45**

.53**

-.27**

-.12*

.17**

-.17**

-.55**

-.66**

BO1

.41**

.13*

-.28**

.39**

JS1

.74**

.20**

-.14*

LQ2

.35**

.46**

.49**

.38**

.56**

.28**

-.39** -.32** -.25**

.13*

.19**

-.10

.14*

.68**

WE1

-.29**

-.06

.33**

-.23**

-.10

JD2
SS2

.19**

.12

.47**

.31**

-.20** -.38**

.26**

JC2
WE2

-.50** .55**

-.67**

BO2

Note: N = 159; subscript 1 denotes Time 1, subscript 2 denotes Time 2. * p < .05, ** p < .01; in italic and bold face are the test-retest reliabilities of well-being
measures.

-.10

-.25** .21**

.04

Burnout (BO2)

Well-being Time2

.17*

Job Control (JC2)

.36**

-.03

-.26** .35**

Job Demands (JD2)
-.10

-.02

.48** -.03

Leadership Quality (LQ2)

.38**

.63**

.14*
.17**

.63**

.47**

.43** -.12* .25**

Work Engagement (WE1)

Job Satisfaction (JS1)
Leadership and
Job Characteristics Time2

-.41**

-.07

SS1

-.35** .19**

.16*

JC1

Burnout (BO1)

Well-being Time1

-.05
.09

JD1

Job Demands (JD1)

Leadership Quality (LQ1)

Leadership and
Job Characteristics Time1

LQ1

Table 6.14 Correlation Matrix and Scale Test-retest Reliability of leadership, job characteristics, and well-being
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Table 6.15
Correlation matrix of change in leadership, work characteristics, and change in
well-being
LQ

JD

JC

SS

BO

WE

Leadership and Work Characteristics:
Leadership ( LQ)
Change in Job Demand ( JD)

.07

Change in Job Control ( JC)

.12

.03

.61**

-.01

.13*

Change in Burnout ( BO)

-.17*

.17*

.04

-.28**

Change in Work Engagement ( WE)

.24**

-.03

.12

.36**

-.44**

Change in Job Satisfaction ( JS)

.42**

-.04

.13*

.37**

-.39**

Change in Social Support ( SS)
Well-being

.45**

Note: N = 159, change in scores ( ) denote score in Time 2 - Time 1, *p < 0.05, **p < 0.01

The results in Table 6.15 indicate that improvement in leadership
predicted improvement in work engagement and job satisfaction, reduction in the
level of burnout, and improvement in the level of social support. These results also
indicate that increases in job demands were related to increasing levels of burnout.
Further, increasing levels of job control were related to increasing levels of job
satisfaction, while increasing social support was related to a decreasing level of
burnout and an increasing level of work engagement and job satisfaction.
The results of regression analyses on the longitudinal data to examine
the relationship between leadership and job characteristics, leadership and wellbeing, and leadership and job performance are reported in Tables 6.16 to 6.18,
respectively.
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Table 6.16a
Estimates of the effects of leadership on job characteristics
(for the sample of 12-month and 20-month time lag two-wave study)
Dependent T2:
Job Demand

Job Control

Social Support

Covariates:
Job Demands T1

.34*

Job Control T1

.35**
.38**

Social Support T1
Predictor:
Leadership T1

-.23*

.13

.17

R2

.18*

.15*

.26*

Note: N = 159; *p < .05, **p < .01.

As can be seen in Table 6.16a, in general, leadership at Time 1 did not
predict job characteristics Time 2 (i.e., job demands, job control, and social
support). Improvement in leadership also did not predict job characteristics Time2
(see Table 16b). However, leadership at Time 1 predicted job demands at Time 2
(r = -.23, p < .05). Thus, only Hypothesis H4a was supported. It is possible that as
leaders were more concerned with the needs and well-being of their subordinates,
they tended to assign jobs to their subordinates that are not too demanding in the
following year.

Development of a questionnaire

195

CHAPTER 6

Table 6.16b
Estimates of the effects of change in leadership on job characteristics
(for the sample of 12-month and 20-month time lag two-wave study)
Dependent T2:
Job Demands

Job Control

Social Support

Covariates:
Job Demands T1

.35*

Job Control T1

.37*
.37*

Social Support T1
Predictor:
Change in Leadership

-.08

.08

.13

R2

.13*

.14*

.15*

Note: N = 159; *p < .05,

Table 6.17a
Estimates of the effects of leadership on well-being
(for the sample of 12-month and 20-month time lag two-wave study)
Dependent T2

BO2

WE2

JS2

Covariates:
Burnout (BO) T1

.51*

Work Engagement (WE) T1

.42*

Job Satisfaction (JS) T1

.46*

Predictor:
Leadership T1

-.08

.11

.06

R2

.29*

.22*

.25*

Note: N = 159; *p < .05
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It can be concluded from Table 6.17a that leadership at Time 1 did not
predict well-being (burnout, work engagement, and job satisfaction) at Time 2.
Therefore Hypotheses H5a, H5b, and H5c were not supported. However,
improvement in leadership did predict work job satisfaction T2 (see Table 6.17b).
Therefore Hypothesis H5f was supported. As reported in Table 6.18a, leadership at
Time 1 did not predict job performance (in-role and extra-role performance) at
Time 2. Further, an improvement in leadership did not predict job performance
(see Table 6.18b). Thus, all Hypotheses 6 (Hypothesis H6a to 6d) were not
supported.
Table 6.17b
Estimates of the effects of change in leadership on well-being
(for the sample of 12-month and 20-month time lag two-wave study)
Dependent T2

BO2

WE2

JS2

Covariates:
Burnout (BO) T1

.55*

Work Engagement (WE) T1

.50*

Job Satisfaction (JS) T1

.57*

Predictor:
Change in Leadership

-.10

.13

.35*

R2

.29*

.23*

.36*

Note: N = 159; *p < .05
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Table 6.18a
Estimates of the effects of leadership on job performance
(for the sample of 12-month and 20-month time lag two-wave study)

Dependent T2

In-role
Performance T2

Extra-role
Performance T2

Covariates:
In-role Performance T1

.48*

Extra-role Performance T1

.50*

Predictor:
Leadership T1
R

2

-.06

-.05

.22*

.24*

Note: N = 159; *p < .05

Table 6.18b
Estimates of the effects of leadership on job performance
(for the sample of 12-month and 20-month time lag two-wave study)

Dependent T2

In-role
Performance T2

Extra-role
Performance T2

Covariates:
In-role Performance T1

.49*

Extra-role Performance T1

.50*

Predictor:
Change Leadership
R

2

-.04

-.06

.24*

.24*

Note: N = 159; *p < .05
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Conclusion and discussion
It may be concluded that in general the hypotheses were not supported.
The results in Section 6.1 revealed that well-being at Time 1 did not predict job
performance at Time 2, and job characteristics at Time 1 did not predict well-being
or job performance at Time 2. The results from Section 6.2 showed that leadership
at Time 1 did not predict job characteristics at Time 2 (except for job demands at
Time 2), well-being at Time 2, and the job performance at Time 2. The lack of
support for the hypotheses may be explained by the fact that the outcome variables
at Time 2 were strongly predicted by their respective Time 1 scores, meaning that
there is little variance in the Time 2 outcomes left to be explained by other
predictors at Time 1. Practically, the study variables were largely stable across
time and decreased or increased only slightly. Furthermore, the sample was
relatively small (N = 159), which reduces the power of statistical tests. Therefore,
it is difficult to reach definite conclusions from these data about the effects of
leadership on job characteristics, wellbeing, and job performance across time.
Further, in this longitudinal study job performance was measured
subjectively on a Likert scale of 1 to 5. The scores on job performance improved
only slightly across time (5 points improvement at most on a scale of 1 to 100).
This suggests that due to this narrow range, the variance in job performance was
very difficult to be explained by other predictors. Therefore, for future research, it
is suggested that researchers use objective measures of performance that may lend
themselves to more variation in the scores and may yield a wider range of scores.
For example, the number of goods produced by an employee in a year may be a
quantitative and sensitive indicator of job performance.
The fact that only very few hypotheses were supported to some degree moderates
the practical implications of the findings presented in Chapter 4, where the crosssectional associations among work characteristics, well-being, leadership and
performance were examined. Chapter 4 suggested that supervisors could influence

Development of a questionnaire

199

CHAPTER 6

the characteristics of the job of employees, thus affecting their well-being and
performance. These earlier findings suggested that from a practical point of view,
supervisors can decrease the amount of job demands for particular employees to a
level that parallels the capability of these employees, give them more autonomy so
they can manage their job to be more efficient, and provide more support to them
to help them do their job more effectively. Improving job characteristics in this
way might enhance employee well-being, and in turn, this could lead to enhanced
job performance. However, the findings presented in the current chapter imply that
it may be too soon to accept these suggestions as representing feasible and
effective ways to improve worker well-being and performance: the role of the
leader may be smaller than expected on the basis of theory and our earlier findings.
However, also note that the small sample size and high stability of the study
variables may be responsible for not obtaining the expected effects. In this sense, it
is too early to conclude that leadership and worker well-being are irrelevant as
causal agents that affect well-being and performance, respectively. To increase the
power of the statistical tests and improve the generalizability of the study, it is
suggested for further research to increase the sample size and to involve more
diverse organizations to participate in the study. Furthermore, to avoid common
method bias of job characteristics and well-being subjective self-report measures,
researchers may complement them with other objective measures or data collected
from other sources.
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As described in Chapter 1, this thesis had three goals. Firstly, it aimed to
describe the state of affairs in Indonesia regarding the leadership, work
characteristics, well-being and performance of workers in Indonesian
organizations. Secondly, it aimed to explore whether previous insights on the
associations among these concepts in Western countries can be generalized to
Indonesia as well. Thirdly, it aimed to develop and validate several wellknown instruments that measure the relevant concepts in Western countries
for use in Indonesia. The rationale behind this research was the fact that these
instruments and insights were often developed or obtained in Western
contexts. Without additional research in non-Western contexts, it cannot be
claimed that these instruments and insights apply to non-Western contexts as
well. The evidence presented in this thesis contributes to our understanding of
(1) the degree to which these insights hold up and (2) to which these
instruments can be applied on non-Western contexts (especially in Indonesia)
as well. This chapter summarizes and discusses the main findings of this
thesis regarding the three main goals mentioned above.
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7.1 Work Characteristics, Worker's well-being and Performance in Indonesia
When Indonesia was hit by an economic crisis in 1998, many
Indonesian leaders in the government and private organizations relied on human
resources to recover from the crisis. Business leaders aimed to improve the
productivity of their workers in order to be able to compete globally. They strove
to make their organizations lean and operate efficiently by decreasing the number
of employees working in their companies while maximizing the workload of the
remaining employees, resulting in role overload. However, this heavy workload
may backfire, as it may pose a risk to employee health and well-being. Workers
may come to experience burnout and in turn, this may impair their work
performance. The present study may help organizations in Indonesia to enhance
their performance by exploring the antecedents or risk factors of employee
performance and productivity. It explored the role of employee well-being in job
performance, the role of psychosocial work environment in employee well-being,
and the role of leadership in improving the work environment. In turn, improving
these factors may enhance the well-being of employees, which may increase
employee productivity and organizational performance. Therefore, the issues that
this thesis addressed were:
What is the state of affairs in Indonesia regarding the leadership, work
characteristics, well-being and performance of workers in Indonesian
organizations?
2) Can previous insights on the associations among these concepts in
Western countries be generalized to Indonesia as well?
3) We need to develop instruments that measure the relevant concepts
to answer the above two problems.
In Section 7.2 the development of the IQWiQ is discussed (Goal 3).
Section 7.3 briefly discusses the descriptive findings for the study concepts
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(goal 1). Section 7.4 deals with the associations among the study concepts
(goal 2). In the remainder of this chapter we discuss the strengths and
limitations of this research (Section 7.5) and its implications (Section 7.6).
This chapter ends with an overall conclusion (Section 7.7).

7.2 Development of the Indonesian Quality of Work Questionnaire
In order to address issues 2 and 3 mentioned above, instruments to
measure relevant concepts in the Indonesian context needed to be developed.
Drawing on questionnaires that have been developed and validated elsewhere,
Chapter 3 addressed the development and preliminary validation of the
Indonesian Quality of Work Questionnaire (IQWiQ). This questionnaire
constituted the basis for all analyses presented in this thesis. Developing and
validating a questionnaire that can be used to measure important concepts in
the work situation of Indonesian workers is an important aim of the present
study because the availability of such a questionnaire could help Indonesian
organizations to optimize the work situation of their employees, maximizing
their health, well-being, and performance. The DC model from Karasek
(1979), the DCS model from Johnson and Hall (1988) and Karasek and
Theorell (1990), and the JDR model from Demerouti et al (2001) were the
theoretical bases for this questionnaire. The measures included in the
questionnaire were validated using a sample of 438 employees from six
organizations that were active in various branches (namely manufacturing,
plant conservation, insurance, news service, health care, and higher education)
that were located in Jakarta, Bogor, Cikarang, and Bandung. Exploratory
factor analysis was used to create the scales. For each concept, we aimed to
retain the factorial structure (and, hence, meaning) of the original scale as
much as possible. After this validation process, the IQWiQ questionnaire
included measures of:
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1.

Job demands. The measure of Quantitative job demands taken from
the COPSOQ (Kristensen & Borg, 2004) consists of six items. The
scale internal reliability was 0.78, and its test-retest reliability using a
time interval of twelve to twenty months was 0.35.

2.

Job control. The measure of job control was also taken from the
COPSOQ (Kristensen & Borg, 2004) and consists of seven items. Its
internal reliability was 0.80, and its test-retest reliability with a time
interval of twelve to twenty months was 0.36.

3.

Social support. The social support scale consists of two items tapping
support received from coworkers and two items measuring support
received from the leader. All items were taken from the COPSOQ
(Kristensen & Borg, 2004). The scale internal reliability was 0.81, and
its test-retest reliability using a twelve to twenty months time interval
was 0.50.

4.

Leadership. This concept was measured with eight items of the
leadership quality measure taken from the COPSOQ (Kristensen &
Borg, 2004). The scale internal reliability was 0.93, and its test-retest
reliability with a time interval of twelve to twenty months was 0.48.
Leadership was also measured by the LMX-MDM scale taken from
Liden and Maslyn (1998) that consists of eight items representing three
dimensions of affect (three items), loyalty (three items), and
contribution (two items). The internal reliability of these three
dimensions was 0.88, 065, and 0.72 respectively, and the test-retest
reliability of the total scale using a time interval of twelve to twenty
months was 0.47.

5.

Burnout. Our burnout measure was based on the Oldenburg Burnout
Inventory (Halbesleben & Demerouti, 2004). Four items tapped the
Exhaustion dimension and four other items measured Disengagement.
Their reliabilities were 0.72 and 0.70 respectively, and the test-retest
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reliability of the total scale was 0.53 across a twelve to twenty-month
time interval. It is worth noting, however, that since we dropped several
items from the instrument, the theoretical meaning of the Indonesian
version of this measure may differ from the Western version. In our
analyses, the patterns of factor loadings of the Indonesian version of the
OLBI were different from the patterns of factor loadings found in
previous

research

in

Western

countries

(Demerouti,

Bakker,

Nachreiner, & Schaufeli, 2001). Therefore, we omitted a number of
items of this instrument, but still maintain the same two-factor structure
of the Western version of the OLBI, i.e. Exhaustion and
Disengagement.
6.

Work engagement. The questionnaire used the UWES short version
(the Utrecht Work Engagement Scale from Schaufeli and Bakker,
2006) to measure work engagement. This scale consisted of nine items
that measured the three dimensions of work engagement, i.e., vigor,
dedication, and absorption. The overall scale reliability was 0.88, and
its 12-to-24 month test-retest reliability was 0.46.

7.

Job satisfaction. In this study, we used nine selected items from
Roelen et al. (2008). These items measured nine facets of job
satisfaction that were considered relevant for this study, including
workload, work pace, task variety, working times, working conditions,
supervisor, colleagues, work briefings, and salary. The Indonesian
version of this job satisfaction measure was reliable (Cronbach’s Alpha
= .84), and its test-retest reliability with a time interval of twelve to
twenty months was 0.49.

8.

In-role performance. Four items taken from Bartram and Casimir
(2006) were used to measure in-role job performance. The scale
reliability was 0.89, and its test-retest reliability with a time interval of
twelve to twenty months was 0.50.
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9.

Extra-role performance. In this questionnaire, the Organizational
Citizenship Behavior (OCB) Questionnaire of Smith, Organ, and Near
(1983) was included. This instrument consists of eleven items that
represent two factors (altruism, consisting of six items, and general
compliance, consisting of five items).The overall scale reliability was
0.79, and its test retest-reliability using a time interval of twelve to
twenty months was 0.52.
The full list of items is presented in Appendix A (Indonesian

version) and B (English version). The scales included in the IQWIQ were
based on well-known published instruments and the Indonesian versions of
these instruments have good psychometric properties, even if the formal
measurement equivalence of these instruments could not be established (see
Chapter 3). The IQWIQ was further validated in a cross-sectional study with a
large sample of 23,000 employees of a large organization that operates in each
province in entire Indonesia, and in a longitudinal study with a small sample
of about 400 participants from five organizations in various industries, for
example manufacturing, insurance, education, health care, plant conservation
and news service. It can therefore be concluded that the IQWIQ has
acceptable psychometric properties. Moreover, the findings presented in this
thesis provided evidence to the validity, reliability, and the practical
usefulness of the IQWIQ for research in Indonesia.

7.3 Leadership, Work Characteristics, Wellbeing and Performance in
Indonesian Organizations: Descriptive information
Results from a cross-sectional study using a large sample of more
than 24,000 participants provide evidence to the state of affairs concerning
leadership, work characteristics, well-being and job performance of
Indonesian workers (see Chapter 4, Table 4.1). In general the scores on the
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study variables tend to be above the midpoint of 50 on a scale of 0 to 100 for
the positive concepts, while for the negative concepts like burnout and job
demands the average scores were below the midpoint of 50 on a scale of 0 to
100. Similar patterns of findings were obtained in an additional study using a
small sample that covered six organizations in various industries (see Chapter
3, Table 3.19).
Although this may suggest that the work characteristics of
Indonesian workers are generally acceptable, this conclusion cannot be drawn
for at least two reasons. Firstly, the fact that the mean is above the scale
midpoint for the positive concepts does not mean that all participants are
comfortable. Given the size of the standard deviations, these findings imply
that many participants reported scores that are actually below the scale
midpoints for the positive concepts. Indeed, some (estimated as around 15%)
participants reported high scores (scores above 1 SD) on the negative concepts
(such as burnout and job demands) and low scores (scores below minus 1 SD)
on the positive concepts (such as job satisfaction and work engagement). In
these cases, it would certainly be sensible to take action to remedy the
situation.
Secondly, mean scores may compare favorably to the scale
midpoints, but this does not mean that these scores are acceptable. Whether
scores are considered acceptable or not is a subject of political debate. For
example, a particular organization may well be happy with mean scores that
are better than the scale midpoint, but their employees (and labor unions) may
feel that there is still much room for improvement upon the scores of
leadership, and work characteristics, and call for more ambition regarding
improving the health and wellbeing of workers. Thus, whereas there does not
seem to be an urgent need for immediate action when looking at the mean
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scores obtained in our samples, this by no means implies that action is not
necessary or desired.

7.4 Leadership, Work Characteristics, Wellbeing and Performance in
Indonesian Organizations: Associations among Concepts
Chapters 4, 5 and 6 of this thesis examined the associations among the
study concepts as measured using the IQWiQ. By examining these associations we
aimed to provide evidence concerning issue 2 above, concerning the degree to
which previous insights obtained in Western contexts on the associations among
leadership, work characteristics, well-being and performance can be generalized to
Indonesia. Such associations are not only interesting in their own right; they also
provide evidence as to whether the IQWiQ works as intended, i.e. its validity.

The cross-sectional study with a large sample from a large organization
Drawing on a cross-sectional study in a large sample from a large
organization that operates in entire provinces of Indonesia (Chapter 4), the
relationship among the study concepts were examined. In this study all hypotheses
regarding the relationship between well-being and job performance were
supported, i.e., burnout (exhaustion and disengagement) were negatively correlated
with in-role job performance and extra-role performance (altruism and
compliance), while job satisfaction and work engagement (vigor, dedication, and
absorption) were positively correlated with in-role job performance and extra-role
performance (altruism and compliance). Theoretically, these findings are in line
with the idea that well-being and productivity are related, as implied in the happyproductive worker hypothesis (Ng, Sorensen, & Yim, 2009; Taris, 2006; Taris &
Schreurs, 2009; Wright & Bonett, 2007; Wright & Cropanzano, 2000; Wright &
Cropanzano, 2004).
Interactions. Based on the JDR model we expected that job demands
and job resources would interact statistically (Hypotheses 7 to 10, and Hypotheses
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11 to 14 which were tested in Chapter 4). However, in the study reported in
Chapter 4, the interactive effects of job demands
social support, and of job demands

job control, of job demand

leadership on well-being were statistically not

significant and either very small or almost zero, i.e. practically they were not
relevant. Therefore, all hypotheses regarding the possible buffering effects of job
resources (job control, social support and leadership) on the relationship between
job demands and well-being (burnout, work engagement, and job satisfaction)
were not supported. This suggests that these interactions – if present in the
population – do not have sufficiently strong effects to emerge in smaller samples.
In this sense, from a practical point of view the presence or absence of such effects
may well be irrelevant.
Mediation analysis. The hypotheses (Hypotheses 11 to 13, and
Hypotheses 18 to 20 which were tested in Chapter 4) about mediation effects
proposed in the JDR model were all supported (Chapters 4 and 6). Results of the
mediation analyses indicated that burnout mediated the relationship between job
demands and job performance, and that work engagement and job satisfaction
mediated the relationship between job control and social support on the one hand
and job performance on the other. Leadership was indirectly related to job
performance via job demands and burnout, and via job resources and work
engagement. These findings support the dual processes proposed by the JDR
model, in that leadership is related to job demands; high demands are associated
with burnout; in turn burnout is associated with low job performance. Leadership is
also associated with job resources (job control and social support). These resources
are associated with higher levels of job satisfaction and work engagement. These,
in turn, are associated with higher job performance.
The longitudinal study using small sample from several small organizations
In Chapter 6 the findings of a longitudinal study were reported. This
study was a two-wave study that included 191 participants. For part of these
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participants the second wave was conducted after 12 months. The remainder
received the second questionnaire after 20 months. Both groups were combined to
increase sample size and, hence, statistical power.
Contrary to our expectations, this longitudinal study found that in
general an increase in well-being over time did not predict an increase in job
performance. However, the increase in leadership quality over time did predict
increases in social support, job satisfaction, and work engagement, and a decrease
in burnout. An increase in job demands over time predicted an increase in burnout,
while an increase in job control over time predicted an increase in job satisfaction.
Increases in social support over time predicted increases in work engagement and
job satisfaction, while an increase in social support over time predicted a decrease
of burnout. In spite of these promising findings and contrary to our expectations,
regression analysis found that leadership Time 1, job characteristics Time 1, and
well-being Time 1 did not predict job performance Time 2.
Interaction effects in the longitudinal study. Regarding the interaction
effects proposed by the DCS model, the longitudinal study reported in Chapter 5
found that social support buffered the adverse effect of high job demands Time 1
on burnout Time 2, while job control buffered the effects of job demands Time 1
on work engagement Time 2 and job satisfaction Time 2. However, these
statistically significant buffering effects only represent a small portion of all
interaction effects hypothesized and calculated in the cross sectional study and in
the longitudinal study. Only 3 out of 32 interaction-related hypotheses were
supported (10%), meaning that it cannot be excluded that capitalization on chance
may have affected these findings and that care must be taken in interpreting these
effects.
The support for the buffering hypotheses tested in Chapters 4 and
Chapter 5 is summarized in Table 7.1.
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Table 7.1 A summary of the support for the buffering hypotheses.
Buffering Hypotheses
1

H7c

2

H7e

3

H8c

4

H8e

5

H9c

6

H9e

7

H10c

8

H10e

9

H14c

10

H14e

11

H15c

12

H15e

13

H16c

14

H16e

15

H17c

16

H17e

job control moderates the impact of job
demands on emotional exhaustion
social support moderates the impact of job
demands on emotional exhaustion
job control moderates the impact of job
demands on disengagement
social support moderates the impact of job
demands on disengagement
job control moderates the impact of job
demands on work engagement
social support moderates the impact of job
demands on work engagement
job control moderates the impact of job
demands on job satisfaction
social support moderates the impact of job
demands on job satisfaction
Leader Task feature moderates the impact of
job demands on emotional exhaustion
Leader support moderates the impact of job
demands on emotional exhaustion
Leader Task feature moderates the impact of
job demands on disengagement
Leader support moderates the impact of job
demands on disengagement
Leader Task feature moderates the impact of
job demands on work engagement
Leader support moderates the impact of job
demands on work engagement
Leader Task feature moderates the impact of
job demands on job satisfaction
Leader support moderates the impact of job
demands on job satisfaction

Tested in Ch. 4
Cross-sectional
study
no support

Tested in Ch. 5
Longitudinal
Study
no support

no support

support

no support

no support

no support

support

no support

support

no support

no support

no support

support

no support

no support

no support

no support

no support

no support

no support

no support

no support

no support

no support

no support

no support

no support

no support

no support

no support

no support

Table 7.1 shows that in general, the buffering hypotheses were not
supported in either the cross-sectional study or the longitudinal study. This implies
that it is important for the organization to design jobs in which the job demands
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assigned to employees are not too high. It is necessary for the leaders to adjust or
reduce employees' workloads to prevent employee burnout or to enhance job
satisfaction and work engagement.
The dual process of the JDR model was generally supported, i.e. the
relationship of leadership and job performance were mediated by job demands and
burnout on the one hand and were mediated by job control, social support, job
satisfaction and work engagement on the other. This implies that leaders play an
important role in influencing employee job performance. Leaders could adjust
employees' workloads to be moderate in order to prevent employee burnout, which
in turn will enhance both employee in-role performance and extra-role
performance. Leaders could also give employees more job resources like job
control or social support, to enhance employee job satisfaction and work
engagement, which will in turn increase employee job performance.

7.5 Strengths and Limitations of this Research
One strong point of the present thesis is that the studies reported here
employed several samples. In Chapter 4 a large cross-sectional data set of more
than 24,000 participants from a large government-owned company operating in
entire provinces in Indonesia was employed to explore whether the relationships
between leadership, job characteristics, well-being and job performance found in
the Western countries can be applied in Indonesia. Additionally, a smaller sample
of 400 participants from six small organizations active in various branches (i.e.,
manufacturing, health care, insurance, heigher education, news service, and plant
conservation) was used in a longitudinal study to explore whether leadership, job
characteristics, and well-being could predict job performance a year later that was
reported in Chapters 5 and Chapter 6.
Considered separately, these samples suffer from a number of
shortcomings. For example, the data collected in this research mostly derived from
the same source (i.e. self-report measures obtained from employees). The
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drawbacks of such an approach are well-known. For example, data collected from
the same source would have a certain risk of common method bias that might have
inflated the relationships among the variables in this study (Podsakof, McKenzie,
Lee, & Podsakof, 2003). Moreover, most studies employed in this research used a
cross-sectional design, meaning that the causal direction of the relationships under
study could not be established unambiguously. Finally, some of the samples were
relatively small, leading to low statistical power (Cohen, Cohen, Aiken & West,
2003).
However, in order to mitigate these drawbacks to some degree, in some
samples (i.e. the longitudinal data collected in six small organizations described in
Chapter 6), we also included objective measures of job performance measures by
asking participants' co-workers and direct supervisors to rate participant
performance as well. In this way we aimed to counter the fact that most measures
were collected using self-report data.
Similarly, to address the shortcomings of cross-sectional designs, in
Chapters 5 and 6 we used a longitudinal sample to examine whether the findings of
the cross-sectional studies could be replicated longitudinally. Finally, although
some samples were indeed small, in Chapter 4 we used a very large sample to
examine the study hypotheses. Thus, although when considered separately these
studies all have their shortcomings, we believe that the combination of all these
samples means that our findings cannot easily be discarded as being based on weak
study designs.
A further limitation of the present research is that no nationally
representative samples were used and that the measurement equivalence of the
measures could not be established (cf. Chapter 3). This implies that the findings
reported here – promising as they are – can only provide a first indication as to the
usefulness and validity of the IQWiQ, and that further validation is needed.
Moreover, although the descriptive findings reported here – especially those
obtained for the very large organization in Chapter 3 – suggest that the working
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circumstances of the majority of Indonesian workers are adequate, strictly speaking
this applies only to the organization involved here: working conditions may be
very different in other organizations. Nationally representative research is needed
to examine whether the findings obtained in the current thesis hold for Indonesian
workers in general.
Further, it must be noted that the findings reported for the large-scale
cross-sectional sample were considerably more convincing (in terms of the degree
to which the study hypotheses were supported) than the results obtained for the
cross-sectional study (where only few hypotheses were confirmed). Since the
longitudinal study served to examine whether the associations found in the crosssectional study could be interpreted causally, this casts some doubts whether the
findings of the cross-sectional study can be accepted as reflecting cause-effect
relationships. It cannot be denied that longitudinal replication of the cross-sectional
findings would certainly have added credence to the idea that these associations
can be interpreted causally. However, since the longitudinal sample was relatively
small and because scores were relatively stable across the observed interval, lack
of statistical power may well account for this lack of longitudinal support. In this
sense, the fact that the cross-sectional findings were not replicated longitudinally
should not be taken to mean that the theories tested in this thesis are not credible.
Clearly, more longitudinal research using larger samples is badly needed here.
Further note that the present thesis tested a large number of hypotheses, i.e., about
36 hypotheses in total including 15 hypotheses regarding direct relationships, 12
hypotheses regarding mediation effects, and 9 hypotheses about moderation
effects. This suggests that capitalization on chance may have inflated our findings,
suggesting that some of our ideas were supported whereas in reality they do not
hold water. However, note that many of our hypotheses were based on findings
obtained in previous research, and in this sense support for our hypotheses often
means that previous findings were replicated; the risk that this thesis presents novel
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findings that will not be replicated in future research seems therefore relatively
small.
In spite of these shortcomings, we believe that the findings reported here
will be of use for practitioners in improving the health, well-being and
performance of Indonesian workers. For example, in the future research could be
conducted to study what training design could be given to leaders to increase the
quality of their leadership in order to be able to increase their ability to design
adequate jobs, and to increase their subordinates’ well-being and productivity. Yet,
the present research did not include an intervention study, meaning that this
practical potential must still be demonstrated. Having said that, previous research
in other national contexts (e.g., Balducci, Fraccaroli, and Schaufeli, 2010, in Italy;
Griep, Rotenberg, Vasconcellos, Landsbergis, Comaru, & Alves, 2009, in Brazil;
Storm and Rothmann, 2003, in South Africa; Tsang & Wong, 2005, in China; and
Vigoda-Gadot, Beeri, Birman-Shemesh, & Somech, 2007, in Israel) has drawn on
instruments similar to the IQWiQ in devising and evaluating interventions. In this
sense we believe that the IQWiQ holds considerable potential.
7.6 Theoretical and Practical Implications of this Research
Theoretical Implications
Our validation study of the questionnaires included in this study showed
that the measures included here possessed good psychometric properties and that
these can be used in Indonesian samples in a way that is very similar to the way
such instruments are used in Western countries. These findings may stimulate
further research in Indonesia on the role of leadership in employee well-being and
productivity. This could benefit business and government organizations alike,
helping them to improve their performance. Ultimately, this could lead to an
improvement of Indonesia’s economy and to higher political stability. Note that the
role of leadership in improving job performance was indirect. Leaders might
influence the characteristics of the jobs of their subordinates, and in turn these
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could influence employee well-being and job performance.
Practical Implications
From a practical point of view, the cross-sectional findings in this thesis
indicated that leaders may have an important role when it comes to increasing the
job performance and the well-being of their employees. Employees seemed to feel
more motivated to work hard and productively when their leaders provided them
with more social support and more autonomy in their work. This suggests that in
order to increase the productivity of employees, leaders should be equipped with
the skills to develop and maintain a good-quality relationship with their
subordinates and with the skills to design the jobs they assign to their subordinates
by giving them leadership training. In this sense, the availability of the IQWIQ
may become a valuable contribution to economic recovery and political stability in
Indonesia: indeed, this may be the most important contribution of this study. It
could stimulate both scientific and practical research on working circumstances
and help to improve the health, wellbeing and productivity of Indonesian workers,
eventually helping Indonesian organizations to compete globally.

7.7 Overall Conclusion
In the present thesis a questionnaire was developed that measured the
quality of work in Indonesia (IQWiQ). In a set of two empirical studies, i.e., a
cross-sectional and a longitudinal study, the factor structure, reliability and validity
of this questionnaire was examined. Overall, the findings of these studies suggest
that the IQWiQ is a valid instrument that can be used to measure the properties of
the work context of Indonesian workers. But the measurement of these properties
is only a first step towards improving the work context of these workers. Based
upon the information provided by the IQWiQ, organizations may take specific
actions to address possible problems regarding this work situation. The research
presented here suggests – like research in other national contexts – that such
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interventions could result in an improvement of the health, wellbeing and
productivity of workers. Therefore, we believe that in the long run, use of this
questionnaire could benefit Indonesia for better economy and political stability.
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SUMMARY IN DUTCH
SAMENVATTING

Zoals beschreven in hoofdstuk 1 had dit proefschrift drie doelen. Ten
eerste was het bedoeld om de stand van zaken in Indonesië te beschrijven met
betrekking tot leiderschap, werkkenmerken, welzijn en prestaties van werknemers
in Indonesische organisaties. Ten tweede wilde het onderzoeken of eerdere
inzichten over de associaties tussen deze concepten in westerse landen ook
gegeneraliseerd kunnen worden naar Indonesië. Ten derde was het gericht op het
ontwikkelen en valideren van verschillende in westerse landen reeds beschikbare
instrumenten voor gebruik in Indonesië. De reden achter dit onderzoek was dat
deze instrumenten en inzichten vaak werden ontwikkeld of verkregen in westerse
contexten. Zonder aanvullend onderzoek in niet-westerse contexten kan niet
worden gesteld dat deze instrumenten en inzichten ook van toepassing zijn in nietwesterse contexten. Het in dit proefschrift gepresenteerde bewijs draagt bij aan ons
begrip van (1) de mate waarin deze inzichten standhouden en (2) de manier waarop
deze instrumenten ook kunnen worden toegepast in niet-westerse contexten (met
name in Indonesië). Dit hoofdstuk vat de belangrijkste bevindingen van dit
proefschrift samen en bespreekt deze met betrekking tot de drie bovengenoemde
hoofddoelen.
1. Werkkenmerken, werkerswelzijn en prestaties in Indonesië
Toen Indonesië in 1998 werd getroffen door een economische crisis,
vertrouwden veel Indonesische leiders in de regering en private organisaties op het
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menselijk kapitaal van Indonesië om te herstellen van de crisis. Bedrijfsleiders
wilden de productiviteit van hun werknemers verbeteren om wereldwijd te kunnen
concurreren. Ze streefden ernaar om hun organisaties efficiënter te laten werken
door het aantal werknemers in hun bedrijf te verminderen terwijl de werklast van
de overgebleven werknemers werd gemaximaliseerd. Deze zware werklast kan
echter averechts werken, omdat dit een risico kan vormen voor de gezondheid en
het welzijn van de medewerkers. Werknemers kunnen burnout gaan ervaren en dit
kan op hun beurt de werkprestaties negatief beïnvloeden. De huidige studie kan
organisaties in Indonesië helpen hun prestaties te verbeteren door de antecedenten
van en risicofactoren voor de prestaties en productiviteit van werknemers te
onderzoeken. Het onderzocht de rol van het welzijn van werknemers voor de
uitvoering van hun werk, de rol van psychosociale werkomgeving voor het welzijn
van werknemers en de rol van leiderschap bij het verbeteren van de
werkomgeving. Het verbeteren van deze factoren kan het welzijn van werknemers
verbeteren, wat de productiviteit van werknemers en de prestaties van de
organisatie kan verhogen. Daarom werden in dit proefschrift de onderwerpen
behandeld:
1) Wat is de stand van zaken in Indonesië met betrekking tot het
leiderschap, de arbeidskenmerken, het welzijn en de prestaties van
werknemers in Indonesische organisaties?
2) Kunnen eerdere inzichten over de associaties tussen deze concepten in
westerse landen gegeneraliseerd worden naar Indonesië?
3) We moeten instrumenten ontwikkelen die de relevante concepten meten
om de bovengenoemde twee problemen aan te pakken.
In paragraaf 7.2 wordt de ontwikkeling van de IQWiQ besproken (doel 3).
Paragraaf

7.3

bespreekt

kort

de

beschrijvende

bevindingen

voor

de

studieconcepten (doel 1). Paragraaf 7.4 gaat in op de associaties tussen de
studieconcepten (doel 2). In de rest van dit hoofdstuk bespreken we de sterke
punten en beperkingen van dit onderzoek (paragraaf 7.5) en de implicaties ervan
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(paragraaf 7.6). Dit hoofdstuk wordt afgesloten met een algemene conclusie
(paragraaf 7.7).
2. Ontwikkeling van de Indonesische kwaliteit van werkvragenlijst
Om de bovengenoemde problemen 2 en 3 aan te pakken, moesten er
instrumenten worden ontwikkeld om relevante concepten in de Indonesische
context te meten. Op basis van vragenlijsten die elders zijn ontwikkeld en
gevalideerd, beschrijft hoofdstuk 3 betrekking op de ontwikkeling en voorlopige
validatie van de Indonesische kwaliteit van werkvragenlijst (IQWiQ). Deze
vragenlijst vormde de basis voor alle analyses en resultaten die in dit proefschrift
worden gepresenteerd. Het ontwikkelen en valideren van een vragenlijst die kan
worden gebruikt om belangrijke concepten in de werksituatie van Indonesische
werknemers te meten, is een belangrijk doel van deze studie omdat de
beschikbaarheid van een dergelijke vragenlijst Indonesische organisaties kan
helpen de werksituatie van hun werknemers te optimaliseren, hun gezondheid,
welzijn en prestaties. Het DC-model van Karasek (1979), het DCS-model van
Johnson en Hall (1988) en Karasek en Theorell (1990) en het JDR-model van
Demerouti et al (2001) vormden de theoretische basis voor deze vragenlijst. De
instrumenten in de vragenlijst zijn gevalideerd in een steekproef van 438
werknemers van zes organisaties die actief waren in verschillende branches
(namelijk

productie,

plantenbescherming,

verzekeringen,

nieuwsdiensten,

gezondheidszorg en hoger onderwijs) die zich bevonden in Jakarta, Bogor,
Cikarang en Bandung. Exploratieve factoranalyse werd gebruikt om de schalen te
maken. Voor elk concept hebben we ernaar gestreefd de factorstructuur (en dus de
betekenis) van de oorspronkelijke schaal zo veel mogelijk te behouden. Na dit
validatieproces bevatte de IQWiQ-vragenlijst instrumenten om de volgende
concepten te meten:
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1. Taakeisen. De schaal voor kwantitatieve taakeisen van de COPSOQ
(Kristensen & Borg, 2004) bestaat uit zes items. De interne consistentie van
de schaal was 0.78 en de test-hertest betrouwbaarheid met een tijdsinterval
van twaalf tot twintig maanden was 0.35.
2. Autonomie. De mate van autonomie werd ook overgenomen uit de COPSOQ
(Kristensen & Borg, 2004) en bestaat uit zeven items. De interne
consistentie was 0.80 en de test-hertest betrouwbaarheid met een
tijdsinterval van twaalf tot twintig maanden was 0.36.
3. Sociale ondersteuning. De schaal voor sociale ondersteuning bestaat uit twee
items die ontvangen steun van collega's meten, alsmede twee items die
steun van de leider meten. Alle items zijn afkomstig van de COPSOQ
(Kristensen & Borg, 2004). De interne consistentie van de schaal was 0.81
en de test-hertest betrouwbaarheid met een tijdsinterval van twaalf tot
twintig maanden was 0.50.
4. Leiderschap. Dit concept werd gemeten met acht items van de COPSOQ
(Kristensen & Borg, 2004). De interne consistentie van de schaal was 0.93
en de test-hertest betrouwbaarheid met een tijdsinterval van twaalf tot
twintig maanden was 0.48. Leiderschap werd ook gemeten met de LMXMDM-schaal uit Liden en Maslyn (1998) die uit acht items bestaat, die drie
dimensies van affect (drie items), loyaliteit (drie items) en contributie (twee
items) vertegenwoordigen. De interne consistentie van deze drie dimensies
was respectievelijk 0.88, 0.65 en 0.72, en de test-hertest betrouwbaarheid
van de totale schaal met een tijdsinterval van twaalf tot twintig maanden
was 0.47.
5. Burnout. Onze burnout-schaal was gebaseerd op de Oldenburg Burnout
Inventory (Halbesleben & Demerouti, 2004). Vier items meten de dimensie
Uitputting,

en

vier

andere

items

meten

disengagement.

De

betrouwbaarheden waren respectievelijk 0.72 en 0.70, en de test-hertest
betrouwbaarheid van de totale schaal was 0.53 over een tijdsinterval van
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twaalf tot twintig maanden. Het is echter vermeldenswaardig dat, aangezien
we verschillende items van het instrument hebben laten vallen, de
theoretische betekenis van de Indonesische versie van deze maat kan
afwijken van de westerse versie. In onze analyses verschilden de patronen
van factorladingen van de Indonesische versie van de OLBI van die van
eerder onderzoek in westerse landen (Demerouti, Bakker, Nachreiner, &
Schaufeli, 2001). Daarom hebben we een aantal items van dit instrument
weggelaten, maar hebben de twee-factorstructuur van de OLBI Westernversie behouden , d.w.z. Uitputting en Disengagement.
6. Werkbetrokkenheid. De vragenlijst gebruikte de korte versie van UWES (de
Utrecht Work Engagement Scale van Schaufeli en Bakker, 2006) om de
betrokkenheid bij het werk te meten. Deze schaal bestond uit negen items
die de drie dimensies van werkbetrokkenheid, d.w.z. vitaliteit, toewijding
en absorptie, maten. De algehele schaalbetrouwbaarheid was 0.88 en de
test-hertest betrouwbaarheid van 12 tot 24 maanden was 0.46.
7. Tevredenheid met het werk. In deze studie gebruikten we negen
geselecteerde items van Roelen et al. (2008). Deze items brachten negen
facetten van arbeidssatisfactie in kaart die relevant werden geacht voor dit
onderzoek,

zoals

werkdruk,

werktempo,

taakvariëteit,

werktijden,

arbeidsomstandigheden, supervisor, collega's, werkbriefings en salaris. De
Indonesische versie van deze maatstaf voor werkplezier was betrouwbaar
(Cronbach's Alpha = .84) en de test-hertest betrouwbaarheid met een
tijdsinterval van twaalf tot twintig maanden was 0.49.
8. In-rol prestatie. Vier items van Bartram en Casimir (2006) werden gebruikt
om in-rolprestatie te meten. De betrouwbaarheid van de schaal was 0.89 en
de test-hertest betrouwbaarheid met een tijdsinterval van twaalf tot twintig
maanden was 0.50.
9. Extra-rol prestatie. In deze vragenlijst is de OCB-vragenlijst (Organizational
Citizenship Behavior) van Smith, Organ en Near (1983) opgenomen. Dit
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instrument bestaat uit elf items die twee factoren vertegenwoordigen
(altruïsme, bestaande uit zes items en compliance, bestaande uit vijf items).
De algehele schaalbetrouwbaarheid was 0.79 en de test hertestbetrouwbaarheid met een tijdsinterval van twaalf tot twintig maanden was
0.52.
De volledige lijst met items wordt gepresenteerd in respectievelijk Bijlage
A (Indonesische versie) en B (Engelse versie). De schalen die zijn opgenomen in
de IQWIQ zijn gebaseerd op bekende gepubliceerde instrumenten en de
Indonesische versies van deze instrumenten hebben goede psychometrische
eigenschappen, hoewel de formele equivalentie van deze instrumenten niet kon
worden vastgesteld (zie hoofdstuk 3). De IQWIQ werd verder gevalideerd in een
cross-sectionele studie met een grote steekproef van 23.000 werknemers van een
grote organisatie die actief is in elke provincie van heel Indonesië, en in een
longitudinale studie met een kleinere steekproef van ongeveer 400 deelnemers van
vijf organisaties in verschillende industrieën en sectoren, bijvoorbeeld productie,
verzekering, onderwijs, gezondheidszorg, plantbehoud en nieuwsservice. Er kan
daarom worden geconcludeerd dat de IQWIQ aanvaardbare psychometrische
eigenschappen heeft. Bovendien leverden de bevindingen in dit proefschrift bewijs
voor de validiteit, betrouwbaarheid en praktische bruikbaarheid van de IQWIQ
voor onderzoek in Indonesië.
3. Leiderschap, werkkenmerken, welzijn en prestaties in Indonesische
organisaties: beschrijvende informatie
Resultaten van een cross-sectionele studie met een grote steekproef van
meer dan 24.000 deelnemers leveren bewijs voor de stand van zaken met
betrekking tot leiderschap, werkkenmerken, welzijn en werkprestaties van
Indonesische werknemers (zie hoofdstuk 4, tabel 4.1). Over het algemeen liggen de
scores op de studievariabelen meestal boven het middelpunt van 50 op een schaal
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van 0 tot 100 voor de positieve concepten, terwijl voor de negatieve concepten
zoals burn-out en taakeisen de gemiddelde scores lager waren dan het midden van
50 op een schaal van 0 tot 100. Vergelijkbare resultaten werden verkregen in een
aanvullend onderzoek met een kleine steekproef van zes organisaties in
verschillende industrieën (zie Hoofdstuk 3, Tabel 3.19).
Hoewel dit suggereert dat de werkkenmerken van Indonesische
werknemers in het algemeen aanvaardbaar zijn, kan deze conclusie om ten minste
twee redenen niet worden getrokken. Ten eerste betekent het feit dat het
gemiddelde boven het middelste schaalpunt ligt voor de positieve concepten niet
dat alle deelnemers positieve scores rapporteren. Gezien de omvang van de
standaarddeviaties, impliceren deze bevindingen dat veel deelnemers scores
hebben gerapporteerd die eigenlijk onder de schaalmiddenpunten voor de positieve
concepten liggen. Sommige (naar schatting ongeveer 15%) deelnemers meldden
hoge scores (scores boven 1 SD) op de negatieve concepten (zoals burn-out) en
lage scores (scores onder

-1

SD) op de positieve concepten

(zoals

baantevredenheid en werkbetrokkenheid). In deze gevallen is het zeker verstandig
om actie te ondernemen om de situatie te verhelpen.
Ten tweede kunnen gemiddelde scores gunstig zijn in vergelijking met de
schaalmiddenpunten, maar dit betekent niet dat deze scores acceptabel zijn. Of
scores al dan niet acceptabel worden geacht, is een onderwerp van politiek debat.
Een bepaalde organisatie kan bijvoorbeeld heel blij zijn met gemiddelde scores die
beter zijn dan het middelpunt van de schaal, maar hun werknemers (en vakbonden)
kunnen vinden dat er nog veel ruimte is voor verbetering op de scores van
leiderschap en werkkenmerken, en oproepen tot meer ambitie met betrekking tot
het verbeteren van de gezondheid en het welzijn van werknemers. Hoewel er dus
geen dringende behoefte lijkt te zijn aan onmiddellijke actie wanneer we kijken
naar de gemiddelde scores die we in onze steekproeven hebben gevonden, betekent
dit geenszins dat actie niet noodzakelijk of gewenst is.
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4. Leiderschap, werkkenmerken, welzijn en prestaties in Indonesische
organisaties: associaties tussen concepten
Hoofdstukken 4, 5 en 6 van dit proefschrift hebben de associaties tussen
de studieconcepten onderzocht, zoals gemeten met behulp van de IQWiQ. Door
deze associaties te onderzoeken, probeerden we bewijs te leveren met betrekking
tot onderwerp 2 hierboven, betreffende de mate waarin eerdere inzichten verkregen
in westerse contexten over de associaties tussen leiderschap, werkkenmerken,
welzijn en prestaties gegeneraliseerd kunnen worden naar Indonesië. Dergelijke
associaties zijn niet alleen op zichzelf interessant; ze leveren ook bewijs dat de
IQWiQ werkt zoals bedoeld, d.w.z. de geldigheid ervan.
De cross-sectionele studie met een grote steekproef van een grote organisatie.
Op basis van een cross-sectioneel onderzoek in een grote steekproef van
een grote organisatie die actief is in alle provincies van Indonesië (hoofdstuk 4),
werden de relaties tussen de studieconcepten onderzocht. In deze studie werden
alle hypotheses met betrekking tot de relatie tussen welzijn en werkprestaties
ondersteund, dwz burnout (uitputting en disengagement) was negatief gecorreleerd
met

in-rol

en

extra-rol

prestatie

(altruïsme

en

compliance),

terwijl

werktevredenheid en werkbetrokkenheid (vitaliteit, toewijding en absorptie)
positief gecorreleerd waren met in-rol en extra-rol prestatie (altruïsme en
compliance). Theoretisch ondersteunen deze bevindingen het idee dat welzijn en
productiviteit gerelateerd zijn, zoals geïmpliceerd in de happy-productive workerhypothese (Ng, Sorensen, & Yim, 2009; Taris, 2006; Taris & Schreurs, 2009;
Wright & Bonett, 2007; Wright & Cropanzano, 2000; Wright & Cropanzano,
2004).
Interacties. Op basis van het JDR-model verwachtten we dat de taakeisen
en resources statistisch zouden interacteren bij het voorspellen van de
werkuitkomsten (hypothesen 7 tot 10 en hypothesen 11 tot 14 die in hoofdstuk 4
werden getest). In het in hoofdstuk 4 gerapporteerde onderzoek waren de
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interactieve effecten van demands
van demands

autonomie, van demands

sociale steun en

leiderschap op welzijn ofwel statistisch niet significant ofwel erg

klein, dwz praktisch waren ze niet relevant. Daarom werden alle hypotheses met
betrekking tot de mogelijke bufferende effecten van job resources (autonomie,
sociale steun en leiderschap) op de relatie tussen job demands en welzijn (burn-out,
werkbetrokkenheid en arbeidstevredenheid) niet ondersteund. Dit suggereert dat
deze interacties - indien aanwezig in de populatie - onvoldoende sterke effecten
hebben om in kleinere steekproeven zichtbaar te zijn. Vanuit praktisch oogpunt is
de aanwezigheid of afwezigheid van dergelijke effecten in dit opzicht wellicht niet
relevant.
Mediation analyse. De hypotheses over mediatie-effecten (hypothesen 11
tot 13, en hypothesen 18 tot 20 die in hoofdstuk 4 werden getest) zoals voorgesteld
in het JDR-model werden allemaal ondersteund (hoofdstukken 4 en 6). Uit de
resultaten van de mediatie-analyses bleek dat burn-out de relatie tussen
taakvereisten en werkprestaties medieerde en dat werkbetrokkenheid en
jobtevredenheid de relatie tussen autonomie en sociale ondersteuning enerzijds en
werkprestaties anderzijds medieerde. Leiderschap was indirect gerelateerd aan
werkprestaties via job demands en burnout, en via job resources en
werkbetrokkenheid. Deze bevindingen ondersteunen de twee processen in het
JDR-model.
De longitudinale studie met behulp van de kleine steekproef van verschillende
kleine organisaties
In Hoofdstuk 6 werden de bevindingen van een longitudinale studie
gerapporteerd. Deze studie had twee metingen met 191 deelnemers. Voor een deel
van deze deelnemers werd de tweede meting na 12 maanden uitgevoerd. De rest
ontving de tweede vragenlijst na 20 maanden. Beide groepen werden
gecombineerd om de steekproefomvang en daarmee de statistische power te
vergroten.
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In tegenstelling tot onze verwachtingen, bleek uit deze longitudinale
studie dat een toename van het welbevinden in de loop van de tijd over het
algemeen géén toename van de werkprestaties voorspelde. De toename van de
kwaliteit van leiderschap in de loop van de tijd voorspelde echter een toename van
sociale steun, werkplezier en betrokkenheid van werknemers, alsmede een afname
van burn-out. Een toename van de job demands in de loop van de tijd voorspelde
een toename van burn-out, terwijl een toename in autonomie in de loop van de tijd
een toename van werkplezier voorspelde. Toenames in sociale ondersteuning in de
loop van de tijd voorspelden een toename van de betrokkenheid en tevredenheid
met het werk, terwijl een toename van de sociale steun na verloop van tijd een
afname van de burn-out voorspelde. Ondanks deze veelbelovende bevindingen en
in tegenstelling tot onze verwachtingen, vond regressieanalyse dat de op tijdstip 1
gemeten variabelen (leiderschap, werkkenmerken en welzijn) geen voorspellende
waarde hadden voor de werkprestatie op tijdstip 2.
Interactie-effecten in de longitudinale studie. Met betrekking tot de
interactie-effecten zoals voorgesteld door het DCS-model, bleek uit de in
hoofdstuk 5 gerapporteerde longitudinale studie dat sociale ondersteuning het
negatieve effect van hoge job demands (zoals gemeten op tijdstip 1) op burn-out
(gemeten op tijdstip 2) bufferde, terwijl autonomie de effecten van de op T1
gemeten

job

demands

op

tijdstip

2

gemeten

arbeidsbetrokkenheid

en

arbeidstevredenheid bufferde. Deze statistisch significante bufferende effecten zijn
echter slechts een klein deel van alle interactie-effecten die zijn geschat in de
cross-sectionele

en

de

longitudinale

studie.

Slechts

3

van

de

24

interactiegerelateerde hypothesen werden ondersteund (12,5%), wat betekent dat
niet kan worden uitgesloten dat kapitalisatie op kans deze bevindingen heeft
beïnvloed en dat er voorzichtigheid geboden is bij de interpretatie van deze
effecten.
Over het algemeen werden de interactie-hypothesen niet ondersteund,
noch in het cross-sectionele, noch in het longitudinale onderzoek. Dit impliceert
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dat het voor de organisatie van belang is om functies te ontwerpen waarin de van
de werknemers gevraagde inspanning niet te hoog is. Het is noodzakelijk voor de
leiders om de werklast aan te passen of te verminderen om burn-out van
werknemers te voorkomen of om hun werkplezier en werkbetrokkenheid te
verbeteren.
Aangezien de twee in het JDR-model veronderstelde processen over het
algemeen werden ondersteund (de relatie tussen leiderschap en werkprestaties
werd gemedieerd door enerzijds job demands en burn-out, en anderzijds door
autonomie, sociale steun, werkplezier en werkbetrokkenheid), impliceert dat
leiders een belangrijke rol spelen bij het beïnvloeden van de prestaties van
werknemers. Leiders zouden de werklast kunnen aanpassen om om burn-out van
medewerkers te voorkomen, wat zowel hun in-rolprestatie als de extra-rolprestatie
zal verbeteren. Leiders kunnen werknemers ook meer resources, zoals autonomie
of sociale ondersteuning, geven om de tevredenheid van werknemers met hun werk
te verbeteren en hun werkbetrokkenheid verhogen, wat eveneens de prestaties van
werknemers kan verbeteren.
5. Sterke punten en beperkingen van dit onderzoek
Een sterk punt van het huidige proefschrift is dat de hier gerapporteerde
studies verschillende steekproeven hebben gebruikt. In hoofdstuk 4 werd een grote
cross-sectionele dataset van meer dan 24.000 deelnemers van een groot
overheidsbedrijf in de gehele provincie Indonesië onderzocht om na te gaan of de
in de Westerse landengevonden relaties tussen leiderschap, functiekenmerken,
welzijn en werkprestaties ook aanwezig zijn in Indonesië. Bovendien werd een
kleinere steekproef van 400 deelnemers van zes kleine organisaties die actief zijn
in verschillende branches (dwz productie, gezondheidszorg, verzekering, hoger
onderwijs, nieuwsdienst en plantbehoud) gebruikt in een longitudinale studie om te
onderzoeken of leiderschap, taakkenmerken, en welzijn de werkprestaties een jaar
later kunnen voorspellen, zoals gerapporteerd in hoofdstuk 5 en hoofdstuk 6.
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Beide steekproeven vertonen een aantal tekortkomingen. De gegevens die
in dit onderzoek zijn verzameld, zijn bijvoorbeeld meestal verkregen uit dezelfde
bron (het gaat vaak om zelfrapportages door medewerkers). De nadelen van een
dergelijke benadering zijn bekend. Gegevens die bij dezelfde bron zijn verzameld,
zouden bijvoorbeeld een bepaald risico op common method bias met zich
meebrengen, waardoor de relaties tussen de variabelen in dit onderzoek mogelijk
zijn overschat (Podsakof, McKenzie, Lee, & Podsakof, 2003). Bovendien
gebruikten de meeste studies die in dit onderzoek werden gebruikt een crosssectioneel design, wat betekent dat de causale richting van de onderzochte relaties
niet ondubbelzinnig kon worden vastgesteld. Ten slotte waren enkele van de
steekproeven relatief klein, wat leidde tot een lage statistische power (Cohen,
Cohen, Aiken & West, 2003).
Om deze nadelen enigszins te verzachten, hebben we in sommige
steekproeven (dwz de longitudinale gegevens verzameld in zes kleine organisaties
beschreven in hoofdstuk 6) ook objectieve metingen opgenomen ook de directe
supervisoren van de deelnemers te vragen om hun prestaties te beoordelen. Op
deze manier wilden we voorkomen dat de meeste maatregelen werden verzameld
met behulp van zelfrapportagegegevens.
Om de tekortkomingen van cross-sectionele designs aan te pakken,
hebben we in hoofdstuk 5 en 6 een longitudinale studie gebruikt om te
onderzoeken of de bevindingen van de cross-sectionele studies longitudinaal
konden worden gerepliceerd. Ten slotte, hoewel sommige onderzoeksgroepen
inderdaad klein waren, hebben we in hoofdstuk 4 een zeer grote steekproef
gebruikt om de onderzoekshypothesen te toetsen. Hoewel afzonderlijk beschouwd
deze onderzoeken allemaal hun tekortkomingen hebben, geloven we dat de
combinatie van al deze onderzoeken en maatregelen betekent dat onze bevindingen
niet gemakkelijk kunnen worden gediskwalificeerd als zijnde gebaseerd op zwakke
onderzoeksontwerpen.
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Een verdere beperking van het huidige onderzoek is dat er geen nationaal
representatieve steekproeven werden gebruikt en dat de equivalentie van de
gebruikte instrumenten niet kon worden vastgesteld (zie hoofdstuk 3). Dit
impliceert dat de bevindingen die hier worden gerapporteerd - veelbelovend als ze
zijn - alleen een eerste indicatie kunnen geven van het nut en de geldigheid van de
IQWiQ, en dat verdere validatie nodig is. Hoewel de beschrijvende bevindingen
die hier worden gerapporteerd, met name die welke voor de zeer grote organisatie
in hoofdstuk 3 zijn verkregen, erop wijzen dat de werkomstandigheden van de
meerderheid van de Indonesische werknemers adequaat zijn, is dit strikt genomen
alleen van toepassing op de betrokken organisatie: in andere organisaties kunnen
de arbeidsomstandigheden heel anders zijn. Landelijk representatief onderzoek is
nodig om te onderzoeken of de bevindingen die in dit proefschrift zijn verkregen,
ook gelden voor Indonesische werknemers in het algemeen.
Verder moet worden opgemerkt dat de bevindingen die werden
gerapporteerd voor de grootschalige cross-sectionele steekproef aanzienlijk
overtuigender waren (in termen van de mate waarin de onderzoekshypotheses
werden ondersteund) dan de resultaten die werden verkregen voor de longitudinale
studie (waar alleen enkele hypotheses werden bevestigd). Omdat het longitudinale
onderzoek ertoe diende om na te gaan of de gevonden associaties in de crosssectionele studie causaal konden worden opgevat, is het de vraag of de
bevindingen van de cross-sectionele studie kunnen worden geïnterpreteerd in
termen van oorzaak-gevolgrelaties. Het kan niet worden ontkend dat longitudinale
replicatie van de cross-sectionele bevindingen het idee dat deze associaties causaal
kunnen worden geïnterpreteerd zeker plausibeler had gemaakt. Aangezien de
longitudinale onderzoeksgroep echter relatief klein was en omdat de scores relatief
stabiel waren over de tijd, kan gebrek aan statistische power het gebrek aan
longitudinale ondersteuning mogelijk verklaren. In deze zin moet het feit dat de
cross-sectionele bevindingen niet longitudinaal werden gerepliceerd, niet worden
opgevat als indicatie dat de theorieën die in dit proefschrift werden getoetst niet
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geloofwaardig zijn. Wel is duidelijk dat meer longitudinaal onderzoek met grotere
steekproeven hier hard nodig is. Merk verder op dat het huidige proefschrift een
groot aantal hypothesen toetste, d.w.z. 36 hypothesen in totaal (15 hypotheses met
betrekking tot directe relaties, 12 hypotheses met betrekking tot mediatieffecten en
9 hypothese over moderatie-effecten). Dit suggereert dat het kapitaliseren op het
kans onze bevindingen kan hebben vertekend, wat suggereert dat sommige van
onze ideeën werden ondersteund terwijl ze in werkelijkheid wellicht niet opgaan.
Merk echter op dat veel van onze hypotheses gebaseerd waren op bevindingen uit
eerder onderzoek, en in die zin betekent ondersteuning van onze hypothesen vaak
dat eerdere bevindingen werden gerepliceerd; het risico dat dit proefschrift nieuwe
bevindingen presenteert die niet zullen worden gerepliceerd in toekomstig
onderzoek lijkt daarom relatief klein.
Ondanks deze tekortkomingen denken we dat de hier vermelde
bevindingen in de praktijk van nut zullen zijn voor mensen bij het verbeteren van
de gezondheid, het welzijn en de prestaties van Indonesische werknemers. In de
toekomst zou bijvoorbeeld onderzoek kunnen worden gedaan naar de vraag welk
trainingsontwerp aan leiders zou kunnen worden gegeven om de kwaliteit van hun
leiderschap te vergroten, om hun vermogen om adequate banen te ontwerpen te
vergroten en om het welzijn en de productiviteit van hun ondergeschikten te
vergroten. Het huidige onderzoek bevatte echter geen interventiestudie, wat
betekent dat dit praktische potentieel nog moet worden aangetoond. Dit gezegd
hebbende, eerder onderzoek in andere nationale contexten (bijv. Balducci,
Fraccaroli & Schaufeli, 2010, in Italië; Griep, Rotenberg, Vasconcellos,
Landsbergis, Comaru, & Alves, 2009, in Brazilië; Storm & Rothmann, 2003, in
Zuid-Afrika, Tsang & Wong, 2005, in China, en Vigoda-Gadot, Beeri, BirmanShemesh, & Somech, 2007, in Israël) hebben bij het bedenken en evalueren van
interventies gebruik gemaakt van instrumenten die vergelijkbaar zijn met de
IQWiQ. In die zin geloven we dat de IQWiQ een aanzienlijk potentieel heeft.
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6. Theoretische en praktische implicaties van dit onderzoek
Theoretische implicaties
Ons onderzoek naar de validatie van de vragenlijsten in dit onderzoek
toonde aan dat de hierin opgenomen instrumenten goede psychometrische
eigenschappen bezaten en dat deze in Indonesische onderzoeksgroepen kunnen
worden gebruikt op een manier die sterk lijkt op die waarop dergelijke
instrumenten in westerse landen worden gebruikt. Deze bevindingen kunnen
verder onderzoek in Indonesië over de rol van leiderschap bij het welzijn en de
productiviteit van werknemers stimuleren. Dit kan zowel bedrijven als
overheidsorganisaties ten goede komen en hen helpen hun prestaties te verbeteren.
Uiteindelijk kan dit leiden tot een verbetering van de Indonesische economie en tot
een hogere politieke stabiliteit. Merk op dat de rol van leiderschap bij het
verbeteren van werkprestaties indirect was. Leiders kunnen de kenmerken van de
banen van hun ondergeschikten beïnvloeden, en dit kan op hun beurt het welzijn en
de prestaties van deze werknemers beïnvloeden.
Praktische implicaties
Vanuit praktisch oogpunt hebben de cross-sectionele bevindingen in dit
proefschrift aangetoond dat leiders een belangrijke rol kunnen spelen als het gaat
om het verbeteren van de werkprestaties en het welzijn van hun werknemers.
Medewerkers leken meer gemotiveerd te zijn om hard en productief te werken
wanneer hun leiders hen meer sociale steun en meer autonomie in hun werk gaven.
Dit suggereert dat om de productiviteit van werknemers te verhogen, leiders
moeten worden uitgerust met de vaardigheden om een goede relatie met hun
ondergeschikten te ontwikkelen en te onderhouden, alsook met de vaardigheden
om de taken van hun ondergeschikten te ontwerpen door hen leiderschapstraining
te geven. In die zin kan de beschikbaarheid van de IQWIQ een waardevolle
bijdrage leveren aan economisch herstel en politieke stabiliteit in Indonesië: dit is
misschien wel de belangrijkste bijdrage van deze studie. Het kan zowel
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wetenschappelijk als praktisch onderzoek naar arbeidsomstandigheden stimuleren
en de gezondheid, het welzijn en de productiviteit van Indonesische werknemers
helpen verbeteren, wat uiteindelijk Indonesische organisaties helpen om
wereldwijd te concurreren.
7. Algemene conclusie
In dit proefschrift is een vragenlijst ontwikkeld (de IQWiQ) die de
kwaliteit van het werk in Indonesië kan meten. In een reeks van twee empirische
onderzoeken, d.w.z. een cross-sectionele en een longitudinale studie, werden de
factorstructuur, betrouwbaarheid en validiteit van deze vragenlijst onderzocht.
Over het algemeen suggereren de bevindingen van deze onderzoeken dat de
IQWiQ een valide instrument is dat kan worden gebruikt om de eigenschappen van
de werkcontext van Indonesische werknemers te meten. Maar het meten van deze
eigenschappen is slechts een eerste stap in de richting van verbetering van de
werkcontext van deze werknemers. Op basis van de informatie die de IQWiQ
oplevert, kunnen organisaties specifieke acties ondernemen om mogelijke
problemen met betrekking tot deze werksituatie aan te pakken. Het hier
gepresenteerde onderzoek suggereert - net als onderzoek in andere nationale
contexten - dat dergelijke interventies kunnen leiden tot een verbetering van de
gezondheid, het welzijn en de productiviteit van werknemers. Daarom zijn wij van
mening dat het gebruik van deze vragenlijst op de lange termijn ten goede kan
komen aan Indonesië voor een betere economie en politieke stabiliteit.
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Kuesioner untuk

PEGAWAI
Silahkan
lepas lembar ini

Kepada yth. Bapak/Ibu: ___________________

Nomor: _________

SURVEI DUNIA KERJA PEGAWAI

Dalam Rangka Penyelesaian Studi Program Doktor
di Radboud Universiteit Nijmegen – Belanda

oleh
Tulus Budi S. Radikun
Staf Pengajar Bagian Psikologi Industri dan Organisasi
Fakultas Psikologi Universitas Indonesia

JAKARTA

Maret 2009
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Silahkan
lepas lembar ini
KATA PENGANTAR DARI PENELITI
Yth. Bapak/Ibu Peserta Survei Dunia Kerja Pegawai
Sebelumnya ijinkan saya memperkenalkan diri. Saya, Tulus Budi Sulistyo Radikun, staf
pengajar di Fakultas Psikologi Universitas Indonesia Bagian Psikologi Industri dan
Organisasi. Saat ini saya sedang mengambil program doktor di Radboud University
Nijmegen, Belanda, yaitu program kerjasama antara Universitas Indonesia dan Radboud
University. Topik penelitian saya tentang stres pekerjaan atau kelelahan kerja. Saya ingin
mengetahui sifat-sifat pekerjaan seperti apa yang dapat menimbulkan stres atau kelelahan
bagi pegawai dan faktor apa yang kiranya dapat mengurangi stres tersebut agar pegawai
tetap sehat dan dapat bekerja secara produktif dengan penuh semangat dan gembira.
Berkenaan dengan hal tersebut, saya mohon kesediaan Bapak/Ibu untuk ikut serta dalam
penelitian ini dalam rangka penyelesaian studi S3 saya tersebut. Hasil penelitian ini nanti
dapat merupakan masukan yang bermanfaat bagi Pengelola SDM untuk menyusun
kebijakan atau merancang pekerjaan agar pegawai lebih merasa nyaman bekerja.
Kuesioner dalam survei ini terdiri dari daftar pernyataan yang terkait dengan dunia kerja
pegawai. Hal ini mencakup hubungan atasan bawahan, hubungan dengan rekan kerja dan
perasaan pegawai tentang pekerjaan maupun perusahaan atau organisasi tempatnya bekerja.
Kuesioner ini ada 3 macam, yaitu kuesioner untuk pegawai (bersampul biru muda),
kuesioner untuk atasannya (bersampul merah muda) dan kuesioner untuk rekan kerjanya
(bersampul hijau muda) dengan nomor kuesioner yang sama. Cara menjawab kuesioner ini
pada umumnya dengan cara melingkari pilihan jawaban yang tersedia. Dengan demikian
kuesioner ini dapat diisi dengan mudah dan cepat sehingga tidak terlalu menyita waktu
Bapak/Ibu. Data dari atasan maupun rekan kerja Bapak/Ibu semata-mata untuk mendukung
dan meningkatkan kualitas data yang dikumpulkan agar lebih obyektif dan dapat
dipertanggung-jawabkan secara ilmiah.
Jawaban dari Bapak/Ibu kami jaga kerahasiaannya dan identitas Bapak/Ibu maupun identitas
organisasi tetap tersembunyi, tidak diketahui oleh peneliti, melainkan hanya berupa nomor
kuesioner saja dan jenis pekerjaan secara umum. Nama Bapak/Ibu hanya tercantum di
Lembar Muka untuk kepentingan pembagian kuesioner agar tidak salah kirim. Nanti,
Lembar tersebut dapat Bapak/Ibu lepas dari kuesionernya sehingga hanya terdapat nomor
kuesioner, tidak ada nama atau identitas pribadi Bapak/Ibu maupun identitas organisasi.
Setelah diisi lengkap kuesioner tersebut dikembalikan kepada Peneliti, melalui Bagian
SDM, guna pengolahan data lebih lanjut.
Data dari Bapak/Ibu akan digabung dengan data sejenis dari para peserta penelitian lain,
baik yang berasal dari organisasi yang sama maupun dari organisasi-organisasi lain. Data
tersebut akan diolah, dianalisis atau dilaporkan berdasarkan kategori tertentu, misalnya jenis
kelamin, usia, tingkat pendidikan, jenis pekerjaan, dan jenis organisasi. Hasil pengolahan
data akan berupa angka rata-rata, persentase dan korelasi. Jadi tidak ada pengolahan dan
pelaporan data secara perorangan.
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Data hasil penelitian ini tidak mempengaruhi dan tidak berkaitan dengan status kepegawaian
Bapak/Ibu di perusahaan ini dan bukan merupakan penilaian kinerja Bapak/Ibu oleh
perusahaan. Data hasil penelitian ini semata-mata untuk kepentingan pengujian hipotesis
atau pengembangan khasanah ilmu pengetahuan di bidang Psikologi Industri dan Organisasi
yang juga dapat bermanfaat bagi pengelolaan SDM suatu organisasi.
Saya ucapkan terima kasih lebih dulu atas dukungan dan bantuan Bapak/Ibu sekalian.
Jakarta, Maret 2009
Peneliti,
Tulus Budi S. Radikun
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Kuesioner untuk

PEGAWAI
LEMBAR KUESIONER

Nomor: ________

SURVEI DUNIA KERJA PEGAWAI
PETUNJUK PENGISIAN KUESIONER
Berikut ini ada sejumlah pernyataan tentang perasaan seseorang berkenaan dengan
pekerjaannya, atasannya dan rekan kerjanya, serta berkenaan dengan perusahaan atau
organisasi tempatnya bekerja saat ini. Lingkarilah salah satu angka dari 5 pilihan jawaban di
samping tiap pernyataan yang menggambarkan sejauh mana perasaan anda seperti gambaran
pernyataan tersebut.
Pilihan jawaban tersebut adalah:
Angka 1 berarti tidak mirip dengan apa yang anda rasakan atau alami.
Angka 2 berarti hampir tidak mirip dengan apa yang anda rasakan atau alami.
Angka 3 berarti tidak ada perasaan apa-apa.
Angka 4 berarti hampir mirip dengan apa yang anda rasakan atau alami.
Angka 5 berarti mirip dengan apa yang anda rasakan atau alami.

Bagian 1: Tentang Pekerjaan
1

Secara keseluruhan, saya puas dengan pekerjaan saya saat
ini.

1

2

3

4

5

2

Saya puas mengenai waktu yang tersedia untuk
menyelesaikan pekerjaan saya.

1

2

3

4

5

3

Saya puas terhadap beban kerja yang harus saya lakukan.

1

2

3

4

5

4

Saya puas tentang variasi tugas-tugas saya.

1

2

3

4

5

5

Saya puas mengenai keadaan lingkungan pekerjaan saya.

1

2

3

4

5

6

Saya puas terhadap jam kerja saya.

1

2

3

4

5

7

Saya puas terhadap gaji saya.

1

2

3

4

5

8

Saya puas terhadap atasan saya.

1

2

3

4

5
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Saya puas terhadap rekan-rekan kerja saya.

1

2

3

4

5

Saya puas mengenai petunjuk pelaksanaan pekerjaan saya.

1

2

3

4

5

Di tempat kerja saya, saya merasa penuh tenaga.

1

2

3

4

5

Di tempat kerja saya, saya merasa kuat dan sehat.

1

2

3

4

5

Saya merasa bersemangat terhadap pekerjaan saya.

1

2

3

4

5

Pekerjaan saya menggairahkan saya.

1

2

3

4

5

Ketika saya bangun pagi, saya bersemangat untuk pergi
kerja.

1

2

3

4

5

Saya merasa bahagia saat saya bekerja keras.

1

2

3

4

5

Saya bangga terhadap pekerjaan saya.

1

2

3

4

5

Saya asyik tenggelam dalam pekerjaan saya.

1

2

3

4

5

Saya sangat gembira ketika bekerja.

1

2

3

4

5

Saya selalu menjumpai hal-hal baru dan menyenangkan
dalam pekerjaan saya.

1

2

3

4

5

Berhari-hari saya merasa lelah sebelum tiba di kantor.

1

2

3

4

5

Saya semakin sering mengeluh tentang pekerjaan saya.

1

2

3

4

5

Sepulang dari kantor, saya semakin membutuhkan lebih
banyak waktu untuk istirahat dan merasa bugar.

1

2

3

4

5

Saya tahan terhadap tekanan pekerjaan.

1

2

3

4

5

Belakangan ini, saya cenderung bekerja tanpa berpikir,
melainkan bekerja secara mekanis saja.

1

2

3

4

5

Pekerjaan saya penuh tantangan.

1

2

3

4

5

1

2

3

4

5

Dengan berlalunya waktu, seseorang bisa menjadi tidak
bersemangat atau tidak perduli dengan pekerjaan seperti ini.

1

2

3

4

5

Setelah pulang kerja, saya masih punya cukup tenaga untuk
melakukan hobi saya.

1

2

3

4

5

Kadang-kadang, saya merasa muak terhadap pekerjaan saya.

1

2

3

4

5

Selama bekerja, saya sering merasa lelah.
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31

Setelah pulang kerja, biasanya saya merasa sangat lelah.

1

2

3

4

5

32

Saya rasa hanya jenis pekerjaan seperti inilah satu-satunya
pekerjaan saya.

1

2

3

4

5

33

Biasanya, saya bisa mengatur dengan baik beban pekerjaan
saya.

1

2

3

4

5

34

Saya semakin asyik melakukan pekerjaan saya.

1

2

3

4

5

35

Saat bekerja, biasanya saya merasa bersemangat.

1

2

3

4

5

Bagian 2: Tentang Perusahaan
1

Saya akan sangat senang untuk berkarir di perusahaan ini
seterusnya.

1

2

3

4

5

2

Saya benar-benar merasa bahwa masalah-masalah yang
dihadapi perusahaan serasa masalah saya.

1

2

3

4

5

3

Saya merasa bukan merupakan anggota keluarga perusahaan
ini.

1

2

3

4

5

4

Saya merasa tidak terlibat dengan perusahaan ini.

1

2

3

4

5

5

Perusahaan ini sangat berarti bagi saya.

1

2

3

4

5

6

Saya tidak punya rasa memiliki terhadap perusahaan ini.

1

2

3

4

5

7

Sangat berat bagi saya untuk meninggalkan perusahaan ini
sekarang walau saya ingin keluar.

1

2

3

4

5

8

Hidup saya akan kacau bila saya memutuskan untuk keluar
dari perusahaan ini.

1

2

3

4

5

9

Saat ini tetap bekerja di perusahaan ini sudah merupakan suatu
kebutuhan bukan sekedar keinginan.

1

2

3

4

5

10

Saya rasa sangat sedikit kesempatan lain tersedia bila saya
keluar dari perusahaan ini.

1

2

3

4

5

11

Salah satu akibat buruk bila saya keluar dari perusahaan ini
adalah sulitnya cari pekerjaan lain.

1

2

3

4

5
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12

Salah satu alasan terbesar saya masih tetap bekerja di
perusahaan ini adalah pengorbanannya sangat besar bila saya
keluar dari perusahaan ini lagipula imbalan yang saya
dapatkan dari perusahaan lain mungkin tidak sebanding
dengan di perusahaan ini.

1

2

3

4

5

13

Jika saya belum banyak berkorban untuk perusahaan ini, saya
mungkin akan mempertimbangkan untuk bekerja di
perusahaan lain.

1

2

3

4

5

14

Saya tidak merasa punya kewajiban untuk tetap bekerja di
perusahaan ini.

1

2

3

4

5

15

Walaupun menguntungkan saya, saya rasa tidak benar bila
saya keluar dari perusahaan ini sekarang.

1

2

3

4

5

16

Saya akan merasa bersalah bila saya keluar dari perusahaan ini
sekarang.

1

2

3

4

5

17

Perusahaan ini layak mendapat kesetiaan saya.

1

2

3

4

5

18

Saya tidak ingin keluar dari perusahaan ini sekarang karena
saya merasa punya kewajiban terhadap para karyawan di sini.

1

2

3

4

5

19

Saya merasa berhutang budi pada perusahaan ini.

1

2

3

4

5

Saya membantu pekerjaan karyawan lain yang tidak masuk
kerja.
Saya datang tepat waktu baik saat tiba di tempat kerja
maupun saat kembali bekerja setelah jam istirahat.

1

2

3

4

5

1

2

3

4

5

Saya dengan sukarela melakukan pekerjaan-pekerjaan
melebihi tuntutan pekerjaan yang tertulis dalam uraian
jabatan.

1

2

3

4

5

Saya mengambil jam istirahat melebihi ketentuan
perusahaan.

1

2

3

4

5

Saya berinisiatif membimbing karyawan baru untuk
mengenal dan menyesuaikan diri dengan perusahaan
walaupun hal itu bukan bagian dari tugas saya.

1

2

3

4

5

Bagian 3: Tentang Pelaksanaan Pekerjaan
1
2

3

4
5
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6

Jumlah kehadiran saya di tempat kerja melebihi para
karyawan pada umumnya, misalnya saya mengambil jatah
cuti lebih sedikit daripada karyawan lain ataupun lebih
sedikit daripada jatah cuti saya.

1

2

3

4

5

7

Saya membantu karyawan lain yang beban kerjanya berat.

1

2

3

4

5

8

Saya melalui waktu dengan santai hingga jam pulang kerja.

1

2

3

4

5

9

Saya memberi kabar lebih dulu jika tidak dapat masuk kerja.

1

2

3

4

5

10

Saya menghabiskan banyak waktu bercakap-cakap di telepon
kantor untuk urusan pribadi.

1

2

3

4

5

11

Saya tidak mengambil cuti bila tidak penting.

1

2

3

4

5

12

Saya membantu atasan saya melaksanakan pekerjaan.

1

2

3

4

5

13

Saya memberi saran-saran pembaruan untuk memperbaiki
kinerja di unit kerja saya.

1

2

3

4

5

14

Saya tidak mengambil jam istirahat berlebih.

1

2

3

4

5

15

Saya dengan sukarela melakukan pekerjaan-pekerjaan di luar
kewajiban saya, tetapi bermanfaat bagi citra perusahaan.

1

2

3

4

5

1

2

3

4

5

16

Saya tidak menghabiskan jam kerja dalam obrolan ringan
atau gosip

17

Saya berhasil menyelesaikan pekerjaan saya sesuai batas
waktu yang ditentukan.

1

2

3

4

5

18

Saya bekerja keras.

1

2

3

4

5

19

Saya menampilkan hasil kerja yang sangat baik.

1

2

3

4

5

20

Saya telah mengatur dan memanfaatkan waktu kerja dengan
baik.

1

2

3

4

5
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Bab 4: Tentang Tuntutan dan Beban Kerja
1
2

Saya harus bekerja dengan sangat cepat.
Beban kerja saya tidak terbagi secara merata sehingga menumpuk.

1

2

3

4

5

1

2

3

4

5

3

Saya tidak punya cukup waktu untuk menyelesaikan semua tugastugas saya.

1

2

3

4

5

4

Beban pekerjaan saya terlalu sedikit.

1

2

3

4

5

5

Saya selalu bekerja diburu-buru waktu karena beban kerja yang
banyak.

1

2

3

4

5

1

2

3

4

5

6

Saya mengalami banyak gangguan dalam melaksanakan pekerjaan.

7

Banyak sekali tanggung-jawab pekerjaan saya.

1

2

3

4

5

8

Saya sering terpaksa kerja lembur.

1

2

3

4

5

1

2

3

4

5

9

Beberapa tahun belakangan ini, tuntutan pekerjaan semakin berat.

10

Selama setahun belakangan ini saya tetap masuk kerja walau saya
seharusnya mengambil cuti sakit karena kesehatan saya yang
kurang baik.

1

2

3

4

5

11

Saya merasa kewalahan dikejar-kejar waktu dalam melaksanakan
pekerjaan.

1

2

3

4

5

12

Saat saya bangun pagi, segera terpikir oleh saya masalah-masalah
pekerjaan.

1

2

3

4

5

13

Saat saya sampai di rumah, saya dapat dengan mudah bersantai dan
melupakan pekerjaan.

1

2

3

4

5

14

Orang-orang terdekat saya mengatakan bahwa saya terlalu banyak
berkorban demi pekerjaan.

1

2

3

4

5

15

Saat saya hendak tidur, masalah pekerjaan tetap mengganggu
pikiran saya.

1

2

3

4

5

16

Jika saya menunda pekerjaan yang harus saya kerjakan hari ini,
saya akan sulit tidur.

1

2

3

4

5
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17

Saya punya banyak kelonggaran untuk menentukan pekerjaan saya.

1

2

3

4

5

18

Saya boleh menentukan seberapa cepat saya bekerja.

1

2

3

4

5

19

Saya boleh memilih rekan kerja saya.

1

2

3

4

5

20

Saya boleh menentukan banyaknya beban kerja untuk saya.

1

2

3

4

5

1

2

3

4

5

21

Saya boleh menentukan waktu untuk melaksanakan pekerjaan saya.

22

Saya boleh menentukan cara melakukan pekerjaan saya.

1

2

3

4

5

23

Saya boleh menentukan pekerjaan-pekerjaan yang perlu saya
lakukan.

1

2

3

4

5

Bagian 5: Tentang Karir
1

Kenaikan pangkat untuk saya nampak suram.

1

2

3

4

5

2

Jabatan saya saat ini sesuai dengan tingkat pendidikan dan pelatihan
yang saya miliki.

1

2

3

4

5

3

Berdasarkan usaha dan prestasi kerja saya, kenaikan pangkat untuk
saya nampak cemerlang.

1

2

3

4

5

4

Gaji saya sesuai dengan usaha dan prestasi kerja saya.

1

2

3

4

5

5

Saya mengalami perubahan yang tidak saya inginkan di tempat
kerja.

1

2

3

4

5

6

Pekerjaan saya tidak terjamin.

1

2

3

4

5

7

Saya khawatir akan menjadi penganggur.

1

2

3

4

5

8

Saya khawatir dengan adanya teknologi baru, saya menjadi
kehilangan pekerjaan.

1

2

3

4

5

9

Saya khawatir akan sulit mendapatkan pekerjaan lain jika
perusahaan ini memutuskan hubungan kerja dengan saya.

1

2

3

4

5
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10

Saya khawatir akan dipindahkan ke pekerjaan lain di luar kemauan
saya.

1

2

3

4

5

11

Saya khawatir akan diminta mengundurkan diri karena alasan
kesehatan.

1

2

3

4

5

Bagian 6: Tentang Penghargaan dan Dukungan
1

Saya dihargai rekan-rekan kerja saya.

1

2

3

4

5

2

Saya mendapat cukup dukungan dalam masa-masa sulit.

1

2

3

4

5

3

Saya diperlakukan tidak adil di tempat kerja.

1

2

3

4

5

4

Berdasarkan usaha dan prestasi kerja saya, saya mendapatkan
penghargaan yang selayaknya saya terima.

1

2

3

4

5

5

Saya mendapat bantuan dan dukungan dari rekan kerja saya.

1

2

3

4

5

6

Rekan-rekan kerja saya akan mendengarkan masalah yang saya
hadapi dalam pekerjaan.

1

2

3

4

5

7

Rekan-rekan kerja saya memberi umpan balik tentang seberapa baik
saya melakukan pekerjaan.

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

Bagian 7: Tentang Atasan
1
2

3
4

Saya sangat suka terhadap pribadi atasan saya
Atasan saya membela tindakan kerja saya di hadapan pimpinan,
walau tidak tahu sepenuhnya tentang tindakan saya.
Atasan saya akan membela saya jika saya dipojokkan oleh
seseorang.
Atasan saya merupakan orang yang saya sukai untuk menjadi teman.

5

Sangat menyenangkan bekerja dengan atasan saya.

1

2

3

4

5

6

Atasan saya akan membela saya di hadapan karyawan lain jika saya
membuat kesalahan.

1

2

3

4

5

7

Saya kagum terhadap pengetahuan dan keahlian atasan saya.

1

2

3

4

5
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8

Saya rela bekerja lebih dari yang secara normal diminta perusahaan
demi kepentingan unit kerja saya.

1

2

3

4

5

9

Saya rela bekerja untuk atasan saya melebihi tuntutan yang tertulis
dalam uraian jabatan.

1

2

3

4

5

10

Saya terkesan oleh wawasan pengetahuan atasan saya mengenai
pekerjaannya.

1

2

3

4

5

11

Atasan saya menghargai saya dan memahami kebutuhan dan
perasaan saya.

1

2

3

4

5

12

Atasan saya berusaha keras agar saya mendapat kesempatan untuk
berkembang.

1

2

3

4

5

13

Atasan saya mengutamakan pemberian pelatihan lebih lanjut untuk
saya.

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

1

2

3

4

5

14
15
16

Atasan saya mengutamakan saya merasa puas dalam pekerjaan.
Atasan saya ahli dalam merencanakan pelaksanaan pekerjaan.
Atasan saya ahli dalam membagi-bagi penugasan para bawahan.

17

Atasan saya ahli dalam menyelesaikan konflik.

1

2

3

4

5

18

Atasan saya berkomunikasi dengan saya secara baik.

1

2

3

4

5

19

Atasan saya membantu dan mendukung saya.

1

2

3

4

5

Atasan saya bersedia mendengarkan masalah-masalah saya
berkaitan dengan pekerjaan.

1

2

3

4

5

20

1

2

3

4

5

21
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Bagian 8: Data Demografi, Sifat Pekerjaan dan Jenis Organisasi
Berikut ini ada beberapa pertanyaan tentang latar belakang atau data kependudukan guna
pengelompokkan pengolahan data. Lingkarilah angka pilihan jawaban atau isilah pada
tempat yang tersedia.
Jenis Kelamin: 1 Pria
tahun

2 Wanita

Usia

Status Perkawinan: 1 Belum Menikah
Jumlah tanggungan: _____
Tingkat Pendidikan: 1 SD
7 S1

: _________________

2 Menikah

orang (termasuk anak, istri/suami, dan kerabat lainnya)
2 SLTP 3 SLTA 4 D1
8 S2
9 S3

5 D2

6 D3

Suku Bangsa: _________________________
______________________

Jabatan :

Golongan Kepegawaian: ________________
tahun

Masa Kerja : _______________

Unit Kerja/Bagian: ______________________
Status Kepegawaian:

1 Pegawai Tetap
3 Pegawai Honorer

Jenis organisasi: 1 Perusahaan Swasta
3 Lembaga Negara

2 Pegawai Kontrak
4 Pegawai Harian
2 Perusahaan Negara
4 Lembaga Swadaya Masyarakat

Organisasi ini bergerak di bidang:
___________________________________________________
Sistem waktu kerja: 1 normal

2 shift

Waktu kerja pada umumnya: 1 siang hari

2 malam hari

Jumlah Jam Kerja per hari: ___________ jam
Jumlah Hari Kerja per minggu: _____________ hari
Jumlah Hari Kerja Lembur per bulan: ______________ hari
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Jumlah Jam Lembur per bulan: _____________ jam
Tempat Kerja: 1 Dalam Ruangan Kantor

2 Lapangan

Guna mengikuti perkembangan atau perubahan pengalaman Bapak/Ibu di lingkungan
pekerjaan, apakah Bapak/Ibu bersedia mengisi kuesioner ini kembali dalam jangka waktu 3
bulan mendatang?
1 Bersedia

2 Tidak Bersedia

Periksa kembali kelengkapan jawaban Bapak/Ibu sebelum menyerahkan kuesioner ini.
Terima kasih atas keikut-sertaan Bapak/Ibu dalam penelitian ini.

274

Work characteristics, leadership, well-being and performance in Indonesian organizations:

2. THE QUESTIONNAIRES
FOR SUPERVISORS (INDONESIAN VERSION)

Development of a questionnaire

275

Appendices

Kuesioner untuk

ATASAN
Silahkan
lepas lembar ini
Kepada yth. Bapak/Ibu: ___________________
Atasan dari Bapak/Ibu: ____________________

Nomor: _________

SURVEI DUNIA KERJA PEGAWAI

Dalam Rangka Penyelesaian Studi Program Doktor
di Radboud Universiteit Nijmegen – Belanda
oleh
Tulus Budi S. Radikun
Staf Pengajar Bagian Psikologi Industri dan Organisasi
Fakultas Psikologi Universitas Indonesia

JAKARTA
Maret 2009
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Silahkan lepas lembar ini
KATA PENGANTAR DARI PENELITI

Yth. Bapak/Ibu Peserta Survei Dunia Kerja Pegawai

Sebelumnya ijinkan saya memperkenalkan diri. Saya, Tulus Budi Sulistyo Radikun,
staf pengajar di Fakultas Psikologi Universitas Indonesia Bagian Psikologi Industri dan
Organisasi. Saat ini saya sedang mengambil program doktor di Radboud University
Nijmegen, Belanda, yaitu program kerjasama antara Universitas Indonesia dan Radboud
University. Topik penelitian saya tentang stres pekerjaan atau kelelahan kerja. Saya ingin
mengetahui sifat-sifat pekerjaan seperti apa yang dapat menimbulkan stres atau kelelahan
bagi pegawai dan faktor apa yang kiranya dapat mengurangi stres tersebut agar pegawai
tetap sehat dan dapat bekerja secara produktif dengan penuh semangat dan gembira.
Berkenaan dengan hal tersebut, saya mohon kesediaan Bapak/Ibu untuk ikut serta
dalam penelitian ini dalam rangka penyelesaian studi S3 saya tersebut. Hasil penelitian ini
nanti dapat merupakan masukan yang bermanfaat bagi Pengelola SDM untuk menyusun
kebijakan atau merancang pekerjaan agar pegawai lebih merasa nyaman bekerja.
Kuesioner dalam survei ini terdiri dari daftar pernyataan yang terkait dengan dunia
kerja pegawai. Hal ini mencakup hubungan atasan bawahan, hubungan dengan rekan kerja
dan perasaan pegawai tentang pekerjaan maupun perusahaan atau organisasi tempatnya
bekerja. Kuesioner ini ada 3 macam, yaitu kuesioner untuk pegawai (bersampul biru muda),
kuesioner untuk atasannya (bersampul merah muda) dan kuesioner untuk rekan kerjanya
(bersampul hijau muda) dengan nomor kuesioner yang sama. Ini adalah lembar kuesioner
untuk atasan. Cara menjawab kuesioner ini pada umumnya dengan cara melingkari pilihan
jawaban yang tersedia. Dengan demikian kuesioner ini dapat diisi dengan mudah dan cepat
sehingga tidak terlalu menyita waktu Bapak/Ibu. Data dari atasan semata-mata untuk
mendukung dan meningkatkan kualitas data yang dikumpulkan agar lebih obyektif dan
dapat dipertanggung-jawabkan secara ilmiah. Seorang atasan dapat memberikan data
tentang beberapa orang bawahannya.
Jawaban dari Bapak/Ibu kami jaga kerahasiaannya dan identitas Bapak/Ibu, identitas
pegawai maupun identitas organisasi tetap tersembunyi, tidak diketahui oleh peneliti,
melainkan hanya berupa nomor kuesioner saja dan jenis pekerjaan secara umum. Nama
Bapak/Ibu hanya tercantum di Lembar Muka untuk kepentingan pembagian kuesioner agar
tidak salah kirim. Nanti, Lembar tersebut dapat Bapak/Ibu lepas dari kuesionernya sehingga
hanya terdapat nomor kuesioner, tidak ada nama atau identitas pribadi Bapak/Ibu, identitas
pegawai maupun identitas organisasi. Setelah diisi lengkap kuesioner tersebut dikembalikan
kepada Peneliti, melalui Bagian SDM, guna pengolahan data lebih lanjut.
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Data dari Bapak/Ibu akan digabung dengan data sejenis dari para peserta penelitian lain,
baik yang berasal dari organisasi yang sama maupun dari organisasi-organisasi lain. Data
tersebut akan diolah, dianalisis atau dilaporkan berdasarkan kategori tertentu, misalnya jenis
kelamin, usia, tingkat pendidikan, jenis pekerjaan, dan jenis organisasi. Hasil pengolahan
data akan berupa angka rata-rata, persentase dan korelasi. Jadi tidak ada pengolahan dan
pelaporan data secara perorangan.
Data hasil penelitian ini tidak mempengaruhi dan tidak berkaitan dengan status
kepegawaian Bapak/Ibu atau pegawai di perusahaan ini dan bukan merupakan penilaian
kinerja Bapak/Ibu terhadap pegawai di perusahaan. Data hasil penelitian ini semata-mata
untuk kepentingan pengujian hipotesis atau pengembangan khasanah ilmu pengetahuan di
bidang Psikologi Industri dan Organisasi yang juga dapat bermanfaat bagi pengelolaan SDM
suatu organisasi.
Saya ucapkan terima kasih lebih dulu atas dukungan dan bantuan Bapak/Ibu sekalian.

Jakarta, Maret 2009
Peneliti,
Tulus Budi S. Radikun
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Kuesioner untuk

ATASAN
1.
LEMBAR KUESIONER

Nomor: ________

SURVEI DUNIA KERJA PEGAWAI

PETUNJUK PENGISIAN KUESIONER
Berikut ini ada sejumlah pernyataan tentang perasaan atau pengalaman seorang atasan
berkenaan dengan pekerjaan maupun pribadi bawahannya. Lingkarilah salah satu angka dari
5 pilihan jawaban di samping tiap pernyataan yang menggambarkan sejauh mana perasaan
atau pengalaman anda seperti gambaran pernyataan tersebut.
Pilihan jawaban tersebut adalah:
Angka 1 berarti tidak mirip dengan apa yang anda rasakan atau alami.
Angka 2 berarti hampir tidak mirip dengan apa yang anda rasakan atau alami.
Angka 3 berarti tidak ada perasaan apa-apa.
Angka 4 berarti hampir mirip dengan apa yang anda rasakan atau alami.
Angka 5 berarti mirip dengan apa yang anda rasakan atau alami.

Bagian 1: Tentang Pelaksanaan Pekerjaan Bawahan
Ia membantu pekerjaan karyawan lain yang tidak masuk
kerja.

1

2

3

4

5

2

Ia datang tepat waktu baik saat tiba di tempat kerja maupun
saat kembali bekerja setelah jam istirahat.

1

2

3

4

5

3

Ia dengan sukarela melakukan pekerjaan-pekerjaan melebihi
tuntutan pekerjaan yang tertulis dalam uraian jabatan.

1

2

3

4

5

4

Ia mengambil jam istirahat melebihi ketentuan perusahaan.

1

2

3

4

5

5

Ia berinisiatif membimbing karyawan baru untuk mengenal
dan menyesuaikan diri dengan perusahaan walaupun hal itu
bukan bagian dari tugas saya.

1

2

3

4

5

1
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Jumlah kehadirannya di tempat kerja melebihi para
karyawan pada umumnya, misalnya saya mengambil jatah
cuti lebih sedikit daripada karyawan lain ataupun lebih
sedikit daripada jatah cutinya.

1

2

3

4

5

7

Ia membantu karyawan lain yang beban kerjanya berat.

1

2

3

4

5

8

Ia melalui waktu dengan santai hingga jam pulang kerja.

1

2

3

4

5

9

Ia memberi kabar lebih dulu jika tidak dapat masuk kerja.

1

2

3

4

5

10

Ia menghabiskan banyak waktu bercakap-cakap di telepon
kantor untuk urusan pribadi.

1

2

3

4

5

11

Ia tidak mengambil cuti bila tidak penting.

1

2

3

4

5

12

Ia membantu saya melaksanakan pekerjaan.

1

2

3

4

5

13

Ia memberi saran-saran pembaruan untuk memperbaiki
kinerja di unit kerja saya.

1

2

3

4

5

14

Ia tidak mengambil jam istirahat berlebih.

1

2

3

4

5

15

Ia dengan sukarela melakukan pekerjaan-pekerjaan di luar
kewajibannya, tetapi bermanfaat bagi citra perusahaan.

1

2

3

4

5

1

2

3

4

5

6

16

Ia tidak menghabiskan jam kerja dalam obrolan ringan atau
gosip

17

Ia berhasil menyelesaikan pekerjaan saya sesuai batas waktu
yang ditentukan.

1

2

3

4

5

18

Ia bekerja keras.

1

2

3

4

5

19

Ia menampilkan hasil kerja yang sangat baik.

1

2

3

4

5

Ia telah mengatur dan memanfaatkan waktu kerja dengan
baik.

1

2

3

4

5

20
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Bagian 2: Tentang Pribadi Bawahan
Saya sangat suka terhadap pribadi bawahan saya ini

1

2

3

4

5

Bawahan saya ini membela tindakan kerja saya di
hadapan pimpinan, walau tidak tahu sepenuhnya
tentang tindakan saya.

1

2

3

4

5

Bawahan saya ini akan membela saya jika saya
dipojokkan oleh seseorang.

1

2

3

4

5

Bawahan saya ini merupakan orang yang saya sukai
untuk menjadi teman.

1

2

3

4

5

Sangat menyenangkan bekerja dengan bawahan saya
ini.

1

2

3 4

5

Bawahan saya ini akan membela saya di hadapan
karyawan lain jika saya membuat kesalahan.

1

2

3

4

5

1

2

3

4

5

Saya rela bekerja lebih dari yang secara normal
diminta perusahaan demi kepentingan unit kerja saya.

1

2

3

4

5

Saya rela membantu bawahan saya ini melebihi
tuntutan yang tertulis dalam uraian jabatan.

1

2

3

4

5

Saya terkesan oleh wawasan pengetahuan bawahan
saya ini mengenai pekerjaannya.

1

2

3

4

5

Saya menghargai serta memahami kebutuhan dan
perasaan bawahan saya ini.

1

2

3

4

5

Saya berusaha keras agar bawahan saya ini mendapat
kesempatan untuk berkembang.

1

2

3

4

5

Saya mengutamakan pemberian pelatihan lebih lanjut
untuk bawahan saya ini.

1

2

3

4

5

Saya mengutamakan bawahan saya ini merasa puas
dalam pekerjaan.

1

2

3

4

5

Saya ahli dalam merencanakan pelaksanaan
pekerjaan.

1

2

3

4

5

Saya kagum terhadap pengetahuan dan keahlian
bawahan saya ini.
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Saya ahli dalam membagi-bagi penugasan kepada
bawahan.

1

2

3

4

5

16
17

Saya ahli dalam menyelesaikan konflik.

1

2

3

4

5

Saya berkomunikasi dengan bawahan saya ini secara
baik.

1

2

3

4

5

18
19

Saya membantu dan mendukung bawahan saya ini.

1

2

3

4

5

Saya bersedia mendengarkan masalah-masalah
bawahan saya ini berkaitan dengan pekerjaan.

1

2

3

4

5

20

Saya memberikan umpan balik kepada bawahan saya
ini mengenai hasil pekerjaannya.

1

2

3

4

5

21

Terima kasih atas keikut-sertaan Bapak/Ibu dalam penelitian ini.
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Kuesioner untuk

REKAN KERJA
Silahkan lepas lembar ini

Kepada yth. Bapak/Ibu: ___________________
Rekan Kerja dari Bapak/Ibu: ____________________

Nomor: _________

SURVEI DUNIA KERJA PEGAWAI

Dalam Rangka Penyelesaian Studi Program Doktor
di Radboud Universiteit Nijmegen – Belanda

oleh
Tulus Budi S. Radikun
Staf Pengajar Bagian Psikologi Industri dan Organisasi
Fakultas Psikologi Universitas Indonesia

JAKARTA
Maret 2009
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Silahkan lepas lembar ini
KATA PENGANTAR DARI PENELITI
Yth. Bapak/Ibu Peserta Survei Dunia Kerja Pegawai
Sebelumnya ijinkan saya memperkenalkan diri. Saya, Tulus Budi Sulistyo Radikun, staf
pengajar di Fakultas Psikologi Universitas Indonesia Bagian Psikologi Industri dan
Organisasi. Saat ini saya sedang mengambil program doktor di Radboud University
Nijmegen, Belanda, yaitu program kerjasama antara Universitas Indonesia dan Radboud
University. Topik penelitian saya tentang stres pekerjaan atau kelelahan kerja. Saya ingin
mengetahui sifat-sifat pekerjaan seperti apa yang dapat menimbulkan stres atau kelelahan
bagi pegawai dan faktor apa yang kiranya dapat mengurangi stres tersebut agar pegawai
tetap sehat dan dapat bekerja secara produktif dengan penuh semangat dan gembira.
Berkenaan dengan hal tersebut, saya mohon kesediaan Bapak/Ibu untuk ikut serta dalam
penelitian ini dalam rangka penyelesaian studi S3 saya tersebut. Hasil penelitian ini nanti
dapat merupakan masukan yang bermanfaat bagi Pengelola SDM untuk menyusun
kebijakan atau merancang pekerjaan agar pegawai lebih merasa nyaman bekerja.
Kuesioner dalam survei ini terdiri dari daftar pernyataan yang terkait dengan dunia kerja
pegawai. Hal ini mencakup hubungan atasan bawahan, hubungan dengan rekan kerja dan
perasaan pegawai tentang pekerjaan maupun perusahaan atau organisasi tempatnya bekerja.
Kuesioner ini ada 3 macam, yaitu kuesioner untuk pegawai (bersampul biru muda),
kuesioner untuk atasannya (bersampul merah muda) dan kuesioner untuk rekan kerjanya
(bersampul hijau muda) dengan nomor kuesioner yang sama. Ini adalah lembar kuesioner
untuk rekan kerja. Cara menjawab kuesioner ini pada umumnya dengan cara melingkari
pilihan jawaban yang tersedia. Dengan demikian kuesioner ini dapat diisi dengan mudah dan
cepat sehingga tidak terlalu menyita waktu Bapak/Ibu. Data dari atasan semata-mata untuk
mendukung dan meningkatkan kualitas data yang dikumpulkan agar lebih obyektif dan
dapat dipertanggung-jawabkan secara ilmiah. Seorang rekan kerja dapat memberikan data
tentang beberapa orang pegawai lain yang dikenalnya.
Jawaban dari Bapak/Ibu kami jaga kerahasiaannya dan identitas Bapak/Ibu, identitas
pegawai maupun identitas organisasi tetap tersembunyi, tidak diketahui oleh peneliti,
melainkan hanya berupa nomor kuesioner saja dan jenis pekerjaan secara umum. Nama
Bapak/Ibu hanya tercantum di Lembar Muka untuk kepentingan pembagian kuesioner agar
tidak salah kirim. Nanti, Lembar tersebut dapat Bapak/Ibu lepas dari kuesionernya sehingga
hanya terdapat nomor kuesioner, tidak ada nama atau identitas pribadi Bapak/Ibu, identitas
pegawai maupun identitas organisasi. Setelah diisi lengkap kuesioner tersebut dikembalikan
kepada Peneliti, melalui Bagian SDM, guna pengolahan data lebih lanjut.
Data dari Bapak/Ibu akan digabung dengan data sejenis dari para peserta penelitian lain,
baik yang berasal dari organisasi yang sama maupun dari organisasi-organisasi lain. Data
tersebut akan diolah, dianalisis atau dilaporkan berdasarkan kategori tertentu, misalnya jenis
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kelamin, usia, tingkat pendidikan, jenis pekerjaan, dan jenis organisasi. Hasil pengolahan
data akan berupa angka rata-rata, persentase dan korelasi. Jadi tidak ada pengolahan dan
pelaporan data secara perorangan.
Data hasil penelitian ini tidak mempengaruhi dan tidak berkaitan dengan status kepegawaian
Bapak/Ibu atau pegawai di perusahaan ini dan bukan merupakan penilaian kinerja
Bapak/Ibu terhadap pegawai di perusahaan. Data hasil penelitian ini semata-mata untuk
kepentingan pengujian hipotesis atau pengembangan khasanah ilmu pengetahuan di bidang
Psikologi Industri dan Organisasi yang juga dapat bermanfaat bagi pengelolaan SDM suatu
organisasi.
Saya ucapkan terima kasih lebih dulu atas dukungan dan bantuan Bapak/Ibu sekalian.
Jakarta, Maret 2009
Peneliti,
Tulus Budi S. Radikun

286

Work characteristics, leadership, well-being and performance in Indonesian organizations:

The Questionnaires For Co-workers (Indonesian Version)

Kuesioner untuk

REKAN KERJA
LEMBAR KUESIONER

Nomor: ________

SURVEI DUNIA KERJA PEGAWAI

PETUNJUK PENGISIAN KUESIONER
Berikut ini ada sejumlah pernyataan tentang perasaan atau pengalaman seorang berkenaan
dengan pekerjaan rekan kerjanya. Lingkarilah salah satu angka dari 5 pilihan jawaban di
samping tiap pernyataan yang menggambarkan sejauh mana perasaan atau pengalaman anda
seperti gambaran pernyataan tersebut.
Pilihan jawaban tersebut adalah:
Angka 1 berarti tidak mirip dengan apa yang anda rasakan atau alami.
Angka 2 berarti hampir tidak mirip dengan apa yang anda rasakan atau alami.
Angka 3 berarti tidak ada perasaan apa-apa.
Angka 4 berarti hampir mirip dengan apa yang anda rasakan atau alami.
Angka 5 berarti mirip dengan apa yang anda rasakan atau alami.

Bagian 1: Tentang Pelaksanaan Pekerjaan Rekan Kerja
1

Ia membantu pekerjaan karyawan lain yang tidak masuk kerja.

1

2

3

4

5

2

Ia datang tepat waktu baik saat tiba di tempat kerja maupun saat
kembali bekerja setelah jam istirahat.

1

2

3

4

5

3

Ia dengan sukarela melakukan pekerjaan-pekerjaan melebihi
tuntutan pekerjaan yang tertulis dalam uraian jabatan.

1

2

3

4

5

4

Ia mengambil jam istirahat melebihi ketentuan perusahaan.

1

2

3

4

5

5

Ia berinisiatif membimbing karyawan baru untuk mengenal dan
menyesuaikan diri dengan perusahaan walaupun hal itu bukan
bagian dari tugas saya.

1

2

3

4

5
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6

Jumlah kehadirannya di tempat kerja melebihi para karyawan
pada umumnya, misalnya saya mengambil jatah cuti lebih
sedikit daripada karyawan lain ataupun lebih sedikit daripada
jatah cutinya.

1

2

3

4

5

7

Ia membantu karyawan lain yang beban kerjanya berat.

1

2

3

4

5

8

Ia melalui waktu dengan santai hingga jam pulang kerja.

1

2

3

4

5

9

Ia memberi kabar lebih dulu jika tidak dapat masuk kerja.

1

2

3

4

5

10

Ia menghabiskan banyak waktu bercakap-cakap di telepon
kantor untuk urusan pribadi.

1

2

3

4

5

11

Ia tidak mengambil cuti bila tidak penting.

1

2

3

4

5

12

Ia membantu saya melaksanakan pekerjaan.

1

2

3

4

5

13

Ia memberi saran-saran pembaruan untuk memperbaiki kinerja
di unit kerja saya.

1

2

3

4

5

14

Ia tidak mengambil jam istirahat berlebih.

1

2

3

4

5

15

Ia dengan sukarela melakukan pekerjaan-pekerjaan di luar
kewajibannya, tetapi bermanfaat bagi citra perusahaan.

1

2

3

4

5

1

2

3

4

5

16

Ia tidak menghabiskan jam kerja dalam obrolan ringan atau
gosip

17

Ia berhasil menyelesaikan pekerjaan saya sesuai batas waktu
yang ditentukan.

1

2

3

4

5

18

Ia bekerja keras.

1

2

3

4

5

19

Ia menampilkan hasil kerja yang sangat baik.

1

2

3

4

5

1

2

3

4

5

20

Ia telah mengatur dan memanfaatkan waktu kerja dengan baik.

Terima kasih atas keikut-sertaan Bapak/Ibu dalam penelitian ini.
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APPENDIX B. INSTRUMENTS INCLUDED IN THE IQWIQ
(the Indonesian Quality of Worklife Questionnaires)
A. Quantitative job demands: 6 items
1.
2.
3.
4.
5.
6.

I have enough time for my work tasks. (r)
My workload is unevenly distributed so it piles up.
I get behind with my work.
I do not have time to complete all my work tasks.
I have to do overtime.
I can take it easy and still do my work. (r)

Note: (r) denotes an item that was reversed. This scale was selected from Kristensen & Borg
(2004)’s first version of the Copenhagen psychosocial questionnaire (COPSOQ-I). All items
had five response categories, ranging from (1) ‘‘strongly disagree’’ to (5) ‘‘strongly agree’’.
This also applies to several scales below (from B to G), namely: Job Control, Support from
Coworker, Support from Leader, and Leadership Quality.

B. Job Control: 7 items
1.

I have a large degree of influence concering my work.

2.

I can influence how quickly work.

3.

I have a say in choosing whom I work with.

4.

I can influence the amount of work assigned to me.

5.

I have influence on WHEN I work.

6.

I have influence on HOW I do my work.

7.

I have influene on WHAT I do at work.

C. Support from Coworker: 2 items
1.
2.

I get help and support fro my co-worker.
My co-workers will listen to my work-related problems.

D. Support from Leader: 2 items
1.
2.

290

My supervisor helps and supports me.
My supervisor is willing to listen to my work-related problems.

Work characteristics, leadership, well-being and performance in Indonesian organizations:

INSTRUMENTS INCLUDED IN THE IQWIQ (the Indonesian Quality of Worklife Questionnaires)

E. Support from Leader (reported by supervisors): 2 items
1.
2.

I help and support this subordinate.
I am willing to listen to this subordinate's work-related problems.

F. Leadership Quality: 8 items
1.
2.

My supervisor appreciates me and shows consideration for me.
My supervisor makes sure that I have good development opportunities.

3.

My supervisor gives me high priority to further training.

4.

My supervisor gives high priority to my job satisfaction.

5.

My supervisor is good at work planning.

6.

My supervisor is good at allocating the work.

7.

My supervisor is good at solving conflicts.

8.

My supervisor is good at communicating with me.

G. Leadership Quality (rated by supervisor): 3 items
1.
2.

I make sure that this subordinate has good development opportunities.
I give this subordinate high priority to further training.

3.

I give high priority to his/her job satisfaction.

H. Leader-Member Exchange: 8 items
1.

I like my supervisor very much as a person.

2.

My supervisor defends my work actions to a superior, even without complete
knowledge of the issue in question.

3.

My supervisor would come to my defense if I were 'attacked' by others.

4.

My supervisor is the kind of person I would like to have as a friend.

5.
6.

My supervisor is a lot of fun to work with.
My supervisor would defend me to others in the organization if I made an honest
mistake.

7.

I am willing to apply extra efforts, beyond those normally required to further the
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8.

interests of my work group.
I do work for my supervisor that goes beyond what is specified in my job description.

Note: This scale was selected from Liden & Maslyn (1998)’s LMX-MDM scale. Item 1, 4, and 5 =
Affect; Item 2, 3, and 6 = Loyalty; Item 7 and 8 = Contribution. All items had five response categories,
ranging from (1) ‘‘strongly disagree’’ to (5) ‘‘strongly agree’’. This also applies to the scale below.

I.

Leader-Member Exchange (rated by their supervisor):
3 items
1.

I like this subordinate very much as a person.

2.

This subordinate would come to my defense if I were 'attacked' by others.

3.

I am willing to apply extra efforts, beyond those normally required to further the
interests of my work group.

Note: Item 1 = Affect; Item 2 = Loyalty; and Item 3 = Contribution.

J.

The Oldenburg Burnout Inventory (OLBI): 8 items
1.
2.
3.
4.
5.
6.
7.
8.

After my work, I usually feel worn out and weary.
There are days when I feel tired before I arrive at work.
During my work, I often feel emotionally drained.
Sometimes I feel sickened by my work tasks.
When I work, I usually feel energized. (r)
I feel more and more engaged in my work. (r)
I always find new and interesting aspects in my work. (r)
I find my work to be a positive challenge. (r)

Note: (r) denotes an item that was reversed. This scale was selected from Demerouti et al.'s (2003)
Oldenburg Burnout Inventory (OLBI). Item 1-4 = Exhaustion; Item 5-8 = Disengagement. All items
had five response categories, ranging from (1) ‘‘strongly disagree’’ to (5) ‘‘strongly agree’’.

K. The Utrecht Work Engagement Scale (UWES), short form: 9 items.
1.
2.
3.
4.
5.
6.
7.
8.
9.
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At my work, I feel bursting with energy.
At my job, I feel strong and vigorous.
I am enthusiastic about my job.
My job inspires me.
When I get up in the morning, I feel like going to work.
I feel happy when I am working intensely.
I am proud of the work that I do.
I am immersed in my work.
I get carried away when I'm working.
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Note: This scale was selected from Schaufeli and Bakker's (2006) UWES short version (the Utrecht
Work Engagement Scale). Item 1, 2, and 5 = Vigor; Item 3, 4, and 7 = Dedication; Item 6, 8 and 9 =
Absorption. All items had five response categories, ranging from (1) ‘‘strongly disagree’’ to (5)
‘‘strongly agree’’.

L. Job Satisfaction measure: 9 items
1

I am satisfied with the time to complete my work

2
3
4
5
6
7
8
9

I am satisfied with the amount of work I have to do
I am satisfied with the variation of work tasks
I am satisfied with my working conditions
I am satisfied with my work times
I am satisfied with my salary
I am satisfied with my supervisor
I am satisfied with my colleagues
I am satisfied with the briefings about my job

Note: This scale was selected from Roelen et al.'s (2008) facets of job satisfaction measure. All items
had five response categories, ranging from (1) ‘‘strongly disagree’’ to (5) ‘‘strongly agree’’.

M. In-role Job Performance measure (rated by supervisor): 4 items
1.

He/she completes his/her work by the time specified.

2.

He/she works hard.

3.

He/she produces work of a high standard.

4.

He/she makes good use of his/her working time.

Note: This scale was selected from Bartram and Casimir's (2006) in-role job performance measure. All
items had five response categories, ranging from (1) ‘‘strongly disagree’’ to (5) ‘‘strongly agree’’. This
also applies to the scale below.

N. In-role Job Performance (rated by coworker): 4 items
1.
2.

He/she completes his/her work by the time specified.
He/she works hard.

3.

He/she produces work of a high standard.

4.

He/she makes good use of his/her working time.
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O. OCB measure (rated by coworker): 11 items
1.

My co-worker exhibits punctuality arriving at work on time in the morning and
after lunch breaks.

2.
3.
4.

My co-worker volunteers to do things not formally required by the job.
My co-worker takes undeserved work breaks. (r)
My co-worker takes initiative to orients new employees to the department even
though it is not part of his/her job description.

5.

My co-worker helps others who have heavy work loads.

6.

My co-worker coasts towards the end of the day. (r)

7.

My co-worker gives advance notice if unable to come to work.

8.

My co-worker spends a great deal of time to make personal phone conversations.
(r)

9. My co-worker assists supervisor's work.
10. My co-worker makes innovative suggestions to improve department.
11. My co-worker willingly attends functions not required by the organization, but
that helps in its overall image.
Note: This scale was selected from Smith et al.'s (1983) Organizational Citizenship Behavior (OCB)
Questionnaire. Item 2, 4, 5, 9, 10 and 11 = Altruism; Item 1, 3, 6, 7, and 8 = General Compliance. (r)
denotes an item that was reversed. All items had five response categories, ranging from (1) ‘‘strongly
disagree’’ to (5) ‘‘strongly agree’’. This also applies to the scale below.

P. OCB measure (rated by supervisor): 4 items.
1.

He/she exhibits punctuality arriving at work on time in the morning and after
lunch breaks.

2.

He/she helps others who have heavy work loads.

3.

He/she gives advance notice if unable to come to work.

4.

He/she willingly attends functions not required by the organization, but that
helps in its overall image.

Note: Item 2 and 4 = Altruism; Item 1 and 3 = General Compliance.
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