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Abstract:- The elements contained in the job 

satisfaction which ; “include how much the employee's 

interest in his work that needs to be known by the 

company is an effort in increasing job satisfaction for 

employees so that a good relationship and motivation”. 

Type of research is a survey, in which researchers 

observe in the collection of information using questions. 

Sample research of 75, analysis of data using statistik 

deskriptif and inferential (SPSS 22.0). This research is 

to find out the hypoteses ; “job characteristics 

significant to effect job satisfaction, and motivation has 

a significant.  Job characteristics a dominant effect on 

job satisfaction. Skill variety is ostensible variety and 

intricacy of skills and talents required by a job to 

perform it”. 

 

Keywords:- Job Characteristics, Motivation, Employee Job 

Satisfaction. 

 

I. INTRODUCTION 

 

A. Background 

Job characteristics cannot be separated from work 

planning problems ; “agood job must be better than a 

collection of tasks that must be carried out as produced by 

the worker. In planning work must reflect efforts to meet 

environmental, organizational, and behavioral demands on 

the work planned”. Considering these demands means that 

efforts are directed at productive work and provide 

satisfaction to employees, although it is ensured that the 

level of productivity and satisfaction is not the same for 
every employee.  

 

The level of productivity and satisfaction of 

employees must be able to act as feedback. Employees play 

a major role in running the wheels of company life. If 

employees have high work motivation, then the wheel 

speed will run smoothly and will produce good 

achievements for the company. Factors of job 

characteristics and motivation have a relationship with 

individual employee satisfaction. Both of these factors will 

affect the existence of employee job satisfaction, 

(Manulang, 2010).  
 

 

 

 

 

The position and relationship are very strategic 

because the development of individual employee 

satisfaction starts from improving job characteristics and 

work motivation. 

 

Motivation, namely things that cause, channel and 

support one's behavior to ; "Having the will and willingness 

to work, which is an important matter for the leadership. In 
connection with this with the existence of a system view of 

motivation will certainly be very useful for leaders to 

motivate subordinates appropriately ", (Mangkunegara, 

2010). 

 

“Work motivation is a factor that can encourage 

members of the organization to work harder to be more 

motivated to work then this will encourage increased 

employee performance. This motivation has two factors, 

namely internal motivation such as individual 

characteristics, and external factors such as work 

characteristics, work environment and others”, (Hasibuan, 
2012). 

 

As stated by Armstrong, Michael (2008), that: 

"Activities directed at goals are motivated behaviors 

directed at achieving a goal. For that the company must pay 

attention to the work of employees, because the ups and 

downs of the work of employees will affect the achieve-

ment of the goals set by the company". 

 

Job satisfaction is an emotional response to work 

situations. Each individual will have different levels of job 
satisfaction, “so that in achieving these individuals are 

required to be able to interact with colleagues, superiors, 

and comply with applicable regulations in the company”. 

Job satisfaction targets that have been set together between 

employees and leaders can anticipate existing competition, 

because the job satisfaction targets that are formulated will 

be the directors that guide employees to the clarity of 

workloads, responsibilities and work targets throughout the 

year. 

 

B. Problem Formulation 

Based on the background description that has been 
described, then the problem is formulated: 

 Is there a significant influence of Job Characteristics 

and Motivation on Employee Job Satisfaction ? 

 Which of Job Characteristics and Motivation have the 

dominant influence on Employee Job Satisfaction ? 
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C. Research Purposes 

Answering the formulation of the problem, the 
purpose of this study is to: 

 Analyze and explain the effect of Job Characteristics 

and Motivation on Employee Job Satisfaction 

 Analyze and explain the dominant influence of Job 

Characteristics and Motivation on Employee Job 

Satisfaction 

 

D. Hypotheses  

Supporting the formulation of the problem and the 

purpose of the study the following hypothesized models are 

made : 

H1: Allegedly Job Characteristics have a significant 
effect on Employee Job Satisfaction 

H2: Allegedly Motivation has a significant effect on 

Employee Job Satisfaction 

H3: Allegedly Job Characteristics have dominant 

influence on Employee Job Satisfaction 

 

 

 

 

 

 

II. LITERATURE REVIEW 

 
A. Job Characteristics 

Hasibuan (2012) said that the classic approach to 

work design proposed by Hackman and Oldham is known 

as the theory of job characteristics. “According to the 

theory of job characteristics, a job can give birth to three 

psychological states in an employee that is experiencing the 

meaning of work, taking responsibility for work results, 

and knowledge of work results. Finally, these three 

psychological conditions will affect internal motivation, 

work quality, job satisfaction, absenteeism and employee 

turnover”. This practical psychological state is influenced 

by the core dimensions of a job consisting of diversity of 
expertise, task identity, task significance, task autonomy 

and feedback. 

 

The Job Characteristics Model (also know as Jobs 

Characteristic Theory) enables you to improve employee 

performance and job satisfaction by means of adjusting the 

job itself. The model states that if you do this successfully 

you can create the conditions for an employee to thrive in 

their role. By thrive, we mean that the employee will be 

motivated, perform to a high level, and be satisfied by their 

role, (Oldham, G.R, 2005). 
 

 
Fig 1:- Job Characteristics Model 

Source : www.expertprogramanagement.com 

 

These days, “the Job Characteristics Model comes 
under the concept of work design or job design, where the 

emphasis is on shaping a role to satisfy the needs of both 

the organization and the individual”. So what is the Job 

Characteristics Theory. In the nutshell the theory identified 

5 core job characteristics, which lead to three psychological 

states, which in turn lead to 4 outcomes 

 

B. Motivation 
Motivation are the factors that exist in a person who 

moves their behavior to meet certain goals. The process of 

the emergence of one's motivation is a combination of the 

concepts of needs, encouragement, goals and rewards, 

(Sudarmo, 2010). 
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“In 1943, Maslow argued that human beings have an 

internal needs compelling them in the direction of self-
fulfillment and personal superiority. He then came up with 

a opinion that there are five unique position of needs and 

once we to satisfy a need at one position of the hierarchy it 

will have an influ- ence on our attitude. At such stage our 

attitude starts to decrease, we now put more powerful 
influence for the need at the next stage up the hierarchy”, 

(Maslo, 1994). 

 

 
Fig 2:- Abraham Maslow’s hierarchy of need. 

 

 Biological and Physiological needs : “These needs are 

directly related to survival of individual or species. 

These are typically concrete needs such as eating, 

dressing and sleeping. The lack of these needs can cause 
bodily or make the human not to function up to 

capacity, physiological needs are thought to be the most 

important and must be met first”. 

 Security needs : “This type of need is to protect against 

various threats, if a person’s security needs are 

relatively satisfied, their safety needs take precedence 

and dominate behavior. In the absence of physical 

safety due to war, natural disaster, family violence, 

childhood abuse, people may experience post traumatic 

stress disorder. The absence of economic safety due to 

safe- ty due to economic crises and lack of work 

opportunities, these safety needs will manifest itself in 
ways such as preference for job security” 

 Social need of belonging to group : “It disclose the need 

of social dimension of the individual who needs to feel 

accepted by groups in his family, work, intimacy, 

friendship and associates. According to Maslow, human 

needs to feel and have the sense of belonging and been 

accepted among social groups in life they choose to 

belong or finds themselves in”. these group maybe large 

or small, some large groups may include, religion 

group, co-workers, professional organi- sations, sports 

team or gangs, while small groups may include love 
relationship, members of the family, mentor, colleagues 

and confidants. 

 The esteem needs, respect and trust : Human have a 

need to feel respected, this includes the need to have 

self-esteem and self-respect. “Esteem presents the 

typical human desire to be ac- cepted and valued by 

others. People usually involves themselves in a 

profession or hobby to gain recognition. These activities 

give the person a sense of recognition or value”.  

 Personal development : “According to Maslow, this 

need aims to get out of condition purely ma- terial to 

reach fulfillment. This level of needs is the desire to 
accomplish everything that one can and to become the 

most that one can be”. 

 Manullang (2010) states: "Motivation is a stimulant or 

driving force that stimulates or encourages employees 

to want to work with different facets between one 

employee and another sourced from one's internal and 

external sources". 
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Fig 3:- Internal dan Eksternal Motivation 

 

Based on the opinion above, “it can be seen that 

internal motivation is motivation that arises from within a 

person due to the desire / interest of someone to move 

forward and develop in their activities and work. There is 

an attitude to achieve or get the desire”. There is a need that 

becomes a driving force towards achieving a goal. 

 

C. Job Satisfaction 

According to Vroom (1964) in Mangkunegara 
(2010) ; “Job satisfaction is an orientation of emotions that 

employees possess towards role they are performing at the 

work place. Job Satisfaction is the essential component for 

employee motivation and encouragement towards better 

performance”. Many people have defined job satisfaction 

over the years. Hoppok & Spielgler (1938) in Anthony and 

Hastuti (2013) ; “defines job satisfaction as the integrated 

set of psychological, physiological and environmental 

conditions that encourage employees to admit that they are 

satisfied or happy with their jobs .Further, the role of 

employees at workplace is emphasized as there is an 
influence of various elements on an employee within the 

organization”. 

 

Clark (1997) in Siswanto (2009) ; “argue that if 

employees are not satisfied with the task assigned to them, 

they are not certain about factors such as their rights, 

working conditions are unsafe, co-workers are not 

cooperative, supervisor is not giving them respect and they 

are not considered in the decision making process; resulting 

them to feel separate from the organization”.  

 

 

Furthermore, he highlighted that in current times, 

firms cannot afford dissatisfied employees as they will not 

perform up to the standards or the expectations of their 

supervisor, they will be fired, resulting firms to bear 

additional costs for recruiting new staff. So, it is beneficial 

for firms to provide flexible working environment to 

employees where they feel their opinions are valued and 

they are a part of the organization. Employee morale should 

be high as it will be reflected in their performance because 
with low morale, they will make lesser efforts to improve, 

(Tjokrowinoto, 2011). 

 

III. RESEARCH METHODS 

 

A. Type of research 

If seen from the problems that have been described, to 

answer the research objectives, the types used in this study 

are :  

 “Explanatory design is typically used to explain and 

interpret quantitative results by collecting and analyzing 
follow-up qualitative data. It can be especially useful when 

unexpected results arise from a quantitative study. In this 

case, the qualitative data collection that follows can be used 

to examine these surprising results in more detail, 

(Creswell, 2015). 

 

The study was conducted for one month, namely 

February, 2020 with the following variables. The number 

of questions asked to respondents was 40 questions, with 

the choice of the answer interval that has been provided 

using a "Likert scale" consisting of five alternative answers. 

Research variables and indicators as presented in the 
following table. 
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Table 1:- Variable Research and Indicators 

Source : research processed, 2020. 
 

The number of samples of this study were 75 employees (total sampling), primary data were collected using a questionnaire 

(test instrument) and supported by documentation as secondary data. Analysis of research data using inferential statistical analysis 

with software Statistic Package for the Solution Sciences (Santoso, 2011). 

 

IV. RESULTS AND DISCUSSION 

 

Respondents in this study amounted to 57 people consisting of teachers and employees of with different backgrounds as 

presented in the following table.  

 

 
Table 2:- Overview of Respondents 

Source: Primary data processed, 2020 

 

Based on the table 2 above most of them are famale 

(54.7%), with ages between 35 - 50 years (64%) with a 

Bachelor's degree (77.3%), and year of work 10 – 20 years 

(60%). So that respondents in the study have variations 

from various sides and are considered to have appropriate 

knowledge related to the theme of this study. 

 

The test results of the research instruments (validity 
and reliability) are presented in the following table. 
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Table 3:- Test Instruments 

Source : Primary data processed, 2020 

 

Based on the table above the instrument is declared valid with r count > 0.500 and reliable with Alpha Cronbach > 0.600. 

 

 
Table 4:- Inferential Statistical Analysis 

Source : Primary data processed, 2020 

 

Based on the table in the Job Characteristics variable has a tcount of 5.654 and Motivation has a tcount of 5.020 greater than 

ttable (1.955) with a significance of 0.000 then a significant effect on performance. 

 

 
Table 5:- Analysis of the Coefficient of determint 

Source : Primary data processed, 2020 

 

Based on the table in Job Characteristics and 

Motivation variables affect the Employee Job Satisfaction 

of 61.5%. It is also known that Job Characteristics 

influences 30.5% of the work and Motivation 31.0% affects 

performance. Based on table 5, the research hypothesis is 

proven that: 

H1: Job Characteristics has a significant effect on 

Employee Job Satisfaction with a tcount of 5.654 and P 

value of 0.000 

H2: Motivation has a significant effect on Employee Job 

Satisfaction with a tcount of 5.020 and P value 0.003 

Coefficientsa

28.335 4.719 6.005 .000

1.066 .189 .394 5.654 .000

.517 .103 .315 5.020 .000

(Constant)

X1

X2

Model

1

B Std. Error

Unstandardized

Coefficients

Beta

Standardized

Coefficients

t Sig.

Dependent Variable: Ya. 

Model Summary

.706a .615 .470 1.63187

Model

1

R R Square

Adjusted

R Square

Std. Error of

the Estimate

Predictors: (Constant), X2, X1a. 

Model Summary

.552a .305 .279 1.62620

.557b .310 .271 1.63604

Model
1

2

R R Square

Adjusted

R Square

Std. Error of

the Estimate

Predictors: (Constant), X1, Ya. 

Predictors: (Constant),  X2, Yb. 
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H3: Job Characteristics has a dominant effect on Employee 

Job Satisfaction in the Job Characteristics variable has a 
tcount of 5.654 and Motivation has a tcount of 5.020 

greater than ttable (1.955) with a significant 0.000 then a 

significant effect on Employee Job Satisfaction. 

 

Statistical analyses of the data results of the study 

proved that ; “ Job Characteristics have dominant influence 

on Employee Job Satisfaction”.  As said Job Satisfaction is 

the widely researched topic that has been thoroughly 

studied by most of researchers that’s why he get so much 

importance in organizational settings”. Latham (1976) 

come up with a new definition of job satisfaction ; “as 

when an employee gets appraisal from his job in a positive 
manner from its immediate boss or others the emotions that 

develop at that time is referred as job satisfaction. “job 

satisfaction is the outcome that up to what amount an 

employee’s work is considered as important and 

meaningful”.  

 

Mitchell and Lassen, 1987, in Hasibuan (2012) there 

is a general consensus that job satisfaction is more 
deliberately researched topic . While Luthen 1998 

suggested important parameters related to job satisfaction. 

 

Then motivation provides significant influence on 

employee job satisfaction, so to provide job satisfaction 

requires attention to employee work motivation. Motivation 

is a stimulant or driving force that stimulates or encourages 

employees to want to work with different facets between 

one employee and another sourced from one's internal and 

external sources. So that by paying attention to motivation 

can also maintain employee job satisfaction. 

 
Based on the results of this study a recom-endation 

model can be made as shown in the following figure. 

 

 

 

 

 
Fig 4:- Recommended Model Research 

 

Based on the model presented, the job characteristics 

and work motivation directly influence employee job 

satisfaction. Then separately the job characteristics 

significantly influence employee job satisfaction. Similarly, 

work motivation has a significant effect on employee job 

satisfaction. This research explains and develops the 

theories of Maslow, A (1994) and Smith, S.J. (1992) that : 

 

“Job characteristics are objective characteristics of 

jobs, particularly the degree to which jobs are designed so 

that they enhance the internal work motivation and the job 
satisfaction of job incumbents. The five core job features, 

which are task significance, task variety, task identity, 

autonomy and feedback, believed to positively correlate 

with job satisfaction and performance. Skill variety is 

ostensible variety and intricacy of skills and talents 

required by a job to perform it”.  

 

The study also provides recommendations that in 

increasing employee job satisfaction, especially at PT. BTN 

Malang is giving attention to job characteristics, then 

employee work motivation. 

 

V. CONCLUSION 

 

Statistical analyses of the data results of the study 

proved that ; “Job Characteristics have dominant influence 

on Employee Job Satisfaction”.  As said Job Satisfaction is 

the widely researched topic that has been thoroughly 
studied by most of researchers that’s why he get so much 

importance in organizational settings”.  

 

The hypotheses prove that  : Job Characteristics has a 

significant effect on Employee Job Satisfaction, motivation 

has a significant effect on Employee Job Satisfaction  and 

Job Characteristics has a dominant effect on Employee Job 
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Satisfaction in the Job Characteristics variable with a 

significant Employee Job Satisfaction. 
 

In order to increase work motivation, as Sudarmo said 

(2000), that the motivation process consists of several 

stages, namely: 

 First, the emergence of an unmet need causes an 

imbalance in a person and tries to reduce it by behaving 

in a certain manner. 

 Second, a person then looks for ways to satisfy that 

desire. 

 Third, a person directs his behavior toward the 

achievement of goals or achievements in ways that he 

has chosen supported by the ability, skills and 
experience. 

 Fourth, performance appraisal is carried out by oneself 

or others about their success in achieving goals. 

 This drive gives rise to a search behavior to find certain 

goals, which if achieved, will meet those needs and lead 

to stress reduction. 

 

SUGGESTION 

 

In order to increase employee job satisfaction, then 

job characteristics are objective characteristics of jobs, 
particularly the degree to which jobs are designed so that 

they enhance the internal work motivation and the job 

satisfaction of job incumbents. The five core job features, 

which are task significance, task variety, task identity, 

autonomy and feedback, believed to positively correlate 

with job satisfaction and performance. Skill variety is 

ostensible variety and intricacy of skills and talents 

required by a job to perform it”.  

 

REFERENCES 

 

[1]. Anthony Robert. N, Govindarajan. Vija (2007). 
Management Control System 12th edition. McGrow-

Hill, Inc. 

[2]. Armstrong, Michael. (2008). How to be an Even 

Better Manager : A complete A-Z of Proven 

Techniques 7th edition. Kogan Page Limited. 

[3]. Arikunto, Suharsimi. (2013). Research Procedure A 

Practical Approach. Jakarta: Rineka Cipta. 

[4]. Binder, Jean Carlo. (2007). Global project 

management: Communication, collaboration and 

manage- ment. Grower Publishing Limited. 

[5]. Block, Peter. (2005). Stewardship: Choosing Service 
Over Self Interest. Berrett-Koehler Publishers, Inc. 

[6]. Cokins, Gary. (2009). Performance Management : 

integrating strategy execution, methodologies, risk 

and analytics. John Wiley and Sons, Inc 

[7]. Creswell, John. W. (2015). Research Design : 

Qualitative, Quantitative, and Mixed Methods 

Approaches. Third Edition. SAGE Publications India 

Pvt. Ltd. 

[8]. Dessler. Garry. (2008). Human Resource 

Management. Review Edisition. Printing, Prehallindo, 

Jakarta. 

[9]. Ghozali, Imam. (2006). Application of Multivariate 

Analysis with SPSS Program. Semarang: UNDIP 
Publishing Agency. 

[10]. Hasibuan, Malayu S.P. (2012). Organization and 

Motivation. Fifth Matter. Jakarta: PT. Earth Literacy. 

[11]. Mangkunegara. (2010). Corporate Human Resource 

Management, Sixth Printing. Bandung: PT. Teen 

Rosdakarya. 

[12]. Manulang. (2010). Management Personality. Fifth 

Edition. Penerbit, Balai Pustaka. Jakarta. 

[13]. Maslow, Abraham. (1994). Motivation and 

Personality (Motivation Theory with the Hierarchy of 

Human Needs Approach). Jakarta: PT PBP. 

[14]. Manzoni, Alex. Islam, Sardar M.N. (2009). 
Performance Measurement in Corporate Governance: 

DEA Modelling. Physica-Verlag Heidelberg, Inc. 

[15]. Ndraha, Taliziduhu. (2008). Theory of Organizational 

Culture, First Matter. Jakarta: PT. Rineka Cipta. 

[16]. Nimran, Umar. (2008). Organizational Behavior, 

Third Printing Surabaya: CV. Media Imagery. 

[17]. Nugroho, Agung Bhuono. (2012). Strategies Select 

Strategic Research Methods with SPSS. Yogyakarta: 

Andi Yogyakarta. 

[18]. Oldham, G. R., & Hackman, J. R. (2005). How job 

characteristics theory happened. In K. Smith & M. 
Hitt (Eds.), Great minds in management: The process 

of theory development (pp. 151-170). New York: 

Oxford University Press. 

[19]. Robbins, Stephen P. (2008). Principles of 

Organizational Behavior. Fifth Edition. Jakarta: 

Erlangga. 

[20]. Pulakos, Elaine. D. (2009). Performance 

Management: A new Approach for Driving Business 

Result. Wiley-Blackwell, Inc. 

[21]. Santoso, Singgih. (2011). SPSS Parametric Statistics 

Exercise Book, First Edition. Jakarta: PT. Elex Media 

Komputindo. 
[22]. Schabracq, Marc, J. (2007). Changing Organizational 

Culture: the change agent’s guide-book. John Wiley 

and Sons, Inc. 

[23]. Schumann, Jan H. (2009). The Impact of Culture on 

Relationship marketing in International Services. 

Gabler Verlag, Inc. 

[24]. Smits, S. J., Tanner, J. R., & McLean, E. R. (1993). 

Job Characteristic preference reality discrepancies and 

the job career attitudes of I/S professionals. 

Association for Computing Machinery. 

[25]. Sugiyono. (2015). Methode Research Combination 
(Mix Methods). Printing, Alfabeta. Bandung. 

[26]. Sujarweni, V. Wiratna & Endrayanto, Poly. (2012). 

Statistics for Research. Graha Science. Yogyakarta. 

http://www.ijisrt.com/

	I. INTRODUCTION
	Answering the formulation of the problem, the purpose of this study is to:
	 Analyze and explain the effect of Job Characteristics and Motivation on Employee Job Satisfaction
	 Analyze and explain the dominant influence of Job Characteristics and Motivation on Employee Job Satisfaction
	D. Hypotheses

