
INTRODUCTION

The most important evidence indicating the condition of an organization getting worse is the
low rate of job satisfaction (Kaya, 1995). Thus job satisfaction is one of the major criteria for estab-
lishing a healthy organizational environment in an organization. Nonetheless, factors related to job
satisfaction are relevant in the prevention of employee frustration and low job satisfaction because
employees work harder and perform better provided they are satisfied with their jobs (Boltes et al.,
1995; Bowen et al., 1994; Manthe, 1976).

Researchers have suggested a number of work design strategies in order to enhance the quality
of work (Nadin et al., 2001). However, little attention is given to the actual process of work design
(Oldham, 1996). There is a need for the development of tools to assist this process (Clegg, 1995).
This indicates the need for a more thorough understanding of the various factors that are affecting
industrial work design and in turn human operation performance and productivity (Das, 1999).
Furthermore, work design research can make progress by applying what is already known and adopt-
ing a holistic approach by asking a more comprehensive set of research questions (Holman et al.,
2002). What is badly needed is an approach to the design of human-centered work systems that ade-
quately address critical dimensions of various factors affecting the work design process. 

Why do we need satisfied employees? The answer is survival. Satisfied employees help organi-
zations survive and increase productivity in return (Lindner, 1998). The fundamental objective of this
research is to investigate the relationship between job satisfaction and job organization factors that
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affect work design. The methodology developed to address this objective includes questionnaire
design, data collection and statistical analysis.  

METHODS

The job diagnostic survey (JDS) developed by Hackman and Oldham (1974) was used as a tool
to diagnose the characteristics of the job organization and job satisfaction factors in the survey. The
questionnaire used in the survey consisted of a set of Likert-type scales for multiple-choice items
(Rodeghier, 1996). To identify the relationship between job satisfaction and the tested factors, the
data were analyzed by means of statistical methods to determine the correlations and regression
analysis. 

The survey: A questionnaire was distributed to the subjects individually. Two automotive manufac-
turing industries were involved in the survey, which were called Auto 1 and Auto 2, respectively.
Hundred and seventy male subjects between the ages of 18 and 40 years took part in the survey. 

The questionnaire: The questionnaire consisted of a set of Likert-type scales for multiple-choice
items (Rodeghier, 1996). Basically, the questionnaire items were designed in three sequential sec-
tions covering:

a) General background data, i.e. age, gender, years of employment, marital status and educa-
tion levels.

b) Workers satisfaction toward their job. 
c) Job organization, i.e. job rotation, work method, training, problems solving and goal setting. 

Job satisfaction: Job satisfaction is a measure of a degree to which the employee is satisfied and
happy with the job. Job satisfaction is higher when a person feels that he or she has control over the
way a given task is accomplished. The major instrument for measuring job satisfaction was JDS
developed by Hackman and Oldham (1974).  Initially, JDS is a diagnostic tool designed to measure
the characteristics of jobs in organization, the reaction of employees to their jobs, the readiness of the
workers on challenging and motivating work. 

Job organization: The organizational factors concerned with the industrial effects on functional
groups of workers participating in job-related decisions, self-regulation and worker autonomy (Das,
1999). Five job organizational factors were tested in this study; job rotation, work method, training,
problem solving and goal setting. The questionnaire was based on respondents’ perception of these
factors that could affect job satisfaction. However, checklist application and the interview with the
management were conducted prior to the questionnaire session as a reference for the analysis. The
study intended to find out how the respondents felt about the organization of their tasks, methods
applied and work load related to their work. 

FINDINGS

(a) General background data 
Of the 170 male participants interviewed, 80% held SPM certificates (equivalent to “O” levels)

in both the companies while others held SPM certificates concerning other skill certificates. In Auto
1, 69% of participants were married and 31% were single. On the other hand, 87% of the participants
in Auto 2 were single and 13% were married. The subjects were between the ages of 18 to 40 years
with the mean age of 26.8 and SD of 5.3 years and the mean work experience of 6.5 and SD of 4.9
years.  
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The age factor was normally distributed but work experiences were not. The distribution of
work experiences for Auto 1 was negatively skewed while that for Auto 2 was positively skewed.
The responses indicated that 85% of the workers in Auto 1 were of age 26 years or more while 90%
of the workers in Auto 2 were of age below 26 years. Only 15% of workers in Auto 1 were of age 25
years or less while 10% of the workers in Auto 2 were of age 26 years or more.

As for work experiences, 85% of the workers in Auto 1 had worked for more than five years.
The rest 15% had work experiences of less than five years. Conversely, 90% of the workers in Auto 2
had work experiences of 4 years and below. Only 10% had the work experiences between five and
eight years. Respondents in Auto 2 were younger and less experienced than respondents in Auto 1. 

(b) Job satisfaction 
Five-point Likert-type scales ranging from 1 (very little) through 3 (moderate) to 5 (very much)

were used in the survey. 
The responses indicated that about 50% of the respondents from Auto 1 and 2 chose Likert-scale

3 for job satisfaction. The second highest in percentage is Likert-scale 4 that was dominant in Auto 2
with 40% responses and Auto 1 with 30% responses. The rest of the scales accounted for responses
of about 5% to 12%. This indicates that in general more than 90% were moderately satisfied with
their jobs in both companies.

(c) Job organization factors 
The responses for job organization in the two companies were also analyzed. The five-point

Likert-type scales ranged from 1 (very dissatisfied or disagree strongly or very little) through 3 (mod-
erately) satisfied to 5 (very satisfied or agree strongly or very much). The results indicate that about
50% respondents from both companies chose Likert-scale 3 or 4 for job rotation, work method, prob-
lem solving and goal setting. As for training, about 50% of the respondents from Auto 1 chose
Likert-scale 3 while about 50% of the respondents from Auto 2 chose Likert-scale 4 or 5. To summa-
rize, the majority of the workers were satisfied with job organization factors surveyed in the study.

(d) Reliability measures 
Questionnaire reliability was tested using Cronbach’s alpha (α) as shown in Table 1. Cronabch’s

alpha is derived from the average correlations of all the items on the scale (Rodeghier, 1996). Out of
twelve reliability measures in both companies, ten had reliability measures above 0.7. One item had
reliability measures around 0.6 and one item had reliability measures of at least 0.5. The results indi-
cate that the reliability measure was high for job factors in both companies especially for job rotation,
work method, problem solving and goal setting with values from 0.69 to 0.88. Reliability measures for
job satisfaction in both companies were high with 0.82 and 0.89 in Auto 2 and Auto 1, respectively. 

Table 1. Reliability measures using Cronbach’s α for tested factors.

(e) The correlation coefficients
In summary, the results indicate that there are significant correlations between job satisfaction

and job organization as shown in Table 2. There were several factors significantly correlated between
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them. Four factors that had highly significant correlation in Auto 1 were job rotation, work method,
training and goal setting. While two factors that had distinctive significant correlation in Auto 2 were
job rotations and work method. The results are further discussed in the next section. Since the relia-
bility for the factor of training of Auto 2 was very low (0.5), the factor was not considered in the sub-
sequent analysis. 

Table 2. The correlations of job satisfaction with job organization factors.

DISCUSSION

The results indicate that there was significant positive correlation between job satisfaction and
job organization factors. Job rotation, work method, training and goal setting showed strong correla-
tions with job satisfaction while problem solving showed intermediate correlations in Auto 1. On the
other hand, most job organization factors showed intermediate correlation with job satisfaction in
Auto 2 except the training factor which had low correlation with job satisfaction. The correlations for
all the factors were high in Auto 1 than in Auto 2. 

The significance of job satisfaction for job rotation and work method is rarely discussed since
many studies emphasize relatively more worker’s performance and productivity (Vroom and Deci,
1970; The ergonomics group, 1986). In this study, it was found that there was significant positive
correlation between job rotation and work method with respect to job satisfaction. This is in agree-
ment with Amrine et al. (1993) who stated that reducing the boring and monotonous jobs could lead
to improved job satisfaction. This corresponds with the results of the study with more than 80% of
the workers in both companies satisfied with their job rotation and work method. Further, there were
significant correlations between those factors with job satisfaction. Therefore, it is suggested that job
rotation and work method are significantly correlated with job satisfaction.   

These results were also consistent with the findings by Gazioglu and Tansel (2002) and
Hamermesh (1997) who found that job satisfaction was significantly and positively correlated with
training opportunity. It was shown that the correlation was high in Auto 1 compared to Auto 2. This
was because 85% respondents in Auto 2 felt that they had had much training while only about 50%
respondents in Auto 1 felt the same way. This was because the majority of respondents in Auto 2
were based on their ages and experiences. Therefore, the results indicate that training opportunity
may lead to higher job satisfaction as found by Gaziolu and Tansel (2002) and Hamermesh (1997).
However, if too much training is given lower job satisfaction is expected. Therefore, there should be
a limit in the opportunities of training provided.

The results revealed positive significant correlations between job satisfaction and goal setting in
both companies. This was different from the results of other studies such as those of Umstot et al.
(1976). The survey indicates that more than 90% of the workers were satisfied with their companies’
goal set. Even though the results were different from those in literature, these findings indicate that it
is important for the management to consider the characteristics of individual subordinates before set-
ting up the goal. This may relate to the capabilities and limitations of the workers.

Fifty percent of the respondents in Auto 2 felt that the management was serious in encouraging
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them to be involved in problem solving. This increases their job satisfaction on par with other factors
in Auto 2. On the other hand, only 40% respondents in Auto 1 felt the same way. This may have led
to lower job satisfaction compared with other factors in Auto 1. The results support the findings by
Ugboro and Obeng (2001) that involving workers in problem solving would improve or increase job
satisfaction. 

The findings indicate that job rotation, work method, training, goal setting and problem solving
have an effect on job satisfaction. More than 70% of the respondents in both companies were satis-
fied with the implementation of job rotation, work method, problem solving and goal setting. On the
other hand, more than 80% of the respondents in Auto 1 felt that they had moderate to adequate train-
ing and only 55% of the respondents in Auto 2 felt the same way. In addition, about 30% of workers
in Auto 2 felt that they had much training while only 5% respondents in Auto 1 felt the same way.
Management therefore should emphasize training opportunities as they may relate to a decrease in
job satisfaction with too much training as indicated in Auto 2. Moderate to adequate training tends to
lead to higher job satisfaction (Gazioglu and Tansel, 2002). 

CONCLUSIONS

The results of the study indicate that there is significant correlation between job organization
factors and job satisfaction. In conclusion, the results highlight that job rotation, work method, prob-
lem solving and goal setting are outstanding factors associated with job satisfaction in automotive
industries. 

The above conclusion supports our proposed study of work design particularly for the automo-
tive industries. Further studies will be conducted in order to determine the validity of the model in
other industries as well as taking into consideration other factors.
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