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Abstract: This study aimed to see the effect of job insecurity, job 

characteristics, and workload on employee performance 

mediated by work satisfaction variables. The research subject 

was all employees of Bank Aceh Syariah (PT. BAS) Sigli Branch, 

located in Sigli city, Indonesia. The population was taken as a 

sample, as many as 106 people. The results show that Job 

insecurity affects Work satisfaction, Job Characteristics affects 

Work satisfaction, Workload affects Work satisfaction, Job 

insecurity does not affect Employee Performance, Job 

Characteristics affects Employee Performance, Workload affects 

Employee Performance, Work satisfaction affects Employee 

Performance, and Job insecurity affects Employee Performance 

through work satisfaction, Job Characteristics affects Employee 

Performance through work satisfaction, and Workload affects 

Employee Performance through work satisfaction. In the 

indirect influence model of job insecurity on employee 

performance, work satisfaction functions as a full mediator, 

while in the indirect effect model of job characteristics on 

employee performance, and the indirect effect model of 

workload on employee performance, work satisfaction functions 

as a partial mediator. These findings confirm the notion that the 

tested employee performance improvement model can be used, 

although there is one direct effect model that is not significant. 

This means that the model for improving employee performance 

is an indirect function of comforting job insecurity through 

work satisfaction, a direct function of strengthening job 

characteristics, a direct function of workload adjustment, and a 

function of increasing work satisfaction both as full moderator 

and partial moderator. Further researchers can develop this 

tested model by adding other variables such as corporate culture 

and employee innovation.  

Keywords: Job insecurity, Job Characteristics, Workload, Work 

satisfaction, Employee Performance 

I. INTRODUCTION 

he Islamic banking industry in Indonesia is the sector with 

the most dynamic development in Indonesia, both in terms 

of the application of technology, and the development of 

Islamic banking, even in terms of supervision and regulation by 

the Financial Services Authority (OJK). The same is the case 

with Bank Aceh Syariah (PT. BAS) as the sharia bank which 

carries out Islamic banking operations in Aceh Province, 

Indonesia. In running the banking business, PT. BAS especially 

the Sigli Branch, located in Sigli city, determines three 

important factors that absolutely must exist, namely strong 

capital, adherence to prudential principles, and the application 

of superior and latest technology. These three factors are very 

important to produce a good performance for a bank like PT. 

BAS. 

In order to achieve performance, PT. BAS Sigli Branch 

prioritizes employees as human resources who are at the core of 

the operational process that will provide the best service for 

customers by optimizing the use of technology, recording and 

entering transaction processes, verifying and checking customer 

data lists, conducting inspections and making reports regularly. 

periodic and various other activities to achieve business goals. 

How a bank can compete and respond to the changes that occur 

will be determined by the performance of existing human 

resources. However, changes in the crucial work environment 

in the banking sector often affect employee behavior in the 

workplace. According to (Alromaihi, Alshomaly, & George, 

2017)), one of the factors causing the low performance of 

employees is work satisfaction. Successful organizations are 

those that apply periodic satisfaction tests and performance 

measurements to track levels of important variables and 

organize corrective actions. There is a significant and positive 

effect of work satisfaction on employee performance (Alfian, 

Adam, & Ibrahim, 2017).  

From the many studies that have been conducted to the 

best of the author's knowledge, most of them only examine 

aspects of the influence of these determinant variables on in-

role performance (Edwards & Kudret, 2017). Whereas 

according to (Neves, Mesdaghinia, Eisenberger, & Wickham, 

2018) in measuring the impact of determinant variables on 

employee performance, not only in-role performance is 

analyzed, but also extra-role performance so that an integrated 

performance concept can be seen. This opinion is also 

supported by (Vandaele & Gemmel, 2006) in their research 

which stated that extra-role factors should be investigated by 

researchers who analyze the endogenous variables of employee 

performance, especially in service companies. At the same time, 

the authors use this gap as a research gap in this study. 

Referring to the research gap above, the authors include the 

element of extra-role performance in the discussion as part of 

the measurement scales of employee performance in this study 

to bridge the existing gap, as well as to highlight the novelty of 

this research. 

 

T 



International Journal of Research and Innovation in Social Science (IJRISS) |Volume V, Issue X, October 2021|ISSN 2454-6186  

www.rsisinternational.org Page 587 
 

 

II. LITERATURE REVIEW 

Job insecurity 

Research about the influence of job insecurity on 

employee performance has been carried out by several 

previous researchers, namely (Reisel, Probst, Chia, & 

Maloles, 2010); (Bouzari & Karatepe, 2018); (Hsieh & 

Huang, 2017); (Ibrahim, Karollah, Vilzati, & Amir, 2019) and 

(Park & Jeong, 2019). (Reisel et al., 2010), for example, 

examined the effect of job insecurity on work satisfaction in 

their research and generated the result that there is a negative 

and significant effect between these two variables. Job 

insecurity is a psychological condition of an employee who 

shows confusion or feeling insecure due to changing 

environmental conditions, usually, this condition arises 

because of the many types of work that are temporary or 

contract work (Schreurs, Emmerik, Guenter, & Guenter, 

2012); (Cheng, Huang, Lee, & Ren, 2012), (Staufenbiel & 

König, 2010); (Darvishmotevali, Arasli, & Kilic, 2017); 

(Chirumbolo & Areni, 2005). The research conducted by the 

researchers above found that job insecurity has a negative 

effect on work satisfaction. The implications of work 

satisfaction are often associated with employee performance. 

The higher the job insecurity of the employee, the lower the 

employee's performance, and vice versa, the lower the job 

insecurity, the higher the employee's performance. 

Job Characteristics 

 Job characteristics are attributes of employees' duties 

and include some responsibilities, various tasks, and the 

extent to which the job has characteristics that can make 

employees feel satisfied (Strauss & Sayles, 2012). Then 

(Hackman & Oldham, 1980) developed a Characteristics 

Model Tasks (Job Characteristic Model (JCM) which 

explains that each job can be described in five core job 

dimensions, namely: skill variety, task identity, task 

significance, autonomy, and feedback (feedback). 

According to (Hsu & Wen, 2015), job characteristics 

are the implementation of employee duties which include 

authority, responsibility, and tasks that must be carried out, 

and can also increase the satisfaction that individuals get 

from the characteristics of the work concerned. Job 

characteristics are the basis for employee productivity and 

work satisfaction designed to play an important role in the 

success and survival of the company. 

 The effect of job characteristics on work 

satisfaction has been carried out by several previous 

researchers such as (Steijn & Voet, 2019); (Cavanagh, 

Kraiger, & Henry, 2019), (Blanz, 2017); (Hsu & Wen, 2015). 

More specifically, people do not only look at work 

satisfaction as a whole but divide it into two dimensions, 

namely intrinsic and extrinsic work satisfaction. Several 

studies have linked the effect of job characteristics on 

employee performance, among others, according to (Johari & 

Yahya, 2016); (Mendoza, Nasution, & Matondang, 2018); 

(Wong, Seeramulu, Muhamad, & Nazri, 2017); (Rudolph, 

Katz, Lavign, & Zacher, 2017). The researchers adopted an 

experimental and survey approach and from the findings, the 

researcher concluded that job characteristics have a positive 

effect in helping to improve employee performance and it is 

recommended to managers of companies and organizations to 

do everything necessary within their reach to encourage 

according to existing job characteristics to improve 

performance. his. 

Workload 

According to (Haryanto, 2014) workload is the number 

of activities that must be completed by a person or group of 

people during a certain period under normal circumstances. 

The more workload carried out by the employee will further 

improve the performance of the employee concerned. Based 

on the theory explained by (Noe, Hollenbeck, Gerhart, & 

Wright, 2019), that the higher the workload given to an 

employee will have an impact on increasing employee 

performance. The workload is one of the elements that must 

be considered for a workforce to get harmony and high work 

productivity in addition to the additional burden element due 

to the work environment and work capacity (Yim & Hwang, 

2017); (Purwaningsih, Eliyana, & Sridadi, 2019); 

(Inegbedion, Inegbedion, Peter, & Harry, 2020). 

Workload influences employee work satisfaction (Yim 

& Hwang, 2017). (Eliyana, Ma’arif, & Muzakki, 2019) stated 

that work stress and workload affect employee work 

satisfaction. Other research conducted by (Rehman & 

Waheed, 2012) also states that workload affects employee 

work satisfaction, this is in line with the theory put forward by 

(Mansoor, Fida, Nasir, & Ahmad, 2011), that the higher the 

workload received by employees, the more employee work 

satisfaction will increase.  

According to (Zhou, Ye, & Gong, 2016) stated that 

employees are burdened with multiple tasks due to limited 

resources. Based on the theory explained by (Martini, 2018) 

that the higher the workload given to an employee will have 

an impact on increasing employee performance. 

Work satisfaction 

 Work satisfaction is felt by employees because there 

are things that underlie it. A person will feel comfortable and 

the level of loyalty to his work will be high if at work the 

person gets work satisfaction following what is desired. Work 

satisfaction is a reflection of workers' feelings towards their 

work. (Rizqina, Adam, & Chan, 2017). (Hyz, 2010) defined 

work satisfaction as "is the way an employee feels about his 

or her job". Employees will feel satisfied at work if aspects of 

the work and aspects of themselves support and vice versa if 

these aspects do not support, employees will feel dissatisfied. 

PT. BAS Sigli Branch, in carrying out its main duties 

and functions, is expected to carry out each of its activities as 

planned as a manifestation of the obligation to account for the 

success or failure of the implementation of the organization's 

vision, mission and strategy in achieving the goals and targets 
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set. Therefore, the demand for performance is important, 

where performance is the result of work that has a strong 

relationship with the organization's strategic goals and service 

user satisfaction. Performance measurement is intended to 

measure the achievement of activities in the direction of 

achieving goals, objectives, mission, and vision through the 

results displayed in the form of products, services, or the 

process of implementing an activity. The measurement is not 

only from a financial perspective, it is a budget-based 

program, performance measurement must also pay attention to 

non-financial perspectives. So to know the performance of 

PT. BAS Sigli Branch. The theory put forward by (Robins & 

Coulter, 2012) stated that the higher the work satisfaction of 

employees, the higher the performance of employees. This 

indicates that the higher the work satisfaction felt by the 

employee, the higher the employee's performance. 

Employee Performance 

Performance is the result of work that can be achieved 

by a person or group of people in an organization following 

their respective authorities and responsibilities to achieve 

organizational goals within a certain period (Andriana, 

Riyanto, & Darmawan, 2019). The success of an organization 

is influenced by the performance (job performance) of 

employees, for that every company will try to improve the 

performance of its employees in achieving the organizational 

goals that have been set. An organizational culture that grows 

and is well maintained will be able to spur the organization 

towards better development. On the other hand, the leader's 

ability to mobilize and empower employees will affect 

performance (Fachreza, Musnadi, & Shabri, 2018). 

Research paradigm 

From the literature, we can see the discussion related to 

variables and their relationships, and based on that, the 

authors formulated the research framework and hypothesis as 

follows. 

 

Figure 1. Research Framework 

H1: Job insecurity directly affects Work satisfaction 

H2: Job Characteristic directly affects Work satisfaction 

H3: Workload directly affects Work satisfaction 

H4: Job insecurity directly affects Employee Performance 

H5: Job Characteristic directly affects Employee 

Performance 

H6: Workload affect directly Employee Performance 

H7: Work satisfaction directly affects Employee Performance 

H8: Job insecurity indirectly affects Employee Performance 

through work satisfaction 

H9: Job Characteristic indirectly affects Employee 

Performance through work satisfaction 

H10: Workload indirectly affects Employee Performance 

through work satisfaction 

III. METHOD 

Research Location and Object 

This research was carried out at the PT. BAS Sigli 

Branch. The subjects were all employees in the PT. BAS Sigli 

Branch, while the objects were job insecurity, job 

characteristics, workload, work satisfaction, and employee 

performance. 

Sampling  

The population is all employees of all permanent 

employees at PT. BAS Sigli Branch, totaling 106 people. 

The sampling technique used the census method, namely the 

technique of taking the entire population as research 

respondents. 

 Data analysis method 

Data were tested using a Structural equation model 

(SEM). Ha acceptance criteria are Critical Ratio (CR) > 1.96 

with Probability (P-value) < 0.05. 

IV. RESULTS 

Respondent Characteristics 

A total of 82 people or 77.4% consisted of male 

respondents and as many as 24 people or 22.6% or consisted 

of female respondents, thus the employees of PT. BAS Sigli 

Branch were dominated by male respondents. In terms of age, 

employees of PT. BAS Sigli Branch as many as 2 people or 

1.9% aged between under 20 years while respondents aged 20 

to 29 years, as many as 8 people or 7.5% while respondents 

aged between 30 to 39 years, as many as 60 people or around 

56.6%, then respondents aged between 40 - 49 years there are 

27 people or 25.5% and as many as 9 people or 8.5% of 

respondents aged more than 50 years. Thus, respondents with 

an age level of 30 - 39 years are more dominant than 

respondents aged 40 - 49 years, so that employees are 

considered to have maturity in thinking so that it has an 

impact on improving employee performance at PT. BAS Sigli 

Branch. Then the education level of the respondents, it can be 

explained that as many as 15 people or 14.2% with the last 

education of high school, as many as 57 people or 53.7% of 

the respondents with the last education of Diploma III, as 

many as 50 people or 47.25 with the last education of 
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Bachelor's while the respondents with the last education of 

Postgraduate are 4 people or 3.8% of the total respondents 

studied.  

Measurement Model Test 

The following is the measurement model test result. 

 

Figure 2 Measurement Model Test 

The results display the loading factor of all indicators 

in the model and have met the requirements for further 

processing because it has a loading factor value of > 0.5. 

Then, the table below shows the goodness of fit test result. 

Table 2. Goodness of Fit  

Size Index Criteria Cut-off Value 
Analysis 

Results 

Model 

Evaluation 

Chi-Square Expected small 407.388 Good 

CMIN/DF CMIN/DF < 2 1.607 Good 

GFI 0.90 0.889 Good 

AGFI 0.90 0.854 Good 

RMSEA <0.08 0.054 Good 

TLI 0.90 0.960 Good 

Hypothesis Testing and Discussion 

a. Structural Model Test 

The structural model test result is shown in the following 

figure.  

 

Figure 3. Structural Equation Model 

Based on Figure 3, shows the influence between 

variables. The relation for each research hypothesis is 

explained as follows. 

H1: Testing Job Insecurity affecting Work satisfaction 

generates the CR 2.513 and p 0.012. Those two numbers 

have met the requirements accepting H1, namely the CR > 

1.96 and the p< 0.05. Thus it reveals the Job Insecurity 

effect on Work satisfaction is significant. The coefficient 

magnitude of Job Insecurity affecting Work satisfaction is 

0.177 means if job insecurity becomes more comfortable 

increases 1 unit, it will increase Work satisfaction by 0.177 

units. Thus the increase in work satisfaction is the function 

of comforting job insecurity. 

H2 : Testing Job Characteristics affecting Work satisfaction 

generates the CR 4.534 and p 0.000. Those two numbers 

have met the requirements accepting H2, namely the CR > 

1.96 and p< 0.05. Thus it explains the Job Characteristic 

effect on Work satisfaction is significant. The coefficient 

magnitude of job characteristics affecting work satisfaction 

is 0.253, which means that if job characteristic increases 1 

unit, it will increase work satisfaction by 0.253 units. Thus 

the increase in work satisfaction is the function of 

strengthening job characteristics. 

H3: Testing Workload affecting Work satisfaction 

generates the CR 6.530 and p 0.000. Those two numbers 

have met the requirements accepting H3, namely the CR 

>1.96 and the p<0.05. Thus it figures the workload effect 

on work satisfaction is significant. The coefficient 

magnitude of workload affecting work satisfaction is 

0.255, which means if workload increases 1 unit, it will 

increase work satisfaction by 0.255 units. Thus the 

increase in work satisfaction is the function of workload 

suitability. 

H4: Testing Job Insecurity affecting Employee 

Performance generates the CR 0.762 and p 0.446. Those 

two numbers do not meet the requirements accepting H4 

because it shows the CR is smaller than 1.96 and the p is 

more than 0.05. Thus, it reveals the job insecurity effect on 

employee performance is not significant. The coefficient 

magnitude of Job Insecurity affecting Employee 

Performance is 0.050, a relatively small number than the 

others. This result means that improving employee 

performance can not be done significantly by comforting 

job insecurity. 

H5: Testing Job Characteristics affecting Employee 

Performance generates the CR 6.175 and p 0.000. Those 

two numbers  have met the requirements accepting H5, 

namely the CR >1.96 and the p<0.05. Thus it proves the 

Job Characteristics effect on Employee Performance is 

significant. The coefficient magnitude of job 

characteristics affecting employee performance is 0.262, 

which means if Job Characteristic increases 1 unit, it will 

increase employee satisfaction by 0.262 units. Thus the 

increase of employee performance is the function of 

strengthening job characteristics.  
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H6: Testing Workload affecting Employee Performance 

generates the CR 6.172 and p of 0.000. Those two numbers 

have met the requirements accepting H6, namely the CR 

>1.96 and the p<0.05. Thus it can describe the workload 

effect on employee performance is significant. The 

coefficient magnitude of workload affecting employee 

performance is 0.264, which means if the workload 

increases 1 unit, it will increase the employee performance 

by 0.264 units. Thus the increase in employee performance 

is the function of workload suitability.  

H7: Testing Work satisfaction affecting Employee 

Performance generates the CR 3.346 and p 0.000. Those 

two numbers have met the requirements accepting H7, 

namely the CR >1.96 and the p<0.05. Thus it reveals the 

work satisfaction effect on employee performance is 

significant. The coefficient magnitude of work satisfaction 

affecting employee performance is 0.274, which means if 

the work satisfaction increases 1 unit, it will increase 

employee performance by 0.274 units. Thus the increase in 

employee performance is the function of work satisfaction 

improvement.  

b. Indirect Hypothesis Testing 

H8: Testing job insecurity affecting employee performance 

through employee work satisfaction shows a P-value of 0.044. 

The obtained P-value has met the requirements for accepting 

H8, which is less than 0.05. Thus it reveals the job insecurity 

effect on employee performance through employee 

satisfaction is significant. The coefficient magnitude of job 

insecurity affecting employee performance mediated by 

employee work satisfaction is 0.048 means if job insecurity 

becomes more comfortable 1 unit it will indirectly increase 

employee performance by 0.048 units. Thus in this model, the 

work satisfaction acts as a full mediator, because directly (H4) 

the job insecurity cannot influence employee performance 

significantly, but must through employee work satisfaction. 

H9: Testing Job Characteristics affecting Employee 

Performance through employee satisfaction shows a P-value 

of 0.002. The P-value obtained has met the requirements for 

the acceptance of Ha, which is less than 0.05. Thus it proves 

the job characteristic effect on employee performance through 

employee work satisfaction is significant. The coefficient 

magnitude of job characteristics affecting employee 

performance mediated by employee work satisfaction is 0.069 

means if the job characteristic is strengthened 1 unit it will 

indirectly increase employee performance by 0.069 units. 

Thus in this model, work satisfaction acts as a partial 

mediator, because directly (H5) the job characteristics also 

can influence employee performance significantly. 

H10: Testing Workload affecting Employee Performance 

through employee satisfaction shows a P-value of 0.002. 

The P-value obtained has met the requirements for the 

acceptance of Ha, which is less than 0.05. Thus it describes 

the workload effect on employee performance through 

employee satisfaction is significant. The coefficient 

magnitude of job characteristics affecting employee 

performance mediated by employee work satisfaction is 

0.070 means if the workload is getting more suitable by 1 

unit it will indirectly increase employee performance by 

0.070 units. Thus in this model, work satisfaction acts as a 

partial mediator, because directly (H6) the workload also 

can influence employee performance significantly. 

V. DISCUSSION 

An overview of all hypothesis testing results is shown in 

the table below:  

Table 3. Hypothesis Conclusion 

N

o 
Hypothesis 

CR Cut off 

>1.96 

P-Value 
Cut off < 

0.05 

Descripti

onan 

1 

Job insecurity directly 
affects the work 

satisfaction of 

employees 

2.513 0.012 accepted 

2 
Job characteristics 
directly affect the work 

satisfaction 

6.532 0.000 accepted 

3 
Workload directly 
affects work satisfaction 

6.530 0.000 accepted 

4 

Job insecurity directly 

affects employee 

performance 

0.762 0.446 Rejected 

5 

Job characteristics 

directly affect employee 

performance 

6.175 0.000 accepted 

6 
Workload directly 
affects employee 

performance 

6.172 0.000 accepted 

7 
Work satisfaction 
directly affects 

employee performance 

3.346 0.000 accepted 

8 

job insecurity indirectly 
affects employee 

performance through 

work satisfaction 

2.010 0.044 accepted 

9 

job characteristic 
indirectly affects 

employee performance 

through work 
satisfaction of 

employees 

2.978 0.002 accepted 

10 

workload indirectly 
affects employee 

performance through 

work satisfaction of 
employees 

2.973 0.002 accepted 

From table 3 we can see that in 7 direct hypotheses that 

there is 1 (one) hypothesis that is not significant, namely 

testing the Effect of Job insecurity affects the performance of 

PT. BAS Sigli Branch because it has the CR 0.762 and P 

0.446 which does not meet the minimum requirements for 

accepting the hypothesis. In other words, other independent 

variables, namely the job characteristic and workload, affect 

increasing the dependent variable, namely Employee 

Performance in PT. BAS Sigli Branch. Meanwhile, none of 

the indirect hypotheses were rejected, meaning that the 3 

indirect hypotheses all had a significant effect. The biggest 

coefficient is on the effect of work satisfaction on employee 
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performance, which is 0.274, which means that increasing 

work satisfaction is a significant and most effective strategy to 

improve employee performance than other variables in the 

model. 

VI. CONCLUSION 

From the result we can see that Job insecurity affects 

Work satisfaction, Job Characteristics affects Work 

satisfaction, Workload affects Work satisfaction, Job 

insecurity does not affect Employee Performance, Job 

Characteristics affects Employee Performance, Workload 

affects Employee Performance, Work satisfaction affects 

Employee Performance, and Job insecurity affects Employee 

Performance through work satisfaction, Job Characteristics 

affects Employee Performance through work satisfaction, and 

Workload affects Employee Performance through work 

satisfaction. In the indirect influence model of job insecurity 

on employee performance, work satisfaction functions as a 

full mediator, while in the indirect effect model of job 

characteristics on employee performance, and the indirect 

effect model of workload on employee performance, work 

satisfaction functions as a partial mediator. These findings 

confirm the notion that the tested employee performance 

improvement model can be used, although there is one direct 

effect model that is not significant. This means that the model 

for improving employee performance is an indirect function 

of comforting job insecurity through work satisfaction, a 

direct function of strengthening job characteristics, a direct 

function of workload adjustment, and a function of increasing 

work satisfaction both as full moderator and partial moderator. 

This model contributes academically to the development of 

science. Further researchers can develop this tested model by 

adding other variables such as corporate culture and employee 

innovation. This proven model can also be a reference for 

practitioners, especially research subjects, namely PT. BAS 

Sigli Branch to set strategies to improve employee 

performance. 

REFERENCES 

[1] Alfian, F., Adam, M., & Ibrahim, M. (2017). Pengaruh 

Keterlibatan Kerja, Beban Kerja Dan Konflik Peran Terhadap 
Kepuasan Kerja Serta Dampaknya Pada Kinerja Pegawai Pada 

Dinas Pendidikan Aceh. Jurnal Manajemen Inovasi, 8(2), 84–96. 

[2] Alromaihi, M. A., Alshomaly, Z. A., & George, S. (2017). Job 
Satisfaction And Employee Performance: A Theoretical Review 

Of The Relationship Between The Two Variables. International 

Journal of Advanced Research in Management and Social 
Sciences, 6(1), 1–20. 

[3] Andriana, I., Riyanto, D., & Darmawan, D. (2019). Workload and 

Motivation on Employees Performance Analyzed by Information 
Technology. IOP Conference Series: Materials Science and 

Engineering, Volume 662, Issue 2, 1–5. 

https://doi.org/10.1088/1757-899X/662/2/022120 
[4] Blanz, M. (2017). Employees’ Job Satisfaction: A Test of the Job 

Characteristics Model Among Social Work Practitioners. Journal 

of Evidence-Informed Social Work, 14(1), 1–16. 
https://doi.org/10.1080/23761407.2017.1288187 

[5] Bouzari, M., & Karatepe, O. M. (2018). Antecedents and 

outcomes of job insecurity among salespeople. Marketing 
Intelligence & Planning, 36(2), 290–302. 

https://doi.org/https://doi.org/10.1108/MIP-11-2017-0314 

[6] Cavanagh, T. M., Kraiger, K., & Henry, K. L. (2019). Age-
Related Changes on the Effects of Job Characteristics on Job 

Satisfaction: A Longitudinal Analysis. International Journal of 

Aging & Human Development, 91(1), 60–84. 
https://doi.org/10.1177/0091415019837996 

[7] Cheng, T., Huang, G., Lee, C., & Ren, X. (2012). Longitudinal 

effects of job insecurity on employee outcomes: The moderating 
role of emotional intelligence and the leader-member exchange. 

Asia Pacific Journal of Management, 29, 709–728. 

https://doi.org/10.1007/s10490-010-9227-3 
[8] Chirumbolo, A., & Areni, A. (2005). The influence of job 

insecurity on job performance and absenteeism: The moderating 
effect of work attitudes. SA Journal of Industrial Psychology, 

31(4), 65–71. https://doi.org/10.4102/sajip.v31i4.213 

[9] Darvishmotevali, M., Arasli, H., & Kilic, H. (2017). Effect of job 
insecurity on frontline employee’s performance: Looking through 

the lens of psychological strains and leverages. International 

Journal of Contemporary Hospitality Management, 29(6), 1724–
1744. https://doi.org/https://doi.org/10.1108/IJCHM-12-2015-

0683 

[10] Edwards, M. R., & Kudret, S. (2017). Multi-foci CSR perceptions, 

procedural justice and in-role employee performance: the 

mediating role of commitment and pride. Human Resource 

Management Journal, 27(1), 169–188. 
https://doi.org/https://doi.org/10.1111/1748-8583.12140 

[11] Eliyana, A., Ma’arif, S., & Muzakki. (2019). Job satisfaction and 

organizational commitment effect in the transformational 
leadership towards employee performance. European Research on 

Management and Business Economics, 25(3), 144–150. 

https://doi.org/https://doi.org/10.1016/j.iedeen.2019.05.001 
[12] Fachreza, Musnadi, S., & Shabri, M. (2018). Pengaruh Motivasi 

Kerja, Lingkungan Kerja, dan Budaya Organisasi Terhadap 

Kinerja Karyawan dan Dampaknya Pada Kinerja Bank Aceh 
Syariah Di Kota Banda Aceh. Jurnal Magister Manajemen, 2(1), 

115–122. 

[13] Hackman, J. R., & Oldham, G. R. (1980). Work Redesign. United 
States: Addison-Wesley. 

[14] Haryanto. (2014). Penilaian Pelaksanaan Pekerjaan dan 

Pengembagan Karyawan. Yogyakarta: BPFE. 

[15] Hsieh, H.-H., & Huang, J.-T. (2017). Core Self-Evaluations and 

Job and Life Satisfaction: The Mediating and Moderated 

Mediating Role of Job Insecurity. The Journal of Psychology 
Interdisciplinary and Applied, 15(3), 1–17. 

https://doi.org/10.1080/00223980.2016.1270888 

[16] Hsu, L.-C., & Wen, L. P. (2015). From Job Characteristics to Job 
Satisfaction of Foreign Workers in Taiwan’s Construction 

Industry: The Mediating Role of Organizational Commitment. 

Human Factors and Ergonomics in Manufacturing, 26(2), 243–
255. https://doi.org/10.1002/hfm.20624 

[17] Hyz, A. (2010). Job Satisfaction And Employee Performance Of 

Greek Banking Staff: An Empirical Investigation. Folia 
Oeconomica, 239, 1–12. 

[18] Ibrahim, M., Karollah, B., Vilzati, & Amir, F. (2019). The Role of 

Psychological Capital as Mediating the Effect of Job Insecurity on 
Job Satisfaction: An Investigation at the Banda Aceh Meuraxa 

Public Hospital. International Journal of Social and 

Administrative Sciences, 4(2), 297–305. 

[19] Inegbedion, H., Inegbedion, E., Peter, A., & Harry, L. (2020). 

Perception of workload balance and employee job satisfaction in 

work organisations. Heliyon, 6(1), 1–9. 
https://doi.org/https://doi.org/10.1016/j.heliyon.2020.e03160 

[20] Johari, J., & Yahya, K. K. (2016). Job characteristics, work 
involvement, and job performance of public servants. European 

Journal of Training and Development, 40(7), 554–575. 

https://doi.org/https://doi.org/10.1108/EJTD-07-2015-0051 
[21] Mansoor, M., Fida, S., Nasir, S., & Ahmad, Z. (2011). The Impact 

of Job Stress on Employee Job Satisfaction A Study on 

Telecommunication Sector of Pakistan. Journal of Business 
Studies Quarterly, 2(3), 50–56. 

[22] Martini, L. K. B. (2018). The Effect of Job Stress and Workload 

on Employee Performance at Hotel Mahogany Mumbul Bali. 



International Journal of Research and Innovation in Social Science (IJRISS) |Volume V, Issue X, October 2021|ISSN 2454-6186  

www.rsisinternational.org Page 592 
 

 

Jurnal Ekonomi Dan Bisnis Jagaditha, 5(1), 41–45. 
https://doi.org/https://doi.org/10.22225/jj.5.1.525.41-45 

[23] Mendoza, M. D., Nasution, H., & Matondang, N. (2018). 

Influence of Compensation, Job Characteristics and Leadership 
Style Through Motivation to Employee Performance. KnE Social 

Sciences, 3(10), 587–600. https://doi.org/10.18502/kss.v3i10.3406 

[24] Neves, P., Mesdaghinia, S., Eisenberger, R., & Wickham, R. E. 
(2018). Timesizing Proximity and Perceived Organizational 

Support: Contributions to Employee Well-being and Extra-role 

Performance. Journal of Change Management, 18(1), 70–90. 
https://doi.org/https://doi.org/10.1080/14697017.2017.1394351 

[25] Noe, R., Hollenbeck, J., Gerhart, B., & Wright, P. (2019). 
Fundamentals of Human Resource Management (8th ed.). United 

States: McGraw-Hill Education. 

[26] Park, N. H., & Jeong, J. H. (2019). Effects of Non-Regular 
Visiting Nurses’ Job Insecurity on Job Satisfaction and 

Organizational Commitment. Journal of Korean Public Health 

Nursing, 33(2), 270–283. 
https://doi.org/https://doi.org/10.5932/JKPHN.2019.33.2.270 

[27] Purwaningsih, A., Eliyana, A., & Sridadi, A. R. (2019). 

Understanding Workload Pressure, Role Ambiguity and Job 

Satisfaction. International Journal of Trend in Scientific Research 

and Development, 3(4), 1162–1168. 

https://doi.org/https://doi.org/10.31142/ijtsrd23913 
[28] Rehman, R. R., & Waheed, A. (2012). Transformational 

leadership style as predictor of a decision making styles: 

Moderatig role of emotional intelligence. Pakistan Journal of 
Commerce and Social Sciences (PJCSS), 6(2), 257–268. 

https://doi.org/http://hdl.handle.net/10419/188056 

[29] Reisel, W. D., Probst, T. M., Chia, S.-L., & Maloles, C. (2010). 
The Effects of Job Insecurity on Job Satisfaction, Organizational 

Citizenship Behavior, Deviant Behavior, and Negative Emotions 

of Employees. International Studies of Management and 
Organization, 40(1), 74–91. https://doi.org/10.2753/IMO0020-

8825400105 

[30] Rizqina, Z. A., Adam, M., & Chan, S. (2017). Pengaruh Budaya 
Kerja, Kemampuan, dan Komitmen Kerja Terhadap Kepuasan 

Kerja Pegawai serta Dampaknya Terhadap Kinerja Badan 

Pengusahaan Kawasan Perdagangan Bebas dan Pelabuhan Bebas 

Sabang (BPKS). Jurnal Magister Manajemen, 1(1), 59–69. 

[31] Robins, S. P., & Coulter, M. (2012). Management (11th Ed). In 
Prentice Hall. https://doi.org/10.1002/1521-

3773(20010316)40:6<9823::AID-ANIE9823>3.3.CO;2-C 

[32] Rudolph, C. W., Katz, I. M., Lavign, K. N., & Zacher, H. (2017). 
Job crafting: A meta-analysis of relationships with individual 

differences, job characteristics, and work outcomes. Journal of 

Vocational Behavior, 102, 112–138. 
https://doi.org/https://doi.org/10.1016/j.jvb.2017.05.008 

[33] Schreurs, B. H., Emmerik, I. H. Van, Guenter, H., & Guenter, H. 

(2012). A weekly diary study on the buffering role of social 
support in the relationship between job insecurity and employee 

performance. Human Resource Management, 51(2), 259–279. 
https://doi.org/10.1002/hrm.21465 

[34] Staufenbiel, T., & König, C. J. (2010). A Model for the Effects of 

Job Insecurity on Performance, Turnover Intention, and 
Absenteeism. Journal of Occupational and Organizational 

Psychology, 83(1), 101–117. 

https://doi.org/10.1348/096317908X401912 
[35] Steijn, B., & Voet, J. van der. (2019). Relational job 

characteristics and job satisfaction of public sector employees: 

When prosocial motivation and red tape collide. Public 

Administration an International Quarterly, 97(1), 64–80. 

https://doi.org/https://doi.org/10.1111/padm.12352 

[36] Strauss, G., & Sayles, L. R. (2012). Pribadi-Masalah Manusia 
Manajemen. Jakarta: Erlangga. 

[37] Vandaele, D., & Gemmel, P. (2006). Performance implications of 

in-role and extra-role behavior of frontline service employees (No. 
2006/411). Belgium. 

[38] Wong, E. S. K., Seeramulu, T., Muhamad, R., & Nazri, M. (2017). 

CSR organisational taxonomy and job characteristics on 
performance: SME case studies. Audit Financiar, 15(146), 230–

243. https://doi.org/10.20869/AUDITF/2017/146/230 

[39] Yim, M.-Y., & Hwang, W. J. (2017). Workload and Job 
Satisfaction of Home Health care Nurses in Korea. Journal of 

Korean Academic Society of Home Health Care Nursing, 24(1), 

5–13. https://doi.org/10.22705/JKASHCN.2017.24.1.005 
[40] Zhou, H., Ye, L., & Gong, D. (2016). Mental workload’s influence 

on job performance for the high-speed railway drivers-job 

satisfaction as mediator. International Journal of Services 
Technology and Management, 22(3/4/5), 287–300. 

https://doi.org/10.1504/IJSTM.2016.078535 
 


