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Abstract 
Job characteristics theory suggests five elements that benefit job satisfaction among employees. 
Using social exchange theory (SET), we hypothesize, the perception of distribution fairness will 
mediate the effect of autonomy and task identity on job satisfaction among office workers. 97 data 
collected on office workers from single organisation. Data analysed using hierarchical regression 
analysis. In support with the hypotheses, the findings demonstrate significant association between 
autonomy, task identity and distributive fairness with job satisfaction. The employees that have 
adequate job autonomy and acknowledge based on their effort will have higher satisfaction if they 
perceived the organisation practise fair rewards distribution. This study provide evidence on the role 
of distributive fairness as mediator in present context  
Keywords: Autonomy, Task Identity, Distributive Fairness, Office Workers, Job Satisfaction. 
 
Introduction 

Job satisfaction is described as “pleasurable or positive emotional state, resulting from the 
appraisal of one job experiences (Locke, 1976, p. 1300). Although plethora study evidenced on higher 
job satisfaction enhance job performance (Giles, Parker, Mitchell & Conway, 2017) compared to other 
organisational behaviour such as job commitment (Shore & Martin, 1989), and meta-analysis by 
Judge, Thoresen, Bono and Patton (2001) also proved the significant linkage between job satisfaction 
and job performance across 16 studies. However most of organisation seems to less focus on this 
underpinning issue as JobStreet.com reported in 2015 only 26% of workers in Malaysia are satisfied 
with their job. In United Kingdom, similar issues were faced when studies found United Kingdom has 
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the lowest level of job satisfaction (67.2%) across eight countries(O’Grady, 2017). These alarming 
figures triggered us to examine more on antecedents of job satisfaction from various perspectives.  

Job satisfaction among office workers still remain studied until now. Although the percentage 
of office workers is small, office workers productivity play an important role as it can affect the 
organisation performance (Haynes, 2007) For example, office workers amounted 10% from total 
31,996 (thousand) workers in United Kingdom (UK Labour Force Survey, 2017). Meanwhile, 8.2% of 
workers in Malaysia are categorised under office workers (International Labour Organization (ILO), 
2017). Office workers are those who performed varieties of administration and office duties (Szeto, 
Straker & Raine, 2002).  For example, updating records, answering phone calls, processing orders, 
collecting payments and doing paperwork.  Satisfied workers is mentioned to voluntarily invest effort 
in performing their job effectively (Lawler & Hall, 1970; Yang & Hung, 2017). Hence, to make sure 
organisation performed well, management need to ensure their workers satisfied with their job.   
 Many factors influence job satisfaction.  According to job satisfaction theory, workers will feel 
motivated, happy with their work, will have lower absenteeism rates and also low turnover if five 
core work dimension being combined called job characteristics (Fried & Ferris, 1987).  The 
relationship of job characteristics towards satisfaction occurs when the job is planned with a high 
skills variety, clear task identity, clear tasks significance, giving broad autonomy and always giving 
feedback to job incumbents (Hadi & Adil, 2010).  Hackman and Oldham (1976) suggested the earliest 
job characteristics which comprised of five dimensions namely; skill variety, task identity, task 
significance, autonomy, and feedback.  Fried and Ferris (1987) in their meta-analysis described job 
characteristics model using 5 dimensions across industries, first is skill variety that refers to level of 
variability in skill required to accomplish task.  Second, task identity how much influence on the task 
in term of the whole process of task completion from early to end stage.  Third, task significance 
describes as task importance to employees, others and organisation.  Next is autonomy.  It refers 
degree of freedom and control on the whole task completion.  And lastly is feedback being when the 
task allows feedback from other on the task effectiveness. Besides these elements, distributive justice 
also been mentioned as one of the indicator that influence job satisfaction (Abu Elanain, 2009; 
McFarlin & Sweeney, 1992). Perception on treating employee fairly is encouraging many positive 
organisational outcomes such as commitment and organisational behaviour (Moorman, Niehoff & 
Organ, 1993). 
 The study is purposely to investigate the role of distributive justice in job characteristics and 
job satisfaction relationship among office worker.  Previous study mainly focused on job satisfaction 
from perspective of internal and external motivation (Eskildsen, Kristensen & Westlund, 2004; Tella, 
Ayeni & Popoola, 2007), personality traits (Harari, Thompson & Viswesvaran, 2018; Ilies & Judge, 
2002).  But studies on job characteristics of office workers are little to be found.  Most studies 
concerning office workers are dominantly focused on physical work environment such as the space 
and building (Shin, Jeong & Park, 2018), ergonomic strains such as back pains (Chen, O’Leary & 
Johnston, 2018).  Moreover, employee’s job satisfactions play an important role in every 
organization.  For example, if workers satisfy with their job, it will contribute to the customers’ 
satisfaction as employee will give excellent service to the customer (Abdolshah, Zadeh, Talei, Shirzadi 
& Khatibi, 2018) 
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Literature Review 
Factors Affecting Job Satisfaction 

Cheung and Wu (2012)  described job satisfaction as “I am happy and satisfied with my current 
job”.  Job satisfaction is how employee feels about the job.  It also stresses employee’s psychological 
content.  Another aspect influence job satisfaction is the job itself such as challenging job (Yang & 
Hwang, 2014).  Job satisfaction can be described as a various measures that resulted to  overall job 
satisfaction, which affect employee’s positive or negative feeling related to the job, and other various 
job satisfaction aspects, also their feelings toward job condition (Wickramasinghe, 2009). The 
outcomes of job characteristics varied across organisational outcomes including to ease job stress, 
enhance motivation, increase job satisfaction and affect competency of employees. For example, 
employee tends produce high quality of tasks, high motivation at work and satisfy with job if they 
have the opportunities to expand their range of skills  in challenging task with direct autonomy. 
(Cheung et al., 2012).  Thomas et al., (2004) argued that job characteristics would have a better 
prediction on job satisfaction than other rigid elements such as personality. The mechanism of job 
characteristics on job satisfaction are divided in two ways, such as intrinsic and extrinsic mechanism.  
Job satisfaction that affect intrinsic elements are when employee and experiencing feelings of 
accomplished at work.  While,  extrinsic  is derived from the rewards associated with job 
accomplishment (i.e. compensation and also job security) (Bhuian & Omar, 2006).  Another elements 
of that might affect job satisfaction is the level of burnout. Lower levels of burnout resulted to greater 
job satisfaction (Kim, Ra, Park & Kwon, 2017).  For instance, employees  with high level of satisfaction 
tend to remain in their jobs longer.  As stated by Wickramasinghe (2009), higher level satisfaction 
resulted to better job turnover. 
 
Autonomy and Job Satisfaction 
Freedom to adopt autonomy also enhance job satisfaction (Hauff, Richter & Tressin, 2015), increase 
employee’s job performance (Simmering, Colquitt, Noe & Porter, 2003), helps in employees to adapt 
with challenging job Rudolph, Katz, Lavigne and Zacher (2017). Autonomy is described as the extent 
to which workers have a freedom to do what they want on the job (Bhuian, Al-Shammari & Jefri, 
1996).  In other words, the supervisors and institutions valued their ideas and inputs (Jin, Sun, Jiang, 
Wang & Wen, 2018).  Hackman and Oldham (1976) argued freedom to make decision is vital for 
employees’ success.  Such as employees who have high jobs autonomy perceive they are important 
hence responsible in the success or failure of the task including deciding on how to perform their job 
well. For example, studies conducted among IT professionals has also been suggested autonomy and 
flexibility in job able to reduce the job stress (Ahuja, Chudoba, Kacmar, McKnight & George, 2007).  

Job autonomy can be one of the significant factors for many people to look for a job. Having 
a certain degree of control in what they do and how they do it determine how much they satisfied 
with the job (Jin et al., 2018).  For example, employee able to feel self-directed and then proud of 
their job when they have control over their job, motivate employee to try new ideas and learn from 
consequences, and expand their skills (Ali, Said, Kader, Ab Latif & Munap, 2014),  able to complete 
work tasks in a more comfortable manner and feel responsible for achieving higher performance 
(Cerasoli, Nicklin & Ford, 2014) better teamwork and personal growth, better morale and greater 
responsibility towards work. Less job autonomy in work lead to poor personal achievement and 
induce negative attitude resulted to burnout.  In fact, job satisfaction will increase when a high level 
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of job autonomy being given to them as it means that they are very trusted by their supervisors or 
organizations.   
H1 : There is a relationship between autonomy and job satisfaction 
 
Task Identity and Job Satisfaction 
Task identity has functional affect various outcomes at works (Abu Elanain, 2009) .  Job with high 
level of task identity permit the employee to evolve together with the outcomes or product as they 
contribute at all stage (Pee & Chua, 2015).  It reduces the feeling to anxiety due to not having enough 
information and knowledge about the outcomes since the employees know from the scratch.  As task 
identity increases, workers are able to evaluate their work quality(Saavedra & Kwun, 2000).  Higher 
level of task identity will enhance employee’s job performance and lower level of stress (Brooks & 
Califf, 2017).  Higher level of task identity affect many organisational outcomes such as job 
meaningfulness  and motivation at work (Ali et al., 2014),  feeling pride in the outcome of the job 
(Johari & Yahya, 2016).  Therefore, task identity important to increase job satisfaction. 

 
H2 : There is a relationship between task identity and job satisfaction. 

 
The Relationship between Job Characteristics, Distributive Justice and Job Satisfaction  
One way to explain the antecedents of job satisfaction is using the occupational stress models. The 
present study used the job demand resource model (JD-R) (Bakker & Demerouti, 2007; Demerouti, 
Bakker, Nachreiner & Schaufeli, 2001) as a base model. The basic assumption of this model is that 
different occupational groups possess unique characteristics. Generally, the researchers categorized 
these factors into situational factors and individual factors (Crawford, LePine & Rich, 2010). 
Situational factors can be categorised into two, namely job demands and job resources. It is 
hypothesized that job resource (task identity and autonomy) are likely to be resulted in several 
positive spiral outcomes and that support organizational goals. This includes an increase in work 
engagement (Bakker, Hakanen, Demerouti & Xanthopoulou, 2007)  and other positive organisational 
outcomes and it might have the similar affect to job satisfaction. The spiral effect of job resource (i.e. 
autonomy and task identity) might give positive perception not only to distributive fairness even it 
might positively influence organizational and workers outcomes (Hakanen, Schaufeli & Ahola, 2008) 
 
H3: There is a relationship between autonomy and distributive fairness  
H4: There is a relationship between task identity and distributive fairness  
 

If an employee believes that the distribution of resources is fair and justice, the perception of 
fairness can increase job satisfaction  (Strom, Sears & Kelly, 2014). To support this assumption, it may 
refer to the social exchange theory (Blau, 1964) and conservation resource theory (COR) (Hobfoll, 
1989), as workers that feel they perceive fairness are experiencing positive experiences. This will 
eventually accumulate and create a positive spiral of resources and affect the work engagement in 
an organisation. The distribution of fairness role as mediators have been discussed through the social 
exchange theory (SET) (Blau, 1964), where the fairer the opinion regarding distributive fairness in an 
organisation, the stronger the influence in strengthening the job resources, thus improving job 
satisfaction among workers. For instance, studies conducted among public servants in India provided 
evidence on how perceived fairness has a link with job satisfaction ((Biswas, Varma & Ramaswami, 
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2013). Distributive fairness is considered to be one of the potential job resources among public 
administrators (Ghosh, Rai & Sinha, 2014) that is likely in affecting the level of work engagement.. 
We expect a similar mechanism applied to job characteristics and job satisfaction linkage in this study. 
Therefore, below is the hypothesis that was formulated:  
H5: Distributive fairness is positively related to job satisfaction  
H6: Distributive fairness mediates the relationship between autonomy and job satisfaction 
H7: Distributive fairness mediates the relationship between task identity and satisfaction 
 

 
Figure 1: Proposed model 

 
Methods 
The data collection process began in October 2017 and was completed in November 2017.  Out of 97 
of respondents, 77.3% are males and 22.7% are females (SD =.42).  mean ranged age of respondents 
are 26-35 years old (SD = 1.04). In addition, for the years of working experience, 42.3% of the 
respondent has been worked in SAJ Ranhill branch in Segamat, Johor, Malaysia. for less than 10 years 
which is the highest percentage.  23.7% of the respondent has been worked for 11-20 years.  While 
34% of the respondents have been worked more than 21 years (SD = .88). Furthermore, for the 
education level of respondents, 4.1% of respondents have PMR, and the highest level is SPM which 
consist of 35.1% (SD =1.57) 
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 Table 1: Demographic profile of respondents 

 Frequency Percentage 

Gender   
Male 75 77.3 
Female 22 22.7 
Total 97 100 
   
Age    
≤ 25 11 11.3 
26-35 21 21.6 
36-45 29 29.9 
46 ≥ 36 37.1 
Total 97 100 
   
Length of service (years)   
1-10  41 42.3 
11-20  23 23.7 
21 ≥ 33 34.0 
Total  97 100 
   
Education level   
PMR 4 4.1 
SPM 34 35.1 
STPM 8 8.2 
Certificate 13 13.4 
Diploma 26 26.8 
Degree 12 12.4 
Total  97 100 

 
The purpose of this study is to examine the relationship between five core job characteristics 

with job satisfaction among office workers.  These scale were taken from previous studies that 
examined job satisfaction and five core job characteristics.  Existing scales were translated into Malay 
by using back-translation method (Brislin, 1986).   
 For the questionnaire, job satisfaction was measured with 14 questions based on Herzberg’s 
two-factor theory.  However, after conduct a factor analysis, two questions have been deleted.  This 
reliable is reliable to be measured (α = .94). E.g: “Are you satisfied with the achievement of your 
personal job?” 
 
 Next, five core job characteristics was measured using The Work Design Questionnaire (WDQ) 
by (Morgeson, 2006).  For task identity, no items were deleted.  Four question being used.  This 
reliable to be measured (α = 0.89).  E.g: “This task allow me to complete the work I begin”.In addition, 
autonomy has nine question, and only 6 question left.  This reliable to be measured (α = .89).  E.g: 
“This work allows me to make many decisions myself”. 
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We used the IBM SPSS Statistics (SPSS) software package to see the inter-correlations 
between variables. Harman’s single factor test was conducted through the exploratory factor analysis 
(EFA) in SPSS to assess the common method variance (Podsakoff & Organ, 1986) These data were 
free from the common method variance as the variance explained by a single factor at 12.87% was 
less than 50%. Then, we used a standard hierarchical multiple regression analysis to examine the 
main and interaction effect proposed in each hypothesis, as recommended by (Cohen, 1983). To test 
our mediation hypothesis, we employed steps from (Baron & Kenny, 1986). To test for the indirect 
effect, we used the Monte Carlo Simulation  (Selig & Preacher, 2008). With the confidence interval 
(CI) value of 95, not including zero, this indicates a statistical significance. 

 
Results 

Table 2: Means, Standard. Deviation (SD), and Inter-Correlations between study 

 Mean SD 1 2 3 4 

Job_Satisfaction 4.07 .58 -    
DistributiveJustice 4.17 .64 .61***    
Task_Identity 4.16 .55 .64*** .46***   
Autonomy 3.95 .60 .59*** .41* .66* - 

N= 97 *p<0.05, **p<0.01, ***p<0.001 
  

Table 4.1 shows  there is significant, positive and strong relationship between task identity and job 
satisfaction (r = .64, p<.001).    In addition, there is significant, positive and strong relationship 
between autonomy and job satisfaction (r =.59, p<.001). Lastly, there is significant, positive and 
strong relationship between distributive justice and job satisfaction (r=. 61, p< .001). 
 

 
Figure 2: Results 
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Table 3: Hierarchical regression analysis predicting job satisfaction 

Step  1 2 3 

Task identity .69(.08)*** .49(.08)*** .35(.09)*** 
Distributive Justice  .37(.07)*** .34(.07)*** 
Autonomy   .24(.09)* 
R² .41 .54 .57 
ΔR² - .13 .03 

N= 97 *p<0.05, **p<0.01, ***p<0.001 
 
Discussion 
This study purposely conducted to explain about the relationship between job characteristics and job 
satisfaction, and verified the role of distributive justice in the relationship between it.  The findings 
show that only both job characteristics (autonomy and task identity) has positive significant 
relationship with job satisfaction and distributive justice. 
First hypothesis is to identify the relationship between autonomy and job satisfaction.  Based on the 
finding, it has found that the mean for autonomy is at 3.99 which indicates moderate relationship 
with job satisfaction.  As expected, autonomy affect job satisfaction.  This is because, the results 
indicate that autonomy has positive relationship on job satisfaction with beta value at β =.24(.09) and 
it has a positive relationship towards job satisfaction and have significant at p<0.001.  This finding 
supported by Abu Elanain (2009) which indicates that autonomy is correlated positively with job 
satisfaction.  According to Simmering et al. (2003), higher level of autonomy will increase employee’s 
job performance cause of satisfied with their job.  Hence, this result has supported the hypothesis 
about the relationship between autonomy and job satisfaction. 
 
Second hypothesis to identify the relationship between task identity and job satisfaction.  Based on 
the finding, it has found that the mean for task identity is at 4.16 which is indicate moderate 
relationship with job satisfaction.  As expected, task identity affects job satisfaction.  This is because, 
the results indicate that task identity has positive relationship on job satisfaction with beta value at 
β =.35(.09) and it has a positive relationship towards job satisfaction and have significant at p<0.001.  
This finding supported by  Ali et al. (2014) stated that task identity have significant with job 
satisfaction.  According to Brooks and Califf (2017), higher level of task identity will enhance 
employee’s job performance and lower level of stress.  Hence, this result has proven the hypothesis 
about the relationship between task identity and job satisfaction. 
 
Hypothesis three is supported where there is a significant direct association between autonomy and 
distributive fairness. Beta value at β =.39(.1) and it has a positive relationship towards job satisfaction 
and have significant at p<0.001. our findings however contradict with studies conducted by Abu 
Elanain (2009) where they cannot provide evidence on the association between autonomy and job 
satisfaction. 
 
Next is hypothesis four where we try to prove the relationship between task identity with distributive 
fairness. These findings was in line with studies conducted in Dubai by Abu Elanain (2009) where task 
identity and distributive justice proven to be directly related. Beta value at β =.53(.11) and it has a 
positive relationship towards job satisfaction and have significant at p<0.001 
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Hypothesis five also supported where we able to provide evidence on direct association between 
distributive fairness and job satisfaction. Beta value at β =.57(.07) and it has a positive relationship 
towards job satisfaction and have significant at p<0.001. Similar findings provided by studies 
conducted in most of Eastern countries such as (Abu Elanain, 2009; Almazrouei, Zacca, Evans and 
Dayan, 2018; Nadiri and Tanova, 2010). Fairness of employee received carried more stronger effect 
than other two organisational fairness (procedural and interactional) (Cohen-Charash & Spector, 
2001; Nadiri & Tanova, 2010). Contradict with many studies conducted in western countries such as 
Lambert, Hogan and Griffin (2007) where they not able to provide evidence on the effect of 
distributive justice on job satisfaction among correctional officers.  
 
Hypothesis six is supported where distributive fairness mediates the relationship between autonomy 
and job satisfaction. Monte Carlo simulation (Selig & Preacher, 2008) provide the confidence interval 
(CI) value of 95, not including zero, this indicates a statistical significance [95% CI, LL = .05855 UL = 
.2323]. this discussion is been supported by Younts and Mueller (2001) where distributive justice 
mediate the relationship on minister pay satisfaction. Regardless of level of occupation, as long as 
employees perceived what they received is fair then it able to influence the type of emotions of 
employees at workplace (i.e. job satisfaction). Spell (2009) in other hand provide proved on the role 
of distributive fairness in buffering the effect of autonomy on job satisfaction. 
Last is hypothesis seven where finding provides support on the mediator role of distributive fairness 
between task identity and job satisfaction.  The value after run the Monte Carlo simulation is 95% CI, 
LL = .09376 UL = .297]. This indicate the confidence interval (CI) value of 95, not including zero, this 
indicates a statistical significance. Clayton and Opotow (2003) highlight the significant of identity in 
reasoning fairness effect. Different people perceived justice in different way and weight. Although 
less studies highlighted task identity and its effect on employees outcomes, few studies such as 
(Hoonakker, Marian & Carayon, 2004) provide proves that task identity affect job satisfaction through 
gender and job type among IT officer. Employees that involved entirely in the process of work will be 
satisfied with their work if they think they receive fair treatment equivalent to the effort they invest. 
Many scholar supported these findings where rewards that based on individual performance is more 
significant in increasing job satisfaction (Janssen, 2001). 
 
Conclusion And Recommendations 
Despite the evidence provided on the effect of job characteristics and job satisfaction, the roles of 
distributive justice has not been thoroughly examined among office workers. The most important 
findings of this study is distributive justice significantly mediate the link between job characteristics 
elements such as autonomy and task identity and job satisfaction. In line with Social Exchange Theory 
(SET), distributive justice is a possible mechanism that brought the positive affect of autonomy and 
task identity on job satisfaction among office workers. Present study also provides support on that 
distributive justice as significant resource in social exchange between organisational parties such as 
employees – organisation. 

In particular, the result largely support our hypotheses as our findings suggest organisational 
should  take proper control over allocating rewards according to individual contribution as it will 
affect employee’s satisfaction. Failure to  practise fairness in distributive justice increase  job stress 
level, for example job stress among correctional officers increase due to feeling of under rewards on 
matters related to organisation justice element such as distributive justice (Lambert et al., 2007). 
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Besides, in job design, adequate autonomy and clear task identity are vital while maintaining fairness 
in distributing rewards is valued and effective. Organisation should seek to job design that offer task 
identity so employee find their work interesting and meaningful.  By that, it permit them to perform 
variety of tasks that require a broad  knowledge, skills and abilities, so it will make the employee feel 
proud and have a sense of achievement when that particular job is well done. While giving employees 
autonomy in areas such as scheduling work and determining how and when to do job tasks will 
creates independent employees and they will gain greater control over the planning and 
implementation of their tasks. Previous study highlighted autonomy increase homecare workers’ job 
satisfaction (Barken et al., 2018)   
 
Limitation of Study 
This study has a few limitations. First, the findings based on cross-sectional data. Thus we causality is 
impossible to be proposed. Evidence is based on correlational only. Second, limited number of data 
can exposed the data to bias. Third limitation is generalizability of the result. The sample only used 
one organisation as referent for office workers. Different organisation might possess different job 
characteristics affect 
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