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Abstract: This study aims to know  the effect of work design on work commitment in Star Capital Group 

company; and find out which actual indicator of the job design influences work commitment the most. This 

research method is quantitative approach. Data collection techniques are carried out through surveys, with a 

questionnaire instrument. The population is all employees of the Star Capital Group. The sampling technique 

uses saturated samples, because all population elements are sampled. The number of samples are 170 

employees. The analysis technique uses the ordinary least square (OLS) through SPSS software. The results 

showed that work design had a positive and significant effect on work commitment. Among the five dimensions 

of work design, four dimensions (job variation, job significance, job autonomy, and feedback) have a positive 

and significant effect on work commitment. Only the dimension of work identity has a negative and significant 

effect on work commitment. Dimension of work variations are the most influential on work commitment. 
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I. INTRODUCTION 
Corporate culture in the industrial era 4.0 experienced various changes as part of technological 

development and digital transformation (Machado, 2016). One influence of technological developments in the 

industrial era 4.0 is the emergence of a work culture and company operating system called agile work culture. 

Agile work culture is a thing or concept that is still relatively new, but then various types of companies, 

especially digital-based companies began to apply it to the work culture and operational activities of the 

company. 

The role of technology in the world of companies and jobs then began to appear more active when a 

new work culture (one example of agile culture) resulted in the creation of various kinds of designs and modern 

work models that were finally able to influence the state of the labor market on a global scale. Research of 

Bosch (2016) that also strengthened by Jordan (2014) found that technology has a strong influence on job 

design in companies in the industrial era 4.0, the majority of which are digital start-up companies, thus creating 

a work culture based "work intelligence" where traditional work designs are slowly being replaced by modern 

work designs. 

Job design in agile cultured companies that dominantly influenced by technological developments is 

expected to produce a modern, flexible and concise work design to improve the performance, satisfaction and 

commitment of employees working in the company. This was also corroborated by research conducted by Umar 

(2013) which found that modern job design has a more significant effect on work commitment than traditional 

job design in the current technological era. 

If we look at the work culture adopted by start-up companies today that are identical with the agile 

culture, then the design of work in agile culture companies that are flexible and responsive in logical thinking 

will certainly be able to produce increased creativity, innovation and the ability of employees to carry out tasks 

and its responsibilities so that it can indirectly affect work commitments, work quality and creativity of 

company employees with this agile culture. Research conducted by Nielsen &Montemari (2012) and De Jong et 

al, (2014) states that job design has an influence on work commitment and work quality of employees. On the 

other hand, employee commitment has no significant impact on employee job performance (Ariyanto, 2020). 

This situation raise the curiosity of researcher to elaborate more on factors affecting commitment of employee 

within the organization especially related to work commitment. 

Another research conducted by Raharjo, et al. (2018) found that organizational culture and job design 

both had a significant influence on employee work commitments in a company. Research of Tamhir, L., 

Sujanto, B., Karnati (2019) proves the effect of work design on affective commitment. Affective commitment is 

one of the three dimensions of work commitment. The other two dimensions of work commitment are 

continuity commitment, and normative commitment. 
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The results of the previous research are interesting to be tested further in the Indonesian context, 

especially in the case of the Star Capital Group. which has been implementing agile culture for the past three 

years. This group has several business units that are engaged in several business fields such as financial 

services, information and technology, and renewable energy industries that apply agile culture in the overall 

operational system of the company. 

But unlike the results of previous studies (De Jong et al., 2015; Raharjo et al., 2018), the application of 

agile work design in the Star Capital Group did not show a positive effect on employee work commitments. 

Company data shows that employee turnover is relatively high at 11.96% in 2019. Similarly, management's 

findings are not satisfied with the innovation and initiative of their employees in improving the quality of their 

work. These data prove that the design of agile work does not have a positive impact on employee work 

commitments at Star Capital Group companies. The 2019 data need to be further tested, because it will be a 

material for company evaluations about the continued implementation of work designs with an agile culture. 

That is where the significance of this research is for the Star Capital Group and for other companies that are or 

will be implementing work designs based on agile culture. 
 

II. LITERATURE REVIEW AND HYPOTHESIS 
Agility 

Agility is defined as the result of integrating awareness to change opportunities or challenges, both 

internal and external environment, with the ability to use resources in responding (proactively / reactively) to 

these changes, all in a timely and flexible manner (Li, X ., &Holsapple, 2018). 

What is the relationship between agility and organization? According to Olteanu (2018) if an 

organization adopts agile culture as a project management approach, all parts of the organization will be 

affected. Agile culture will not run just like that, because it requires prerequisites. In addition to training and 

workshops all employees are needed regarding agile culture; the most important thing is the formation of an 

agile community within the organization. It is the community that continues to carry out endless learning, adopt 

change by change, and deliver promising innovations. 

The same thing was stated by Krehbiel& Miller (2018). Although it is recognized that agile can be an 

important part as an "umbrella" in quality management; agile cannot stand alone; other elements still needed to 

support the creation of agile culture in an organization 

 

Job Design 

Work design, according to (Bakker, A. B., &Demerouti, 2018) is about "how the work, tasks and roles 

are structured, enforced, and modified, and their effects on individual, group and organizational outcomes. 

Job design variables (X) include five dimensions (Hackman & Oldham, 1975). The following is an explanation 

for each dimension. 

a. Job Variety (Skill Variety) (X1) is the extent to which a job requires a variety of activities that vary 

(different), which involve the use or a number of different skills and talents in employees (Hackman & Oldham, 

1975). According to (Nair & Vohra, 2010), workers who consider their work to lack skill variations tend to feel 

alienated and feel less likely to be placed as part of their organizational development. (De Vries et al., 2006) 

found that the level of variation in work was positively related to employee knowledge contribution.   

b. Task Identity (X2), i.e. the extent to which the work requires completion of the "whole" and 

identifiable part, i.e. doing work from beginning to end with visible results (Hackman & Oldham, 1975). 

According to Gagné et al (2019), when employees identify them with their tasks, they can internalize external 

demands and expectations and require fewer external opportunities to encourage desirable behavior (Pee, 2011) 

supporting views (Hackman & Oldham, 1975) that work with a high duty identity allows employees to follow 

the main internship in providing complete service units. 

c. Task Significance (X3), namely the extent to which work has a significant impact on the lives or work 

of others, both within the immediate organization or in the external environment (Hackman & Oldham, 1975). 

A meta-analysis conducted by Morgeson (2006) shows that the task of increasing motivation is to enable 

employees to experience their work as more meaningful work. More or less the same thing stated by Grant & 

Fried (2007) that employees go outside the office to carry out important tasks in the framework of social 

behavior that refers to actions with freedom of time, the search for knowledge, or skills for the benefit of others; 

all of which will encourage employee knowledge contribution to the environment.     

d. Job Autonomy (X4), namely the extent to which the work provides independence, and substantial 

freedom, and discretion for employees in scheduling work and in determining the procedures used to carry it out 

(Hackman & Oldham, 1975). According to Pee (2011) in high autonomy work, the results of the work are more 

dependent on individual efforts, initiatives, and decisions rather than on the adequacy of instructions from 

supervisors or standard operating procedures. Therefore individuals who work on high autonomy tend to feel 

stronger responsibility for the results of their work. According to Foss et al (2010), increased work autonomy is 

intrinsically preferred to motivating employees to contribute scientifically. 
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e. Feedback (from the job itself) (X5), namely the extent to which carrying out work activities required 

by work can cause employees to get direct and clear information about the effectiveness of their performance 

(Hackman & Oldham, 1975). According to Deci, E.L (1985), receiving feedback about one's performance is an 

element of feeling that is critical and competent, so that it becomes a strong predictor of motivation. Foss et al 

(2010) found that receiving feedback is a positive task of management in increasing employee motivation which 

in turn can increase the contribution of their intra-organizational knowledge. 

 

Work Commitment 

Commitment is defined as an internal force (mindset) that binds individuals to the target (social or non-

social) and / or actions or relevance to these targets (Staniok, 2016). There are several types of commitment 

within any organization. In example, Ariyanto (2020) states one type of commitment that affecting employee 

performance which is organizational commitment. This research focuses on commitment toward the job of the 

employee. Work Commitment Variable, include three dimensions (Allen & Meyer, 1993) which are: 

a. Affective commitment (Y1), refers to employee emotions, employee’s identification, and employee’s 

involvement in the organization. This dimension is an affective attachment to the organization (affective 

attachment to organization). Beck & Wilson (2000) suggest that organizational members who are committed to 

a fixed affective level because they see their personal work relationships as in accordance with the goals and 

values of the organization where they work. According to Sheldon (1971) affective commitment is an attitude 

or orientation towards the organization, which connects the person's identity to the organization. Hall, D.T., 

Schneider, B., Nygen (1970) defines this affective component as a process in which the goals of the 

organization and people become increasingly congruent. 

b. Continuance commitment) (Y2), refers to the awareness of the costs of leaving the organization. This 

dimension is the perceived cost (if) leaving the organization (perceived cost of leaving). According to (Beck & 

Wilson, 2000), continuity commitments can be seen as employees' instrumental additions to the organization, 

where the association of individuals with the organization is based on an assessment of the economic benefits 

gained. According to Hrebiniak, L.C.;&Alutto (1972), another view for commitment to continuity is that 

structural phenomena that occur due to individual transactions with organizations.  

c. Normatve commitment (Y3), referring to the feeling of obligation to continue (Mgulqulwa, 2008) 

called this dimension as an obligation to remain in obligation (obligation to remain at the obligation). According 

to Marsh &Mannari(2011), normative components seen as the commitment of employees who consider it 

morally right to remain in the company. Normative commitment is also seen as a totality of normative pressures 

that are internalized to act in ways that meet the goals and interests of the organization.  

Numerous studies show the influence or relationship of work design and work commitment (Ling &Toh, 2014; 

Singh & Gupta, 2015; Spagnoli, P., & Caetano, 2012; Valaei&Rezaei, 2016; Wickramasinghe, 2016) Based on 

problem formulation, theoretical studies, and previous studies, we can further refine the conceptual model of 

research as follow:  

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

Figure 1: Conceptual Model of Research  

 

Based on the conceptual model of research above, it can formulated hypothesis as follow 

Hypothesis 1: Job design influences work commitments for company management that implements agile 

organizational culture. 

Hypothesis 2:  The dimensions of the work design variable affect the work commitment of employees in 

companies with an agile culture. These hypothesis are detailed as follows: 

Hipotesis 2a:  Job variations has an effect on work commitment 

Hipotesis 2b:  Job identity has affect work commitment 
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Hipotesis 2c:  The significance of the job has an effect on work commitment 

Hipotesis 2d:  Job autonomy has an effect on work commitment: 

Hipotesis 2e:  Feedback of job has an effect on work commitment: 

 

III. RESEARCH METHODS 
This study aims to examine the effect of job design on work commitment. The research was carried out 

in February 2020, and took the population of all employees of PT Star Capital with total 173 people. The 

company is located inSinarmas Land Plaza Tower 2 Building 11th Floor, ThamrinRoad, Central Jakarta.. 

Because the population size is relatively small, all members of the population are made research respondents. 

The research approach uses quantitative methods, with survey research designs. (Cooper, D.R., & 

Schindler, 2014). Survey research in this study is to answer questions about the relationship between variables 

(Creswell, J.W., & Creswell, 2018), and is classified as a causal explanatory study. Causal explanatory studies 

are studies that seek to explain the impact on changes in a dependent variable when there is a change in the 

independent variable (Cooper, D.R., & Schindler, 2014). 

 

Tabel 1. Operationalization of Research Variables 

 
                          Indicator Variables No. of Questionnaires       Valuation 

1. Job variety (X1) Job Design 5 Ordinal scale 
(Likert 1-5) 

1= strongly 

disagree, 
2=disagree, 

3=Neutral 

4= Agree 
5= Strongly agree 

2. Job identity (X2) Job Design 7 

3. Job significance (X3) Job Design 4 

4. Job autonomy (X4) Job Design 4 

5. Feedback (X5) Job Design 3 
6. Affective commitment (Y1) Job Commitment 4 

7. Continuance commitment (Y2) Job Commitment 3 

8. Normative commitment (Y3) Job Commitment 3 

     

This research data analysis method uses Statistical Product and Service Solutions (SPSS) to test the 

validity and reliability of research instruments (questionnaires), and perform a regression between indicators of 

work design variables on work commitment, regression between dimensions of work design on work 

commitment, and do inter-dimensional correlation test using Pearson Correlation (Santoso, 2017). 

 

IV. RESULTS AND DISCUSSION 
Profile of Respondent Characteristics 

Members of the study population are 173 people. All returned questionnaire entries online. However, 

there were 3 respondents returning the questionnaire with incomplete entries, and the researchers excluded them 

from the subsequent data analysis process. Thus, the effectiveness of data collection of 98.26% of the target 

population, or complete data entry was obtained from 170 respondents. 

Profile of respondents according to gender are 116 men (68.23%) and 54 women (31.76%). Profile of 

respondentsbyage:≤25years23(13.52%),26-30years57people(33.52%),31-35years42people(24.70%), 

36-40 years 27 (15, 88%), 41-45 years 7 (4.11%), 46-50 years 12 (7.05%), 51 years ≤ 3 (1.76%). 

Distribution of respondents according to graduate education: graduated from high school / vocational school 6 

(3.52%), diploma 3 (1.76%), undergraduate 115 (67.64%), post graduate 45 (26.47%). Respondents according 

toposition 

of assignment: administrative staff 59 (34.70%), associate 53 (31.17%), managerial 40 (23.52%), 

executive 18 (10.58%). Respondents according to their tenure: less than one year 66 (38.82%), between one to 2 

years 48 (28.23%), more than 2 years 53 (31.17%). 

 

Variable Description 

The result of variable description shows that the mean value of the calculated work design variable is 

3.69. Based on class intervals for the Likert Scale 1-5, the value of 3.69 falls into the "agree" category (3.40 <X 

≤ 4.20), although it is not yet included in the "strongly agree" category (4.20 <X ≤ 5.00) ). This means that the 

average perception of respondents is to approve the current work design, which is work design based on agile 

culture. 

The average value of the calculated work commitment variable is 3.58. Based on class intervals for the 

Likert Scale 1-5, a value of 3.58 is included in the "agree" category (3.40 <X ≤ 4.20), although it is not yet 

included in the "strongly agree" category (4.20 <X ≤ 5.00) ). The average value shows that the average 

perception of respondents is to approve the values that exist in the work commitment. This can be said that 

employees in the Star Capital Group tend to have relatively high work commitments. 
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Classical Assumption Test 

The classic assumption tests in this study include the normality test, linearity test, and 

heteroscedasticity test. The classic assumption test in this study does not include the autocorrelation test, 

because the data in this study are one-time data or on-shot or cross-sectional data. Likewise the classic 

assumption test in this study does not include a multicollinearity test, because the independent variables only 

amount to one piece. This is because the multicollerarity test is a test of the presence or absence of correlations 

between independent variables, which means it is assumed that the number of independent variables is more 

than one (Ghozali, 2012). 

The first normality test results show that the Asym Sig (2-tailed) value for the variable work 

commitment, and work design respectively 0.004 and 0,000. Means the value of Asyg Sig (2-tailed) <0.05. This 

shows that the data variable work commitment, and work design is not normally distributed. Therefore it is 

necessary to make efforts to overcome this data abnormality by transforming data (Ghozali, 2012). The second 

normality test results using the data transformation method. The results show that the Asym Sig (2-tailed) value 

for the work commitment variable, and the original work design were 0.004 and 0,000, respectively, changed to 

0.200 and this value applies to both variables. Means the value of Ash Sig after data transformation (0.200)> 

0.05. This shows that the data variable work commitment, and work design has normal distribution. 

Furthermore, the linearity test aims to find out whether two variables (independent variable and 

dependent variable) have a linear relationship or not significantly. It is assumed that the two variables have a 

linear relationship if the significance value (linearity) is less than 0.05. Linearity test results show that based on 

a test of linaerity with a significance level of 0.05, a significance value (linearity) of less than 0.05 is obtained. 

Means that the variable work design and work commitment has a linear relationship. 

 

Multiple Regression 

The results of multiple linear analysis to test the effect of work design variables on work commitment 

shows that the Adjusted R2 (R Squared) is 0.381 (38.1%) which means the contribution / contribution of the 

influence of the independent variable (work design) to the dependent variable (work commitment) is 38 , 1%. 

This means that the work design can explain the work commitment of 38.1%. The remaining influence (100% - 

38.1% = 61.9%) has other variables outside the work design variable. Means the explanation of work 

commitments, amounting to 38.1% is explained by the work design, and by 61.9% explained by other variables 

outside the work design. 

The coefficient value of the influence of work design on work commitment is 0.362. This means that 

the work design regression coefficient of work commitment amounted to 0.362. This figure means that each 

work design variable increases by 1 (one) unit, then work commitment will increase by 0.362. 

The results of the significance test of the effect of work design on work commitment show that the 

value of t count (10.253)> t table (1.97419); and p-value (0,000) <critical value (0.05). Based on the results of 

this significance test, it means that work design has a positive and significant effect on work commitment. This 

means that hypothesis 1is proven. 

Furthermore, the effect of each dimension of the working design variable on the work commitment variable is 

as follows: 

1) Job variation (X1) has a positive and significant effect on work commitment, with a regression 

coefficient of 0.350. That the effect is significant, it can be seen from the p or p-value (0,000) <critical value 

(0.05). Therefore hypothesis 2a is accepted. 

2) Job identity (X2) has a negative and significant effect on work commitment, with a regression 

coefficient of -0.205. That the effect is significant, it can be seen from the p value or p-value (0.005) <critical 

value (0.05). Therefore hypothesis 2b is failed to accept. 

3) Job significance (X3) has a positive and significant effect on work commitment, with a regression 

coefficient of 0.312. That the effect is significant, it can be seen from the p or p-value (0,000) <critical value 

(0.05). Therefore hypothesis 2c is accepted.  

4) Job autonomy (X4) has a positive and significant effect on work commitment, with a regression 

coefficient of 0.201 that the effect is significant, seen from the p or p-value (0.005) <critical value (0.05). 

Therefore the 2d hypothesis is accepted. 

5) Feedback (X5) has a positive and significant effect on work commitment, with a regression coefficient 

of 0.172. That the effect is significant, it appears from the p value or p-value (0.026) <critical value (0.05). 

Therefore hypothesis 2e is accepted. 

 

Relationship Between Variable Dimensions 

Correlation analysis between dimensions of work design variables, with dimensions of work commitment using 

Pearson Correlation shows that: 

1) The five dimensions of work design, each has a positive relationship with each dimension of work 
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commitment. Means not only at the variable level that work design influences work commitment, but at the 

level of dimensions both variables are correlated.  

2) There are 15 inter-dimensional correlations, most correlations (13 correlations) are significantly 

correlated. Only two correlations were not significant, namely the correlation between job identity (X2) with 

affective commitment (Y1), and correlation between feedback (X5) and affective commitment (Y1).   

3) Judging from the level of correlation, only one correlation is very low (between 0,000 and 0.199); 

while the largest remaining are those with low correlations (7 correlations, ie between 0.300 to 0.3999) and 7 

correlations with moderate correlations (between 0.400-0.599).   

4) The highest correlation is the correlation between the feedback dimension (X5) with normative 

commitment (Y3) with a correlation level of 0.597. The lowest correlation is between job identity (X2) with 

affective commitment (Y1). 

 

Hypothesis Testing Results Discussion 

The results of this study which show the positive influence of work design on work commitment are in 

line with the results of previous studies, including research (Ling &Toh, 2014; Singh & Gupta, 2015; Spagnoli, 

P., & Caetano, 2012; Valaei&Rezaei, 2016; Wickramasinghe, 2016) all of which prove the positive influence of 

work design on work commitment.   

Bosch (2016) and Jordan (2014) provide an explanation why the design of agile work as a modern 

work design has more influence on work commitment than traditional work design on work commitment. The 

two researchers view that work design with agile culture contains predominantly technology that makes modern 

work designs have characteristics of "work intelligence", work speed, ease and flexibility of work. Such work 

designs are more capable of producing increased creativity, innovation, and employee work abilities; which 

ultimately also has a positive impact on performance to work commitment.   

Why work design affects work commitment, Raharjo et al. (2018) explains the relationship between 

two dimensions in job design, namely the dimensions of autonomy and variations in work. Both dimensions 

give employees the freedom to decide when and how to do certain tasks. Work autonomy and work variations 

allow employees to have a greater sense of responsibility, and generate willingness to do varied work. 

Autonomy and variations in work provided by the company to employees make employees feel given 

responsibility, motivating employees to feel they have authority in their field of work, and this will increase 

employee work commitment. 

Work autonomy, as defined by Hackman and Oldham (1980), refers to the extent to which a person 

has the freedom, wisdom and independence to schedule and determine his own work procedures. That work 

autonomy can affect work commitment, because the five indicators of work autonomy from (Hackman & 

Oldham, 1975) The researcher is condemning the occurrence of work commitments. The five indicators of the 

autonomy dimension are the power to make decisions, input into standard operating procedures (SOP), can 

negotiate with customers / or other parties, can work independently, and are free from conflicting work orders. 

Tamhir, Sujanto, and Karnati (2019) explain why work design can affect work commitment by 

analyzing one dimension of work commitment, in this case affective commitment. Work design can improve 

work efficiency and effectiveness, match employees' individual tasks with the group, and can achieve quality 

work life, and increase job satisfaction. Dimensions in work design can interact effectively to enhance positive 

behavior and maintain greater work commitment. A good work design is a combination of a combination, skills, 

motivation, and techniques to create a conducive work climate, so that work design can affect the affective 

commitment of employees.  

Considering that work design can increase work commitments, then if work commitments in the Star 

Capital Group have not been maximized, it is important to evaluate the current work design of the Star Capital 

Group. The five work design indicators (job variation, job identity, job significance, job autonomy, and 

feedback) should be carefully evaluated. Regarding indicators of job identity, should receive special attention, 

considering that in this study only these indicators have a negative effect on work commitment.  

As explained by Olteanu (2018), agile culture will not go away, because it requires prerequisites. 

Besides training and workshops that are needed by all employees related to agile culture; the most important 

thing is how to form an agile community in the organization. The community must continue to do learning 

without end, adopt change for change, and bring forth innovations that give hope. Star Capital Group companies 

must also systematically and conceptually involve other elements in the company in order to support the 

creation of agile culture in an organization (Krehbiel& Miller, 2018). 

Star Capital Group companies must be able to vary jobs according to variations in the capacity of 

employees (Hackman & Oldham, 1975). Work must also be identifiable, so that it is clear what the job target is, 

the overall scope of work, clearly the start and end of the work (Gagné et al., 2019). Employees must feel that 

their work is meaningful and significant in the company (Hackman & Oldham, 1975). Companies must also 

give autonomy to employees to carry out their work. Another thing is to collect feedback from employees, 
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because it is important to evaluate the work system in the company earlier Pee (2011) 

 

V. CONCLUSION AND SUGGESTIONS 
Work design has a positive and significant effect on work commitment. If broken down by dimension, 

four of the five indicators of work design variables (job variation, job significance, job autonomy, and 

feedback), the strongest work design dimension influencing work commitment is the dimension of work 

variation.  

If the results of this study are related to agile culture, then if the Star Capital Group wants to increase 

work commitments, one of the keys is to increase the role of work design. If at present the work committees are 

still low in the Star Capital Group, work redesigns are needed that encourage employees to have work 

commitments. 

This study has limitations, among others, regarding the limited number of variables. The researchers 

are expected to add more variables, so that we get a comparison of the variables that affect work commitments 

in companies that have agile work culture. 
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