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Introduction 

One of the objective factors in the work 
setting arrangement is working time. Time 
in its relation to work is meaningful for 
employees. Working time is more than just 
hours spent for work, it is also perceived by 
employees as a social setting that intervenes 

their personal life (Henly & Lambert, 2014; 
Okulicz-Kozaryn & Golden, 2018; Olsson & 
Sundh, 2019). Working time shapes 
workers’ experience and influences their 
productivity (O’Carroll, 2015; KÜnn-Nelen. 
De Grip. And Fourarge, 2013; Azwir dan 
Satriawan, 2018). Work setting 

Abstract 

 

Employee is adapting with their working environment.  As part of work arrangement, 
working time is an important factor that determines how employees perceive their working 
life. This research composes working time perception as a complex variable that is measured 
in four dimensions, including discipline, incentive, knowledge, and commitment. We 
construct a hypothesis that working time perception positively and linearly influences 
employees’ work satisfaction. Based on a survey of 320 employees, the results of linear 
regression analysis confirm the validity of this hypothesis. We conclude that employees who 
are bounded by their work setting would have a fairly work satisfaction when they perceived 
their working hours positively. 
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arrangement modifies the working 
environment for employees to adapt when 
workers fulfill their obligations at work 
(Goodarzi, Nurmi, & Rantanen, 2015).  

There are two groups of interest regarding 
the working time arrangement in 
organization. The employer arranges work 
hours in their favor to generate maximum 
production output, which makes them 
prefer longer working hours. On the other 
hand, the employees prefer shorter working 
time so that they can have more time to 
arrange their personal life and well-beings 
(Vielers, Münderlein, and Koster 2013; 
Garnero, Kampelmann, and Rycx, 2014). 
These two opposite interests are not 
symmetrical, where the employer has a 
better bargaining position and the 
employee is in the position to comply 
(O’Carroll, 2015; Watson, 2008: 246).  

Manager needs to be careful in determining 
working time for employees. Several studies 
on working time conclude that working 
time has a nonlinear correlation with 
productivity (Beherens, 2013; Bannai and 
Tamakoshi, 2014). Employees’ working 
time only supports productivity rate until a 
certain turning point where adding more 
work time would be counterproductive. 
Excessive working time is hazardous to 
employees' health and also becomes one of 
the occupational stress factors that cause 
anxiety. Long working hours could generate 
health issues because employees do not 
have enough time to rest, which increases 
the possibility to fall sick and forces them to 
absence from their work (Nätti, Oinas, & 
Anttila, 2015). This issue could harm 
organizational productivity due to 
employees’ absence because of health 
reasons. Prolonged work hours and 
excessive workload also raised the 
psychological risk of employees (Boschetto, 
De Rosa, & Marini, 2016). Long work hours 
increase the work-family conflict which 
reduce the ability of the employees to focus 
on what they are doing in the organization 
(Burchielli et al., 2008; Olsson & Sundh, 
2019; O’Carroll, 2015). Therefore, working 
time is not a one-dimensional concept, and 
it is more useful to understand work hours 
from the employees’ perspective.  
 

Employees’ responses to work time 
arrangements vary according to their 
unique experience. Thus, it becomes 
important to discuss the effect of working 
time on job satisfaction. Ideally, the ideal 
working time is 8 hours a day (Bannai and 
Tamakoshi, 2014), but in fact employees 
often spend longer than this time in the 
office. The working arrangement may also 
encourage employee to complete the work 
on time by providing incentives. 
Accordingly, the goals or targets of the 
organization could be achieved effectively 
and efficiently.  

The part-time employee and the full-time 
employee have a different way to perceive 
working time in this sense. For part-time 
employees, especially those who are paid 
based on their working time, they tend to 
work extra hours to get more income (Henly 
& Lambert, 2014; KÜnn-Nelen. De Grip. And 
Fourarge, 2013; Münderlein, and Koster, 
2013; Garnero, Kampelmann, & Rycx, 2014; 
Baihaqki & Jahja, 2019). Meanwhile, full-
time employees with a fixed income prefer 
shorter working time. They perceive 
working time as a part of their workload, 
and would prefer to outsmart their work 
setting to reduce the workload by taking 
leave, absence from the office, or even 
resign from work (Surachman, 2016; Nätti, 
Oinas, & Anttila, 2015; Ruppanner & 
Maume, 2016). These two statements 
portray the subjectivity of the 
understanding of work time arrangements 
by workers. It is also helpful to use the 
dispositional theory to explain the personal 
characteristics of workers, alter their 
perception of work arrangements, and how 
the perception affects their job satisfaction. 
(Peng & Mao, 2015; Judge, Bono, & Locke, 
2000; Cropanzano, James, & Konovsky, 
1993).  

Dispositional theory sees individual 
behavior influences worker behavior. This 
research describes the individual as a 
worker who perceives his/her working 
time regarding work satisfaction. This view 
leads them to the strategy of finishing the 
job within a certain time. Regarding 
working overtime, employees consider that 
they will receive rewards, namely 
incentives and more knowledge. The 
reward then affects their work satisfaction 
because it is obtained from the success of 
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managing self-esteem, being confident in 
their skill and being able to control the 
situation in the form of pressure from 
supervisors (Mitchell, Smyser, & Weed, 
1975; Ford & Collinson, 2011), team 
members (Frazier, et al, 2015; Zhai, Lindorff 
& Cooper, 2013), as well as the working 
time (Okulicz-Kozaryn & Golden, 2018). 
Therefore, this article continues to 
elaborate the impact of employees’ working 
time on their satisfaction. 

Personal Trait and Work Satisfaction 

Social environments nurture personality 
traits through social relations. Work setting 
creates a certain environment that is 
intended to influence employees' behavior 
(Goodarzi, et al, 2015). The Worker 
adaptation to the dynamic of their work 
setting in the organization varies according 
to their personal traits. Dispositional theory 
explains the importance of personality trait 
to regulate the mood of an individual 
toward his/her environment. Several 
studies have used this theory to explain the 
relationship between employees’ 
personality as a factor of their work 
satisfaction. The first group of study focuses 
on self-determination as an internal drive of 
individual action that supports  the 
employee’s approach to adapt to 
organizational change. (Shogren, et al, 
2015). Self-determination is an autonomous 
desire to actualize his/her interest that is 
driven by personal disposition. The next 
group of study puts more attention on the 
organization as a dynamic environment that 
influences workers’ wellbeing (Frazier, et al, 
2015). Workers consciously evaluate their 
attachment to the organization, including 
their trust and confidence of the fulfillment 
of their personal interest through 
organization (Frazier, et al, 2015; Peng & 
Mao, 2015). The workers use self-efficacy to 
evaluate  their position in the organization 
in response to organizational treatment. A 
worker who is personally fit to his/her 
organizational environment has higher job 
satisfaction than the one who continuously 
struggles to adapt with the work setting 
(Peng & Mao, 2015). Judge et al (2000) have 
elaborated self-core evaluation of individual 
employees as a variable that influences 
employees’ work satisfaction into four 
dimensions: self-esteem, self-efficacy, locus 

of control, and neuroticism (Judge, Bono & 
Locke, 2000: 237).  

Working life build self-esteem to the worker 
by giving a sense of identity according to 
their role in society (Grint & Nixon, 2015; 
Baihaqki & Jahja, 2019). However, the 
meaning of work for an individual also 
depends on how they perceive their role in 
the job they are working on. Employee 
evaluates their role in an organization, as 
they are driven to engage in the 
accomplishment of organizational 
objectives (Nencini, Romaioli, & Meneghini, 
2016), and the social relationship with their 
colleagues (Zhai, Lindorff & Cooper, 2013).   

 

Self-Efficacy also plays an important role in 
job satisfaction. Employees are actualizing 
themselves through their work, therefore 
person job-fit would improve their 
commitment to the job and cope with other 
demands from outside of their organization 
life (Peng & Mao, 2015). The high-
performance working system stated that a 
certain amount of discretion would benefit 
employees and increase their performance, 
and thus their satisfaction (Bartling, Fehr, & 
Schmidt, 2013; Okulicz-Kozaryn & Golden, 
2018). Employees perceive that they have 
an acceptable locus of control which makes 
them able to control what is important in 
their working life (Mitchell, Smyser, & 
Weed, 1975).  

 

Working Time Arrangement 

Modern organizational management aims 
to create a competitive production process. 
Organization management uses flexible 
work arrangements to cope with the liberal 
competition. These flexible arrangements 
could be classified into functional flexibility 
and numerical flexibility (Peetz, 2019). 
Functional flexibility refers to managerial 
settings that treat employees as an active 
resource able to develop themselves. 
Employers start to intensify the workload of 
their employees. They manage human 
resources so that their employees are ready 
to adapt to a variety of workloads. 
Numerical flexibility puts the number of 
workers or the hours they work according 
to the needs of the organization. Employers 
arrange the remuneration system for their 
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employees to pursue efficiency. Hourly 
wages and overtime wages are replaced by 
periodic full-paid incentives. This system 
benefits employers because they do not 
need to pay employees who have to work 
overtime to finish their tasks. The 
productivity expectations of the employee 
who has received benefits have also 
increased. Thus, employees perceive 
working time as part of the workload 
because it relates to the incentives they 
receive.  

Working time perception is not a single 
dimensional concept, such as the amount of 
time spent to work; this notion is perceived 
differently by the employer and the 
employee. For employers, working time is a 
variable of productivity, whereas increasing 
or reducing work hours would influence the 
production output. Employers may give 
incentives for their employees to work extra 
time. The high-performance management 
system suggests discretion for employees in 
completing an extensive workload 
(Bartling, Fehr & Schmidt, 2013). To 
maintain employees' motivation, 
management also provides a relatively huge 
benefit for employees who can achieve their 
given target. This work arrangement is 
aimed to nurture self-motivation from the 
employee to be responsible for their 
achievement, as employees may need more 
time to finish their task. Therefore, they 
voluntarily work overtime so that they 
would get the full benefit from completing 
their task.  

Employees perceive working time as part of 
their workload, thus the number of work 
hours also influences their work satisfaction 
(Boschetto, De Rosa, & Marini 2016; 
O’Carroll, 2015). They realized that their 
labor is paid from their productivity, and the 
number of hours they spend working are 
one of the bases to value their performance. 
They perceive that having more working 
hours could generate more income for them 
(Vielers, Münderlein, & Koster, 2013; 
Wanroy & Wilson, 2006). However, 
allocating their time to work would reduce 
the time for their other needs, namely for 
their family life and recreation. Thus, 
spending more time for work is considered 
as a determinant factor that generates work 
to family conflict, since work has taken most 
of the time to maintain the employee’s 

family life (Yeh, 2015; Clark, et al, 2014; 
Voydanoff, 2014; Kelly, et al, 2014). To 
reduce the risk of work to family conflict, 
one should compartmentalize their 
organizational life and family life strictly. 

 

Spending more time to work also increases 
employees’ fatigue which increases the risk 
for employees’ health and their 
psychological distress. Overworking and 
being unable to refresh their physical and 
psychological condition are also known 
factors for depression and physical illness, 
that force employees to take absence for 
health reason (Nätti, Oinas, & Anttila, 2015; 
Bannai & Tamakoshi, 2014). Another 
reason for working hours becoming a 
stressor factor is because they generate 
work-family conflict for the worker (Yeh, 
2015; King, et al, 2014; Voydanoff, 2014). 
However, it is not always the case that 
shorter work hours would guarantee less 
work-family conflict as concluded by 
Ruppanner & Maume who stress the 
presence of an individualistic cultural 
ideology that interferes in how workers 
balance their time for organization and 
family (Ruppanner & Maume, 2016). Long 
work hours make workers seek an adaptive 
strategy for balancing their organization life 
and family life (Hill, Märtinson, & Ferris 
2004). 

 

Method 

Previous research studies have proven a 
non linear relationship between working 
time and productivity. Departing from these 
assumptions, this study intends to see the 
significance of the linear relationship model 
between perceptions of working time and 
job satisfaction. Our hypothesis is that the 
working time perception influences work 
satisfaction in a linear fashion. To test the 
validity of this model, we use linear 
regression analysis. Data collection was 
carried out by survey method.  

 

The respondents involved in this survey are 
those who have worked more than 12 
months. They are employees who work in 
government or private institutions with a 
formal working agreement. Therefore, all 
the respondents have a salary above the 
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official minimum payment in the city and 
considered as a middle income. 
Respondents were recruited using snowball 
sampling technique. They were given the 
online questionnaire link via their social 
media accounts.  

Respondents are given questions with four 
response categories coded in number 1 
through 5 which are as follow: 1= very low, 
2 = low, 3 = fair, 4 = high, 5 = very high. From 
their responses, we built a linear 
relationship model between the two 
variables. We obtained 320 respondents 
who met the criteria, namely working in a 
formal organization with more than one 
year of work experience in  their current 
workplace. 

 

The working time perception variable is 
measured from employees' perception of 
the work hours at their workplace. 
Dispositional theory suggests that every 
individual is driven by their personality 
traits. Employees who fit with the working 
time arrangement as part of the work 
setting in their organization perceived the 
official work hours positively. The 
worktime perception variable value is 
composed of the four dimensions, which 
include: Work time discipline (Xd1), Work 
time incentive (Xd2), Work time knowledge 
(Xd3), and Work time commitment (Xd4). 
The work time perception index is obtained 
with the following equation: 

 

X = �Σ��1�� � �Σ��2�� � �Σ��3�� � �Σ��4�� 

 

The respondents were given questions as follows: 

Table 1: Instrument validity test for working time perception variable 
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The dependent variable in this study is job 
satisfaction. We follow the work of Timothy 
Judge in describing employee work 
satisfaction perception into four 
dimensions of personal traits, including 
self-esteem, self-efficacy, locus of control, 

and neuroticism. The measurement 
elaborated into four-dimension variables, 
which include: Self Esteem, (Yd1), Self-
efficacy (Yd2), Locus of control (Yd3) and 
neuroticism (Yd4). The job satisfaction 
index obtained by the following equation: 

 

Y = �Σ��1�� � �Σ��2�� � �Σ��3�� � �Σ��4�� 

 

Table 2: Instrument validity test for work satisfaction variable 

 

 

 

Product moment correlation is used to test 
the validity of each question to measure 
both test variables. The validity test result 
shows that all items are valid and included 
in the index variables equation. A regression 
test is used to verify the relationship model 
between the two test variables, that 
employees working time perceptions 

influence their work satisfaction. The 
regression test includes three statistical 
assumptions, including normality test to 
ensure the variants of collected data are 
distributed normally; linearity test of the 
two test variables to verify the best model to 
depict the relationship between work time 
perceptions and work satisfaction. 
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Table 3: Instrument Reliability Test 

 

 

 

Finding and Discussion  

Workers have a low perception of their 
work time. However, the elaboration in the 
perception of work time variables shows 
the variation of values in its four 
dimensions. Measurement of the perception 
of work time is divided into four 
dimensions. Workers who have a good work 
time discipline are punctual in starting 
work and returning from work. Their 
knowledge of the detailed regulations 
regarding their working time is also high. 
However, they tend to take for granted 

responding to work time. They do not 
question the details of working time 
regulations in their respective institutions. 
However, workers are aware of the 
incentives provided by their offices 
concerning work time. They also realize that 
the remuneration system in their office no 
longer provides an incentive for working 
extra time. Thus, their commitment to 
completing work outside office hours is low. 
This particular finding supports the 
conclusion from the previous study that 
suggests workers prefer shorter work 
hours.   

Table 4: Test Variable Dimensions Index Values 

 

 

Most respondents have a high perception of 
work satisfaction. Based on the calculation 
results, the majority of employees have high 
work satisfaction on self-esteem 
dimensions, self-efficacy dimensions, and 
the locus of control dimensions. The 
respondents have a lower score in 
neuroticism dimensions, but the score is 
quite close to the high margins. These 

findings confirm that highly educated 
workers have a relatively high level of 
anxiety. Since they have relatively long 
working time, this finding also confirms that 
longer work hours do put employees at a 
higher risk of distress. Based on the result of 
the index scoring from both of the test 
variables, we conclude that higher work 
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time perception can lead to higher work 
satisfaction.  

 

Table 5: Test variables index values 

 

The descriptive analysis from this survey is 
consistent with the conclusion of most 
previous studies on the meaning of 
worktime for workers. Employees prefer 
shorter working time. This finding also 
confirms the workers’ perspective on the 
flexibility of work time. They perceived 
work time as the time they spent at the 

office to do activities that are related with 
their work. Therefore, working overtime 
means the time that is spent to do work after 
official work hours, no matter where it takes 
place, either in the office or other places. 
Thus, the ability to complete work task in 
the office, and not bringing work to home 
also supports their work satisfaction.  

Table 6: Linearity Test  

 

 

We run a linearity test to confirm the model 
of relationship between work time 
perception variable and work satisfaction. 
The result shows that the Linearity p value 
is lower than 0.05 but the deviation from 
linearity p value is lower than 0.05 which 
means that the assumption of linearity 
model is not fully satisfied. Thus, further 
analysis to test the linear model 

relationship is needed. We proceed to 
examine how exactly employees’ work time 
perception influences their work 
satisfaction by dividing work time 
perception variable to two categories using 
its mean value as the reference of 
separation. The model summary of the 
regression analysis is depicted in table 7. 

 

Table 7: The Regression Model  

 

The test on the relationship model between 
two variables concludes that the work time 
perception variable only influences work 

satisfaction when it is perceived positively 
by the respondent. Based on the regression 
model, we interpret the appropriate model 
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as follows: the perception of work time 
affects job satisfaction linearly. The model 
indicates the strength of the relationship 
between two variables is low, with an R-
value of 0.364. The R2 value indicates that 
the work time perception explains 13 % of 
their work satisfaction. Although work time 
perception only explains a limited amount 
of work satisfaction, the model is significant 
to represent the relationship between the 
two variables empirically.  
 
The regression model developed from the 
survey results indicates a linear 
relationship between the test variables. It is 
reasonable to conclude that the higher 
attention of employees to their working 
time, the higher their work satisfaction 
would become. This finding is different from 
the group theory that stated working time 
has a nonlinear influence on employees' 
productivity (Beherens, 2013; Bannai and 
Tamakoshi, 2014). A linear model is more 
appropriate to explain the relationship 
between employees' working time 
perception and work satisfaction. There are 
two reasons that explain this difference. 
First, the perception of work time is more 
complex than merely the number of hours 
spent on work. Working time perception is 
a set of values composed from incentives, 
knowledge, discipline, and commitment 
regarding the working time. Each employee 
perceived the four components based on 
their personality. These multi-dimensional 
measurements can accommodate the 
contributions of the four factors which the 
employees consider when they allocate 
their daily time for work-related activities.  

Second, this research also demonstrates 
how work satisfaction could serve as a 
predictor of how workers respond to 
management flexibility. Employees are 
adapting to flexible work settings that are 
applied to serve employers’ interests more 
than theirs'.  A management culture with 
low trust has intensive control of employee 
behaviour (Peetz, 2019). Management 
replaces hourly overtime wages with fixed 
monthly performance incentives. This 
makes employees pursue to meet all 
requirements to get a full incentive from 
their work, including working overtime. 
This phenomenon is becoming more 
intriguing because at an individual-level 

each employee enjoys wage increases, but 
at the aggregate level, the employee's 
productivity decreases.  

Workers' adaptation to working time 
arrangement is reflected in the neuroticism 
dimensions. Based on the survey finding, 
the neuroticism dimension has the lowest 
value among the four dimensions of work 
satisfaction. These findings indicate a high 
intensity of management in regulating 
employees' behaviour at work. Thus, 
workers understand that working hours are 
directly related to their income, so they are 
willing to work for a long time. However, 
long working hours are still limited only 
when they work in the office. Workers do 
not take their work home, so the time 
allocation for work, family, and recreation 
remains strictly compartmentalized.  

Conclusion 

A high-performance working system in a 
modern management system provides 
flexibility for work settings for employees. 
The implementation of this type of flexible 
work setting has created what is called 
numerical flexibility, which is applied by 
arranging employees’ working time. 
Although every worker bounded by formal 
provisions enacted by their respective 
organizations, the respondents in this 
research responded differently to their 
working time setting arrangement.  

Working time is significant because it is part 
of the daily lives of workers. The working 
time perception refers to the division of 
time allocation in one day, namely for work, 
family, and recreation. Moreover, work 
satisfaction can provide crucial information 
about the meaning of work time in the life of 
a worker.  

Based on the research findings, there are 
several things to note between the effect of 
work time and work satisfaction: 

1. The working time perception is 
more than mere knowledge about 
time. In a high-performance 
working system management, 
work time has become an integral 
part of the remuneration system. 
Thus, workers also anticipate the 
incentive that they could receive 
from the amount of time they spend 
at work. It generates a complex 
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perception that involves 
knowledge of benefit and 
behaviour to achieve their interest. 

2. Work time perception has a 
relationship with moderate 
intensity on work satisfaction. The 
nature of the relationship tends to 
be linear: the higher the working 
time perception, the higher the 
work satisfaction of an employee 
would become. 

3. The majority of respondents 
involved in this survey were 
workers with a tertiary education 
background. So, it is reasonable to 
assume that they are part of the 
blue-collar worker group that has 
relative freedom to determine their 
work arrangements. By 
considering the link between their 
working time perception, and their 
work satisfaction, the finding of this 
study supports the theory of high-
performance working system, 
which suggests that discretion for 
workers would raise their 
performance. 
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