83000 3M36NOIGN I6IGOLS ©O bLIFIFIML 3dbILNIMIFLIBNL
0603633B00L IBIID0N 3060306 96x(MAN0) 3803MBNDI6HBI

053%3 39@>mady, madsms bybagsdzoman
03567 x035b0d30em0b bobgemmdol mdocmobol bobgendboggm mbnggmbodgdo

33bgMmsg@n
3393580, Hm3gmdng 452 aboddgdmmo 8mbobamgmdos, gog3mogo Mo gigddo o93b dm-
35000 3mabo@mmo Mbofnbs s badndom Fabobnsmgdmgdal 068 gMadznal dnbogsb IGMInm
300gma0madody. bogzmggo 3Mmdmgdolb dgbabbagmaw asdmygbgdamos dgdmgan nbb@Mm3dgb-
&9d0: Bmaoswn Mbatgdol §gb@n — GATB (General Aptitude Test Battery; The U.S. Employment Ser-
vice, 1947-1996), 3065bm@E oL dMmBocn 38symanmgdol 3ocmbgema (1966), 3o6mobgzob Lodymdom
3mobmzbgdobs s gosbyzg@nmgdolb mymgdsdmbormgdol jombgsma (Karasek, 1979).

Bmgon 3mabo@m@o mbsmabs s Lodwdom Fobaboomgdmagdolb 0bGgMsg00b M@mm
3M33mgJbmGa sboemadabmgal, Dmgswo 3mabod M bomn dgzoxsbgm Mo asbbbgseggdammo
39Mb399E 03006 — 3mabo@ o ¢bota, MHmam (s 3Mgod&mGo s Mmam 3 ImEyFMsGmoa
— ba8domb dabobnomgdmgdabes o dobogsbo IMmBomn 38symenmgdol 30330630, 30650086
3393580 Romogyemo Lodndomb obaboomgdmado (4bsgdolb IMagomegmmabgds, aswsebysg-
&omgdal ©s8me 30 dmae domgds, 300569398 0mgdal mamgdedmbamgds,) dofMomosw, do-
Bogob Mmoo 3dogmenmgdsbmeb s 3o3dnMgdmmo (33me©gdas, Rzgbo doMomawmon nb@gMgbob
Logobo LEmMMgE, Dmgswo gmabodmmo mbofabs s Bnbogobo dGMmBomo 33sygmeznmagdols
3939060bs o 88 30330630 Ladmdom Fobobocmgdmgdal Mmmab dgbbagmas.

008mAbos, MM3 badmdom Bobsboomgdmgdo BmEgMoGmtos Dmas 3mabodm Mbasmbs
©5 d0bagsb Mmoo 3dagmagamagdol dmEnl 303d0Mdo. sbgsg, Dmasw 3mabodn® Mbsmb o3l
B3mEgMo30mmo g53gd@o badndom dabsbosmgdmgdabes s dobsgsbo dMmBoma 38symanmgdals
393906d0n. 33mg30b dggagdo 3bopymalb, Hm8 dmase 3mabo@n® Mbsmb bEsdnbEnsnMow
MOMYmBomo gB9J&o o43b d0bogeb dGMmBom 3dsgmyznmgdadg Ibmmme 08 abaddgdamms
®a9%598d0, 3060 bLodymdom(z HNENbYmo s gROPIMM3560s, EIFM 30 dmMBabs s 3o@ab-
43980mmgdab 3omgdal 3gdbmnnmo ©osdsdmboom. bLodymdamb 8833560 ada0bal d0mmdgdda,
33 YBO™ Foemomons @abogdgdynmadal 3mabodymo Mbscgda, dom NRG™ bszmagdos domn
d0bogabn IMmBnmn 3dagmagomads. 3gbodsdabaw, sMs Fbmmme omamoa 3mabo@ma @batin
1393906985 badndomb Jows RBogd@mMgdoom (3abxbnbdggdmmds, s8m30gdemmds, dg8md-
390980mmds, dMogamaygmmabgds...) godmbzgmmo dGmBoma 38symaomgdal aobzsl, ofe-
390, obg39, dsmo 3Mabo@ Mo Mbomal 8dmby 553056msb 0DMEYds IHMInlb Fndatcr 3mDbo-
Gomo aobbymdagda, asmaby3g@omgdolb qgmgdsdmbomgdol mbolb bl 30Mmdgdda.

La3356dm bon@yggda: dmgemn 3mabod Mo Mbomo, g3osby39@0gdolb sdmyoogdems do-
@989, 8o@36Y43980emgdol Naemgdsdmbomgds, mbomgdolb dMsgomaygmmagbgds, dobogsbn dmm-
dooo jdsygmanengds

dgbsgaman

3933609090 ©s 3Mad@n3mbgdo ddGomsm dgabbBogemosh 3mabogmma Mbamgdal
3938060 Lbzoabbgs mGgsbobsomm (33mo™Msb, dom ImEob, 3mgqgbogem bbsgmgdsbes
©d5 Lodmdomb dgbEmemgdsbosb (Schmidt & Hunter, 1998), 36m3ol s65DmonEgdsbmab,
d9dmbogommsb (Daly et al., 2015; Zagorsky, 2007). sg@&mommdsl o6 3oMas3b odab dqb-
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Bogme, o Modpgbsm 3Mmabmbamgdl 3mabo@dn @bsmgdo mMasbobs(znada oboddg-
ol BoM358gdsb s Hmam 353306 gds ol bbgssbbzs m@asbadsomm (33mawnb.
L3y (36096™ M0 MG YM30 3MabodmFn Nbsmgdabs @s dgbEmmgdal 3ogd0M0 BoMmmme
30l gobbomymo (Schmidt & Hunter, 1998), ogd(s0ms, dgmstigdom 36oMas nbgmEdszns
3Mabogmo qbsfabs s IMmBnma 3dsymgyamgdal 3033060l dgbabgd (Dopeso-Fernan-
dez et al., 2019; Ganzach & Fried, 2012). gb 33mgge dm3@domgdama bamamos bLbmMgo
3mabod Mo mbomnbs s IMmdomo 3dsygmazamgdol 3033060L 3M33emgdLby® sbaemabbe
5 dgbbogmado.

Bbogdmmmgon® 3mbLEENJGgdL dmMolb Bndsmmgdgdo, Bgmmgdng, GHormmo o
3M33mygdbyEns, dom ImFnl jogdatn Lbgswabbgs nbongoysman oy bodnson®o
god@mBomss gadmamademo. sbgs 3mabo@co Nbofmgdobs @s IGm3nma 3dsymagzamgdols
d93mbgg3930(3, (39039 a538dqomgdgm Bod@mMms 3o 5dg 3o 83 3033060l dgbBogme
36bgdmm F0doMmgdody LEMm LyMsmlb o6 admggs. asdsdmemgdgm God@mMgdo
mEaobodsonm gbogmmmansdn sgd@oncom 3g0bbogmesb Ledydsmb dsbsbosmgdmgdl
(Schmidt & Hunter, 1998; Gottfredson, 1997; Dopeso-Fernandez et al., 2019), 60653005356
33m93530(3, Laddom Jobboomgdmgdal gs3539amgdgmon, dmEgMszommo  g5gdd&0s
dgbbogmamo 3mabo@ndo gbamgdabs s dGmdomn 3dsymagomgdol jogdomdo.

3936090990 09y 3G 0 3mmo 3nmbom, Bmaswa 3mabod Mo Mbofnbs s badmdomb
3obsbosmgdmgdal 068 gMsd300b 95399&0b dgi0Lgds IMmBom 385gmznmgdsdy, oJ@&<-
senyfn bsgombos. Gmams 339 ©0gb0dbgo, dboMmos 33maggzomo 3mbsa(3939d0 dmas-
©0 3mabodmo mbsmobs s dMm3oma 33symazomgdal 3oMmsdoMa o9 0Modo 3og-
domgdal dgbobgd. dgbodsdabow, 3g(360gMmo mgambsdMabom, 36n0d3bgmmgabos o3
(330@90L dmMob dodofmmgdol Yydm 3m33madLby®o sbammabo s SbLBS; 3Mad@o mmo
o30mbabobom 30, gb 3m@bs LogoGms ssdnsbymo Mgbymbol dommgal bggMmda 396 -
bmBaemol dgMAgz0lb 3Mm(39Ld0 gomoMMo gomsaby3z9@0mgdgdal dobomgdsm ©s, sbgsg,
Leddomb EoDo0bAb gr3gd@0s6n Imwgmgdol gsbgomsmgdabomgal.

domnsb dmgemgo dodmgobomogo domomow Lo 3gmmag 3mbLbEM 9J8gdb:

dmabodmo Mbsmgdn: 3mabo@m&o Mmbsmn sGnb @dsmemagbo 896@smmo dqbodemgd-
mmds, Mmdgmo 3obbadmgMmegh 0bxmmdsznol o9 39@ Mo s0ddsbs s ©sdnds-
3905, mmgogne dLxgmmdsl, Imgmgbsms dmMob 30dsMmmgdgdol Bgmmadsb. dob sMbg-
domo bgmomo dgodab (3mmbol dgdgbobs s 3MMdmgdal gowagmol 3Gmzgbdn. amo-
#O9eLbmbal sbGam, bmgswn 3mabod Mo bata stal 3gb6@smnEa dgbodmgdmmds, Hm-
dgmo( gmmabbdmdl dbggmmdob, ©eg9a330L, 3GMbmgdnl gowagmal, sdbEMs]Eema
3bBOM36980b, 3Mm33madLM0 0ggdob ao3980b, LEMogsm LBsgmabs s gsdm(zEnmgdowsb
LBsgmob Nbamgdl (Gottfredson, 1997). d30E0b s 35bmgHol dobgogom, Dmgswo 3ma-
Bo@ o bstn 3mb393&omadgdmmoas, MmamEz LBsgmolb ¢bstn (Schmidt & Hunter,
2004). dBmas@o 3mabodma mbscol Lobmbman sGob 0b@gmgd@ob GMmswaamma (3698
©5 bL30M3gbob G Gog@mEn (Spearmen, 1914, (30806 9dmmas: Sternberg & Grigorenko, 2003).

d30@3ds> s 35b6mgMmds ool 33bqL, HM3 Dmaswmn ambgdfmngn ybaMgdal GqbBgdL
MBOM BN 3 90004G )0 35r0Mbd543L L3 ndomb gL mmadol3Hmabmbomgdabsb,
300067 3gAbmbaemal dgMhggol Lbgs dgomegdl (Schmidt & Hunter, 1998), sbggzg, Gocs
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ABeOm 3m33mgdby@os badymdsm, 3mabodmo mbstn @39mgbo BabobBsmdg®yzgmadl
dgbErmemgdolb d9530Lgd9dL, 306500056 3M33mgdba® LsdmdomDy 5oL dg@n Bbggmmds,
sDMmMzbgds o aggadgs (Hunter, 1986).

dmmdooo jdsymanmgds: dGmBomo 3dsgmagamgds bsggmemo Lsdmdsmb dndscon dm-
3m3ds30b  odm 30gdmmgdsl gsdmbs@esl. mmjzolb dabgrozom (Locke, 1976), dGmdoomo
39oymanmgds go60bsdbmzgmgds, Hmammg dmdmdsgal Lobnsdmgbm b 3mDodnmo qdm-
3oM0 damdstmgmds, MmIgmocz 5ol dobo Lodymdomb 86 Ladmdom godm(zmomgdal Jg-
3obgdob dgogan (Gamboa et al, 2011). go-gMomo yzgmedg (30&0M5dmmo s3&mMOb,
L39dBmMMab  gs63sMEdol mobabda (Spector, 1997), dGmdomon  3dsymgnmgds gbgds
o) Mol aMdbmdgb ssdnsbgdn Ladmdomb s Bobn bbgswabbzs sb3gd@ob Bndsmom, sbg
530965 IMLEMB 86 56 FmLEMbo Ladmdom ((30&0Mgdmmas: Aziri, 2011). 3MadGo0zgemo
@35mbybAaboo gb 360d36gmmm3zo60 bsznmbos, 30680086 omgmgds, Hm3 mMasbodszns
bgds QuMm 9539480560, Hmegbss 3dsgmanmo msbsddmmmgdo 3yssb (Judge et al., 2010).

dEmBomo 335ymxzgnmgdal go63s30Mmdgdgmo god@m@gdnwab 333mg36Mqdol 13g89-
bmds 3dsymazomgdol Bystmm msgem baddam dmbgdsl 300hRbgzb (Hoppock, 1935). nog-
mgds, M3 Lodmdomb obsboomgdmgdo dMmIomo 335gmyamgdal gMm-gHmo y39mody
360d369mmmgsbo nMsdnmo 3Mgmnd@meoas (Fried & Ferris, 1987). o4y mobogdgdamadl
Lodndombg odzm 3MBGEmMmol dgbodmgdmmds s Lodmdomlb dmmbmzgbgdol dabomagdo
©mbg, 0bFqds IMmIomo 33sgmPomgds @ JoMadE ymxybolb gob(3ws.

bodmdomb wndsnbo s bsdndsmb doboboosmgdmgdo: Lsdmdomb dobsbosmgdmagdo gbg-
35 ImBn3do30L Lodmdom 83m (356930, 394803mdqdab, HBDogBmnmMIqdab, 3sbmbalbdggdemm-
3900b dobos@mblbs s LEEMEMmab (Parker et al., 2017), Gsobsg ImIndozgqdo sbMmgdgb
4m3zgmEEonms 3500 mMasbobsz0gdobmgol (Oldham & Fried, 2016). badmdomlb aDsnbo
30Rbgmemns, Hmam s gfo-gMoo 860336gmmgebo asbdsdnmmdgdgma god@mmn abgmo
(33o@9dobs, MmamMmazss, 3MmEY]@mmmds, dMmdomo 3dsgmgnmgds, dgbEmmgds,
353096580, LGMabo s Lbgs (Parker et al., 2017). 33cmg39083s (3boym, ™I Ladmdomb
©0Do0bL gog3mabs 043, sbggg, oMo (36m3M9dsdg, MMasbadsgoym Ladmdsmsdm J39-
35y, 3m3mdoggms xebIMMgmmdslbs s 3oMasm ymgbsdy (Oldham & Fried, 2016). Lo-
33om ©0Ds0bol ma30LgdmEqdgdL Lodmdom Bobsbosmgdmgdo gobbabdmgmagl.

339390000 @OLEWEGOMmns, MM Ladmdomb 99394806 FgbEmmgdsbs s IHm-
oo 3dogmagomadadg Lbzoobbss 0bmogomsmamo s mEmasbobszommo goddmo
3mddggdlL. s ImEob 3603369mmasbos Lodmdoml dobobosmgdmgdn (Fried & Fer-
ris, 1987). cmo@gms@m&modn badymdomlb dobobosmgdmgdol dqbobgd gMmm-gMmo yzgmadyg
36mdnemn ogmEos 353356Ls s MmmE393L g3990m360L (Hackman & Oldham, 1976, The Job
Characteristics Model), ®m38gmbaz bogmdzmom og3lb npgs: 3mdmdsegaolb dm@ngsgnab
doMomswo gsbamgdo mzom badmdom ogsmgdss. 3mbsbygbo s mbm@mbyma badymdem
33(30098b dgLAHMmadal Im@nzo(300L, 35306 HMEaL(3 (339mgdown, Ladsbybobdggdmmm
©3 bonb@gMgbm Ladmdam sdmogMgdL IGmnm Jdogmayomadsl, Im@nzsznsbs s dgbev-
mgdob (Ali et al., 2014; Jiang et al., 2020).

gomobggob bsdadsm w@s@gomogobs o 3mbBEmmenolb dmogero (Karasek, 1979; The
Job Demand-Control) s60b gMo-gfomo yzgmsdyg LonbBgmgbm dmegmo, Gm3gmais gbg-
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35 badgdomb aogmgbol 8b83dMIM3mol dMmnm 3dogmayomadadg. gb dmmagemo Lad«-
domb me doMomo sb3gd@L asbobomagl: Ladndsm Imabmzbgdo s Lydndsmb 3mb-
Bfmma. 3oMsbgzob Jobgozom, badydem dmmbmgbgdo gobobamagds, MmamE (3 badmdasmb
50D03M0, Bbogmmmaon®o, bmgosmamo 56 mMasbodssommo sb3gd@&qdo, Mmmgdocs
3mombmszb gaDogne 96/s GLogdmmmaon® domobbdggsl (Lesener et al., 2019). badgdom
3Mb@Mmen 3o, MmIgmbasg 3oMobgzo aosbyszgd&omgdolb Mamadsdmbomgdsl «35330-
©90b, ammobbdmdl dmdndsgal dgbodmgdmmdal, s3mbGMmMEmmL s dmaboabml bg-
303 gbs yzgmoxgmdy, Mo dob bodmdem gomgdmdo brpgds (Karanika-Murray et al., 2017).
3o6bg30L Ledmdom @ 30Mm30lL Imeaemol gddoGammo 33mg3930L Jodmbomgs (3boc-
4oL, ®m3 domamon LadNdom eG30MM30LS S Idsma LadMdom FMbGHMmObL gsgdm
sbmz0Mgdmmos sdsm dMmnm 33symegnmgdsbomeb (Karanika-Murray et al., 2017).

33mg30m0 Imbs398980 ssbGmEmadlb, Hm3 bLsdymdsmb Jsbsbosmgdmgdn ImIa-
dog0b dMmBomo 3dsymaynmgdol 3Mgwod@mcns (Fried & Ferris, 1987; Bryner, 2007; Noor
Azzah & Rudzi, 2007; Spector and Jex, 1991). mo@gms@msda gho-ghomn 3ofmasw dgb-
Bogmoma Ladmdomb dobobosmgdgemo oMol badymdom s38mbmdos (Arches, 1991; Poulin,
1994; Amburgey, 2005), ®m3gmos 30080 3mme© 3603369mmazs60s mMasbobsznol Bomde-
&9d0bmzgab. 800fbgzs, Hm3 Lodmdomb 538mMbmBnnls Jsmsmo mbyg nb3q3Lb 898 IGMBnm
30594magomgdsl, Moash dmdndsggqdb oo megobagmgds sombomb dsma Ladymdom
&9930 s afMogogo (Nguyen, 2003).

Lodmdomb doboboosmgdmado Mmoz0bmsgsm o6 sbabl go3mabsl dobsgsb 38symggn-
935Dy, 568390 M0 dMm0s 3936 BoJB MM By, oo ImMab, Medmgbsow LabmMzgmoas
3dmdydagobomgab gb dobsbosmgdmagdo (Locke, 1969; Porter, 1961). dsgsmoms, gobbszob
dobgoz00, Lodmdomb dobobnomgdmgdalb 3933060 Jobogsb dMmInm 33sgmPamgdsbomsb
©33m30Egdnmoas 068 gmgd@&ob ombgdg (Ganzach & Fried, 2012).

MmamMg 9036036qm, 068 9mgd@bs s dMmBom 3dsygmauomadsl dmEob 393306900l
3196900bs o4y LB &ML Jgbobad 33mg390L Ledg36ngMm Mo gMedNMmado bs3mgdsw
3b309800. 353mbs3emabos gobDs30bs s Jobo 3memagagdob 33mg39d0 (Ganzach, 2003; Gan-
zach & Fried, 2012). 356%s 30b 30bgog0m, 068 9mgd@&o dmog@e@mmab Gmeb sb&mmgdl (1)
bodmdom 3m33mgLy@mdabs s Jobogsbo IMmBoma 3dsymagzomagdab, (2) s6sbmonEmgdabe
©d g5Mgasbo dMmdomn 3dsygmazamgdob, (3) sbgsg, dobsgsbo dMmInma 33symagnmgdabes
©d Dmasn IMm3omo 33sympomgdolb s (4) asmgasbo dGmIomo 3dsgmagomagdobs o
bmgswo IMm3omn 3dsygmazomadol 3ogdomgddo (Ganzach, 2003). 33mg30L 0ebobdoco,
068 gmgd@ob bEsbmsb ghmem 0bMEgds Lodymdom 3mMI3mgdLay@mmdabs s dobsgsbo
dEmBomon 33sgmagnmgdals 3o3doMo. 335L0ob, dnbogsb 38symagomgdsl demngMo gogemgbs
093L Bmgsw 3dogmagnmgdadyg, Hmmabsaz 0b@gmgd@o dsmsmoas (Ganzach & Fried, 2012).

3mabo@ @ 1bs6gdbs s IMmInm 33symgamgdsb dmMab 3333060 033m0gL ©m-
39bm BgMbabrgbds s 3mmgagdds (Dopeso-Fernandez, R., Giusti, G., & Kucel, A., 2019).
b 3o3d0fn asdmomgdmmos (BmEgMs3ns) Ladmdasmb o3&mbmdnnm s LadLabymdo
LBsgemol dgbodmgdmmdgdom. 838mbmdns ©s badymdombdg Lbsgmes asbbbgszqgdmmow
obgbl 3dsymazzomgdady asgmgbsl, Mmwabs dmIndsggqdl 3mabodmmo Mbsmgdal
a6bb3ze39dmmo mbggdo sgz0m. LEs3zmads DML 385gmagamgdsl domama 3mabo@m®o
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M6M0L 3gmbg obogd5dmadmab, bmemm Lodmdom s38mbmdns My®m dg@sw 3603364-
mm35608 sdsma gmabo@no bastgdals 3jmbg dmdndsggqdosb (Dopeso-Fernandez et al.,
2019). Gam@gb yboyMag o6 Mbos ogmb, mocmddol o6 60l dgbbagmomo 1bscgdal
3M535mRgHmM3bgd0Ls s Dmaswn Jmabo@nEn bamal 068 gfsg(300b gugd@o IGm3nm

30oymanmgdady.
Ls33mgz0 3MMdmgds s 3n3mmgbgdo

dofomsmon bs3gmgzo 3Gmdmgds sGol dnbosgeb dmmdoor jdoymenemgdsdg dmgswn
dmabo@ o @bscobs s badmdsmb dobsbosmgdemgdols 0b6@g@msdz00b 33em939.

(3330930l m3gMms3ambamabazns: 33mg30d0 BoMBmeagbama doMomswn bsgg-
930 (339005 dmaswa 3mabodmo bosfn — sbBsgmoab, sbMmM36930L, ©ob33bgdal
30399900b dmaso mbstn. 33mg30L RoMamgddo nbdmdgds GATB-0b Lsdo J398gb@oom:
s@om3g@ogygmo dbggmmds, mgdbogs, badasbbmdnmgdnsba bogmsg (U.S. Department of
Labor).

33mg30L goMmamgddn dgbbagmoma bsdydsmb dsbsbasmydemgdn 336sbgzab (Kara-
sek, 1979) Lodmdom oG z0MMzgs-3mMbGMmmal Imwgmb gyHobmds:

- @bomgdob IMmogemagmmgbgds — dmddagal dog® Loadydamb dgbabmyymagdmawe be-
JoGm IMsgomxzgmzsbo Mbamgdol go8mygbgdal dgbadmgdmmds (Karasek, 1979, (30-
GoMgdymos: Smith et al., 2020);

- @sdmm 0098 me 3osbyz980cmgdols domgds — 0bngool @edmezngdemmds dno-
b badndomdy gosbyzg@omgdgdo;

- 8o6Yy3980mgdol 9amadsdmboemgds sGolb mMa mgmMonmao 3mbbEmyd@ob: bs-
900l 3Mogomaygmmgbgdobs o ©admyyzngdmom gosbyzg@nmgdolb domgdal
3M33mboGmco (33mao (Karasek, 1979, 50806qdqemos: Smith et al., 2020). b s&ab
dm39dagolb dgbadmgdmmds, 5 3mbEHMEmL o dmaboabmb bgasgmgbs yzgmoggmdy,
65(3 0l Lodndom gomgdmdo brgds (Karanika-Murray et al., 2017).

3393530 ©3dM30@gdyma (33md©0 Mol dnbsgsbn dmmdnon 33sygmanemgds.
dobogsbn dMmBoma 33symazzomgds Fobgbm@ol dMmdomo 33symazzomgdol gombgsfal
god@mOma sbsmaboo gadmgmgbomo god@meos, Mmdgmag Ladmdasmb g.6. dows sb-
39d@gd0m go3mbggmm 33oymegnmgdsl dmo3o3L: ©I8MY30gdemmdal, 3sbmbaldggd-
mdal, 398mJdgmgdommdal, Mbstgdal 3Mogomagmagbgdsl, 3Gimgqgbomm dHwsb.

Rg960 goGammom, badydsmb Bobabosmgdmgdal Rsmmgom, dBmaswm 3mabodne Mbsm-
Lo 8 nbogsb IMmBnm 3dsymenmgdsl ImGal 3933060 demngfogds.

H1.1-H1.3: La393smb 3sbasbosmgdmgdl (¢6smgdal 3Mogomegmmgbadsl, gomsb-

43980 gdals odmyyz00gdmem Fomagdsl, gomsbyzg@omgdol Magmadsdmbomgdsls)
3535dmogMgdgmn dmgMsozomo gg9d&o0 oJ3b dmaswo 3mabodnn Mbatobs o
d0bsgsb0 IMmoma 3dogmeanmgdol 303306 Dy.

AmamM(s 90g603bgm, bmaswo 3mabo@co 6ol s badmdomb dobsboscmgdmgdals
0b@gMog(300 3065356 dGMBom 3dsgmagzamagdady, sbgsg, 30gzmagm dgmeg 3gMbgd@ngocm
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— mmepgbsig dmgowo 3mabodamo 9bsmo smnb ImegMms§mmn. 356%s30L dobgozom,
Lodndomb dobsbosmgdmol (Ledmdomb 3mB3madLyEmdal) 3933060 dobogsb dGmInm
3004my0mgdabomsb ©sdmgngdamoas 0b@gmygddob embydyg (Ganzach & Fried, 2012). g¢93-
3900, O™ bmgswo 3mabogmn mbofolb Lbzoobbzs @MBoL s@sdnsbobmzal Ladmdsmb
dobobnsmgdmgda gobbbgeggdnmeae ©s9)39330Mmgds dnbsgsbo dGmomn 3dsymaznmgdal
a0b(300b.

d99mga0 303mmgbs mM0gb@oMgdmmo nym Dmaswo 3mabod Mo Mbsfmalb dmmgmo-
Gonmo g894@ob dggebgdedy. g30mommmdonm, dmgswn 3mgboduma mbsmol dmaoy-
@300 95998b bodndomb dobobosmgdmgdabs s dnbsgsobo dmmdoman jdsymaomadols
gogdomdo.

H2.1-H2.3: dmgse 3mabo@um 9bs@b as3sdmogmgdgmo 3mogMsonmo ga9ddo
543L Lodmdom Fobobosmgdmgdabs (¢4bsmgdol IMozomeygMmzgbgds, aswmsbyzg@o-

m9d0lb adme30gdmo domgds, asabyzg@amgdal Ngmgdsdmbomgds) s do-
bogobo dmmdomn 3dsymazamagdals 3ogdomdy.

dgomeo

33930L 3mbsBammygda: 33mmg35d0 452 obogdgdmmo 3mbabomgmds, MHmdmgda(s
bg3abobzmdmdol 36abz030m dg0mRbg6. Mabdmbrgb@ms 47.3% (n=214) dgMmdom
Lggblb BoMBmorggbl, bmmm 52.7% — 3s8Gmdoml (n=238). asdmgocmbamos badysmm
3bagn ofmab 46 6. (SD=13.78, min: 18, max=70). Hgb3mbogb@&ms d¢domdal LGsgal baby-
dmogmds 3 mgosb 50 Bemodryg 3gMygmdl. 33mggolb dmbsbomgms @dcogmgbmds ©s-
bogddgdmmoas bagsmm bgd@mEda (58.6%, n=265), beagnm 396Gdmdn — (35.5%, n=161).

300bgzomgdo dgngbm 3oMabdnm, 1358 gL dgdmbggzedn nbpngoysmnmae, bmaxg®
30 — RAVBOM9© (Fog4bodsmco Momogbmds 10 s@sdnsbn).

33930L 0bLGMY3g6@gda: 33m 3530 353mygbgdym dggabgdal nbb@Mdg6@ ol
Lodg(360gMm 333980 g83mygbgdol bobaMmdmoago s doEsma obEmEns sfzm. gb
0bbEO896@gdns: bmaswn bofgdal Ggb@n — GATB (The U.S. Employment Service,
1947-1996); 30bgbm@ob dGmomn 3dsymaynmgdals gombgstin (1966); 3omsbgzol bLodydom
Amobmgbgdabs s goabyszg@nmgdolb gmgdsdmbomgdol jombgzota (Karasek, 1979).

Bdmaswo 9bsfgdalb §gbGe GATB: 1947 Bgmb 533-0b @obogdgdob LyMzabol (The
U.S. Employment Service) 36m3nl ©0g3s6o356@80b 3096 dg436oma Dmaswo qbstgdal
boggmazo &b — GATB (Genaral Aptitude Test Battery) 03 doboby@ 3mabo@a® o
39M(393& e mbomadlb bmdagl, HmImgdaz 69360 Lodmdomb FgbobMmmadmaw sMab
M9mg396@mca: bmgswa 3maboGn&o Mbamo/0b8gmgd@o, 3gMdsmdn, Momogbmdmago,
L0gM (3000, Lo 3obzgmsetom NbasfMgda, FMMIgdal smgds, ImGmEnma 3mmEENbs (305, Mo-
®930b dmgbommmds, bgemal Lodstggg (U.S. Department of Labor, 1968).

GATB-0b gbogdmdg@cmo 3obsbosmgdmagdol byb@o dggebgdabmgzal Ggb@o goge-
sbamadgom mMa dofomon GgbEob mgmGoolb: GgbGab gemsbozmmn agmmonbs s
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33578589 35bmbob mgmmoob Jnbgwzom (MMH356539GM0sbn s bad3sMadg@mMnsbo
dmEgmgdn). gLl mGagg mgmEnal dobgwgom, ozomgdgdals mdcsegmgbmdal @al3Mo-
30bs(300b 0bgdLbol Ladygamm 6 domaman 35R396909ma goshboas. Ggb@ ol Lobommds dg-
gobs dabsgsbo gmebbdgdymmdol 3GmBoabal semagal godmygbgdom. dmmnsbmdsdo
GATB-b dssmo babopmmds ogdsb: d398&qb@&gdob bobommdal dshz969dmgdo .80-0sb .95-
dmMab 3gyggmab.

356sbg30b (Karasek,1979) Lsddsm dmmbmgbgdabs s ao3By39@nmgdal wes-
mgd3dmbamgdal gombgsma mfo Jggbgomobasb dgmagds: 3ofzgmon, bsdydsm dmo-
bm3693ab J39L35ms abgm Bbogmmmaom® Jobsboscmgdmmgdl smbgMmL, Mmammagss bad«-
dom 830035 5 EMHMOL dgbmems. Jgmeg J3gbgoms 3mBdsgal 3ssbygzg@omgdal
9Bmgd5dmbamgdsl og30bgdL. 3mb3Mg@&mma 30, 033mg3Lb dmdndsgal dogm Ladmdomb
dgbobEmmagdmo Lagafmm mbofmgdol dMsgemegmmizbgdols dgbadmadmmdsbs s 0boo-
30000b 30g® LoFMIombmsb ©s3d3doMgdmmn gosby3z9d0mgdgdal sdm«zogdma do-
0qdsb (Fields, 2013). bbgosbbgs 33mggz000, bobmmdalb dabsgsbo dgmebbdgdammdals
3Ombdabals semgzs 3magxa3096@0 Ledndomb Fmmbmazbgdol 3sbbdmInmgdsdn 79-0s6 .88-
307 (339(mgdo@mdL, bmmm aosbyzg@nmgdol gmgdedmbomagdal bzsmol Lobopmmds
30 . 77-056 .85-30gs (Chay, 1993; Fortunato et al., 1999; Moyle & Parkes, 1999; Parkes, 1990;
Westman, 1992, Xie, 1996; Zohar, 1995; (308 069dqmos: Fields, 2013).

3000b3560 398mB3s Bogd@mEmma sbsmabal Ladysmgdom, 39Mdme, 3ab3034mo
3m33mbgb@gdals  sbomabal 8gdgzgmdom. Fombzofolb god@mEmds LGN GG
mMogobsmo &qbdob god@mEnma bEOYJGMS 3s0dgmEs. Jombzsmob Lobommdab —
065960 Jgmebbdgdnmmdals 3Embdsbol smgzs 3mgyn3096@0 77-0b Gmemos.

30bgbm@sb IMmBomn 33symgyamgdal zombgsma 1967 bgmb dg4369L ©d3-do,
30bgLbm@ oL MboggmLogg@&da (D. J. Weiss, G. E. England, R. V. Dawis), ®m3mol m&ogobsemo
3560560 3 god@mMML  og30Lgdl: Fabogsbn, asMgasbo s bmgswo 33symyamgds
(Weiss,1967). mfngobama §qb@ab 36mbdobal semazs 3magaio09b6@n . 77-056 .90-dwgs (Jon-
son, D. D, 0=.941,2004; Larson, M., a=.91; Zurmehly, 2008, 0=0.59—-0.97; Kaplan, 1991, 0=.0.82—
0.90). bobEMmdob goMms, 300bzsML gomomdal 35R39698mgda(s Bomaema s43Lb (Lamarche
& Tullai-McGuinness, 2009) gomoao@mdolb 3mgxo0g6@oa: 0.32-0.75)(50&0Mgd4mos: Martins
& Proenga, 2014).

Jofomm 3m3mo300Dg s@a3@0Mgdmmoa 3abgbm@ol gombgzafalb dmzmyg gg@baal
Lobmmdol Fobogebo Fgmabbdgdmmmdal 3Mmbdobals smeg3sl 360336gmmmds .848-0b
BMmos. ©gdMmgd9dL ©abzMmdnbszoob Lodmsmm ©s domama 3oRz969dmgda asshbos.
dggobms 0bbEM3g68 0L gogd@mEnma LEGNIGYMSE. 3Mnbndyma 3MI3MbgbE@gdal
sbamnbom Batdmddboem o d@&mmMgdda gogMmnsabgdemo @gdmmgdgdal Jobssmbmdmagow
oxaNxgds 39Mi3dgmaol (Hertzburg, 1974) dm@ngs300b omgmeasl gbdnsbgds. 3afMgzgema
Bom8mddbomo 3m33mbabGo 39M(389Ma0l 3m@Gge@mm Rod@m®mL dggbodsdgds s 33s-
gymgzomgdolb 3063336 xod@mEgdL dImoagagb, dgmeg 3m33mbgb@dn dgdsgsmo ©gde-
93930 30 9.6. 30809696 (33em00098L Jggbadadgds s 38symaamgdal goMgasb 3Gm3nm
393gmaz0mgdal godmbo@ogl.
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d90093980b 363maDdn

bBmgoe 3mabodnm bsmb, dobsgsh dMmom 33ogmegnmgdol s Lodywdoml dobo-
LosmgdmgdlL dmMab sEsdnfEadomo 3o3dnmgdolb dggebgdsdeyg smbBgmom LG sEGbE 3L
d033sMmgm, d59ga Mgadgbommo sbamobob gsdmygbgdoo doMomow bszgmgs 3mb-
LEONIEJOL ImFl SoMsdnfn 353300gdn dg30Lbogmgom. (3bGomdo Nel Bocdmeag-
Bomos doMomswo bszgmggn 3mbLEENJEgdobs s ©gdmameganma (33ma@gdol bLyd«-
smm 3ohggbgdmado, bGobEsMGMmo aosbMgdo s 3MMgma300L 3mgy0309687d0.

gbMama Nel. smBgFoma bEsGab@ogzs s 306Lmbab 3mEAgmsz00b 3mgga30gb@gda
doMomse Ly3zmgs 33eo0093bs s PgImaMsgonm (33m©73L ImMab

1. 30bogsbo IGmIoma 29.73 (4.36

39ogmxnmgds

2. Dmgoo 3mabod Mo 34.07 (991 |.116%*

mbomo

3. 4bomgdals 13.83 |3.69 |.295%* | 175%*

3Mogomz3gMmgbgds

4. @33m)30009dmo© 14.51 |3.55 |.466%* |.072 261%*

a5006y3980mgdob domgds

5. gosbygg@omgdols 28.34 |5.76 | .477** | 157*%* | 803** | 785%*
Bmgdsdmbomgds

6. bm(s0mggmbmdogyn 9.22 | 13.78 |.146%* | 499* | .303** | 188** | 311**

LEdG Lo

7. sbago 46.12 [13.78 |.117* |-.051 |.051 215%% | 166%* | 144%*
8. bEoyo (3mdomdab Bemgdo) |22.18 [13.63 |.119* |-068 | .149%* | 160** | .194%* | 209%* | 908**

*=p < .05 *=p < .01 **; N=452

9309boggmo sbsmobol Igrgasw sdmRbes, MHmd bdmaswn 3mabodno bsmo
dnbs3360 d@mdnmn 3dsymgnemgdalb LybEon, Foamed LESEOLEN NG sMbgdocma
3Mgeod@mmos. dmaswo 3mabogma Mbocol bFs Lodndomb g.6. dows Gog@mEgdom
(33my30gdmmds,  d93mddgogdommds, IMogomaygmmgbgds, 3sbybabdggdmmds...)
300ymgnmgdol dMsb m303d06M@gds s Jumgdal gaoszoob 1%-b bLbol (R*=.011,
F(1,451)=6.179, B =116, p < .05).

Loddamb obsbnomgdmagdo 3933061305 30bsg s IMMInm 33s5ymzomgdsbmab s bLbab
dobogobo dMmBoma 33sgmazomgdal Jamgdol goMosznol @esbemmgdoom 8%-sb 23%-b.
9636gdal 3Ms35mexz39mm36930bL (53tmo0l sbLbbomo goMmasz00l Bomo 8.5%-b dgomaqbl
(R*=.085, F(1,451)= 42.783, p=.295, p < .001). dgbodadoba, 09 905300698L Ladbabn@dn
Lbgomabbgs ¢bstnl aodmygbgdal dgbadmgdmmds sdgm, 8g@ow asbn3nsb dnbogsb
dOmdom  3dagmgnmgdsl. asmsbyzg@omgdal ©s3myz0gdmae domgds Jobsgsbo
dOmomn 3dsymgnmgdol Jnmgdol goMosznab madm 398 —21.6%-b dgoagbl (R*=.216,
F(1,451)=125.083, B =.466, p < .001). 53335650, 0l 50053056980, Bm3mgdLas Ladbaby@do
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300643980 gdol  ©sdme300q8mo@ Bomgdal dgbadmadmmds o943, MBG™ dgGew
3560300006 30bogsb IGMInc 3dsgmazgomadsl. 33sbyzg@omgdol Yrmgdsdmbomgds
dobogsbo IGm3nma 3dsymagzomgdol Jumoms gamosz0olb 22.6%-b bLBaL (F(1,451)=132.493,
B=.477,p <.001). 3393590 BoGomma badmdom obsbosmgdmgdowsb, gowsbyszgdnmgdol
MBmgdsdmbormgds Jobsgsbo IOHmInmn 3dsymenmgdal yggmsedg demngfn 3Mgond@mtos.

dmEgMs30mo 3bsmada

303mmgbgddo bomImmagboemn 8mogMsonmo g89d&ob dgbbogmabogal godmgo-
ggbgo A. F. Hayes LEo@ob@ogyma 3Gmamsds PROCESS SPSS-boygob (dmegmo Nel).
Mmam@z 33smegomdeoom (H1.1-H1.3), dmaswmn 3mabodn®o bstobs ©s dobsgsbo
dOmomn  3dsymgnmgdol 3ogdocdn bLadmdsmb dsbsbosmgdmgdalb (mbomgdal 3Go-
3o 3dMM3b939, 3o@36Y39G0mgdab @a8myzeRgderor Bomgds, 3oRBY3gGmgdel Y-
m9dsdmbomgds) dmegfsonmo 9839d@&0 LESGOLGNFNMsE sMLgdomoas, dmEgmgdo
dobogobo IGmBoma 38symazomgdal Jmmagdol gomosz00b 14%-0s6 31%-8g bLEAL.
g39ms d93mbggzedo bogddg agedglb gododmog® gdger dmmyg@s300bmsb — dmog@s@mmal
3603369mmdal s dmngFmgdl @edmzowgdam (33mody 3Mgod@mmnl asgmgbsl
(0b. (sbFama Ne2).

Gmamg 3bGomao Ne2-sb Bobb, dmgowo 3mabo@ndn bstnbs s mommgeema
Lodgydomb Bobabosmgdmals ab@gfodzos LESGNLENFNGsE sMLgdomns s e domn
9989980 993 30bsgsb IMm3nm 33symaamgdady. Immgmdo, Lows(s MbsMgdal IMszome3g-
MHmgbgdab (33mon o0l ImEgMe@mMa, 8dm 30gdMmo (33menl Jumgdals 3o60s(300bL
14% 0bbbgds; dmegmdo, Lawss 39sbyz9@nmgdol edmy30gdman domgdol (33emowon
360b ImEgFs@mEn — Babsgsbo dGmInmn 3dsgmazamagdals Jmmagdolb 28% oblbbgds, bmenm
0b@gMad(309L yzgmodg dmogmo 9539480 og3b 8mmgemdo, Lawsz Dmasm 3mabad e xbsm-
Lo ©d d0bogsb dMmBom 33symeynmgdsl dmGol ImegMs@mMas gssbyzg@nmgdol g-
9d33mboemgds, basz sdmgnadamo (33ma©ol Juemgdal gomasgoolb 31%-=b abbbgde.

gbGoma Ne2. baddosmb dsbsbnsmgdmgdab ImegMsionmo 9i39]&0 Dmgswa
3mabo@Ma 9bs3Mabs s Jabsgsbn IGmInma 335ymagnemgdab 333306y

H1. 965690l 3Msgomagemgbgdol dmmgmsigonmo gi3gd&o dmaswo 3mabodnmo @bstal wo
dabogsobo dGmoma 3dsymayznmgdols 303306y

R*=.1403, F(3,448)= 20.8084, p <.001; AR*= 0122, F(1,448)= 6.3345, p <.05
(3350960 B SE T P 95%CI

3Mgngd@meo: Dmaswo 3mabo@ya gboma -2366** |.0850. |-2.7825 |.0056 -.4037, .0695
dmEgMms@mMa: bamgdal IMsgomagmmgbgds | -.0662 2355 -2809 |.7789 -.5290, .3967

a6@gmagdznnb 33emaa: Nbasmgdal dMogacn- . 0159* |.0063 2.5168 [.0122 .0035, .0282
39MmM3693s @ Bmaswa 3mabo@ o bota

H2. g00006y39@0mgdolb @s8mea3009dman domgdalb dmogsEommo g89d@0 dmgsmn 3mabodado
bl s dobsgsbo IGmBama 38symezamgdol 303d061Dg
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R*= 2846, F(3,448)= 59.3962, p <.001; AR?>=.0066, F(1,448)=4.1171, p <.05

(330900980 B SE T P 95%CI
3Mgngd@meo: Dmaswo 3mabodya Mboma -1836* |.0780 |-2.3550 [.0190 -.3368,-.0304
dmEgMms@mMoa: 3o05byzg80mgdals 3004 2095 1.4335 |.1524 -1114, .7121

©53m9) 30 dmo© Jomgds
0b6@gMsgdnab 33man: aomaby3zg@omgdols .0114 * |.0056 2.0291 |.0430 .0004, .0224

©33m 3009dmo domgds s dmaswn
3Mabogco gbsto

H3. go0006y3980mg80b 95mgdsdmbomgdal dmmg@saygmo gi3gd@&o Dmaswo 3mabadndo gbstal
5 dabagsbo dGmBoma 3dsgmaznmgdals 3o3d06dg

R?= 3067, F(3,448)= 66.0753, p <.001; AR?=.0092, F(1,448)= 5.9243, p <.05

(33o®gd0 B SE T P 95%ClI
3Mgod@mMn: dBmaswo 3mabodmmo bomo =2731*%% |.0979 |-2.7894 |.0055 -.4656,.0807
ImEgMs@mMn: 350569398 0mgdal 1388 1371 1.0117 |.3122 -.1308, .4083
MBmgdsdmbomgds

06@gMagdz0nb (33maa: gosbyzg@omgdol .0089* .0036 |2.4340 |.0153 .0017, .0160

MR gdsdmbomgds s Dmaswo 3mabodn®o
boo

*=p < .05 *¥*=p < .01 ***=p < .001
A. F. Hayes 3Mmasds PROCESS, dm@gmo Nel; N=452

306306mdgdmo gi39J@&0b (conditional effect) sbomobdo g30h3969dL, M3 Dmasw
3Mabo@® @bs@l Lo ob@ngneon Yomymgomo gx9J&0 9d3b dobogsb IGmdaom 3ds-

gmgamgdadg dbmemme 03 xaygddo, bows Lodndomb dobsboscmgdmmgdals — Wbsm 980l

IMmogomaugmmabgds, gomobyz9&0mgdol sdmazomgdemom domgds, gowsbyzgdocmgdol

@Rmgdodmborngds — @sdsma 3ohz969dmgdns, 569, dbmasw 3mabagn xbsmb Mgzq6-

Loy 3333060 343L 3absgsb dGm3nm 33symazamgdsty 0d iLIJdgdymmadmsh,

GmImgdaz SbAEYmgd96 YRGm AyGabym, ghnggmmzgsb Lsdydsmgdlb s sdzm ao-

©56y3980mgdalb ©3dmy30093mae domgdabs © Ngmqds3dmbamgdolb dgdmnoyma

©0335bdmba.

o mmpgboiy Wbsmygdolb IMmsgeemegmmzb930l 860d369cmmds oMol wsdoemo (-1SD),
dmao@ gmabodam 9bsel bGoGobdngumom smbgdomo momymaomn guadd0 o436
dobsgob dmmdnor  j8oymeuomagdodyg (B=-.0780, t=-2.5516, p=.0111, LLCI=-.138],
ULCI=-.0179). bergme Gmgbs s 9bsm 980l 8 sgsmagmmagbgdol omb g ool bodwsenm
(LLCI=-.0643, ULCI=.0351) s dscscmo (+1SD) (LLCI=-.0366, ULCI=-.1026), 35390670
dmgo@ 3mgbodam wbsmbs s dobogsb dmmdoor 3dsygmeoemgdsl dmmol o6 ool
ombgdoon (ob. aenbgmacsas Nel);

o dmgow gmabodam bsel bBoGobdngumom smbgdomo womymeanomn gug480 36
dobogob dmmdoo 33symaoemgdsdg dbmenmo 0d xamedo, bows; gsmsbyzg&0emgdnlb
©@33m9 30093 dnmgdab §60d369mmds ool wsdscrn (-1SD), (B=-.0696, t=-2.41,
p=.0165, LLCI=-1264, ULCI=-.0127). bmerm @Gmogbsz 3006y3980cmgdol sdm-
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@30098ms© Jomgdob ©mby smol bodxscnm (LLCI=-.0683, ULCI=.0203) o dsmocemo
(+18D) (LLCI=-.0496, ULCI=-.0700), dmgs 3mabo&am cmbsmbs s dobsgsb dmmdom
Jdogmanmgdolb dmobl 3ogdomo of ool ombgdoomo (ab. ol ®agos Nel);

o Pdmgow 3mabodam mMbsmlb bGoGobdngmmom smbgdomo momymanmn gugddo od3b
dobsgob dmmdoo 3dsymaomgdodg dbmenmo 0d xgmaido, bawss 3o@s6y39@0emgdalb
99mg35dmboengdob ©mby sGolb sdoemo (-1SD), (B=-.0870, t=-3.01, p=.0028,
LLCI=-.1439, ULCI=-.0300). beom Gm@gbos go@oby3980emgdolb maemgdsdmboemgdol
@mby stob bodwsenm (LLCI=-.0772, ULCI=.0097) s dscpsemo (+1SD) (LLCI=-.0455,
ULCI=-.0844), dmgo 3mgbod <@ mbombs s dobogseb dmmdoom j8symenemgdsl dm-
@ob of 5ol smbgdomn jozdomn (0b. oeab@@mszns Nel).

ombg@msigas Nel. bodymdamb dsbsbosmgdmgdol dmmg@sonmo g539d&0
bBmgswo 3mabo@nmo gbsmobs s dobsgsbo IMmdomon 3dsymagamadal 3o3d06 by
Lodgdamb Bobabosmgdmgdal Embggdal dobgogom.
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d960d365: 4.8. — mbo 980l IMogoemggmmagbgds; a.m. — go@obyzgdocmgdol maengdedmboengds;
8.0.9. — go@obyz980mgdol @sdme 098 mo domgds.

@3dmy 30098 9o (330000 — dmgso gmabodama mbofmn, sdm jomgdmmo (33050 — dobsgsobo
dmmdomn jdsgmaanmagds, dmmgma@mm gdn — bodndomb dsboboscgdmagdon.

domgdmo 993900 6036s3L, MM sLIJIgdnmms 03 Ranxrgdde, MmIgmos
LsINIdsm( 9RENGYIAM3360 S HYGabymos — Lsdydosm ©sLIJIxdnmabsgsb 36 Im-
oobmgb 3Ms33mgugmmgzsbn mbsMmgdol a53mygbgdsl, 335Lmsb sLIJIgdnmgdL
36 9bggzm, 56 ndznsmie Ybgzm ad336y3380mgdgdalb EIIMY30Egdmom Jamgds,
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36 a55Rbodse NPmgds3mbomgds FsMomb Ladydombmsb ©s35330Mgdnma gows-
6y3980mgdgda, Bmase 3mabodym 1bs@bs s Jabsgzsb IAmdom 3dsymgomgdsl
dmeob pafymgoman 3333060, sbgmn xanygddn Moz YRMM Jsmdmoas 3mabadyMa
9656980, oo GPMmm ¢33symPammba SM0S6 MYGabymo s gRNgyMmzsba
Lsdmdsmamn, g3s6y3zg@0mgdab Jomgdal Hgmgdsdmbomgdab 65 3mgdmdom, Esdsmo
33@mbm3ogMmmdoc, 569 Lsdndsmb 3.6. Jows BId@mMgdaa.

Mmamd 9m360dbgm, Dmaswmn 3maboGmmo MbsMmobs s Lsdmdamb dobsbosmygd-
m9dob 0b6@gMod(300 B0bogsb IMmBom 3dsymagomgdady dbg3g 3033m0gm, MmEgbss
3035d9momadgmo (33ma@olb MHmmdo dmgswa gmabogyma @bsmoas. MmamM(z g3oMs-
aomdeoo (H2.1-H2.3), Lsdydom dobsboscmgdmgdabs (qbstigdal 3Megomagmmabade,
3°@96439G0m g0l @admy3orgderor Jomgds, 3owoByzg@omgdal PRrgdsdmbomyds)
©d dobsgsbo dMmdomn 3dsgmagomadol 39330030 dmaswa 3mabogna gbsmab Imwyg-
G330 989980 bEIGLEINMI© sMbgdomns, bsdngg dmmgmol dgdmbggszsda, baddy
33093L gododmngmgdgem dmmagms300b00b. ab. (sbEnemo Ne3.

M9aMqbogemn 365mabab dgmgasm smBmAbos, Mm3 ¢Mbafgdab dMsz35maugMmzbgdal
(330 dnbsgsbo dGmBomo 3dsgmaomadab LB bE 0 YM© s@Mbgdoma 3MgLad@mtos,
boenm dmegmdo ImEgMms@memob — dmasmo gmaboguma @bsmalb Rsmomzol dq3wmgg
3mb0dbyem (33moqdlb ImEolb 3933060 dmogMmmgds. Mmam&z 3bGomo Ne3-sb Rsbb,
MBoMgdol 3Megomazgmmabgdol  (33mmoobs s dobsgsbo dMm3oma  3dsymaznemgdols
393806do bmgswo 3mabodmo Mbsfmol Impgmsiomo guqd@ob dmwmgmo dobsgsbo
3994mxzz0mgdalb Jnmgdal 30605(300b 14%-b bLEAL (p < .001). 5333565, IMmEgHSE™MNL
RoGmngob d98ga Jmmgdob sbbboemo gomnznol Bomo 8.5%-wsb 14%-8rg asnbomws.

sbMoma Ne3. bmgswa 3mabo@ufn «9bs@ab ImeyMsioyma g83J@0 Lsdxndsmb
35b3bndmgdmdabs ©s Jabsgsbn IGMBnma 33symagamgdab 3353306y

H2.7. Dmgowo 3mabo@amo 9bsmolb 8mog@sianmo g89d@o0 1botigdol 3Magemagmmabgdabs oo
dabogobo dMmoma 3dsymaynmgdols 303306y

R*=.1403, F(3,448)= 20.8084, p <.001; AR*= 0122, F(1,448)= 6.3345, p <.05

(33900980 B SE T P 95%CI
3Mgeod@mmoa: bsfMgdol dMogomaygmmgbgds -.0662 |.2355 [-2809 |.7789 |-.5290 .3967
dmEgms@mma: Dmaswo 3mabod o gbomo -2366 |.0850 |-2.7825.0056 |-.4037, .0695
0b@gMsgdnnb 33eman: bomgdals 0159 .0063 [2.5168 |.0122 |.0035, .0282
3M0g0mxgMmzbgds o Dmgswo 3mabo@ Mo mbata

H2.8. Dmgo@o 3mabo@ado qbstolb dmmg@sonmo g9 asmsbyszg@omgdolb @sd8mznmgdmao
80mgdobs s dnbsgsbo dMmamn 38sgmagzamgdal 3o3d0mdg

R*= 2846, F(3,448)= 59.3962, p <.001; AR*= 0066, F(1,448)= 4.1171, p <.05

(330900 B SE |T P 95%CI

3Mgod@mmn: 3osby39@0mgdol odmejoegdmoa | .3004 2095 |.1.4335 |.1524 |-.1114, .7121
domgds
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ImEgMs@mMn: dmaswo 3mabodamo bomo -1836 |[.0780 |-2.3550|.0190 |-.3368,.0304

a6@gMagdnnb 33maa: goobyzg@omgdolb edm- |.0114 * |.0056 [2.0291 |.0430 |.0004, .0224
13009dma© domgds s dmaswa 3mabo@ o Mboto

H2.9. bmasn 3mabo@mmo gbsmal dmmgmszomo 9539 @0 aow@sbygg@nmgdolb gmgdsdmbomgdabes
©5 d0bsgsbo dMmBoma 3dsymanmgdol 393306 dg

R*=.30067, F(3,448)= 66.0753, p <.001; AR?*=.0092, F(1,448)=5.9243, p <.05

(33500960 B SE T P 95%CI
36geod@mMn: 300069398 0mgdals 1388 1371 | 1.0117 |.3122 |-.1308, .4083
MBmgdsdmbomads

dmEgms@mma: Dmaswo 3mabod o gbsma -2731 |[.0979 |-2.7894|.0055 |-.4656, .0807
0b@gMagdonb 33mamn: 3omaby3zg@omydols 0.0089 |.0036 |2.4340 |.0153 |.0017,.0160
MBmgdsdmbomgds ©s dmasmo 3mabodnmo mbsmo

*=p <.05 *¥*=p < .01 ***=p < .001
A. F. Hayes 36mgasds PROCESS, dmegemo Nel; (N=452)

65(3 39gbgds dmaswa 3mabodydo bamal @mbggdal dobgogaom sbsmadl (conditional
effect), 5cdmhbs, Hm3 bLadngg EMbab Dmaswn 3Mabod Mo Mbsmab dgdmbggzedn, dobogsb
dOmdoo  3dogmgzgamgdadg bomgdal IMogemaygmmgbgdol gugd&o LESELEIYMo©
36gdomos. 53obmsb, MboMmgdol dMogomagmmazbgdol yzgmedyg dmogfo ©smgdomo
989980 304boMgds dsmsemn (+1SD) bmgswon 3mabo@ & Mbscob gamedo (B=.66,=7.52,
p=.0000, LLCI=.4900, ULCI=.8368), msdsw (B=.38, =4.71, p=.0000, LLCI=.2204, ULCI=.5355)
o Ladmomm (B=.54, 1=8.48, p=.0000, LLCI=.4122, ULCI=.6609) xan39d0msb dgoomgdao.
bbzs bogyzg800 Hmd g3mgzom, bodndomdg mbsmgdab IMsz5ememgMm36980b ©mbnlb
358983, Mo 3mnbbdmdlb s35emg38980b dMmsz5mmagmmz69350, bsdndsmbswdn dg-
dmdggdn0 dnamdsb, sbsemn 9639380l J9dgbsb s s@bgdayemal go4dxpm39bgdsb,
sbgon 30mm8980 @sbsgfdgdemgdnl dnbsgsb dmmdna 3dsymagnemgdob dmwsb w393-
doMmEgds dmgown 3mgbodamo 9bsmob gzgems @mbob xagmemsb, gb 393d0M0 zo0
396bs3900M98000 demngmns domoemn gmgbndun wbsmal dgdmbzgzsedn. xanygodol
dgoMgds bomdmmagbamos mabosmmyym amab@mazosobyg Ne2.

omb@@sgns Ne2. bmgswo 3mabodmmo mbstmal dmmgMmsommo gggd@&o bodymdam
3obobnomgdmgdabs o dnbsogsbo 3Mm3nma 3859meznmgdols 303306y dmaswn
3Mabo@Mo 1bstgdaol @mbggdals dobgroznm.
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aeesbypyyorngieb g qpergtodnborngds
d960d365: 2. 3.99.- Dmgso ymgbod o mbomio.
@3dmy 3098 gemn (330 — bsdndsmb dobobosmgdengdo; wsdmoogdaemo (33emsmon — dobogsbo
dmmdoomn jdsgmanmgds, dmmagmadmmo — dmaswn 3mabodmmo mboto.

303momgds H2.2-0b d99mEB3gdabsl, bgodob@ninma sbsemabal dgogasw smdmAbws,
Mmd 33036y39@0mgdal ©3Imy30090mde Jnmgdab s Jabogsbn IGmBoma 33sym-
Bomgdol 303306do (30Ms306 3933000 Jumgdals sbbBab goMoszns: 21.6%), dmgswo
3Mabogmo  bomol dmegmsisommo  g8gd@olb dmegmo, sbgzg, LESGLEIPG©
s@bgdomos, dmegma dobsgsbo  3dsgmxzamagdol  Jumgdal goMoszoal 28%-bL bLbab
(p <.001). go@sobyzg@omgdal odmyyz0gdmam domgdobs ©s bdmgswo 3mabogn®o
16560L 0bGgMagdznol 3mddgmgds @edmzngdmo (33monlb Jumgdal 3oMns3nsdo
LEOGLGFYME sMbgdamans. ab. (3bMama Ne3.

abg3g, bBGLEINMs© 360d369mmm35605 3336Y39@0mMgdab NBmgd3dmbamgdal
©5 dobagsbo IGmdomn 38symagamgdals 39330630 (3oMEsdom 3ogdocdo Jumgdal sbLbab
3oMns(300: 22.6%) dmaswa 3mabogma mbofalb dmogGsiomo 95390 (303mogdo
H2.3). 8megmo dabsgsbo 38symazamgdal Jnmagdolb gomnsionlb 31%-b bbBal (p < .001).
393806do a500569439&0mgdalb gmgdsdmbomadobs ©s Dmaswmo 3mabod o Mbsob ab-
©963d300b 3mddgmgds sdmzowgdamao (33mamol Jumgdal 3oMns30080 ogdomn @
LEGLGZPME sMbgdamans. ab. (3bGama Ne3.

Bmaso 3mabo@m®o mbsmol mbggdaol dobgogom dgoemgdal sbsmaba (condition-
al effect) g30h39690L, M3 Lsdogg Embol Dmgswo 3mabodnGo Mbsmal dgdmbgggzsda
dobogob IGm3om 3doymagomgdedy asmsbyzg@omgdaol ©sdmuzaegdmsm domgdabs
(-1SD: B=.62, =8.81 p=.0000, LLCI=.4813, ULCI=.7579; M: B=.73, t=13.31, p=.0000,
LLCI=.6263, ULCI=.8419; +1SD: B=.82, =10.60, p = .0000, LLCI=.6719, ULCI=.9777) oo,
sbg3g, 39056y39@0mgdab Numgdsdmbomagdab (33mowgdalb (-1SD: B=3870, =8.49
p=.0000, LLCI=.2974, ULCI=.4766; M: =.4756, t=14.06, p=.0000, LLCI=.4091, ULCI=.5421;
+1SD; B=.5466, =11.38, p = .0000, LLCI=.4521, ULCI=.6410) g9d80 LE>&obGoznmMow
>6bgdomas.

FAmame oemyb§msins Ne2-3g 36905530, bsdydsmborsb wszo3d0Mmgdmemn goms-
6Yy3980mg30b @3dm=y300098cmo@ Jomgds s 330569398 0emg8ob 9aemgdsdmbaemgds,
dmgsn 3mgbodgmn 9bsmnb yz9cms @mbol d9dmbzg35d0, 00030l n@ybdymswm
9393906983 dnbsgsbn dmmdnma 3dsgmaaaemgdab dMHEsb. 01 3@3dns6b 5536 bsdmdsm
®©335(m738930b @3Im=y30098emo mmgsbndgdab, bsdndsm 3Mmmigbob 3mbGmmemal,
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390569398 0emgd0b dnmgdob gaummgdsdmbommgdolb dgbsdmgdemmdgdo, gb 30Mmmdgdn
Y39 @mbob dmgswo 3mgbodymo 9bsmob wsbsgfdgdammab dgdmbzg35d0 35 dMmoalb
dnbsgs60n dmmInon 3dsymanemgdob mbal.

390093980b 9533985 > abzabos

LEOGOLEOIPM0 Sbsmnbab JggasE gsdsmomms hzgbo goMonwn 0dal dgbobgd, Hm3
bmgo@o 3mabodMo nbstnbs s Jabsgsbo dGmdnmo 3dsymgomgdals 30330630 bodmdomb
33b5b053g3cmgdL ImepgMssogmo g5gd@o odzo. Mmzs Lodmdom FoMmB g, MuE0baym
©535madgdL 3ma(3o3L, @sdsmas wbomgdol IMmsogecnRgmmabgdol, gowsbyzg&nemgdol
@sdme0098ms  Jomgdol,  gowsbyzgd@oemgdol moemgdsdmbomgdol 3shggbgdemado,
»gombsohobms gfmo Bgbwgbzns: sbgma Ladndom ©oDs0bal 30Mmdgddn, Mo YBO™
doamos 3mabo@ o Mbamgdo, oo MRGm bsgemgdas dobsgsbo dGmBoma 38symagamgdals
©mby. @3bsgdgdymms 03 gaNRg8dn, EMIgmms badydom(z ghnggmmzsbo s MyGoa-
Byymos, bbgoms 3ngMm ©sg9a80mos s gosbyzg@nmgdal mamgdsdmbomgds dgdoe-
s, Dmas 3mabo@n® Mbofbs s Fnbsgsb IMmBom 33sgmggnmgdsls ImEals om-
gmxzomo 33330608, Goi m35mbaRobmb broob Lsdyndsmb ,g388oMgdol, Mgoobsnbol
sd@mommdab. gb dggan gbdnsbgds 3gM(3896anl (Herzberg, 1966) 3m@ngs300b mgmnasl,
Amdmob dabgogom, 0dabmgol H™3 gs0bofomb dmdydsegal dgbEmmgds ©s IMmBomo
30oymanmgds, badndomgdo Nbes 0ymb ,3530EMgdMma’, 569 Ladndsm ndgzoMow bos
oymb ©sggadomo, MHmd @sbeddgdymb sdmggmglb 3sbybabdggdmmdabs s dombgzal
30630000, dbg3g, 3M339Ggb(30900L DAL, sensMgdal Jgbadmgdmmdsl. doybgosegewm
03obs, Mm3 3gM389630L 0@ggdo Mggmmeonco nym 30hbgmmoa, dob mgm@osdo o6
0ym yueeemgds 3535630mgdemo 0bngoema@ asbbbgezqgdgddyg, dgbadsdnbaw, 396
bLboEs o9 Ms@m3 nym bmgogHmo dmddegg YBO™ 3mDoB Moo asbbymdaoma be-
dmdomb 8833560 absnbabowdn, gomg bbggda (Oldham & Fried, 2016).

1960-706m 90006 domnsb dg36n 3330 809dmgbs 3 bs3ombl. 333mmg36g63s @enbygl
Lodgdom dobobosmgdmgdbs ©s dmdydsggms badydam dgrgagdl dmmol dmmgHe@mon
(33005009300 33mg3s. 5dmAbrs, MM Ladmdomb absnbn s Lsdydam dsbsbosmgdemgdo
a0bbbgoggdmmon 393d0Mmgds dgbAymadsl s dGm3nm 38symegamgdsl dgdwagan
B3I gdab  gogmabom: ImIdagggdol  FNmEB PO  ognmgbgdymmds  (Turner
& Lawrence, 1965, Blood & Hulin, 1967), 3m3dagggdaol dwol dmobmgbomgds (Hack-
man, Lawler, 1971; Loher et al., 1985), gbojmmmanno gmglbodgcmds (Bond, Flaxman
& Bunce, 2008), 306Hmgbygmmds (6gotim@oioddo, 9db@maggmbos...) (Thomas et al.,2004;
Raja and Johns, 2010), LGogo (3oFngcolb g@sdn) (Katz, 1978), g0baznco 3mb&gdL@o
(Fried et al.,2008), g56bobmgmgmmds (Wall, Cordery & Clegg, 2002), mMasbodszomema
368 94L@o (Pierce, 1979, Rousseau, 1978), momdscms mtob gobbbgseggdgda (Chen and Choi,
2008) (30806 9dmos: Oldham & Fried, 2016). sbggg, bodmdom dobobosmgdmgdo asgmgbsb
bbbl Lodydamlb IgbEmmagdadg 08gbs, 0y Madrgbsw 36n0d36gmmgbse donkbgsL
dmddagg o3 dobabnomgdgmb (Peird et al., 2020). Bzgbo 33ma30L 05bsb3ow 3o, badymdom
35bdb0dmgdmgdalb s Jnbsgsba IGmInmn 3dsymgomgdab 33330630 IEILEYM©S

bmgswo gmabo@amo mbscal Imeg@msionmo 389d&0. LESGLE 3N sbsemabals dg-
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©93980 (3650ymaL, Hm3 YbsMgdab IMS33me3gMmm3698ab (33mma©0 MEBG™ g o 393-
doMgds dabogsb IMmdnm 38sgmegamgdsl 08 Im3nds39q8056, 0Lz Ismama dmgswo
3mabod Mo mbofn aoshbos. bmmm aswsbyzg@omgdol sdmyznmgdmom domgds
©d 33w56y3zg@nmgdab gmgdsdmbamgds udm Ig@ow 393d0Mmgds dobogsb
dOm3om 3doymazzomgdsl @sdsmo s Ladnsmm bmaswo 3mabod o Mbsmob dJmbg
3m3do3990386. 5L LI gdmmgdmsb sbamo Mbasmgbdal dgdgbob, bs 3mmota badmdamb
©33m9)30090mem MmMasb0Dgdab, Ladmdom 3Mmzgbolb JMbEEMmOL, gomsbyszg@nmgdol
MBmgdsdmbomadol dgbadmgdmmdagdo, LagsMomome, M@cm dgGsm 139330Mw©gds
om0 mz0:0dgsbgdabs s 360d369mmm36q80L g06(3000L DML, Mog Ladmdomb ndstm
309800 356bymdgd by s s0bobgds.

B396L 33ma39L BmzMmdamadamo B3momon 35593L nbrnga@msmamo gobbbzeg9dqbab
Mool dgbbogemsedo s g30h396908L, Dgdmor Rsdmmgmomo god@mmgdal dbasgboc,
bBmgswo 3mabod o bsmob Mmeb badymdom obosbobswdn gsobbbgseggdmmo ©sdm-
300090 gdgd0L sbbBs3o. 33emg30Lb dobgmzgom, 3mabogna @bsmgdabs s Ladw-
dom 3obsbosmgdmgdab nbGgMsgiosl, obgmo Lsdymdsm abs0bal 306HMd9ddn, Gm-
©gbos ©obdJ85dmmadl o6 asshbosm EBmgdsdmbomagds doMomb Lodmdombosb we-
3938069dmma assby39@0mgdgdo, @sboddgdamoalb 3mabogmdo @bomolb bHws Jabo
dobgobo 38symazomgdol mbolb 3emgdsl 303d0Mmgds. o4y 353356bs s ME©3q3L -
3994M©bmdoo (Hackman & Oldham, 1976, The Job Characteristics Model), ¢)bsfgdals 3o~
35m33gMm306980L Bo3madmds Lodmdoml dmbabygbl boob. dqbsdsdobsw, Mo MRO™
0bGqds Dmaswo 3mabod Mo Mbsmgdol dohz969dqemn, Joo MgEm Bs 3mgdo dobogsbsw
©335g0mEmgdgmo bpgds OM@obamo s gMmggmmgsbo Lsdmdem, sbgmo Ladmdsmb
3036035 B9MM3698s 30 3mDaGoyMmam 50bsbgds dobsgsb IMmdom 3dsymazomgdsdy.

dgxo8980L Loboo Fgodmagds nodzslb, M3 badymdamb dobobosmgdmgdobs s jma-
Bo@ Mo ¢mbatgdals 068 gMsgz0slb 860d36g9mmzseba baemomo dgod3b dabsgsbo dGm3nma
38594magomgdols Jmmams 3oM0s(300L sbLBS30. Dmasw 3mabod e wbsmb LG nbE 0 NM®
MOMYMBom0 958990 93 F0bsgsb ImIom 38symeznmgdsdg Bbmemm 08 sLOJBdmms
%a39%890d0, 30b0 Ladmdams MG bmmo, gPGgMmzgebos, 56 Mbgzm gosbyszgdnmgdqdal
©33m9)30090mom domgds s 5.9. 93 xaMBgddo Moz YBOM Jomsemos 3mabodmEn xbs-
960, 300 M@BEM bs3mados dobsgsbo dMmInmo 3dsgmanmgds. 33mmg3900L Mebobdsc,

Lodmdomb aodmnEMmgds ymzggmmzol o6 5h39690L 3nMmEsdnm 35330Mb dgbEmmadady,
M50a0b badmdomb yzgmes dobobosmgdgmo obsdMow 353mEGngzoMgdgmn o6 3ol ©s-
boddgdnmmomgol, gabonsb dom gobbbgogzgdmmo moMmgdymgdgdo, LyMgamagdo ©s
MbsMgdo odgon (Peird et al., 2020). Rzgbo 33mg30L Bobgogom, ngogg &qbogbns gmab-
©9ds 30bsgsb dMmInm 3dsymazomgdsbmab dndstmgdom. Ladymdoml Mgondsobo gs6-
Lo GEdNm 9x89d@L ndmggs domama 3mabod o MboMgdol 3dmby ©s30569dmab,
M50a56 3530Mgdmmo, 353Ms35mygmm3bgdmma Ladmdom oo Lozmmema MbsMgdal
95m0bs(300L Jgbadmgdmmdsl s dobsgsbo 33symanmgdal gob3sol sboggdl.
33m930b 399a890L Mom®mabae own 360d369mmds dgndmgds 3dmbogl 3Mod@0zmemoa
30dmyg6580L m35mbsbEbom. 3mabod Mo Mbsmgdobs s Ladymdom Jobsbosmgdmagdal
0b@gMsg0ob IMmBom 3dsgmanmgdady gu9d@gdn badL @bzsdl adsb, oy Medwgbsw
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3603369mmmgsb0s 30Mmzbymn s mMasbodsommo God@mMmadol gMommdmogsw goom-

35m0bbnbgds 3gMbmbamol d9MAgz0Ls s Lodmdomb aDsnbal 3Gim(59L3o.

- ,399000Mgdmmo” Lodndom 3oMEadnm gogmgbal sbogbl dMmnm 3859menmgdsdy.
o3 oms, 300m36980bs ©s Lodndomb Mmegbgdomds ME®mm Ig@ow Fonmbggs, Hm-
©qbsg 3m3ndaggoms 3mabo@mmo Mbsmgdo s boadmdoml dobsbosmgdmagdo gEom-
3569l dgqbsdsdgds. dgMmhgzol 3Em(39L0 BoMBsGgdmmo 0d6gds, Hmogbss badmdoml
Lo 3306dm Fobobnsmgdmgda s IMIndsggms bsMgdo gMHMsbgob dggbsedyzobgds;

- 33m930L dggasm smdmBbrs, Mm3 sMs dbmmme dsmsmo gmabo@mEa Mbsmo
1393800M©985 badndsmb dows RBod@mMMgdom g53mbsgmma dMmnma 3dsgmanemgdol
3563000, M3 sbg3g edsmo 3MabodmEa MbsMob 3Jmby 9s8056msb ndMLads
dOm3olb Bodsmo omgdoma asbbymdgda, o dobo Ledmdomlb MgwaDonbo gows-
By39@0mgdal gamgdsdmbomgdol mbol dM@sl dma(zegl.

03 d90093980L gomzgamabbnbgds bgmb dgnbymdl s@sdnsbyma Mgbu@bolb dsmmgal
36m39b0b gg3gd@nebam o3 93335, Ladmdomb gg3qd@nFo Mgabsnbom Msbsddmmdgmas
dEmBomon 3dagmanmgdobs s 9539J&056mdab DMH@sb.
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Abstract

452 employees participated in the study exploring the interaction effect of General Cognitive Ability and
Job Characteristics on Intrinsic Job Satisfaction. To address the research question, the following instru-
ments were used in the study: General Aptitude Test Battery — GATB (The U.S. Employment Service,
1947-1996), Minnesota Job Satisfaction Questionnaire (1966), and Karasek’s Job Content Questionnaire
(1979).

General cognitive ability was assessed from two different perspectives — cognitive ability as a predictor
and cognitive ability as a moderator in the relationship between job characteristics and job satisfaction.
Since job characteristics variables (Decision authority, Decision latitude, Skill discretion) are mainly
associated with intrinsic job satisfaction, the study focused on the relationship between cognitive ability,
job characteristics and intrinsic job satisfaction as well as on the role of job characteristics in the given
relationship.

The study showed that job characteristics moderate the relationship between general cognitive ability and
intrinsic job satisfaction. Also, general cognitive ability strengthens relationship between job character-
istics and intrinsic job satisfaction. General cognitive ability has a significant negative effect on intrinsic
job satisfaction only in those employees, who perform monotonous and repetitive work and have limited
control and decision authority. Under such working conditions, highly developed cognitive ability is
associated with low levels of intrinsic job satisfaction. High levels of cognitive ability are related to the
satisfaction with the intrinsic factors of work (responsibility, independence, creativity, diversity, etc.),
whereas employees with low levels of cognitive ability tend to have a more positive attitude to work, if
their work is redesigned to include increased decision latitude.

Key words: General cognitive ability, Decision authority, Decision latitude, Skill discretion, Intrinsic
Jjob satisfaction

Introduction

Scientists and practitioners show a vivid interest in the relationship between cognitive abilities
and different organizational variables like job training and job performance (Schmidt & Hunter,
1998), compensation (Daly et al., 2015), and income (Zagorsky, 2007). An important issue is a com-
plex assessment of the predictive value of cognitive abilities in the individual’s success in working
environment and their relationship with different organizational variables. Relationship between
cognitive abilities and performance is a widely discussed topic in scientific literature (Schmidt &
Hunter, 1998). However, relationship between cognitive ability and job satisfaction has received
less attention (Dopeso-Fernandez et al., 2019; Ganzach & Fried, 2012). The present study makes a
modest contribution to the exploration and complex analysis of the relationship between cognitive
ability and job satisfaction.
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Relationship between psychological constructs is always more or less complex and is influ-
enced by different individual and situational factors. This also applies to cognitive abilities and job
satisfaction. It is impossible to get a full picture of their interrelationship without considering the
role of intervening factors. In organizational psychology job characteristics are intensely explored
in the role of such variable (Schmidt & Hunter, 1998; Gottfredson, 1997; Dopeso-Fernandez et al.,
2019). The present study also considers job characteristics from this perspective and explores its
moderating effect on the relationship between cognitive abilities and job satisfaction.

The above topic is very important if viewed from the scientific and practical perspectives. The
assessment of the interaction effect of general cognitive ability and job characteristics is a topical
issue. The data about direct and indirect relationship between cognitive ability and job satisfaction
is quite scarce, which means that this problem requires more complex explanation and analysis.
In practical terms, such knowledge helps us better perform HR activities, including decisions on
recruitment procedures, and develop efficient work design models.

Find below short definitions of the main constructs.

Cognitive abilities: Cognitive ability is the highest mental ability determining an adequate
perception and processing of information, logical judgement and understanding of the relationships
between different events. It makes an important contribution to the acquisition of knowledge and
problem solving. According to Gottfredson, general cognitive ability is a general mental capability
which involves reasoning, planning, problem solving, abstract thinking, comprehension of complex
ideas and learning from experience (Gottfredson, 1997). For Schmidt and Hunter, general cognitive
ability is conceptualized as the ability to learn (Schmidt & Hunter, 2004). General cognitive ability
is synonymous to the traditional concept of intelligence and Spearman’s G factor (Spearman, 1914,
as cited in Sternberg & Grigorenko, 2003).

Schmidt and Hunter conclude that general cognitive ability tests better predict job performance
than other personnel selection methods (Schmidt & Hunter, 1998). Also, the predictive value of
general cognitive ability tests is higher for complex work because its performance involves more
judgement, thinking and planning (Hunter, 1986).

Job satisfaction: Job satisfaction is the employee’s attitude towards his/her job. According
to Locke (Locke, 1976), it is the employee’s pleasurable or positive emotional state resulting from
his/her evaluation of job or job experience (Gamboa et al., 2011). According to Spector, the most
frequently cited author (Spector, 1997), job satisfaction involves people’s feelings about their job
and its different aspects, how much they like or dislike their job (as citied in Aziri, 2011). It is very
important from practical perspective because an organization becomes more efficient when it has
satisfied employees (Judge et al., 2010).

Most researchers name the nature of work as one of the leading determinants of job satisfaction
(Hoppock, 1935). Job characteristics are considered to be the most important direct predictors of job
satisfaction (Fried & Ferris, 1987). Employees’ control over their work and acceptable level of job
demands increase well-being and job satisfaction.

Work design and job characteristics involve employee’s tasks, activities, relationships, con-
tent and structure of responsibilities (Parker et al., 2017) performed by employees for their orga-
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nization on a daily basis (Oldham & Fried, 2016). Work design is considered to be a determining
factor of productivity, job satisfaction, performance, absenteeism, stress, etc. (Parker et al., 2017).
Research shows that work design has affects personal life, organizational citizenship behavior, em-
ployee’s health and well-being (Oldham & Fried, 2016). The specificity of work design is deter-
mined by job characteristics.

Research shows that efficient performance and job satisfaction are affected by different indi-
vidual and organizational factors, including job characteristics (Fried & Ferris, 1987). Out of the job
characteristics theories the most popular one was created by Hackman and Oldham (Hackman &
Oldham, 1976, The Job Characteristics Model). The main idea is that the key to employee’s motiva-
tion is the task. Boring and monotonous work reduces motivation, whereas versatile and interesting
work, the employee is responsible for, increases job satisfaction and motivation and improves per-
formance (Ali et al., 2014; Jiang et al., 2020).

Karasek developed one of the most interesting models, the job demand — control model
(Karasek, 1979; The Job Demand-Control) which is about the effect of job on job satisfaction. This
model considers two main aspects of job: job demands and job control. According to the model
job demands involve the physical, psychological, social and organizational aspects of job, which
require physical or/and psychological effort (Lesner et al., 2019). As for job control, it is related to
decision latitude and implies the employee’s ability to control and influence everything taking place
in his/her job environment (Karanika-Murray et al., 2017). The review of the empirical studies deal-
ing with Karasek’s job demand model shows that the combination of high job demands and low job
control is associated with a low level of job satisfaction (Karanika-Murray et al., 2017).

Research shows that job characteristics are the predictors of the employee’s job satisfaction
(Fried & Ferris, 1987; Bryner, 2007; Noor Azzah & Rudzi, 2007; Spector and Jex, 1991). One of the
mostly researched variables is job autonomy (Arches, 1991; Poulin, 1994; Amburgey, 2005), which
is critically important for organizational success. It is believed that a high level of job autonomy
results in a higher level of job satisfaction since the employee has the opportunity to choose the
work pace and schedule (Nguyen, 2003).

Job characteristics do not have a direct effect on intrinsic job satisfaction. The effect depends
on many factors, including the desirability of these characteristics for employees (Locke, 1969;
Porter, 1961). For example, according to Ganzach, the relationship between job characteristics and
intrinsic job satisfaction depends on the intelligence level (Ganzach & Fried, 2012).

As already mentioned, there are not enough studies about the nature and structure of the rela-
tionship between intelligence and job satisfaction. An exception is the research conducted by Gan-
zach and colleagues (Ganzach, 2003; Ganzach & Fried, 2012). According to Ganzach intelligence
plays the moderating role in the relationship between (1) job complexity and intrinsic job satisfac-
tion, (2) compensation and extrinsic job satisfaction, (3) intrinsic job satisfaction and general job
satisfaction, and (4) extrinsic job satisfaction and general job satisfaction (Ganzach, 2003). Accord-
ing to the research, along with the increase of intelligence the relationship between job complexity
and intrinsic job satisfaction also increases. In addition, intrinsic satisfaction has a strong effect on
general satisfaction among the individuals with a higher intelligence level (Ganzach & Fried, 2012).

R. Dopeso-Fernandez and colleagues studied relationship between cognitive abilities and
job satisfaction (Dopeso-Fernandez, R., Giusti, G., & Kucel, A., 2019). This relationship is mod-
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erated by job autonomy and the opportunity to learn at work. Learning at work and job autonomy
have a different effect on satisfaction when employees’ cognitive abilities are differently developed.
Opportunity to learn increases satisfaction in employees with better developed cognitive abilities,
whereas job autonomy is more important for the employees with poorer developed cognitive abili-
ties (Dopeso-Fernandez et al., 2019). It is really surprising that the interaction effect of skill discre-
tion and general cognitive ability on job satisfaction has not received enough attention.

Research problem and hypothesis

The main objective of the given study is to explore the interaction effect of general cognitive
ability and job characteristics on intrinsic job satisfaction.

Operationalization of the variables: The major variable under study is general cognitive
ability — the general ability to learn, think and draw conclusions. General cognitive ability is mea-
sured by three tests included in GATB: arithmetical reasoning, vocabulary, three dimensional space
(U.S. Department of Labor).

Job characteristics are measured in the framework of Karasek’s job demand — control model
(Karasek, 1979):

—  Skill discretion: The employee’s opportunity to use a variety of skills to perform job (Karasek,
1979, as citied in Smith et al., 2020);

—  Decision authority: Degree of independence to make decision at workplace;

—  Decision latitude is a composite variable of two theoretical constructs: skill discretion and
decision authority (Karasek, 1979, as cited in Smith et al., 2020). It is the employee’s potential
control of and the influence over everything taking place in his/her working environment (Ka-
ranika-Murray et al., 2017).

Intrinsic job satisfaction is a dependent variable. Intrinsic job satisfaction is a factor extracted
by Minnesota Job Satisfaction Questionnaire which involves the satisfaction caused by so-called
intrinsic factors of work: independence, responsibility, creativity, skill discretion and professional
growth.

Research problem: According to the studies conducted by Dopeso-Fernandez, R. and his col-
leagues (Dopeso-Fernandez, R., Giusti, G., & Kucel, A., 2019) the relationship between cognitive
ability and job satisfaction is moderated by job autonomy and learning at work. Both job auton-
omy and learning at work have a different effect on satisfaction in employee groups with different
levels of cognitive ability. Learning at work increases satisfaction in the group with a high level of
cognitive abilities, whereas job autonomy is more important for the employees with less developed
cognitive abilities (Dopeso-Fernandez et al., 2019).

We assumed that the inclusion of job characteristics variable would strengthen relationship
between general cognitive ability and intrinsic job satisfaction.

H1.1-H1.3: Job characteristics (skill discretion, decision authority and decision latitude)
have an enhancing moderating effect on the relationship between general cognitive ability and
intrinsic job satisfaction.

As already mentioned, we also studied the interaction effect of general cognitive ability and
job characteristics on intrinsic job satisfaction from a different perspective, where general cognitive
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ability is considered to be a moderator. According to Ganzach, relationship between job charac-
teristics (job complexity) and intrinsic job satisfaction depends on the intelligence level (Ganzach &
Fried, 2012). We assume that in people with different levels of cognitive ability job characteristics
will be differently related to intrinsic job satisfaction.

The next hypothesis deals with the assessment of the moderating effect of general cognitive
ability. We assumed that general cognitive ability moderates the relationship between job charac-
teristics and intrinsic job satisfaction.

H2.1-H2.3: General cognitive ability has an enhancing moderating effect on the relationship

between job characteristics (skill discretion, decision authority, decision latitude) and intrinsic

job satisfaction.

The Method

Research participants: 452 respondents were selected through convenience sampling to par-
ticipate in the study. Female respondents constituted 47.3% (n=214) and male respondents — 52.7%
(n=238). Respondents’ mean age — 46.12 years (SD=13.78, min: 18, max=70). Years of employ-
ment varied from 3 months to 50 years. Most respondents were employed in the public sector
(58.6%, n=265) and private sector (35.5%, n=161).

Research procedure: Questionnaires were completed in the presence of the researcher, either
individually, or in groups (maximum 10 respondents per group). After explaining research objec-
tives and the instruction, respondents were given questionnaires which contained a leaflet and an
answer sheet.

Research instruments used in the study had been employed in numerous studies for quite a
long time. These include General Aptitude Test — GATB (U.S. Employment Service, 1947-1996),
Minnesota Job Satisfaction Questionnaire (1966) and Karasek Job Content Questionnaire (Karasek,
1979).

General Aptitude Test (GATB) was developed in 1947 by the U.S. Employment Service to
measure general abilities. This test measuring basic cognitive and perceptual abilities relevant to
a large number of jobs is applicable to general cognitive ability/ intelligence, verbal, numerical,
spatial and chancellery skills, shape perception, motor coordination, finger dexterity and hand skill-
fulness (U.S. Department of Labor, 1968).

To assess the psychometric properties of GATB we analyzed the test from the perspective of
two main statistical approaches: Classical Test Theory and Item Response Theory (two parame-
ter and three parameter models). According to both theories the discrimination index was high or
medium for most items. Test reliability was estimated using Cronbach’s alpha measuring internal
consistency. In general, GATB reliability was high and sub-test reliability ranged from .80 to .95.

Karasek’s (Karasek,1979) questionnaire measuring job demands and decision latitude
is composed of two subscales: The job demand sub-scale describes psychological characteristics
like job strain and time strain. The other sub-scale measures decision latitude, and, in particular,
skill discretion and decision autonomy (Fields, 2013). In different studies Cronbach’s alphas range
from .79 to .88 for job demands and from .77 to .85 for decision autonomy (Chay, 1993; Fortunato
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et al., 1999; Moyle & Parkes, 1999; Parkes, 1990; Westman, 1992, Xie, 1996; Zohar, 1995; as cited
in Fields, 2013).

The questionnaire was evaluated with factor analysis, namely principal component analysis.
The factorial structures of the questionnaire and the original test turned out to be identical. The
questionnaire was found to be reliable (o =.77)

Minnesota Job Satisfaction Questionnaire was developed at Minnesota University (US) in
1967 (D. J. Weiss, G. E. England, R. V. Dawis). Its original version evaluates 3 factors: intrinsic,
extrinsic and general satisfaction (Weiss,1967). Cronbach’s alpha for the original test ranges from
.77 to .90 (Jonson, D. D, 0=.941, 2004; Larson, M., o= .91; Zurmehly, 2008, 0=0.59-0.97; Kaplan,
1991, 0=.0.82—-0.90). In addition to high reliability, questionnaire validity is also high (Lamarche &
Tullai-McGuinness, 2009) with validity coefficient 0.32-0.75(as cited in Martins & Proenga, 2014).

Cronbach’s alpha is .848 for the brief version of Minnesota questionnaire adapted to Georgian
population. The items have medium to high discrimination index. The factorial structure of the in-
strument has also been evaluated. The grouping of items included in the factors extracted through
principal components analysis is consistent with Herzberg motivation theory (Herzberg, 1974). The
first component corresponds to Herzberg’s motivators and includes the intrinsic factors of job sat-
isfaction. The items in the second component correspond to the hygienic variables and are related
to extrinsic job satisfaction.

Results

Before evaluating indirect relationship between general cognitive ability, intrinsic job satis-
faction and job characteristics, we used descriptive statistics, which was followed by regression
analysis exploring direct relationship between the constructs. Table 1 shows mean values, standard
deviations and correlation coefficients for the main constructs and demographic variables.

Table 1. Descriptive statistics and Pearson correlation between the primary research
variables and demographic variables

1.Intrinsic job satisfaction |29.73 | 4.36
2. General cognitive ability |34.07 [9.91 |.116*

3.Skill discretion 13.83 |3.69 |.295%* | 175%*

4. Decision authority 14.51 [3.55 |.466** |.072 261%*

5. Decision latitude 28.34 |5.76 |.477** |.157*%* | .803** J185%*
6.Socio — economic status  {9.22 | 13.78 | .146** | .499* .303%* J188%* | 311%*

7. Age 46.12 |13.78 |.117* |-.051 .051 215%% | [166%** | 144%*

8. Years of employment 22.18 [13.63 |.119*% |[-.068 .149%* 160%* | 194%* | 209%* | 908**

*=p <.05 *=p <.01 **; N=452

Regression analysis showed that general cognitive ability is a weak, but statistically significant
predictor of intrinsic job satisfaction. An increase in general cognitive ability through the so-called
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internal factors of job (independence, creativity, diversity, responsibility, etc.) is related to increased
satisfaction and explains 1% of the variance (R*=.011, F(1,451)=6.179, p =.116, p < .05).

Job characteristics are related to intrinsic job satisfaction and explain about 8%- 23% of the
variance. SKkill discretion explains 8.5% of the variance (R*=.085, F(1,451)= 42.783, p=.295,
p <.001), which means that if employees have the opportunity to use different skills at the work-
place, they more intensely experience intrinsic job satisfaction. Decision authority explains 21.6%
of the variance in intrinsic job satisfaction (R*=.216, F(1,451)=125.083, p =.466, p <.001), which
means that the employees who have the opportunity to make independent decisions at the work-
place more intensely experience intrinsic job satisfaction. Decision latitude explains 22.6% of the
variance in intrinsic job satisfaction (¥ (1,451) =132.493, 3 =.477, p <.001). Out of the job charac-
teristics included in the study, decision latitude is the strongest predictor of intrinsic job satisfaction.

Moderation analysis

To study the moderation effect referred to in the hypotheses we used A. F. Hayes statistical
program for PROCESS SPSS (Model 1). As expected (H1.1-H1.3), the moderating effect of job
characteristics (skill discretion, decision autonomy, decision latitude) on the relationship between
general cognitive ability and intrinsic job satisfaction was significant and the models explain 14%
— 31% of the variance in job satisfaction. In any case we deal with enhancing moderation which
means that increasing the moderator would increase the effect of the predictor on the dependent
variable (see Table #2).

Table 2 shows that the interaction between general cognitive ability and each job characteristic
is significant and has a positive effect on intrinsic job satisfaction, where skill discretion is a mod-
erator and explains 14% of variance. The model with decision autonomy in the role of moderator
explains 28% of the variance in intrinsic job satisfaction. Furthermore, the interaction shows the
strongest effect in the model where decision latitude moderates the relationship between general
cognitive ability and intrinsic job satisfaction, which explains 31% of the variance in the dependent
variable.

Table #2. Moderation effect of job characteristics on the relationship between general cogni-
tive ability and intrinsic job satisfaction

H1. Moderating effect of job discretion on the relationship between general cognitive ability and intrinsic job
satisfaction

R*=.1403, F(3,448)=20.8084, p <.001; AR*=.0122, F(1,448)= 6.3345, p <.05

Variables B SE T P 95%CI
Predictor: General cognitive ability -2366%* |.0850. |-2.7825 [.0056 |-.4037,.0695
Moderator: Skill discretion -.0662 2355  |-.2809 |.7789 |-.5290,.3967

Interaction variable: Skill discretion and general | . 0159* .0063 [2.5168 |.0122 |.0035,.0282
cognitive ability
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H2. Moderating effect of decision autonomy on the relationship between general cognitive ability and intrinsic
job satisfaction

R*= 2846, F(3,448)= 59.3962, p <.001; AR?=.0066, F(1,448)=4.1171, p <.05

Variables B SE T P 95%CI
Predictor: General cognitive ability -.1836* .0780 |-2.3550 [.0190 |-.3368,-.0304
Moderator: Decision autonomy .3004 2095 | 1.4335 |.1524 |-.1114,.7121
Interaction variable: Decision autonomy and 0114 * 0056 |2.0291 [.0430 |.0004,.0224
general cognitive ability

H3. Moderating effect of decision latitude on the relationship between general cognitive ability and intrinsic
job satisfaction

R*= 3067, F(3,448)= 66.0753, p <.001; AR*=.0092, F(1,448)= 5.9243, p <.05

Variables B SE T P 95%CI
Predictor: General cognitive ability -2731%% 1.0979 |-2.7894 |.0055 |-.4656,.0807
Moderator: Decision latitude .1388 1371 | 1.0117 | .3122 |-.1308, .4083

Interaction variable: Decision latitude and general | .0089* .0036 |2.4340 |.0153 [.0017,.0160
cognitive ability

*=p < .05 *¥*=p <.01 *¥**=p < .001
A. F. Hayes’ PROCESS Model 1; N=452

The analysis of conditioning effect shows that general cognitive ability has a negative effect
on intrinsic job satisfaction only in the groups with low job characteristics scores (skill discretion,
decision autonomy, decision latitude), which means that general cognitive ability shows a reverse
relationship with intrinsic job satisfaction in the employees who perform relatively routine,
monotonous work and have a restricted decision autonomy and decision latitude.

o When the value of skill discretion is low (-1SD), general cognitive ability has a significant
negative effect on intrinsic job satisfaction (f=-.0780, t=-2.5516, p=.0111, LLCI=-.1381,
ULCI=-.0179). When the level of skill discretion is medium (LLCI=-.0643, ULCI=.0351) or
high (+1S8D) (LLCI=-.0366, ULCI=-.1026), relationship between general cognitive ability
and intrinsic job satisfaction is insignificant (See Diagram 1);

o General cognitive ability has a significant negative effect on intrinsic job satisfaction in
the group with a low value of decision autonomy (-1SD), (=-.0696, t=-2.41, p=.0165,
LLCI=-.1264, ULCI=-.0127). Where the decision autonomy level is medium (LLCI=-.0683,
ULCI=.0203) or high (+1SD) (LLCI=-.0496, ULCI=-.0700), relationship between general
cognitive ability and intrinsic job satisfaction is insignificant (See Diagram 1);

o General cognitive ability has a significant negative effect on intrinsic job satisfaction only
in the group with a low level of decision latitude. (-1SD), (f=-.0870, t=-3.01, p=.0028,
LLCI=-.1439, ULCI=-.0300). Where the level of decision latitude is medium (LLCI=-.0772,
ULCI=.0097) or high (+1SD) (LLCI=-.0455, ULCI=-.0844), there is no significant relation-
ship between general cognitive ability and intrinsic job satisfaction (see Diagram 1).

172 Georgian Psychological Journal, Vol. 3, Issue 1, 2021. ISSN 2667-9027



The Interaction Effect of General Cognitive Ability and Job Characteristics on Intrinsic Job Satisfaction

Diagram 1. The moderating effect of job characteristics on the relationship between
general cognitive ability and intrinsic job satisfaction by levels
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Note: SD — Skill discretion; DA — Decision authority; DL — Decision latitude.
Independent variable — General cognitive ability;, Dependent variable — Intrinsic job satisfaction;, Moder-

ators — Job characteristics.

In the groups of employees performing routine and monotonous job, whose work does
not require the use of versatile skills, who rarely or never take independent decisions, who
have no control over job related decisions, relationship between general cognitive ability and
intrinsic job satisfaction is negative. In such groups, the more developed cognitive abilities
are, the more the employees are dissatisfied with routine and monotonous job, lack of decision
autonomy and lack of control, i.e. the less satisfied they are with intrinsic job factors.

As already mentioned, we studied the interaction effect of general cognitive ability and job
characteristics on intrinsic job satisfaction. We also studied the relationship when the moderating
role was played by general cognitive ability. As expected (H2.1-H2.3), general cognitive ability
had a significant moderating effect on the relationship between job characteristics (skill discretion,
decision autonomy, decision latitude) and intrinsic job satisfaction. An enhancing moderation ef-
fect was observed in all the three models (See Table 3).

Regression analysis showed that skill discretion was a significant predictor of intrinsic job sat-
isfaction. After the inclusion of general cognitive ability as a moderator, the relationship between
these variables strengthened. As shown in Table 3, in the relationship between skill discretion and
intrinsic job satisfaction, the moderating effect of general cognitive ability explains 14% of the
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variance in intrinsic job satisfaction (p < .001). Therefore, after including the moderator, the ex-
plained variance increased from 8.5% to 14%.

Table 3. The moderating effect of general cognitive ability on the relationship between job
characteristics and intrinsic job satisfaction

H2.7. The moderating effect of general cognitive ability on the relationship between skill discretion and
intrinsic job satisfaction

R*=.1403, F(3,448)=20.8084, p <.001; AR*=.0122, F(1,448)= 6.3345, p <.05

Variables i} SE T P 95%CI
Predictor: Skill discretion -.0662 2355 -.2809 7789 |-.5290 .3967
Moderator: General cognitive ability -.2366 .0850 |-2.7825 |.0056 |-.4037,.0695

Interaction variable: Skill discretion and general |.0159 .0063 |2.5168 .0122  |.0035, .0282
cognitive ability

H2.8. The moderating effect of general cognitive ability on the relationship between decision autonomy and
intrinsic job satisfaction

R>= 2846, F(3,448)= 59.3962, p <.001; AR?>= 0066, F(1,448)= 4.1171, p <.05

Variables B SE T P 95%CI
Predictor: Decision autonomy .3004 2095 .1.4335 1524 |-.1114,.7121
Moderator : General cognitive ability -.1836 .0780 |-2.3550 |.0190 |-.3368,.0304
Interaction variable: Decision autonomy and 0114 * |.0056 2.0291 .0430 |.0004, .0224
general cognitive ability

H2.9. The moderating effect of general cognitive ability on the relationship between decision latitude and
intrinsic job satisfaction

R*= 30067, F(3,448)= 66.0753, p <.001; AR*=.0092, F(1,448)= 5.9243, p <.05

Variables B SE T P 95%CI
Predictor: Decision latitude .1388 1371 1.0117 |.3122 |-.1308, .4083
Moderator: General cognitive ability -2731 .0979 |-2.7894 |.0055 |-.4656,.0807

Interaction variable: Decision latitude and general | 0.0089 .0036 2.4340 0153 |.0017,.0160
cognitive ability

*=p <.05 *¥*=p < .01 ¥**=p < .001
A. F. Hayes’ PROCESS Model 1; (N=452)

As for the analysis by general cognitive ability levels (conditioning effect), it turned out that
skill discretion has a significant effect on internal job satisfaction for all the three levels of cognitive
ability. At the same time, the strongest positive effect of skill discretion was recorded in the group
with high (+1SD) level of cognitive ability (B=.66, =7.52, p = .0000, LLCI=.4900, ULCI=.8368),
compared to the groups with low (=38, =4.71, p=.0000, LLCI=.2204, ULCI=.5355) and medium
(B=.54, =8.48, p=.0000, LLCI=.4122, ULCI=.6609) levels of cognitive ability. This means that
an increase in the level of skill discretion at the workplace, which implies the versatility of tasks,
creative approach to work, acquisition of new skills and the improvement of the possessed skills

174 Georgian Psychological Journal, Vol. 3, Issue 1, 2021. ISSN 2667-9027



The Interaction Effect of General Cognitive Ability and Job Characteristics on Intrinsic Job Satisfaction

increases employees’ intrinsic job satisfaction in the groups with any level of cognitive ability. At
the same time, the given relationship is the strongest in the group with highly developed cognitive
ability. Group comparison is presented in Diagram 2.

Diagram 2. Moderating effect of general cognitive ability on the relationship between skill discre-
tion and intrinsic job satisfaction by levels of general cognitive abilities.
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Note: GCA — General cognitive ability, independent variable — job characteristics; dependent variable —

intrinsic job satisfaction; moderator — general cognitive ability.

When testing Hypothesis H2.2, statistical analysis showed that the model of the moderating
effect of general cognitive ability on the relationship between decision autonomy and intrinsic job
satisfaction (in direct relationship explains 21.6% of variance) is significant and the given model
explains 28% of the variance in intrinsic job satisfaction (p <.001). Interaction between decision
autonomy and general cognitive ability has a significant effect on variance in the dependent variable
(See Table 3)

The moderating effect of general cognitive ability on the relationship between decision lati-
tude and intrinsic job satisfaction (in direct relationship explains 22.6% of variance) is also signifi-
cant (Hypothesis H2.3). The given model explains 31% of the variance in intrinsic job satisfaction
(p < .001). The interaction effect of decision latitude and general cognitive ability on variance in
the dependent variable is positive and significant (See Table 3).
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Conditioning effect by levels of cognitive ability shows that for all the three levels of general
cognitive ability, the effect of decision autonomy (-1SD: p=.62, =8.81 p=.0000, LLCI=.4813,
ULCI=7579; M: B=.73, =13.31, p=.0000, LLCI=.6263, ULCI=.8419; +1SD: B=.82, =10.60,
p = .0000, LLCI=.6719, ULCI=.9777) and decision latitude (-1SD: p=.3870, =8.49 p=.0000,
LLCI=.2974, ULCI=4766; M: B=.4756, =14.06, p=.0000, LLCI=.4091, ULCI=.5421; +1SD;
=.5466, =11.38, p = .0000, LLCI=.4521, ULCI=.6410) is significant.

As shown in Diagram 2, decision autonomy and decision latitude are almost identically
related to increased intrinsic job satisfaction for all the levels of general cognitive ability. If a
person has the opportunity to independently organize job tasks, exercise control over the working
process, and take independent decisions, such conditions will increase intrinsic job satisfaction
in the employees with any level of general cognitive ability.

Summary and discussion

Statistical analysis confirmed our assumption that job characteristics have a moderating ef-
fect on the relationship between general cognitive ability and intrinsic job satisfaction. When job
involves simple, routine tasks, and the values of skill discretion, decision autonomy and decision
latitude are low, the following tendency is observed: With such a work design, the more developed
cognitive abilities are, the lower the level of intrinsic job satisfaction is. Relationship between
general cognitive ability and intrinsic job satisfaction is negative in the groups of employees who
have routine and monotonous work, which makes job enrichment and work redesigning neces-
sary. This result corresponds to Herzberg’s (Herzberg, 1966) motivation theory, according to which
to improve employee performance and increase job satisfaction, jobs need to be enriched or the
planning of the process should evoke in the employees the feeling of achievement and responsi-
bility, provide them with growth opportunity and the opportunity to gain recognition. Even though
Herzberg’s ideas were believed to be revolutionary, Herzberg’s theory did not give attention to indi-
vidual differences. Consequently, it was not able to explain why some of the employees had a more
positive attitude to this kind of work design compared to others (Oldham & Fried, 2016).

Since 1960s-1970s, a large number of studies has been devoted to this issue. Researchers start-
ed to explore the variables moderating relationship between job characteristics and performance. It
turned out that work design and job characteristic were differently related to job performance and
job satisfaction through the following factors: The employees’ cultural belonging (Turner & Law-
rence, 1965, Blood & Hulin, 1967), employees’ growth need (Hackman, Lawler, 1971; Loher et al.,
1985), psychological flexibility (Bond, Flaxman & Bunce, 2008), personality traits ( neuroticism,
extraversion...) (Thomas et al.,2004; Raja and Johns, 2010), years of service (career stage) (Katz,
1978), physical context (Fried et al.,2008), uncertainty (Wall, Cordery & Clegg, 2002), organi-
zational context (Pierce, 1979, Rousseau, 1978), differences between generations (Chen & Choi,
2008) (as cited in Oldham & Fried, 2016). Also, job characteristics affect job performance as much
as these characteristics are considered important by employees (Peiro6 et al., 2020). In our study,
general cognitive ability had a moderating effect on the relationship between job characteristics
and intrinsic job satisfaction. Statistical analysis shows that skill discretion is closely related to
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internal job satisfaction in those employees who have a highly developed general cognitive ability,
whereas decision autonomy and decision latitude show a stronger relationship with intrinsic job
satisfaction in the employees with medium and low levels of general cognitive ability. As we see,
the opportunity to acquire new skills, organize independently one’s work, and exercise control over
the working process, are more related to employees’ self -esteem and the sense of one’s own worth,
which is reflected in a positive attitude to work.

Our study made a modest contribution to the exploration of the role of individual differenc-
es and showed that similarly to the factors listed above general cognitive ability plays its role in
the explanation of different attitudes to work design. According to our study, when employees do
not have authority to control job related decisions, the interaction between cognitive ability and
job characteristics is related to reduced intrinsic job satisfaction. Hackman and Oldham’s studies
demonstrate (Hackman & Oldham, 1976, The Job Characteristics Model), that a lack of skill dis-
cretion makes the job dull and uninteresting. Therefore, with a better developed general cognitive
ability, routine and monotonous work becomes less rewarding, whereas the enrichment of such a
job will have a positive effect on intrinsic job satisfaction.

To sum up, the interaction between job characteristics and cognitive abilities makes an import-
ant contribution to the explanation of the variance in intrinsic job satisfaction. General cognitive
ability has a negative effect on intrinsic job satisfaction only among those employees, who have a
routine and monotonous job, who do not take independent decisions at workplace, etc. In this group,
a higher level of cognitive ability is associated with a lower level of job satisfaction. According to
the existing studies, job enrichment does not always show a direct relationship with performance,
since all job characteristics are not equally motivating for the employee with different values, wish-
es and abilities (Peir¢ et al., 2020). According to our study, the same tendency is observed in relation
to job satisfaction. Job redesign has a powerful effect in the employees with a high level of cognitive
ability, as enriched and more versatile job gives the employees the opportunity to use their abilities
and experience intrinsic satisfaction.

The results of our study may have an extremely important practical implication. The interac-
tion effect of cognitive abilities and job characteristics on job satisfaction shows how important it
is to consider the combination of personality and organizational factors in personnel selection and
work design.

e  Enriched job has a direct effect on job satisfaction. However, job-personality fit is easier to
achieve when employees’ cognitive abilities and job characteristics correspond to each other.
The selection process will be more successful when key job characteristics and employee skills
correspond to each other;

e  The study shows that in addition to the fact that high levels of cognitive ability are related
to job satisfaction caused by intrinsic job factors, in individuals with low levels of cognitive
ability, attitude to work becomes more positive if work redesign involves increased decision
latitude.

Based on these results, it is possible to efficiently plan human resource management and in-
crease employees’ job satisfaction and efficiency through effective redesigning of work.
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