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Journal of Social Sciences & Humanities

About the Journal
Overview
Pertanika Journal of Social Sciences & Humanities (JSSH) is the official journal of Universiti Putra Malaysia 
published by UPM Press. It is an open-access online scientific journal which is free of charge. It publishes 
the scientific outputs. It neither accepts nor commissions third party content.

Recognized internationally as the leading peer-reviewed interdisciplinary journal devoted to the 
publication of original papers, it serves as a forum for practical approaches to improving quality in issues 
pertaining to social and behavioural sciences as well as the humanities.  

JSSH is a quarterly (March, June, September and December) periodical that considers for publication 
original articles as per its scope. The journal publishes in English and it is open to authors around the 
world regardless of the nationality.  

The Journal is available world-wide.

Aims and scope
Pertanika Journal of Social Sciences & Humanities aims to develop as a pioneer journal for the social 
sciences with a focus on emerging issues pertaining to the social and behavioural sciences as well as 
the humanities. 

Areas relevant to the scope of the journal include Social Sciences—Accounting, anthropology, 
Archaeology and history, Architecture and habitat, Consumer and family economics, Economics, 
Education, Finance, Geography, Law, Management studies, Media and communication studies, Political 
sciences and public policy, Population studies, Psychology, Sociology, Technology management, Tourism; 
Humanities—Arts and culture, Dance, Historical and civilisation studies, Language and Linguistics, 
Literature, Music, Philosophy, Religious studies, Sports.

History
Pertanika was founded in 1978. A decision was made in 1992 to streamline Pertanika into three journals 
as Journal of Tropical Agricultural Science, Journal of Science & Technology, and Journal of Social 
Sciences & Humanities to meet the need for specialised journals in areas of study aligned with the 
interdisciplinary strengths of the university. 

After almost 25 years, as an interdisciplinary Journal of Social Sciences & Humanities, the revamped 
journal focuses on research in social and behavioural sciences as well as the humanities, particularly in 
the Asia Pacific region.

Goal of Pertanika
Our goal is to bring the highest quality research to the widest possible audience.

Quality 
We aim for excellence, sustained by a responsible and professional approach to journal publishing.  
Submissions are guaranteed to receive a decision within 14 weeks. The elapsed time from submission 
to publication for the articles averages 5-6 months. 

Abstracting and indexing of Pertanika
Pertanika is almost 38 years old; this accumulated knowledge has resulted the journals being indexed 
in SCOPUS (Elsevier), Thomson (ISI) Emerging Sources Citation Index (ESCI), Web of Knowledge [BIOSIS 
& CAB Abstracts], EBSCO, DOAJ, ERA, AGRICOLA, Google Scholar, ISC, TIB, Journal Guide, Citefactor, 
Cabell’s Directories and MyCite.
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Future vision
We are continuously improving access to our journal archives, content, and research services.  We have 
the drive to realise exciting new horizons that will benefit not only the academic community, but society 
itself. 

Citing journal articles
The abbreviation for Pertanika Journal of Social Sciences & Humanities is Pertanika J. Soc. Sci. Hum.

Publication policy
Pertanika policy prohibits an author from submitting the same manuscript for concurrent consideration 
by two or more publications.  It prohibits as well publication of any manuscript that has already been 
published either in whole or substantial part elsewhere. It also does not permit publication of manuscript 
that has been published in full in Proceedings. 

Code of Ethics
The Pertanika Journals and Universiti Putra Malaysia takes seriously the responsibility of all of its 
journal publications to reflect the highest in publication ethics. Thus all journals and journal editors are 
expected to abide by the Journal’s codes of ethics. Refer to Pertanika’s Code of Ethics for full details, or 
visit the Journal’s web link at http://www.pertanika.upm.edu.my/code_of_ethics.php

International Standard Serial Number (ISSN)
An ISSN is an 8-digit code used to identify periodicals such as journals of all kinds and on all media–print 
and electronic. All Pertanika journals have ISSN as well as an e-ISSN. 

Journal of Social Sciences & Humanities: ISSN 0128-7702 (Print);  ISSN 2231-8534 (Online).

Lag time 
A decision on acceptance or rejection of a manuscript is reached in 3 to 4 months (average 14 weeks). 
The elapsed time from submission to publication for the articles averages 5-6 months. 

Authorship
Authors are not permitted to add or remove any names from the authorship provided at the time of 
initial submission without the consent of the Journal’s Chief Executive Editor.

Manuscript preparation
Refer to Pertanika’s Instructions to Authors at the back of this journal.

Most scientific papers are prepared according to a format called IMRAD. The term represents the first 
letters of the words Introduction, Materials and Methods, Results, And, Discussion. IMRAD is simply 
a more ‘defined’ version of the “IBC” [Introduction, Body, Conclusion] format used for all academic 
writing. IMRAD indicates a pattern or format rather than a complete list of headings or components of 
research papers; the missing parts of a paper are: Title, Authors, Keywords, Abstract, Conclusions, and 
References. Additionally, some papers include Acknowledgments and Appendices. 

The Introduction explains the scope and objective of the study in the light of current knowledge on the 
subject; the Materials and Methods describes how the study was conducted; the Results section reports 
what was found in the study; and the Discussion section explains meaning and significance of the results 
and provides suggestions for future directions of research. The manuscript must be prepared according 
to the Journal’s Instructions to Authors.

Editorial process
Authors are notified with an acknowledgement containing a Manuscript ID on receipt of a manuscript, 
and upon the editorial decision regarding publication. 
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s Pertanika follows a double-blind peer-review process. Manuscripts deemed suitable for publication 

are usually sent to reviewers.  Authors are encouraged to suggest names of at least three potential 
reviewers at the time of submission of their manuscript to Pertanika, but the editors will make the final 
choice. The editors are not, however, bound by these suggestions. 

Notification of the editorial decision is usually provided within ten to fourteen weeks from the receipt 
of manuscript.  Publication of solicited manuscripts is not guaranteed.  In most cases, manuscripts are 
accepted conditionally, pending an author’s revision of the material.

As articles are double-blind reviewed, material that might identify authorship of the paper should be 
placed only on page 2 as described in the first-4 page format in Pertanika’s Instructions to Authors 
given at the back of this journal. 

The Journal’s peer-review
In the peer-review process, three referees independently evaluate the scientific quality of the submitted 
manuscripts. 

Peer reviewers are experts chosen by journal editors to provide written assessment of the strengths and 
weaknesses of written research, with the aim of improving the reporting of research and identifying the 
most appropriate and highest quality material for the journal.

Operating and review process
What happens to a manuscript once it is submitted to Pertanika?  Typically, there are seven steps to the 
editorial review process:

1. The Journal’s chief executive editor and the editorial board examine the paper to determine 
whether it is appropriate for the journal and should be reviewed.  If not appropriate, the 
manuscript is rejected outright and the author is informed. 

2. The chief executive editor sends the article-identifying information having been removed, to 
three reviewers.  Typically, one of these is from the Journal’s editorial board.  Others are 
specialists in the subject matter represented by the article.  The chief executive editor asks 
them to complete the review in three weeks.  

Comments to authors are about the appropriateness and adequacy of the theoretical or 
conceptual framework, literature review, method, results and discussion, and conclusions.  
Reviewers often include suggestions for strengthening of the manuscript.  Comments to the 
editor are in the nature of the significance of the work and its potential contribution to the 
literature.

3. The chief executive editor, in consultation with the editor-in-chief, examines the reviews and 
decides whether to reject the manuscript, invite the author(s) to revise and resubmit the 
manuscript, or seek additional reviews.  Final acceptance or rejection rests with the Edito-
in-Chief, who reserves the right to refuse any material for publication.  In rare instances, 
the manuscript is accepted with almost no revision.  Almost without exception, reviewers’ 
comments (to the author) are forwarded to the author.  If a revision is indicated, the editor 
provides guidelines for attending to the reviewers’ suggestions and perhaps additional advice 
about revising the manuscript. 

4. The authors decide whether and how to address the reviewers’ comments and criticisms and 
the editor’s concerns.  The authors return a revised version of the paper to the chief executive 
editor along with specific information describing how they have answered’ the concerns 
of the reviewers and the editor, usually in a tabular form. The author(s) may also submit 
a rebuttal if there is a need especially when the author disagrees with certain comments 
provided by reviewer(s).
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5. The chief executive editor sends the revised paper out for re-review.  Typically, at least one of 
the original reviewers will be asked to examine the article. 

6. When the reviewers have completed their work, the chief executive editor in consultation 
with the editorial board and the editor-in-chief examine their comments and decide whether 
the paper is ready to be published, needs another round of revisions, or should be rejected. 

7. If the decision is to accept, an acceptance letter is sent to all the author(s), the paper is sent to 
the Press. The article should appear in print in approximately three months. 

The Publisher ensures that the paper adheres to the correct style (in-text citations, the 
reference list, and tables are typical areas of concern, clarity, and grammar).  The authors are 
asked to respond to any minor queries by the Publisher.  Following these corrections, page 
proofs are mailed to the corresponding authors for their final approval.  At this point, only 
essential changes are accepted.  Finally, the article appears in the pages of the Journal and is 
posted on-line. 
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Foreword

We are very pleased to present this special issue of the International Journal of Social Sciences 
and Humanities (JSSH) which is a compilation of selected papers that were presented at the 
International Conference on Organisational Performance Excellence (iCOPE) 2015, held on the 
7th - 8th December 2015 in Jakarta, Indonesia. There were a total of 44 papers selected from 
this conference. Out of which, 22 were published in the preceding issue, and the remaining are 
published in this issue. These papers were subjected to rigorous peer reviewing process to ensure 
quality and consistency in content. The iCOPE 2015 was a collaboration between International 
Performance Excellence Forum (IPEF) and Binus University, Telkom University, Padjadjaran 
University, Budi Luhur University and Forum Management Indonesia (FMI). 

In line with the theme ‘Ecosystem, Innovation, and Excellence in Enhancing Organisation 
Competitiveness, and Sustainability’, the topics in the issue include, but not limited to: 
Leadership, Strategic Planning, Customer and Market Focus, Information, Measurement, 
Knowledge Management, and Information Technology, Human Resource, Operational Focus, and 
Communication for Performance Excellence. 

We would like to thank the contributors as well as the reviewers for their commitment and 
patience which made this JSSH iCOPE 2015 a success.  It is hoped that this publication would 
encourage researchers from around the world to be more active in publishing their research 
output, in particular good quality social science papers,  that would be useful for academics and 
practitioners alike.

Special thanks to the Chief Executive Editor, UPM Journals, Dr Nayan Kanwal, for his guidance and 
support in making this publication possible. This has certainly motivated us to be more prolific as 
well as do better in the future.

Guest Editors
Bachtiar H. Simamora (Assoc. Prof. Dr.) 
Idris Gautama So (Assoc. Prof. Dr.) 
Dyah Budiastuti (Assoc. Prof. Dr.)

July 2016



Pertanika Journal of Social Sciences & Humanities 
Vol. 24 (S) Jul. 2016

Contents

Ecosystem, Innovation, and Excellence in Enhancing Organisation 
Competitiveness, and Sustainability
Knowledge Management System Evaluation 1

Kristin, Desi Maya and Ekawati, Evy

How Popular Culture Affects Brand Identity and Perceived Quality in 
Consumer Decision Making

9

Herman, R. T., Widiasari, J., Lasmy and Hartono, H.

Effect of the 2014 Election Campaign Material in Increasing Beginner 
Voters’ Knowledge among Students

19

Sayuti, S. D. and Aras, M.

Measuring Employee Readiness for Knowledge Management in PT. 
Mineral Indonesia

27

Salwa, M. and Susanty, A. I.

Impact of Website Design, Trust, and Internet Skill on the Behaviour Use 
of Site Internet Banking in Bandung Raya: A Modification of the Utaut 
Model

35

Giri, R. R. W. and Wellang, K. M.

Influence of the Use of Brands in a Foreign Language (English) on the 
Purchase Decision Process of Cosmetic Products Made in Indonesia

51

Rachmawati, I., Sary, F. P. and Perdani, D. R.

Designing Cannes Eco-Product Using Quality Function Deployment 63
Hendayani, R. and Prahatikno, W.

HR Sustainability Practices Instrument Comparative Analysis in 
Malaysian SMEs

73

Kelana, B. W. Y., Mansor, N. N. A. and Sanny, L.

Building Image of Government through Radio Taiwan International for 
Indonesian Female Listeners

81

Yunus, U., Budihardjo, H. S. and Hartanto, B.

Determinants of Transfer Pricing Aggressiveness in Indonesia 95
Waworuntu, S. R. and Hadisaputra, R.

A Comparative Consumer Behaviour were Diffused by Innovation 
Website: The Online Students and The Regular Students

111

Sriwardiningsih, E., Hindarwati, E. N., Harlianto, J. and  
Aritonang, Y.



Does Synergy Mentality Mediate Between Strategic Planning Relationship 
and a Firm’s Performance? An Empirical Study of Manufacturing 
Companies in Indonesia

125

Oroh, A. N. H.

Teamwork as an Innovation Generator: An Analysis of Project Hatchery 
at Binus University International

139

Putra, S. and Fibra, A.

Product Quality Development Analysis with Six Sigma Method: Case of 
SME Tofu Production in Indonesia

155

Sanny, L., Novita, Scherly and Novela, S.

Towards Automatic Customer Purchase Behaviours Prediction through a 
Social Media Lens Using the Hidden Markov Model

169

Lasmy, Chowanda, A., Herman, R. T. and Notoatmojo, B.

Knowledge Management Function Design in PT X* 177
Ongowarsito, H., Candra, S., Johan and Wirawan, C.

The Success of Toto Brand in Grabbing Purchase Intention 191
Dewanti, R., Pratiwi, V. I. and Chang, A.

Operationalizing Internal Knowledge Transfer Factors: An Application 
for Small and Medium Enterprises (SMEs)

203

Sondari, M. C. and Akbar, R. M.

Influence of Employee Stock Option Program and Job Satisfaction on 
Employee Commitment (A Case Study of a Telephone Company in 
Indonesia)

215

Alifianty, S. and Susanty, A. I.

Controlling Product Realization through ISO 9001:2008 (Case Study in 
R&D Unit PT. XYZ Indonesia)

227

Hutami, R. F. and Yusrina

Knowledge Sharing and Implementation of Its Enabling Factors (A Case 
Study of Three Types of Company in Indonesia)

239

Susanty, A. I., Salwa, M., Chandradini, A., Evanisa, F. W. and  
Iriani, N.



Pertanika J. Soc. Sci. & Hum. 24 (S): 215 - 226 (2016)

ISSN: 0128-7702    © Universiti Putra Malaysia Press

SOCIAL SCIENCES & HUMANITIES
Journal homepage: http://www.pertanika.upm.edu.my/

Article history:
Received: 19 November 2015
Accepted: 04 May 2016

ARTICLE INFO

E-mail address: 
a eirma telkomuni er ity ac i  li anty  S
* Corresponding author

Influence of Employee Stock Option Program and Job 
Satisfaction on Employee Commitment
(A Case Study of a Telephone Company in Indonesia)

Alifianty, S.* and Susanty, A. I. 
School of Computing, Telkom University, Bandung 40257, Indonesia

ABSTRACT

i  tu y i  con ucte  to analy e o  muc  influence t e Employee Stock Option 
Programme (ESOP) has on job satisfaction on employee commitment at the Financial 

irectorate of a telep one company in In one ia  In  t e company offere  ESOP 
to all employees including subsidiaries who were still active in 2012 as an incentive for 
performance in 2012. Variables in this study are ESOP and job satisfaction as independent 
variables and employee commitment as the dependent variable. Data are collected by 
distributing a questionnaire to respondents. This research used path analysis techniques to 
analyse the data. The results showed that employees of the telephone company perceived 
ESOP a  eing goo  an  t at o  ati faction an  commitment of employee  ere ig  

e influence of ESOP an  o  ati faction to commitment i  igni cant it  a alue of 
 erefore  t e company oul  continue uc  programme  

Keywords: ESOP  o  ati faction  employee commitment

INTRODUCTION

In to ay  glo ali e  orl  In one ia i  facing inten e competition  particularly 
from a ance  countrie  t at a e an a antage in tec nology  capital an  uman 
re ource  uman re ource i  a key ucce  factor for all organi ation  ot  ig an  

small to accomplish their business goals. 
erefore  companie  a e to e elop 

good rapport with their employees. Both 
partie  companie  a  ell a  employee  
should mutually recognise one another’s 
need of each other. Keeping in mind that 
all in i i ual  a e goal  a armoniou  
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relationship between a company’s goals 
and those of its employees is necessary. It 
is vital that a company and its employees 
ackno le ge t at eac  a  it  peci c goal  
that each desires to accomplish.

Providing compensation is one of the 
ways that may enhance performance and 
harmonise the goals of a company and its 
employees. There are many compensation 
programmes in use among Indonesian 
companie  uc  a  pro t aring an  t e 
Employee Stock Ownership Programme 
(ESOP). ESOP is a stock ownership 
programme where companies give or sell 
their stocks in certain amounts to their 
employees. Robbins and Judge (2013) said 
that in the 1990s IT companies such as 

i co  Sun an  icro oft relie  ea ily on 
issuing stock options to employ and build 
loyalty between employees and executives. 

Telephone companies in Indonesia 
that provide Initial Public Offerings (IPO) 
are known to have offered the ESOP 
programme to their employees in 2013. 
In t i  ca e  t e ESOP a  a u titute for 
annual incentives that used to be received in 
cash. The purpose of this programme was to 
strengthen employees’ sense of belonging 
to the company so that the commitment 
of employees would increase and their 
performance would also improve. As a 

ole  t e performance of an organi ation 
improves when such rewards are distributed 
to employees. To motivate employees 
to take part in t e ESOP programme  
one telephone company offered wealth 
allowance to buy stocks. This was a form 
of aid from the company where employees 

who participated in the ESOP programme 
could receive a better reward than those who 
did not. Employees who did not participate 
in the programme received cash incentives 
without a wealth allowance. 

Erbasi and Arat (2012) found that 
t ere a  a igni cant correlation et een 
financial incentives and job satisfaction. 

o e er  employee o  ati faction i  
influence  y not only t e nance factor  
Ot er factor  al o influence employee o  
ati faction  Smit  en all an  ulin 
cite  in ut an   p  i enti e  

e area  t at can e u e  to mea ure o  
ati faction  namely  t e o  it elf  age  

promotional opportunity  uper i ion 
by superior and relationship with co-
workers. The telephone company considered 
what factors may enhance employee job 
satisfaction e.g. freedom of using an 
appropriate method in accomplishing 

ork  incenti e  promotional opportunity 
for all employees etc. Wu’s (2007) research 
in Taiwan showed that satisfaction derived 
from an ESOP programme coul  influence 
employee commitment to the organisation. 
The telephone company did not measure the 
satisfaction of its employees as a result of 
the implementation of the ESOP. To increase 
t e effecti ene  of an ESOP programme  
conducting a study of ESOP implementation 
i  in ee  crucial  ccor ingly  one of 
the purposes of this study was to analyse 
employee perception of the implementation 
of the ESOP in the telephone company. 
The research was also intended to measure 
employee job satisfaction and employee 
commitment and to test the extent of the 
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influence of the ESOP on employee job 
ati faction an  t e e tent of t e influence 

of the ESOP and job satisfaction on 
employee commitment both partially and 
simultaneously. According to Robbins and 
u ge  ESOP  are one of t e in irect 
nancial incenti e  offere  to employee  

as compensation for their work results 
output  e ESOP i  a ene t recei e  y 

employees as stocks. It is usually offered to 
employees at a price below the market price. 

i  i  one a  an employee ene t  ESOP  
are often conveyed not in physical stock 
o ner ip  ut rat er a  a tock nominal 
i.e. it is expected that employees would not 
sell the stocks while still working for the 
company.

en ESOP  are gi en a  an incenti e  
the determination of the amount to offer 
may use incentive indicators. According to 

an oko  in icator  commonly u e  
in determining the amount of an incentive 
are   performance  tying t e amount 
of the incentive to the performance of the 
employee   uration of ork  ere 
the amount of the incentive is determined 
by the time taken by the employee to 
accompli  a o   eniority  ere lengt  
of service or seniority of the employee in 
an organi ation i  con i ere   nece ity  
where the urgency level of the employee’s 
decent living needs is taken into account; 

 u tice an  fea i ility  ere e i tence 
of relation ip et een acri ce input  an  
output is considered; and (6) evaluation of 
po ition  ere relati e alue or price of a 
position is determined so as to set a ranking 
in deciding on the amount of the incentive. 

With reference to the indicator number 5 
a o e  u tice an  fea i ility  it oul  e 
note  t at t e ig er t e acri ce  t e ig er 
is the incentive expected. In addition to 
u tice in pro i ing incenti e  fea i ility i  

also considered. This refers to the relative 
amount of incentives that other companies 
in the same business are providing to their 
employees. 

Robbins and Judge (2013) suggested 
t at o  ati faction coul  e e ne  a  a 
positive feeling derived from one’s work as 
a result of evaluation of its characteristics. 
Someone who experiences high job 
satisfaction has positive feelings towards 
his or her job. According to Bussing et 
al  cite  in ut an   p   t ere 
are three dimensions that are common to 
o  ati faction  ir t  o  ati faction i  

an emotional response to the employment 
ituation  Secon  o  ati faction i  often 

determined by how large the results obtained 
are when compared with expectations. For 
e ample  if employee  feel t at t ey are 
working harder than others but receive 
fe er re ar  t en t ey ill e elop a 
negati e attitu e to ar  t eir o  o  
an  colleague  ey ecome i ati e  
On t e ot er an  if employee  are treate  
ery ell an  pai  fairly an  e ually  t en 

they tend to have a positive attitude towards 
ork  ey ill e ati e  it  t eir ork  
ir  o  ati faction i  repre entati e of 

inherent attitude.
The five dimensions formulated by 

Smit  en all an  ulin cite  in ut an  
 p  are i ely u e  to mea ure 

job satisfaction. The validity of the listed 
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in icator  t e o  it elf  age  promotional 
opportunity  uper i ion an  relation ip 

it  co orker  a  al o een one  
The dimension of the job itself is used to 
e aluate t e if culty le el an employee 
faces when accomplishing his or her job. 
An interesting job offers employees the 
chance to learn and experience new things 
and offers them the opportunity to receive 
new responsibilities. The wages dimension 
is an evaluation of employees on the 
fulfilment of their living necessities and 
the suitability between the wages rate and 
the duties accomplished. The dimension of 
promotional opportunity is an evaluation of 
whether or not employees have the chance 
of advancing their career during service. 
The dimension of supervision is a form 
of evaluation to evaluate the employees’ 
attitude towards their supervisor. The 
dimension of co-worker is the employee’s 
evaluation of other workers in the same 
working group.

e trom  e ne  organi ational 
commitment or employee loyalty as “the 
degree to which an employee identifies 
himself or herself with the organization and 
wants to actively keep participating in it” 
(p.175). Organisational commitment can be 

i tingui e  into t ree  namely  affecti e 
commitment  continuance commitment an  
normati e commitment llen  eyer  
1990). Affective commitment refers to 
the relationship between employees and 
their organisation that encourages them 
not to leave the organisation because the 
relationship is based on emotional bonding. 
Continuance commitment depicts the need 

of individuals to remain in an organisation 
due to the recognition of related costs if he 
or e lea e  t e organi ation  ean ile  
normative commitment is a situation where 
an individual will remain in an organisation 
out of a sense of duty.

Research Model

This study employed two variables and 
indicators that could be measured using 
tati tical te ting  namely

a. The independent variable used was the 
Employee Stock Option Programme 
(ESOP) (X1). The indicator of its 
measurement was developed by the 
writer by adjusting company’s needs 
and employees’ job satisfaction (X2) 
by measurement indicators based on 
the Job Description Index (JDI) used 
y Smit  et al  cite  in ut an   

p.145) combined with the Minnesota 
questionnaire.

b. The dependent variable used was 
employee commitment (Y) by a three-
dimension breakdown from Allen and 
Meyer (1990).

Figure 1: Research model
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Research Hypotheses

a) The Employee Stock Ownership 
Programme ESOP  a  a igni cant 
influence on employee o  ati faction

b) The Employee Stock Ownership 
Programme ESOP  a  a igni cant 
influence on employee commitment  

c) Employee job satisfaction has a 
significant influence on employee 
commitment. 

d) The Employee Stock Ownership 
Programme (ESOP) and employee job 
ati faction a e a igni cant influence 

on employee commitment.

RESEARCH METHOD

The research used the causal research method 
because it was intended to determine the 
influence of t e Employee Stock O ner ip 
Programme (ESOP) and employee job 

satisfaction on employee commitment. The 
research population was the entire staff 
of a telep one company  num ering  
employee  in total  it   employee  
selected as a sample. The data collection 
techniques used were the interview and the 
questionnaire. The scale employed in the 
questionnaire was a 5-point Likert scale.

Before the questionnaire was distributed 
to re pon ent  t e ali ity an  relia ility 
of the questionnaire were tested. The data 
analysis technique used was path analysis. 
Path analysis examines the structural 
causality of independent variables and 
dependent variables by considering the 
relationship between the independent 
variable and the model complexity (Foster 
et al   

RESULTS AND DISCUSSION

Respondent Profile

Table 1 
Respondents’ Characteristics

Type of characteristic Aspects Frequency Percentage

Gender Male 66 59.5%
Female 45 40.5%

Age < 30 13 11.7%
30 – 35 24 21.6%
36 – 40 4 3.6%
41 – 45 18 16.2%
46 – 50 14 12.6%
> 50 38 34.2%

Length of service < 5 7 6.3%
5 – 10 33 29.7%
11 – 20 18 16.2%
21 – 30 43 38.7%
> 30 10 9.0%
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Employees’ perception of the ESOP was 
categorised as good with the sub-variable of 
performance resulting in the highest score 
and the sub-variable of evaluation resulting 
in the lowest score. This means that the 
employees agreed that the ESOP should 
be provided on the basis of job results. The 
highest value was for employee pride in 
t e ESOP  u  t e e i tence of t e ESOP 
made the employees feel pride as they 
possessed some of the company’s stocks.

The employee job satisfaction variable 
recorded a high value. The sub-variable of 
relationship among employees resulted in 
t e ig e t core  ile t e u aria le 
of wages resulted in the lowest score. 
This indicated that the relationship among 
employees resulted in satisfaction for 
t e employee  an  t e age  imen ion 
received the lowest level of satisfaction 

compared to other dimensions. The 
commitment variable was perceived by 
the employees as being high. Both the 
dimensions of affective commitment and 
sustainable commitment gained the same 
core  ile t e imen ion of normati e 

commitment gained the lowest score.
Hypothesis testing was conducted in 

t o tage  e r t tage etermine  t e 
influence of t e ESOP on o  ati faction  

e econ  tage etermine  t e influence 
of the ESOP and job satisfaction on 
commitment both simultaneously and 
partially.

Sub-Structural 1

The results of data processing in sub-
structural 1 using the SPSS 20 programme 
are given below.

Table 2 
Analisys of Sub-structural 1 Regression

Model
n tan ar i e  oef cient Standardised 

oef cient T Sig.
B Std. Error Beta

1 (Constant) 27.752 2.924
ESOP 0.966 0.112 0.637 8.623 0.000

a. Dependent Variable: Satisfaction

Table 3 
Coefficient of Determination 1

Model R R Square Adjusted R Square Std. Error of the Estimate

1 0.637a 0.406 0.400 6.44222
a  Pre ictor  on tant  ESOP
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o  X2X1  = 0  The  Employee  S tock 
Ownership Programme 
h a s  a n  i n s i g n i f i c a n t 
influence on employee o  
satisfaction.

a  X2X1    e  Employee  S tock 
Ownership Programme has 
a igni cant influence on 
employee job satisfaction

a e  on a le  t e alue of Sig  ESOP i  
0.000. The value of Sig. 0.00 was less than 
t e alue of pro a ility or  o o 

a  re ecte  an  a accepte  u  it coul  
e conclu e  t at t e ESOP a  a igni cant 

influence on o  ati faction

In Table 3 the R-squared value was 
entered as 0.406. This means that the extent 
of t e contri ution of t e influence of ESOP 
on o  ati faction a   it  t e 
remaining 59.40% being influence from 
other variables beyond the model. Based on 
t e ata  t e cau al influence of t e ESOP 
and job satisfaction could be described by a 
structural-1 equation as follows:

    1

Sub-Structural 2

The results of data processing in sub-
tructural  are gi en in a le    an  

Table 5 
Analisys of Sub-Structural 2 Regression

Model n tan ar i e  oef cient Stan ar i e  oef cient
T Sig.B Std. Error Beta

(Constant) 6.873 2.459 2.795 0.006
ESOP 0.283 0.090 0.259 3.135 0.002
Satisfaction 0.404 0.060 0.559 6.771 0.000
a. Dependent Variable: Commitment

Table 6 
Coefficient of Determination 2

Model R R Square Adjusted R-Square Std. Error of the Estimate

1 0.750a 0.563 0.555 4.00817
a  Pre ictor  on tant  Sati faction  ESOP

Table 4 
Anova 2

Model Sum of 
Squares

Df Mean Square F Sig.

1 Regression 2235.208 2 1117.604 69.566 0.000b
Residual 1735.063 108 16.065
Total 3970.270 110

a. Dependent Variable: Commitment
 Pre ictor  on tant  Sati faction  ESOP
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In t e tructural  e uation  t e ypot e i  
test was performed both simultaneously and 
partially as follows:

a. Simultaneous (whole) test

 o  YX1 YX2  = 0 T h e  E m p l o y e e 
Stock Ownership 
Programme and 
e m p l o y e e  j o b 
satisfaction have 
an insignificant 
i n f l u e n c e  o n 
commitment.

 a  YX1 YX2    e  E m p l o y e e 
Stock Ownership 
Programme and 
e m p l o y e e  j o b 
satisfaction have 
a  s i g n i f i c a n t 
i n f l u e n c e  o n 
commitment.

The results of the simultaneous (whole) test 
can be seen in Table 4 by Fcount of 69.566 
and a Sig. value of 0.000. Based on the rule 
of t e SPSS programme igni cance te t  
because the Sig. value of 0.000 was less 
t an  o a  re ecte  an  a accepte  

u  it coul  e conclu e  t at t e aria le  
of ESOP and job satisfaction simultaneously 

a  a po iti e  ignificant influence on 
employee commitment  erefore  a partial 
(individual) test could be done.

a e  on a le  t e alue of t e 
R-squared was found to be 0.563. This meant 
that the extent of the contribution of the 
influence of t e ESOP an  o  ati faction 
on employee commitment a   
the remaining value being the influence 

of other variables beyond the model. In 
a le  it coul  e een t at t e alue of 

the ESOP path coefficient on employee 
commitment a   ile t e alue 
of t e pat  coef cient of o  ati faction 
on employee commitment was 0.559. The 
causal influence of both ESOP and job 
satisfaction on employee commitment could 
be shown by the structural-2 equation as 
follows:

  1  2  2

b. Partial (individual) test

In the structural-2 test two hypotheses were 
te te  in i i ually  namely

 e influence of t e ESOP on employee 
commitment

 o  YX1 > 0 The Employee Stock 
Ownership Programme 
has  an  ins igni f icant 
influence on employee 
commitment.

 a  YX1 = 0 The Employee Stock 
Ownership Programme 
h a s  a  s i g n i f i c a n t 
influence on employee 
commitment.

 Partially  t e re ult  o n in a le  
demonstrate that the tcount value of the 
influence of the ESOP on employee 
commitment was 3.135 and the value 
of Sig  ESOP  u  o a  
re ecte  an  a accepte  erefore  
it could be concluded that the ESOP 
a  a po iti e  igni cant influence on 

employee commitment. This means that 
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the implementation of a good employee 
stock ownership programme tended to 
enhance employee commitment.

  The percentage of the contribution 
of irect influence of ESOP on employee 
commitment was 0.259 x 0.259 x 
100% = 6.70%. The percentage of the 
contribution of ESOP indirectly on 
employee commitment (X1 to Y by X2) 
was 0.637 x 0.559 x 100% = 35.61%. 

u  t e percentage of t e contri ution 
of ESOP on employee commitment was 

     in total

 e t ir  ypot e i  a  t e influence 
of job satisfaction on employee 
commitment.

 o  YX2 > 0 Job satisfaction has an 
in igni cant influence on 
employee commitment.

 a  YX2 = 0 Job satisfaction has a 
significant influence on 
employee commitment.

 A second partial test was conducted 
to find out the t-count value of job 
ati faction on employee commitment  

ere a re ult of  a  o taine  
and the Sig. value of job satisfaction 

a   u  o a  re ecte  
an  a accepte  erefore  it coul  
be concluded that job satisfaction had 
a po iti e  ignificant influence on 
employee commitment. The percentage 
of the contribution of job satisfaction 
on employee commitment was 0.559 x 
0.559 x 100% = 31.25%. 

Figure 2: Diagram of the results of the path analysis
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ESOP a  influence on ot  o  ati faction 
an  employee commitment  o e er  t e 
influence of o  ati faction on employee 
commitment (31.25%) was greater than 
that of ESOP (6.70%). This means that 
o  commitment a  influence  more y 

employee ati faction  erefore  in or er to 
en ance o  commitment  t e management 
should focus on paying attention to job 
satisfaction in general. Based on the result 
of t e tu y e cripti ely  a factor t at 
management should pay attention to in 
enhancing job satisfaction is wages. In 
term  of age  t e a pect  to con i er in 
enhancing performance are a match between 
the wages rate and the responsibility level 
of t e employee an  ful lment of life nee  

ccor ingly  more re earc  i  nee e  
into the effects of payroll on employee 
ati faction  In a ition  t e re earc  re ult  

al o o e  t at t e ESOP a  influence 
on o  ati faction y  u  t e 
ESOP was also an aspect that needs special 
attention  alt oug  t e e tent of it  irect 
influence on employee commitment a  not 
particularly high.
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CONCLUSION

The following conclusions were made based 
on the results of this research.

1. Employee perception of the ESOP 
was good. The majority of employees 
perceived that the ESOP they received 
in 2013 matched their performance 
and it encouraged them to work more 
in u triou ly  more acti ely an  more 
self-sufficiently. The ESOP they 
received had upheld feasibility and 
fairne  among all employee  an  
matched the position of employees.

2. Job satisfaction among the employees 
was generally already high. The majority 
of t e employee  ere ati e  it  
t eir ork a  ell a  it  t eir age  
the supervision they received and the 
promotional opportunities available. 

 In general  t e employee  i playe  
ig  commitment to t e company  e 

it affecti e  u taina le or normati e 
commitment. 

 e re ult  of t e influence te t i clo e  
t at t e ESOP a  a po iti e  igni cant 
influence on o  ati faction  meaning 
that the better the implementation of 
t e ESOP t e ig er t e o  ati faction 
level of the employees. The extent of 
the contribution of the ESOP on job 
ati faction a   t e remaining 

being influence from other variables 
beyond the model. 

 ot  imultaneou ly an  partially  t ere 
was influence of the ESOP and job 
satisfaction on employee commitment. 

Simultaneou ly  t e ESOP an  o  
ati faction a  a po iti e  igni cant 

influence on employee commitment  
it  a contri ution of  t e 

remaining 43.70% being influence 
from ot er aria le  Partially  t e 
ESOP a  a po iti e  ignificant 
influence on o  ati faction  meaning 
t at t e etter t e ESOP  t e ig er 
the employee commitment. The extent 
of the contribution of indirect ESOP 
influence on employee commitment a  

 t erefore  total contri ution 
of ESOP to employee commitment 
was 42.31%. The same applied to job 
ati faction  t at i  partially it a  

a po iti e  ignificant influence on 
employee commitment. The extent of 
t e contri ution of t e influence of o  
satisfaction on employee commitment 

a   t e remaining eing 
influence from ot er aria le  eyon  
the model.

REFERENCES
llen     eyer   P   e mea urement 

an  antece ent  of affecti e  continuance an  
normative. Journal of Occupational Psychology, 
63   

Er a i    rat    e effect of nancial 
an  non nancial incenti e  on o  ati faction  
An examination of food chain premises in 
Turkey. International Business Research, 5  
136.

o ter    arku  E   a or ky    
Understanding and using advanced statistics: 
A practical guide for students. London: SAGE 
Publications.



Influence of Employee Stock Option Program

225Pertanika J. Soc. Sci. & Hum. 24 (S): 215 - 226 (2016)

an oko     Manajemen personalia dan 
sumber daya manusia (2nd ed.). Yogyakarta: 
BPFE. 

ut an    Organizational behavior: An 
evidence-based approach. New York: The 

c ra ill ompanie  Inc  

e trom   P   Organizational behavior: 
Human behavior at work. New York: McGraw-
Hill Education.

o in  S  P   u ge     Organizational 
behavior  e  ork  Pear on E ucation  Inc

u     The impacts of ESOP Satisfaction 
On Organizational Commitment And Turnover 
Intention – The moderating effect of employee’s 
expectation of stock price. Taiwan: Tatung 
University.




