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Abstract  

The topic of happiness at work cannot be separated from the aspects of the workplace, 

work environment, and job characteristics, which have an essential role in shaping work 

happiness. Considering the importance of these aspects, there are differences in the types 

of work from one job to another are one of the causes that can lead to differences in 

happiness in the workplace. In Indonesia, the types of work are quite different: a state-

owned public company and a start-up company. The fundamental differences are in almost 

all aspects of the organization, some of which are the way of interacting with colleagues 

and superiors, the intensity of using gadgets and information technology, salaries, facilities, 

and working hours. This research is non-experimental quantitative research, with a 

sampling approach, a non-probability sampling with a convenience sampling technique. 

Ninety-eight employees from the state-owned public Company and 69 from the start-up 

company were collected by self-administered questionnaires. The employees collected 

self-administered questionnaires. The results showed that the level of happiness at work 

of employees in a state-owned public company and start-up company was at the same 

level, slightly happy (M = 4.2 and M = 4.79). The same result is identified for the dimension 

of the work itself, which is slightly happy (M = 4.64 and M = 4.91). The start-up shows a 

higher value between these two companies than the state-owned general Company. This 

result is similar to other companies, such as public universities, small and medium-sized 

enterprises, and nurses from private hospitals. 
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INTRODUCTION 

At this time, work is essential to people's lives (Dulk, Groeneveld, Ollier-Malaterre, & 

Valcour, 2013). The majority of people spend much time and their everyday lives at work. 

Employees work during working hours, on holiday, and sometimes out of their working time. 

With this condition, employees will get much experience and evaluate their lives from the 

working condition. It can be determined whether the employee is happy at work or not. 

Happy employees are productive employees (Quick & Quick, 2004; Rego & Cunha, 2008), 

and unhappy employees reduce productivity (Fereidouni, Najdi & Amiri, 2013). Otherwise, 

the Company needs productive workers to work so that the Company can meet 

organizational goals (Chong & Eggleton, 2007; Hales & Williamson, 2010). Talking about 

workplace happiness must be distinct from employees' work types. The type of work is 

based on how the Company creates and sets the work rules, so it is critically important to 

consider how happiness relates to the types of the Company. We assume that those 

companies have significantly different working conditions, such as how employees interact 

with colleagues and superiors, the intensity of using gadgets and information technology, 

salaries, facilities, employee status, organizational structure, lines of communication, and 

working hours. Previous research showed that employees in well-paying jobs are happier 

and more satisfied with their lives and jobs. However, several further aspects of people's 

jobs are strongly predictive of various measures of happiness (Jan-Emmanuel De Neve, 

George W. Ward, 2017).   

Employees perform their work in exchange for either monetary (e.g., salary and 

benefits) or non-monetary rewards (e.g., psychological fulfillment from work) (Stiglbauer & 

Batinic, 2012). The changing work environments (e.g., the increasing internationalization 

of business, new technology, and new organizational practices) lead to the changing nature 

of work (Connell, Gough, McDonnell, & Burgess, 2014; Koukoulaki, 2010). Employment 

status creates individuals' happiness (Frey & Stutzer, 2000b; Ha & Kim, 2013), such as 

being employed or unemployed (Jiang et al., 2012) and full-time or part-time employment 

(Berger, 2009). Positive friendship influences employees' happiness and productivity 

(Bader et al., 2013). Workers have different experiences at work activities, happy and 

unhappy (Siegall & McDonald, 2004). Different work activities could give individuals 

happiness (Tadić et al., 2013). Employees may be happy with specific work activities (Tadić 

et al., 2013; Waryszak & King, 2001). This research focuses on the type of work shaping 

employee happiness in state-owned public and start-up companies. The objective is to get 

an idea of the difference in the level of happiness between a state-owned public company 

and a start-up company. 

Happiness at work is a feeling of happiness towards the work itself, the job, 

contextual features, and the organization (Fisher, 2010). Fisher (2010) stated that three big 

dimensions are required to measure happiness at work at the individual level, namely (1) 

the work itself, (2) the job including contextual features, and (3) the organization as a whole. 

These three dimensions can be measured sequentially through engagement, job 

satisfaction, and affective organizational commitment (Fisher, 2010). These constructs 

have something in common: how all three constructs refer to pleasant assessment (positive 

attitude) or pleasant experiences (positive feelings, moods, and emotions) of an individual. 

Other than that, happiness and positive attitudes are not made directly by the environment 

or events but are shaped by perceptions, interpretations, and individual assessments of 

the environment and events (Fisher, 2010). The first dimension, the work itself, describes 

affective, cognitive, and pleasurable engagement with the work itself. According to Fisher 
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(2010), this engagement can be measured through Schaufeli & Bakker's (2004) work 

engagement. Employee engagement in work is the opposite of burnout. 

In contrast to employees who suffer from burnout, employees who are engaged in 

their work have a sense of affective and energetic connection with the work activities 

performed and see themselves able to cope with the work demands (Schaufeli, Bakker, & 

Salanova, 2006). According to Fisher (2010), using engagement to measure the dimension 

of the work itself is necessary because engagement is closer to the motivational construct 

than the other two attitude constructs, representing other dimensions of happiness at work. 

Hence the measurement with these three constructs can produce better predictions and 

measurements broadly related to employee behavior and organizational contributions. The 

second dimension, the job including contextual features, refers to job satisfaction which is 

an evaluative assessment of job characteristics such as salary, career opportunities, and 

relationships with co-workers (Fisher, 2010).  

The job satisfaction measurement tool that includes the aspects presented by 

Fisher (2010) is the Job Satisfaction Survey (JSS) proposed by Spector (1994). According 

to Spector (1997), job satisfaction is an attitude variable that reflects how a person feels 

about his job and various aspects of his job. Furthermore, job satisfaction is the most 

researched construct related to happiness at work (Fisher, 2010). Organization as a whole 

refers to affective commitment, namely feelings of attachment, ownership, and values that 

follow the organization (Fisher, 2010). According to Fisher (2010), this dimension can be 

measured through affective organizational commitment, which is one of the three 

organizational commitments by Meyer and Allen (1991). Affective organizational 

commitment was the most relevant organizational commitment compared to the other two 

because it is the most compatible with happiness as it represents an emotional bond with 

the organization (Fisher, 2010). The affective component refers to an employee's emotional 

attachment to the organization, identification with the organization, and involvement in the 

organization (Meyer & Allen, 1991). 

In addition, commitments based on personal identification with the goals and 

values of the organization and being affectionately tied to the Company will be considered 

part of happiness at work (Fisher, 2010). Employees with high affective commitment 

continue to work in the organization based on their desires. Several factors can affect 

happiness at work, including organizational culture, job characteristics, and interpersonal 

relationships in the workplace.  The first factor, organizational culture, refers to the 

collection of values, beliefs, and practices (behavior, organizational norms, morals, laws, 

basic assumptions, and beliefs) that provide a shared vision to unite organizational 

members by guiding behavior and providing goals to them (Schein, 2004). Organizational 

factors determining employee happiness are harmony at work, considering employees as 

an essential asset, mutual trust between employees, and honesty (Januwarsono, 2015). 

Furthermore, several characteristics in the workplace that have been proven in 

several previous studies to affect happiness or unhappiness based on Warr (2007) are 

environmental clarity, availability of money, career outlook, and externally generated goals. 

Environmental clarity is the clarity of job demands, requirements, task feedback, 

predictable work results, and low future ambiguity. Money's availability is related to income 

received, pay level, and payment for results. Career outlook or job prospect is having a 

safe job where employees have less chance of being laid off and the opportunity to be 

promoted or change to another position. Externally generated goals are things that are set 
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by external parties and are outside the control of the individual, such as external demands, 

challenges, workloads (too light or too heavy), competition between employees, task 

identity, namely the extent to which tasks are carried out from start to finish and how the 

results can be predicted, role conflict, namely the mismatch of demands made on 

employees regarding their job.  The third factor, interpersonal relationships in the 

workplace, have also begun to attract attention. They have shown that high-quality 

relationships with others are an essential source of employee happiness and energy 

(Dutton, 2003). According to Tom Rath in his book entitled Vital Friends (2006), it can be 

seen that individuals who have close friends at work have a happiness level seven times 

higher and are more engaged in their work. In this research, happiness at work in the state-

owned public company and start-up company will measure with three big dimensions at 

the individual level, namely (1) the work itself, (2) the job including contextual features, and 

(3) organization as a whole (Fisher, 2010). 

 

 

METHOD 

Participant 

The samples focus on employees from companies, both state-owned general and start-

ups. Eligibility to participate in this study requires full-time employees. An online 

questionnaire was carried out in the survey. Participants were informed through informed 

consent that the purpose of the study was "to study the happy feelings at work, such as 

feeling passionate at work, feelings related to working conditions such as salary, career 

opportunities and relationships with co-workers, and feelings of compassion and belonging 

to the organization." The sample consisted of a convenience sample of 166, reporting to 

98 employees from a state-owned public company and 68 from a start-up company.  

 

Design 

The research design used in this study is a non-experimental research design with a 

quantitative descriptive study approach. Descriptive research explains issues or problems 

through data that allows researchers to describe an in-depth picture of the situation.  

 

Instrument 

The employees collected self-administered questionnaires. The conceptual framework of 

the questionnaire was developed by Fisher (2010), which were 1) The work itself, 2) The 

job, including contextual features 3) the Organization as a whole. Happiness at work 

measured instruments compiled based on Fisher's (2010) theory. The work Itself was 

measured using Utrecht Work Engagement Scales (Schaufeli & Bakker, 2004), with 17 

questions from elimination items for representatives of each dimension. Sample items of 

this scale included “At my work, I feel bursting with energy” (vigor), “I find the work that I do 

full of meaning and purpose" (dedication), and "Time flies when I am working" (absorption). 

The job, including contextual features, was measured using Job Satisfaction Survey 

(Spector, 1994), with 30 questions from elimination items based on each dimension, such 

as "I feel I am being paid a fair amount for the work I do." Organization as a whole is 

measured using Affective Organizational Commitment (Meyer & Allen, 1991), with eight 

questions, "I would be very happy to spend the rest of my career with this organization," is 

an example of the item of this scale. There are 55 items rated on a five-point Likert-Scale 

from 1 (unhappy) to 6 (happy). The average score on the happiness at work measurement 

tool is grouped based on the five categories in the study of Omar et al. (2018) regarding 
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organizational happiness. The categories are happy, slightly happy, neither happy nor 

unhappy, slightly unhappy, and unhappy (Omar et al., 2018). The following calculation does 

determination of the average score limit for each category:  

 

𝐶𝑙𝑎𝑠𝑠 𝐼𝑛𝑡𝑒𝑟𝑣𝑎𝑙 =
𝑅𝑎𝑛𝑔𝑒

𝐴𝑚𝑜𝑢𝑛𝑡 𝑜𝑓 𝐶𝑙𝑎𝑠𝑠
 

𝑅𝑎𝑛𝑔𝑒 = 𝐻𝑖𝑔ℎ𝑒𝑠𝑡 𝑆𝑐𝑜𝑟𝑒 − 𝐿𝑜𝑤𝑒𝑠𝑡 𝑆𝑐𝑜𝑟𝑒 

𝑅𝑎𝑛𝑔𝑒 = 6 − 1 = 5 

𝐶𝑙𝑎𝑠𝑠 𝐼𝑛𝑡𝑒𝑟𝑣𝑎𝑙 =
5

5
 = 1 

 

Data Analysis 

The class categories used in this study each contain the following meanings. The first 

category, happy (M = 5-6), describes employees' happiness with their work, job 

characteristics, and organization. Employees perceive that their work provides a positive 

experience. The second category, slightly happy (M = 4-4.99), illustrates that employees 

feel slightly happy about their work, job characteristics, and organization. Employees 

interpret that work provides a positive experience, but a few experiences are interpreted as 

unfavorable. The third category, neither nor unhappy (M = 3-3.99), describes employees 

feeling neither happy nor unhappy about their job, job characteristics, and organization. 

Employees perceive that their work sometimes provides positive experiences but also 

provides negative experiences. The fourth category, slightly unhappy (M = 2-2.99), 

describes that employees are slightly unhappy with their work, job characteristics, and 

organization. Employees perceive that their work provides negative experiences, and only 

a few are interpreted as positive experiences. The fifth category, unhappy (M = 1-1.99), 

describes employees' unhappiness with their work, job characteristics, and organization. 

Employees perceive that their work provides negative experiences.  

Table 1. Happiness at Work Categorization 

 

 

 

 

 

 

 

 

Cronbach alphas for each of the three measures for the studies were as follows: 

the work itself (.90), the job including contextual features (.92), and organization as a whole 

(.74). Statistical descriptive and independent sample t-tests were utilized to analyze data. 

The statistical descriptive aimed to find the average score of happiness at work among 

employees, the standard deviation, and the categorization of the happiness score at work, 

which are presented in tabular form. Meanwhile, to find the differences in scores between 

data groups using an independent sample t-test. 

 

 

 

 

 

 

Categorization M 

Happy 1-1.99 

Slightly Happy 2–2.99 

Neither Happy nor Unhappy 3–3.99 

Slightly Unhappy 2-2.99 

Unhappy 1-1.99 
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RESULT AND DISCUSSION  

It contains the study's findings in which the results and discussion are not separated. In this 

discussion, the author examines the findings and cross-references with the review of 

theoretical and empirical studies. Written by systematic, critical analysis, and informative. 

The use of tables, images, etc., only supported clarify the discussion and is confined to 

helping a genuinely substantial, e.g., statistical tables of test results, test results in image 

models, and so on. Discussion of results to be argumentative regarding the relevance of 

the results, theory, previous research, and empirical facts are found and demonstrate the 

novelty of the findings. The use table is strongly recommended not too long, and if it is 

necessary to enter a long table is then created in the Annex. 

In order to confirm the normal distribution, fundamental descriptive analyses were 

conducted considering the pattern and shape of the sample distribution.  

 

Table 1. Demography Data 

Aspect Category 
Frekuensi 

n Percentage (%) 

Gender Male 102 63 

Female 62 37 

Age 25 – 39  126 77.8 

 40 – 60  36 22.2 

The type of Company state-owned general 98 60.5 

 Start-Up  64 39.5 

 

 

Table 2. Description of Happiness at Work in the state-owned general Company 

 

 

 Table 3. Description of Happiness at Work in the Start-up Company 

 

As indicated in Table. 2, happiness at work in the state-owned general Company 

is slightly happy (M = 4.20). The dimensions with the same level are the work itself (M = 

4.64) and the organization as a whole (M = 4.43). The job, including contextual features, is 

neither happy nor unhappy (M = 3.88). As indicated in Table. 3, happiness at work in the 

start-up company has a higher number but still at the same level, slightly happy (M = 4.79). 

Variable n M SD Categorized 

Happiness at Work 98 4.20 0.51 Slightly Happy 

The Work Itself 98 4.64 0.68 Slightly Happy 

The Job Including Contextual 

Features 

98 3.88 0.58 Neither Happy nor 

Unhappy 

Organization As a Whole 98 4.43 0.68 Slightly Happy 

Variable n M SD Categorized 

Happiness at Work 64 4.78 0.50 Slightly Happy 

The Work Itself 64 4.84 0.51 Slightly Happy 

The Job Including Contextual Features 64 4.72 0.54 Slightly Happy 

Organization As a Whole 64 4.82 0.59 Slightly Happy 

http://ojs.fkip.ummetro.ac.id/index.php/bk
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All the dimensions in this Company are at the same level, slightly happy. Referring to the 

results of data analysis with the Independent Sample T-test based on the gender listed in 

the Table, it shows that H0 is accepted, which means that there is no significant difference 

between the average happiness at work based on male gender (M = 4.44, SD = .57) and 

women (M = 4.41, SD = .61) with conditions; t (160) = -.33, p = .74. When viewed from the 

comparison of the average score of happiness at work, male participants have a higher 

level of happiness than female participants, but it is not significantly different. 

Then, based on the age factor, it shows that H0 is accepted, which means that 

there is no significant average difference between happiness at work based on the age 

range 25 - 39 years (M = 4.47, SD = .61) with the condition; t (160) = .19, p = .36 and the 

age range of 40 - 60 years (M = 4.36, SD = .56). Participants with an age range of 40-60 

years had a slightly lower mean score than participants with an age range of 25-39 years. 

Then, based on the type of Company, it shows that H0 is rejected, which means that there 

is a significant difference between the average happiness at work based on a state-owned 

public company (M = 4.20, SD = .51) and a start-up company (M = 4.78, SD = .50) and 

condition; t (160) = -.71, p = .00. The results of the Independent t-test show that the average 

happiness at work score of employees in start-up companies is higher than the happiness 

at work of employees in state-owned public companies. 

 

Table 4. Independent sample t-test 

Categorization N M (SD) T df P MSE 

Gender       

Male 100 4.44(.57) .33 160 .74* .05 

Female 62 4.41(.61) .07 

Age       

25 – 39  100 4.47(.61) .91 160 .36* .05 

40 – 59  36 4.36(.56) .09 

Type of Company       

state-owned general 98 4.20 (.51) -7.17 160 .00* .05 

Start-Up 64 4.78 (.50) .06 

*p< .05 

 

Overall, the level of happiness at work of employees in state-owned public 

companies and start-up companies was at the same level, slightly happy. This result does 

not differ from other types of companies, and several studies support this at other 

companies. The OHI for a state-owned general university in Malaysia is at 6.47, indicating 

that employees were slightly happy working there (Omar, Ramdani, Mohd, & Hussein, 

2018). Happiness at Work of Employees in Small and Medium-sized Enterprises in 

Thailand was high (Chaiprasit, Orapin Santidhirakul, 2011). The happiness of nurses from 

private hospitals in Bangkok was high (Ongkana, 2006). Happiness at work in First Drug 

Company Limited, Chiang Mai, was high (M=3.49) (Ouyprasert, 2009). The level of 

employee happiness at work was at a moderate level at the Quality Ceramic Company 

Limited, Lampang Province (Fapinyo, 2009). 

The result for the dimensions of employees in state-owned public companies and 

start-up companies identified the work at the same level, slightly happy. Several studies 

about work characteristics support this. Self-value awareness and work environment 

positively correlated with happiness at work at the medium level (Ongkana, 2006). The 

http://ojs.fkip.ummetro.ac.id/index.php/bk
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opinion towards the five factors affecting happiness at work was also high (Kemakorn 

Chaiprasit, Orapin Santidhirakul, 2011). Happiness at work which was ranked at the 

highest level, was social relationship within the organization, and that which was ranked at 

the lowest level was benefits provided by the organization. Personnel aged 20-34 were 

happier than 35-49, and female personnel was happier than male (Poopanit, 2008). Job 

Inspiration, the organization's shared value, relationships, leadership, and quality of work 

were the factors of happiness at work (Fapinyo, 2009). Age, marital status, and work 

experience had no relation to happiness at work (Ongkana, 2006).  

 

 

CONCLUSION 

The results showed that the level of happiness at work of employees in the state-owned 

public company and start-up company was at the same level, slightly happy (M = 4.2 and 

M = 4.79). The same result is identified for the dimension of the work itself, which is slightly 

happy (M = 4.64 and M = 4.91). The start-up shows a higher value between these two 

companies than the state-owned general Company. This result is similar to other 

companies, such as public universities, small and medium-sized enterprises, and nurses 

from private hospitals. 
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