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Abstract. Job satisfaction is the positive perception of an individual about his/her
job. Determinants of individual satisfaction and dissatisfaction include social factors.
Workplace aggression is a social problem that occurs in the workplace. The objectives
of this study were to examine: (i) the level of work aggression demonstrated by
employees at PT. ABC in Tangerang Banten in the cutting subdivision; (ii) the level
of job satisfaction in employees; and (iii) the relationship between aggression in
the workplace and job satisfaction. Quantitative correlation methods were used. 53
participants were recruited through purposive sampling out of the population of 103
employees in the cutting subdivision. The eligibility criteria included that respondents
must be registered as permanent or contract employees, not temporary employees.
Data were collected using a Likert model scale instrument, consisting of: (i) a workplace
aggression scale based on aggression indicators (Baron & Branscombe); and (ii) a job
satisfaction scale based on the form of expression of job dissatisfaction to employees
(Robbins). The results of this study indicated that: (i) aggression at work in the cutting
subdivision employees of PT. ABC in Tangerang, Banten was relatively high; (ii) job
satisfaction was generally relatively low; and (iii) there was a significant relationship
between aggression at work and job satisfaction.

workplace aggression, job satisfaction, employee

One of the job satisfaction factors is social factors related to co-workers, workgroups,
norms, opportunities to interact, and the existence of informal organizations [1]. The
inhibition of social factors in the work environment can result in discomfort, and one
example is the presence of aggression in the workplace. Workplace aggression is a
behavior related to employees to hurt the people they work with or who employ them,
continues to be a common and significant organizational problem. Aggression in the

workplace usually arises between co-workers, seniors, and juniors, or superiors and
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subordinates. As previously discussed, social factors are things that support individual
job satisfaction in their current workplace. Work aggression is an obstacle or problem
in the social environment at a workplace [2].

The study results indicate that good relations between employees provide benefits
for all parties so that it has a positive impact on employees. However, the phenomenon
of aggression in the workplace is carried out by supervisors because employees make
trivial mistakes negatively impacts [3]. Workplace aggression in verbal and physical
violence cause employees to suffer and eventually leave his/her job [4]. This will result
in low employee job satisfaction, leading to an ineffective organization [5].

Barling stated that violence against employees is more harmful than sexual harass-
ment (Fakhar, 2014). However, these two things should be avoided because workers
end up depressed and leave an unsettling workplace atmosphere. The presence of
aggression in the workplace will impact various things, leading to an employee leaving
the company. This is a form of manifestation of worker dissatisfaction. Other forms of
employee dissatisfaction can be caused by constructive, active voice, passive loyalty,
and neglect of orders and prohibitions [6].

Research related to workplace aggression and job satisfaction is overlooked in
Indonesia. So far, research on the relationship between the two variables is still mostly
done abroad [7-13]. Most of these studies were conducted on medical staff in hospitals,
and there were only three studies administered on employees of private companies. Fur-
thermore, in Indonesia, only one study discusses workplace aggression and employee
satisfaction [14].

PT. ABC Tangerang Banten is a company with many employees, and the staff member
tend are expected to work under constraining pressure. Previous studies indicate that
supervision is the main factor that triggers aggression in the workplace. Supervisors
often belittle employees and show unfair behavior to some of their staff members. On
the other hand, the level of seniority is expressed by old employees to new employees,
provoking conflict.

The hostility that exists due to job competition is also unavoidable for employees.
This produces conflicts between employees, and even small groups are formed to mock
other working staff. Another phenomenon that occurs at PT. ABC is that there seems
to be a theft crime among the employees. This creates distrust, resulting in mutual
suspicion, leading to aggression between employees—the trade unions at PT. Until
now, ABC has not been able to handle personal problems for each employee optimally.

No research has been conducted to examine the relationship between employee

aggression at work and job satisfaction of PT ABC employees. This research is significant
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because in figuring out the conflict and finding the solutions, appropriate policies can
be taken immediately to deal with these problems. The purpose of this study is: (i) to
determine the level of aggression in the workplace on employees of PT. A B C; (ii)
determine employee satisfaction at PT. A B C; (iii) examine the relationship between
workplace aggression and job satisfaction on employees of PT. ABC in Tangerang,
Banten. This research hypothesizes a relationship between work aggression and job

satisfaction on employees of PT ABC in Tangerang, Banten.

2.1. Workplace Aggression

Workplace aggression is a deliberate attempt by an individual to hurt others they work
with or have worked with or harm the organization for which they currently work
or previously [15]. Aggressiveness in the workplace is affected by situational factors,
including injustice, job dissatisfaction, interpersonal conflict, environmental constraints,
and poor leadership, and is influenced by individual or personal factors, including
nature, gender, and negative affect [16]. Factors that influence aggressiveness in the
workplace are situational factors, including injustice at work, the role of stressors,
cruelty perpetrated by supervision, and individual factors, including demographic and
personality factors [17].

Aggressiveness is generally divided into: (i) physical aggression, aggression as vio-
lence and also attacks on others by using body parts or in response to verbal attacks; (ii)
verbal aggression, the type of aggression whose purpose is to ignore, reject, threaten,
and frighten; (iii) anger, internal physiological reactions and emotional expressions
produced by unpleasant feelings; (iv) hostile aggression, an act of aggression that comes

from feelings of anger and aims to cause pain and injury [18].

2.2. Job Satisfaction

Job satisfaction is a general attitude towards a person’s work duty that exemplifies
the difference between the number of awards workers receive and the amount they
believe they should receive [6]. Attitudes relevant to job satisfaction and dissatisfaction
reflect an employee’s assessment of current and past work experiences rather than

expectations for the future.
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Factors that affect job satisfaction include: (i) psychological factors, which are factors
related to employee psychology which include interest, job security, attitude towards
work, work feelings; (ii) physical factors, are factors related to the physical work envi-
ronment and physical conditions of employees, including types of work, working time
arrangements, work equipment, air circulation, employee health; (iii) financial factors,
are factors related to employee security and welfare, which include the salary system,
social security, amount of allowances, facilities provided, promotions and others; (iv)
social factors, are factors related to social interaction between fellow employees, with

their superiors, as well as employees with different types of work [19].

The method used in this study is a quantitative correlation to determine the relation-
ship between workplace aggression and job satisfaction of employees of PT. ABC
in Tangerang, Banten. The population is 103 employees in the cutting subdivision.
This research utilized purposive sampling with the criteria that respondents must be
registered as permanent or contract employees, not temporary jobs. The sample used
is 53 respondents.

Data collection was carried out using a Likert model scale instrument, consisting of:
(i) workplace aggression scale based on aggression indicators that occur at work falling
into three main categories. They are hostility and non-aggression, direct (sabotage),
and direct (open) aggression [20]; (ii) job satisfaction scale is based on the form of
expression of job dissatisfaction to employees. The expression is divided into four forms:
employee leave, voice, loyalty, and abandonment [6]. Data analysis was carried through

with Pearson’s product-moment correlation to answer the pre-determined hypothesis.

4. Descriptive Analysis

The results of the descriptive analysis on the research subjects were 53 subjects,
the lowest score was 42, the highest score was 86, the mean was 64.58, and the
standard deviation was 10,716. Of the 53 employees of the company who became the
research subject, 25 subjects (4717%) experienced a low level of work aggression, and

28 subjects (52.83%) experienced a high level of work aggression. Hence, it can be
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TABLE 1: Normality test results

Variable KS-Z Significance (2- Inference
tailed)

Aggression at work 0,855 0,457 Normal

Job satisfaction 0,850 0,465 Normal

TABLE 2: Linearity test results.

Variable F Significance Inference

Aggression at work — 54,514 0,000 Linear
Job Satisfaction

concluded that the level of aggression in the company PT. ABC in Tangerang Banten
cutting sub-division is relatively high.

The results of the descriptive analysis on the research subjects were 53 subjects, the
lowest score was 39, the highest score was 72, the mean was 54.85, and the standard
deviation was 8.097. Research subjects as many as 25 subjects (47.17%) have a higher
employee satisfaction than 28 subjects (52.83%) have a lower level of job satisfaction.
Therefore, the data analysis discloses that the level of job satisfaction at the company

is relatively low.

4.2. Normality Test

Based on the table above, it can be seen that the workplace aggression variable has a
significant value with a probability of p = 0.457 (or p > 0.05). Meanwhile, the normality
test results on the job satisfaction variable have a significant value with a probability
of 0.465 (p = 0.465) or p > 0.05. Thus, it can be concluded that the data of the two

research variables have a normal distribution of data.

4.3. Linearity Test

Based on the linearity test in the table above, the relationship between workplace
aggression and job satisfaction has a significant probability value of sig = 0.000 or sig
< 0.05. So that the relationship between the variables of aggression at work and job
satisfaction shows the direction or straight, based on the normality test and linearity
test, it was shown that the research data of the two variables were regular and linear

so that the correlation analysis could be continued.
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TABLE 3: Relationship between aggression at work and job satisfaction

Variable Pearson Correlation Significance (two-tailed)

Aggression at work — Job 0,625 0,000
Satisfaction

4.4. Hypothesis Testing

Based on the table above, it can be seen that the results of hypothesis testing between
workplace aggression and employee job satisfaction have a correlation coefficient of
0.625 with a significance of 0.000 (p < 0.000). It happens that the scale used to measure
job satisfaction is the employee job dissatisfaction scale. Job dissatisfaction caused the
result to be low in job satisfaction. It can be concluded that aggression in the workplace
represents a negative relationship with job satisfaction on employees of PT. ABC in
Tangerang Banten cutting sub division. Simply put, if aggression at work is high, then
job satisfaction is low, and vice versa; if aggression at work is low, then job satisfaction

is high.

The results of this study indicate that aggression at work with job satisfaction is nega-
tively correlated. The results of this study are in line with several other studies [7-11,14].

On the other hand, only one study has different results from this study [12].

Job satisfaction is measured using the level of disclosure of job dissatisfaction, which
is the opposite of high job satisfaction. Dissatisfaction that is higher than satisfaction in
employees will lead to abandonment. The neglect in question is the disclosure of job
dissatisfaction passively, lowering performance, production, absenteeism, truancy, and
indiscipline [6].

While work aggression that occurred at PT. ABC is more likely to refer to verbal
and symbolic aggression (such as facial expressions of hostility, disgust, looking away).
Aggression in the workplace experienced by employees is also between individuals
or co-workers. Violence between subordinates and superiors rarely appears because
employees have a labor union called the SPN; this union will protect the rights of
employees. The union will get involved when employees experience aggression which
then violates employee rights. However, it is worth noting that the union only protects
employees from aggression between the employees and the company. Any other

conflicts should be settled personally.
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Furthermore, in this study, one of the factors that affect employee job satisfaction
is social factors. As mentioned above, social factors have a relationship between job
satisfaction with colleagues, workgroups and norms, opportunities for interaction, and
informal organization. Social factors also form job dissatisfaction if not achieved. If there
is aggression at work, it affects the relationship between social factors hence impacting
employee satisfaction. Aggression in the workplace usually occurs among co-workers,
superiors, clients within their company. Based on the analysis, it can be deduced that
workplace aggression is significantly relevant to job dissatisfaction [1].

The form of aggression examined in this study is depicting aggression in a workplace
by fellow employees. Unions that act as employee protectors only solve problems
between employees and the company, not among employees. For example, the slightest
theft against the company can result in employees being threatened with expulsion
and dealing with the authorities. However, the situation is different when the theft is
committed on a co-worker. The union will help employees to stay in the company
because they believe that it is no harm. Unfortunately, this allows for the repetitive
crime of stealing.

However, this act of aggression did cause any other employees to leave. They prefer
to keep working, and some even reach 12 years of working at the same place. They are
more likely to express their discontent as a way of neglect, as described earlier. This
can be determined by several factors other than social factors. According to Lawyer,
job satisfaction can be identified by the individual’s perception of the amount of income
he/she should receive based on his work performance assessment results with the
perception of the income he/she receives. It is presumed that employees are satisfied
with their compensation, although they are not satisfied with the working environment.
Hence, they express a form of dissatisfaction with a passive and covert attitude towards

the company [21].

Aggression at work affects employees of PT. ABC Tangerang Banten, and it appears
to happen quite often. Based on the analysis, job satisfaction scores are low, and the
measurements prove it by disclosing employee job dissatisfaction. Therefore, it can be
stated that there is a significant relationship between workplace aggression and job
satisfaction.

Based on the results of this research, the researchers have provided practical sugges-

tions, such as: (i) the company should follow up on acts of aggression in the workplace,
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especially for supervisors of any sub-division; (ii) company employees are expected
to minimize acts of aggression that occur in the workplace, especially in verbal and
symbolic forms of workplace aggression; (iii) pay close attention to the disclosure of job
dissatisfaction to employees so as not to have an impact on that is detrimental to the
company; (iv) if the company is unable to identify the job satisfaction of each employee,

it is suggested each head of the sub-division inspect the satisfaction of each employee.

Suggestions for further research are that: (i) extensive research should be done
in delineating the relationship between superiors and subordinates in any company
regarding workplace aggression and job satisfaction, and (ii) collect additional data
to possess varied results by adding other variables such as gender or organizational

culture.
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