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Abstract

To improve performance, the government has made various efforts for a bureaucratic
reform. As a result, the state civil apparatus (ASN) or civil servants experience
various changes in duties. In changing tasks, there are positive/negative perceptions
regarding the new way of completing tasks. This research aimed to find out how
ASNSs anticipate various changes in these tasks. Changes in tasks can cause job
insecurity, which is accompanied by a decrease in job satisfaction. Job insecurity is
related to worries about losing valuable aspects work. Meanwhile, job satisfaction
is an employee’s assessment of various aspects of work. The impact of task changes
on job insecurity and job satisfaction is facilitated by skills development. Skills
development by ASN includes anticipation by increasing knowledge and abilities.
Participants in this research were 258 government agency employees in Jakarta. Based
on the test results, it was found that task changes can either increase or decrease
job satisfaction. When task changes increase the individual’s efforts to develop skills;
job satisfaction will ultimately increase. On the other hand, if task changes trigger
qualitative job insecurity, then job satisfaction will decrease; especially for individuals
with prevention focus.

The bureaucratic reform agenda, which is leading to the digitization of the bureau-
cracy, requires a human resource development strategy for the civil service so that
civil servants (also known as state civil apparatus or Aparatur Sipil Negara/ASN)
can deal with the digital economy era. This target can be achieved if ASNs have
integrity, professionalism, nationalism, information and technology proficiency, mul-
tilingual capability, spirit of hospitality, entrepreneurship, and networking capacity
(Kementerian Pendayagunaan Aparatur Negara dan Reformasi Birokrasi, 2019).
Efforts to nurture ASNs with readiness to face dynamic changes, otherwise known
as Smart ASN, must align with the direction and strategic policies of government
agencies in improving public services (Khaeromah et al., 2021).

Based on 2023 civil service statistics, the total number of civil servants in
Indonesia is 4,465,768, comprising 3,466,703 regional civil servants (78%) and 999,065
central government servants (22%). From this data, ASNs currently comprise four
different generations: baby boomers, born from 1946-1964 (150,105; 3%), Gen X,
born from 1965-1976 (1,717,982; 38%), Gen Y, born from 1977-1994 (2,328,761
52%), and Gen Z, born from 1995-2010 (268,920; 6%). (Badan Kepegawaian Negara,
2025). These data reflect the varying profiles and backgrounds of civil servants.
Each generation certainly has particular characteristics and responds differently
toward dynamic challenges and changes.

In addition, to achieve the sustainable development goals (SDGs), which
include poverty eradication, improved health, and well-being, the government
continues to strive to boost economic productivity (Alisjahbana & Murnin-
ingtyas, 2018). Economic productivity is pursued through increased investment
from stakeholders. The government is reforming bureaucracy in various insti-
tutions to accelerate the achievement of these goals, including in ministries
overseeing the field of investment. In the digital economy era, bureaucratic
reform in government agencies is carried out through the implementation of
the Electronic-Based Government System (SPBE). These bureaucratic reforms
have resulted in changes in tasks and various work mechanisms (task changes).
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Task changes have been found to decrease job sat-
isfaction (Nikolova et al., 2023). Job satisfaction is an
employee perception, either positive or negative, toward
various aspects of their work environment (Hoppock, 1937).
Based on data from Jobstreet (2022) and Randstad (2020),
around 83% of employees are satisfied with their jobs.
Meanwhile, based on the results of a survey in Indonesia,
out of 17,623 respondents, more than 73% of employees
are dissatisfied with their jobs (Jobstreet, 2022).

Task changes can either decrease or increase job satis-
faction through two mechanisms (Nikolova et al., 2023).
First, task changes can cause anxiety (a sense of insecurity)
about various aspects of work, known as qualitative job in-
security (Hellgren et al., 1999). Qualitative job insecurity
is anxiety about various aspects of work, including con-
cerns that valuable aspects of work are becoming less at-
tractive, diminishing, or even disappearing. These aspects
include, for example, comfortable working conditions, ca-
reer opportunities, or opportunities for increased benefits.
Qualitative job insecurity will increase when individuals
perceive task changes negatively. Higher qualitative job
insecurity will predict a decline in job satisfaction.

The second mechanism is that changes in tasks lead
to the anticipation of skill development among employ-
ees. Skill development happens through the acquisition of
knowledge and abilities related to task completion (Van
Den Broeck et al., 2014). Skill development encompasses
two aspects, namely skills related to task/job performance
(hard skills) and skills related to interpersonal relation-
ships (soft skills). Skill development will improve when
individuals perceive task changes positively. Higher skill
development will predict increased job satisfaction.

A recent study Nikolova et al. (2023) explained that
job satisfaction can be predicted by task changes, and
the relationship is mediated by job insecurity and skill
development. Increased job insecurity occurs when em-
ployees have a prevention focus, which is a perspective
that focuses more on how to prevent losses than on gaining
profit opportunities. The higher the job insecurity, the
lower the job satisfaction. Meanwhile, an increase in skill
development occurs when employees have a promotion
focus; that is, a willingness to spend more time working
harder in facing work challenges.

However, Nikolova et al. (2023) did not explain how
the task change model could be applied in the context of
government bureaucracy. The participants in the study
(Nikolova et al., 2023) had diverse characteristics and
came from various employee groups across different private
sectors. The characteristics of the participants in the
study (Nikolova et al., 2023) appeared to be different
from those of the civil servants. There are at least two
differences between the two, namely employment status
and opportunities for skill improvement.

Based on employment status, ASNs may have low
job insecurity because their employment status is more
stable than that of private sector employees. In terms
of opportunities for skill improvement, ASNs also appear
to have more opportunities (Badan Kepegawaian Negara,
2023). Based on these two differences, if the research
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model (Nikolova et al., 2023) is applied to ASNs, it may
produce different findings.

Study by Nikolova et al. (2023) also did not elaborate
on the concept of job satisfaction comprehensively. The
concept of job satisfaction described in the latest research
still focuses on one aspect of job satisfaction (Steijn, 2004).
The concept of job satisfaction used has not considered
various aspects of job satisfaction (Weiss & Cropanzano,
1996). The more comprehensive job satisfaction concept
includes aspects like salary, promotion, communication
with superiors, benefits, rewards, work rules and proce-
dures, coworkers, workload, and others.

Thus, this study explained how civil servants or ASNs
deal with bureaucratic change or reform. ASNs may ex-
perience job insecurity, but they may also engage in skill
development. Increased job insecurity and skill develop-
ment depend on the focus of the civil servants, whether
it is a prevention focus or a promotion focus. This study
is expected to benefit civil servants by better preparing
them to face various changes in their duties, and to help
achieve the goals of bureaucratic reform across government
institutions.

Task Changes and Job Insecurity

The emergence of insecurity during the task change pro-
cess can be explained through the transactional model of
stress and coping Lazarus and Folkman (1984). When
faced with task changes (as a situational factor that can
potentially cause stress), employees tend to experience
anxiety about the potential loss of valuable aspects of their
work (e.g., reduced comfort/quality of working conditions,
hindered promotion opportunities, or tasks becoming less
interesting), which is an appraisal of existing situational
factors. Employees become stressed because they try to
maintain their existing working conditions and perceive
task changes as a threat to their well-being (Valle Pico &
Larzabal Fernandez, 2022).

Due to changes in duties, employees experience job
insecurity, particularly qualitative job insecurity. Qualita-
tive job insecurity is defined as employees’ concerns about
certain valuable aspects of their current jobs (e.g., work-
load, working conditions/environment, job opportunities,
salary/benefits, and work relationships) that may be lost
or reduced when job changes occur (Hellgren et al., 1999).
Qualitative job insecurity can be seen as a characteristic
closely related to the concept of change. The process of
change can have an impact on increasing qualitative job in-
security (Kottwitz et al., 2021). Thus, the first hypothesis
we proposed was:

Hla: Individual task changes increase qualitative job
insecurity. The more task changes employees experience,
the higher their qualitative job insecurity.

Task Changes and Employee Skill Development

Besides potentially triggering job insecurity (qualitative
job insecurity), task changes can also encourage employees
to engage in skill development (Nikolova et al., 2023). Task
changes typically create gaps in knowledge and skill, as
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there are competencies that may not have been mastered in
previous tasks, and some competencies may be insufficient
to perform the new tasks.

Skill development becomes a proactive response to
address the changes in task/job features or characteris-
tics that demand urgent learning. From the perspective
of the transactional model of stress and coping Lazarus
and Folkman (1984), knowledge/skill development is cat-
egorized as a form of problem-focused coping. Through
knowledge/skill development, employees can adapt to new
task characteristics or overcome existing challenges.

Skill Development
Skill development encompasses two aspects: the acquisi-
tion of new knowledge and skills in the workplace, and
the use of existing capacities in one’s work that leads to
increased mastery of knowledge/skills. Thus, we hypothe-
sized that

H1b: Task changes are positively related to skill de-
velopment. The more significant the task changes are,
the higher the employee’s tendency to engage in skill
development.

Qualitative Job Insecurity and Job Satisfaction
Explanatory models of work behavior are generally based
on individual psychological well-being. Job insecurity
(qualitative job insecurity) is a factor that triggers neg-
ative feelings about work conditions, or what is termed
job satisfaction (Nikolova et al., 2023). Job satisfaction
can have an impact on organizational commitment (Blom,
2020; Romeo et al., 2020; Wang et al., 2020); (b) orga-
nizational performance (Abawa & Obse, 2024), and (c)
turnover intention (Skaalvik & Skaalvik, 2023; Stemmer
et al., 2022). According to Wang et al. (2020), employee
job satisfaction has a strong positive relationship with
organizational commitment. Meanwhile, according to re-
search by Abawa and Obse (2024), job satisfaction is very
important for improving organizational performance. An
employee with a high level of job satisfaction will have
a positive attitude toward their work. Furthermore, ac-
cording to Skaalvik and Skaalvik (2023), job satisfaction
also has an impact on low turnover intention; the more
satisfied employees are, the less likely they are to leave
their jobs.

Based on the affective event theory (Weiss & Cropan-
zano, 1996), job satisfaction is an evaluative judgment of
an individual’s work, which is partially, but not entirely, a
result of emotional experiences at the workplace. It is also
partially derived from more abstract beliefs about one’s
job. Affective experiences and belief structures generate
an evaluation known as job satisfaction. Furthermore,
various negative evaluations of events experienced by an
individual can impair or decrease motivation, well-being,
and job satisfaction. Based on this explanation, the re-
searchers proposed the following hypothesis:

H2a: Qualitative job insecurity is negatively related to
job satisfaction. The higher the qualitative job insecurity,
the lower the job satisfaction.
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Skill Development and Job Satisfaction

The mechanism by which employees motivate themselves
to develop optimally in the face of changing tasks can
be explained through the broaden and build theory by
Fredrickson (2004). The B&B theory states that posi-
tive emotions can broaden one’s thinking. In a positive
emotional state, the mind tends to be more open to new
ideas, experiences, and thoughts. This condition will
make individuals ready to experience improvements in
skills, knowledge/cognition, and problem-solving abilities.
In this case, when individuals with positive emotions ex-
perience changes in tasks at work, they will view this
situation as an opportunity to develop skills (Fredrick-
son, 2004). The various skills gained during training will
become additional resources needed to enhance positive
emotions or satisfaction.

Research has shown that there is a positive relationship
between skill development and job satisfaction (Dalgas et
al., 2024; Zubairi & Khan, 2018). The positive relationship
between these two variables can be explained by the need
for competence. Learning new things and experiencing
mastery are important aspects that can help individu-
als fulfill their basic psychological needs for competence
(Dalgas et al., 2024). According to Maurer and Chap-
man (2013), individuals who invest heavily in themselves
by dedicating themselves to professional development re-
ported that they showcase a more positive work attitude,
engagement, and effort to build value. The process of
skill development can generate positive affect /feelings and
self-confidence. Therefore, the researchers proposed the
following hypothesis:

H2b: Individual skill development is positively related
to job satisfaction. The more skill development an indi-
vidual engages in, the higher their job satisfaction.

Mediation in the Relationship between Task Changes
and Job Satisfaction

The first and second hypotheses indicated two possible
processes that might occur when employees face task
changes: (a) task changes cause tension, anxiety, and
ultimately decreases job satisfaction; and (b) task changes
motivate skill development, which ultimately leads to
job satisfaction. The mechanism by which task changes
can decrease and increase job satisfaction is explained
through the mediation by qualitative job insecurity and
skill development.

The process of task changes reflects the debate over
whether individuals respond to task changes through emo-
tion (Kottwitz et al., 2021) and/or through cognition
(Nikolova et al., 2023) related to change (Fugate et al.,
2008; Korunka et al., 2015; Rafferty & Griffin, 2006). Task
changes can either increase perceptions of the threat of
losing valuable aspects of work or motivate individuals
to improve their knowledge and skills, which requires a
cognitive process. Emotional processes and cognitive eval-
uation in responding to task changes will have an impact
on job satisfaction. Thus, the researchers formulated the
following hypotheses:
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H3a: Qualitative job insecurity mediates the relation-
ship between task changes and job satisfaction.

H3b: Skill development mediates the relationship be-
tween task changes and job satisfaction.

Prevention Focus and Promotion Focus as Moderators
Focus regulation theory (Higgins et al., 1997) can be used
to explain employee reactions to task changes. There are
two types of focus/orientation in how individuals are moti-
vated, namely prevention and promotion focus/orientation.
Prevention focus is a condition in which one’s focus is
driven by the need for safety, security, or a sense of respon-
sibility. Prevention-oriented individuals aspire to avoid
losses and formulate their goals based on the presence or
absence of losses. Meanwhile, promotion focus is a condi-
tion in which the individual’s focus is guided by the need
for personal growth and development, and they strive to
reach their full potential. Promotion-oriented individuals
set their goals based on the presence or absence of gains.

Lanaj et al. (2012) said that individuals who focus on
promotion are more confident and better at controlling
situations (Langens, 2007). Individuals who focus on
promotion can interpret an independent self-image because
of their tendency to form opinions based on subjective and
internal information (Pham & Avnet, 2004). Meanwhile,
individuals who focus on prevention have a view of external
data and rely on an interdependent self-image (Lee et al.,
2000).

Based on the elaboration, the researchers argued that
when facing task changes, there are employees who have
a promotion focus (seeing task changes as benefits and
development prospects) and employees who have a preven-
tion focus (seeing changes as potential harm or damage
to their careers, e.g., potentially losing valuable aspects
of their work).

Employees who are focused on promotion do not seem
to rely too much on others for support and guidance.
Changes in tasks will actually activate them (Lalot et
al., 2025), so they are more likely to take advantage of
these changes for skill development. Those who are more
confident, creative, extroverted, and “gain”-oriented em-
ployees tend to be more focused on promotion and see
such circumstances as conducive to their development
(Gorman et al., 2012). Employees with promotion focus
are more easily attracted to (and identify) factors in their
environment that are consistent with their individual reg-
ulatory orientation (Higgins et al., 1997; Taylor-Bianco &
Schermerhorn, 2006).

On the other hand, individuals who focus on preven-
tion, due to their tendency to be anxious and avoid losses
when facing task changes, become more vulnerable when
evaluating task change situations. They view task changes
as a potential threat to valuable aspects of their work.
They will likely experience greater job insecurity. They
view task changes as a threat that needs to be avoided,
so they are less likely to identify opportunities. Therefore
we formulated the following hypotheses:

H4a: The role of task changes as a predictor of job
insecurity is moderated by prevention focus. For employ-
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ees with a prevention focus orientation, task changes will
increase job insecurity.

H4b: The role of task change as a predictor of skill
development is moderated by promotion focus. For em-
ployees with a promotion focus orientation, the number
of task changes will increase skill development. Figure 1
further clarifies the proposed hypotheses.

Methods

This study is quantitative, non-experimental, and has
received ethical clearance from the University Ethics Com-
mittee. This study aimed to test the correlation model be-
tween variables based on the hypotheses presented above.

Participants

There were 258 employees/civil servants in Jakarta who
participated in this study. Most of the participants were
female (69.8%), aged 20-29 years (46.9%), had been work-
ing for four years (38.8%), and held at least a bachelor’s
degree (54.7%). Participants generally performed adminis-
trative tasks/work and occasionally conducted field visits.
However, due to bureaucratic reform or government pol-
icy and the increasing advancement of digital technology,
participant had seen various changes in their job tasks.
The study used the convenience sampling method to select
participants.

Measurement

This study used five different measurement tools to as-
sess task changes, job satisfaction, skill development, job
insecurity, and promotion/prevention focus.

The task change measurement instrument used was
the Task Change Scale (Nikolova et al., 2023). The instru-
ment consists of six positive statements. A sample of the
items is “In recent times, I have been asked to use work
concepts that are (...different / not different...) compared
to previous work concepts.” The measurement method
uses a summated rating scale ranging from 1 to 5. The
internal reliability coefficient (Cronbach’s alpha) of the
six task change statement items is 0.885.

The job satisfaction was measured with the Min-
nesota Satisfaction Questionnaire (Short-Form) designed
by Weiss and Cropanzano (1996). The MSQ-short scale
consists of 20 positive questions that measure employee
job satisfaction, with a sample statement like: “My busy-
ness at work makes me (... dissatisfied/satisfied...)”. The
measurement uses a summated rating scale ranging from 1
to 5. The internal reliability coefficient (Cronbach’s alpha)
of the MSQ is 0.958.

The skill development was measured using the Employ-
ability Skills Scale (Sharma & Bhattarai, 2022). The ESS
scale consists of 30 statements arranged in a closed-ended
format. The ESS scale consists of six dimensions. The
first dimension is communication skills, with a sample
item: “In the past year, I (...did not develop/developed...)
my speaking/verbal communication skills.” The second
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Figure 1
Diagram of the Research Model
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Research Model

dimension is thinking skills, with a sample item: “In the
past year, I (...did not develop/developed...) creative
and innovative thinking.” The third dimension is inter-
personal skills/teamwork, with a sample item: “In the
past year, I (...was able/was not able...) to work in di-
versity and coworkers from various backgrounds.” The
fourth dimension is technology/information technology
skills, with a sample item: “In the past year, I (...did
not learn/learned...) how to download and use neces-
sary information/documents from the internet.” The fifth
dimension is planning and resource management skills,
with a sample item: “In the past year, I (...did not
learn/learned...) how to efficiently manage the materials
and facilities available at my workplace.” The sixth dimen-
sion is personal qualities, with a sample item: “In the past
year, I (...did not develop/developed...) my self-confidence
and maintained a positive sense of self.” All dimensions
showed satisfying reliability coefficients: communication
skill («=0.888); the thinking skill (a=0.900); interper-
sonal skill/teamwork («=0.906); technology/information
technology skills («=0.915); planning and resource man-
agement skill («=0.895), and personal qualities («=0.926).

The job insecurity measurement tool used was the
Qualitative Job Insecurity Measure (QJIM) (Blotenberg
& Richter, 2020). The QJIM scale consists of 11 posi-
tive statements that measure employees’ job insecurity
qualitatively, with a statement like: “I am (...not wor-
ried/worried...) that the quality of my work will decline
in the future.” The measurement uses a summated rat-
ing scale ranging from 1 to 5. The internal reliability
coefficient of the instrument is 0.932.

To measure promotion and prevention focus, the re-
searchers used the Promotion/Prevention Scale (Lock-
wood et al., 2002). There are nine statements measuring
promotion focus and nine measuring prevention focus. An
example of a promotion focus statement is: “I focus on

Skill

Development

a
L
Hzg

leb
" Satisfaction

Hyp
PR

achieving my hopes and aspirations.” An example of a
prevention focus statement is: “I imagine bad things that
I fear and that might happen to me.” The measurement
method uses a summated rating scale ranging from 1 (not
focused) to 5 (focused). The Cronbach’s alpha of the
promotion focus scale is 0.930, while the prevention scale
is 0.838.

Results

Data processing was performed using descriptive statistics
to examine task change, job satisfaction, skill development,
qualitative job insecurity, prevention focus, and promotion
focus. The researchers then performed inferential statistics
to test Hypotheses 1 to 4. Based on descriptive statistical
analysis and Spearman’s correlation test, the results are
presented in Table 1.

Hypothesis Testing

Hypothesis 1a (Hla). Based on the results of path analysis,
task changes positively predict qualitative job insecurity
(r(256) = 0.176, p < 0.05). Thus, Hypothesis 1a (Hla)
could be accepted. The more task changes the employee
perceives, the higher anxiety/qualitative job insecurity
will be.

Hypothesis 1b (H1b). Based on the results of path
analysis, task changes positively predict skill development
(r(256) = 0.374, p < 0.01). Thus, the study accepted
Hypothesis 1b (H1b). The more task changes the em-
ployee experiences, the greater the efforts made in skill
development.

Hypothesis 2a (H2a). Based on the results of path
analysis, qualitative job insecurity negatively predicts job
satisfaction (r(256) = 0.127, p < 0.01). Thus, Hypothesis
2a (H2a) was accepted. The higher the qualitative job
insecurity experienced by the employee, the lower the job



Gadjah Mada Journal of Psychology (GamaJoP)

Table 1
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Means, Standard Deviations, and Correlation Matrix (Above the Diagonal)

Variable M SD 1
1. Task Changes 327 929 (.885)
2. Job Satisfaction 3.71 729  .321%**
3. Skill Development 3.86 .727  .311**
4. Qualitative JI 3.20 .907 .177**
5. Prevention Focus 3.79 696  .220%**
6. Promotion Focus 356 586 .269**

2 3 4 5 6
(.958)

675%%  (.975)

191%* 072 (.932)

620%%  610%*  288%*  (.042)
B17%%  651%*  244%*  713%*  (858)

Note. The midpoint of the measurement scale = 3. * p < 0.05; ** p < 0.01. The numbers in parentheses on the diagonal represent
the coefficients of internal consistency. JI = Job Insecurity.

satisfaction will be.

Hypothesis 2b (H2b). Based on the results of path
analysis, skill development positively predicts job satisfac-
tion (r(256) = 0.735, p < 0.01). Therefore, Hypothesis
2b (H2b) could be accepted. The more skill development
employees engage in, the higher their job satisfaction will
be.

Hypothesis 3a (H3a). Based on the results of the
Sobel test, qualitative job insecurity does not mediate
the relationship between task changes and employee job
satisfaction (z-value=0.620, ¢ < 1.96; p > 0.05). Thus,
the formulated hypothesis (H3a) was not supported by
the analysis results. The more task changes perceived by
employees do not necessarily mean higher qualitative job
insecurity, nor lower job satisfaction.

Hypothesis 3b (H3b). Based on the results of the Sobel
test, skill development mediates the relationship between
task change and employee job satisfaction (z-value=4.891,
t > 1.96; p < 0.01). Thus, hypothesis (H3b) was supported
by the data analysis. The more employees perceive task
changes, the more they want to develop skills, and the
higher their job satisfaction will be.

Hypothesis 4a (H4a). Based on the results of mod-
erated regression analysis, it was found that prevention
focus moderates the role of task changes on qualitative
job insecurity. The correlation between task changes and
qualitative job insecurity in employees with a high preven-
tion focus differs from that in participants with a low/no
prevention focus. Among individuals with high prevention
focus, there is a positive relationship between task changes
and qualitative job insecurity (r(256) = 0.281, p < 0.05).
However, among those with low prevention focus, task
changes have no relationship with qualitative job insecu-
rity (r(256) = 0.158, p > 0.05). Thus, hypothesis (H4a)
was supported by the results of the data analysis. The
role of prevention focus in moderating the relationship
between task change and qualitative job insecurity can be
seen in Figure 2.

Hypothesis 4b (H4b). Based on the results of moderated
regression analysis, it was found that promotion focus acts
as a moderator between task changes and skill develop-
ment. When employees have a high promotion focus, no
correlation between task changes and qualitative job inse-

Figure 2
The Moderating Role of Prevention Focus in the Relationship Between
Task Changes and Qualitative Job Insecurity

Prevention
Focus
Lo
— Hgh

340

Qualitative Job Insecurity

Low High
Task Change

curity is observed (r(256) = 0.158, p > 0.05). However,
when employees have a low promotion focus, task changes
and qualitative job insecurity are positively correlated
(r(256) = 0.281, p < 0.05). Therefore, the data analysis
supported Hypothesis 4b (H4b). The role of promotion
focus in moderating the relationship between task changes
and qualitative job insecurity can be seen in Figure 3.

Discussion

This study investigated whether employees view task
changes as organizational events that stimulate skill devel-
opment or cause qualitative job insecurity, thereby affect-
ing employee job satisfaction. The results of the analysis
showed that task changes positively predict qualitative
job insecurity. The more task changes there are, the more
intense anxiety/qualitative job insecurity experienced by
employees, resulting in lower job satisfaction.

This study aligns with previous research (Nikolova et
al., 2023), which showed that task changes increase skill
development. The relationship between task changes and
job satisfaction is mediated by skill development. The
more employees perceive task change, the more they want
to develop their skills; ultimately leading them to have
higher job satisfaction.
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Figure 3
The Moderating Role of Promotion Focus on the Relationship between
Task Changes and Skill Development

Pramatian

Focus
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Ekill Development

Low High
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In this study, changes in the tasks assigned to employ-
ees played a significant role in improving skill development.
Task changes were not found to play a significant role in
qualitative job insecurity. This was because the partic-
ipants were employees working in government agencies
and not easily subject to dismissal, so employees did not
fear losing their jobs. In this case, employees only felt
concerned that certain aspects of their jobs would be lost.
The study found no moderating effect from promotion
focus; task changes remain to have a significant positive
relationship with skill development regardless of the level
of promotion focus. Meanwhile, the prevention focus was
found to moderate the relationship between task changes
and qualitative job insecurity, particularly for participants
with low prevention focus, who reported higher qualita-
tive job insecurity than participants with high prevention
focus.

There are several limitations and differences with the
previous study because the data collected by previous
researchers was only recorded at certain time intervals
(time series), whereas in this study, data was only collected
at one point in time and only involved employees in central
government agencies. Meanwhile, the types of professions
in Nikolova et al. (2023) study were very diverse, and the
number of respondents involved was much greater than in
the present study. The measurement tools for the variables
of job satisfaction, skill development, and qualitative job
insecurity used in this study differed from those used in
the previous study because the measurement tools in the
previous study did not describe aspects of job satisfaction
and skill development in detail neither did it adequately
describe qualitative job insecurity, so the researchers used
tools that were more relevant to the variables measured in
the present stufy. In addition, the software used to process
the data was different from that used in the preceding
study, and the data produced did not contain the same
items, making it impossible to compare them.

Future researchers can recruit participants from vari-
ous backgrounds, including employees from private com-
panies and government agencies. The number of research
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participants should be increased to more than 258 people
to provide a broader picture of job satisfaction.

Civil servants should be ready to face the digital econ-
omy era. This study provides civil servants with an insight
into the importance of a positive perception of rapid and
dynamic changes in the work environment. Civil servants
must adapt and anticipate these dynamics by improving
and developing their skills. This study is expected to ben-
efit ministries that administer government affairs in the
field of investment, as well as the Ministry of State Appa-
ratus Empowerment and Bureaucratic Reform (PANRB).
Furthermore, it can help other government agencies antic-
ipate the consequences of the bureaucratic reforms that
are being carried out.

Limitations

This study has several limitations compared to previous
studies: (a) the data used by the researcher was only
collected at one point in time, whereas in previous stud-
ies the data was collected several times at specific time
intervals (time series); (b) the number of participants in
this study was smaller and only involved employees in cen-
tral government agencies, whereas in previous studies the
number of participants was larger and came from different
occupational backgrounds. Therefore, for future research,
the author suggests that the research be conducted over a
continuous period and that a larger sample size be used.

Conclusion

Based on this study, it can be concluded that task changes
have a significant effect on job satisfaction. Individuals
with a low prevention focus will be likely to feel anxious
and insecure when experiencing task changes. On the
other hand, when encountering task changes, individuals
with a high promotion focus will strive to improve their
skills so that they can perform their tasks well, thereby
increasing job satisfaction.

Implication

This research is expected to provide benefits for the Min-
istry that organizes government affairs in the investment
sector and also for the Ministry of Administrative and
Bureaucratic Reform (PANRB) and various government
institutions in formulating policies related to the role of
ASN in the digital economy era as a consequence of the
bureaucratic reforms carried out.

Recommendations

Future research should involve participants from various
backgrounds, not only civil servants, but also employees
working in other private sectors, such as industry, services,
and others. This will help obtain a more comprehen-
sive picture of the role of task changes on employee job
satisfaction.
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