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Abstract. This study aims to examine the role of occupational self-efficacy in the 

relationship between Future Time Perspective (FTP) and job satisfaction. Drawing on 

self-determination theory, we argue that employees with high levels of FTP tend to have 

high levels of occupational self-efficacy since they are determined to achieve their goals 

by enhancing their skills and abilities. This, in turn, will lead to high job satisfaction. The 

data were collected from civil servants at an Indonesian government organization (N = 

227) and were analyzed using Hayes’ macro on SPSS. Results showed that FTP was 

positively and significantly associated with job satisfaction, and occupational self-

efficacy partially mediated the relationship. 
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1   Introduction 

Since the bureaucratic reform in Indonesia was enacted in 1998, improving the quality of 

public services has become the government's priority to meet public expectations. Henceforth, 

public services can be improved by increasing employee job satisfaction[1].  Result of 

previous research showed that civil servants have low job satisfaction[2], and this may lead to 

poor public service quality. Therefore, it is imperative to increase civil servants’ job 

satisfaction to increase public service quality. Job satisfaction is the attitude and description of 

what employees feel about their work[3]. The study of job satisfaction attracts a lot of 

organizational attention to this date because it can enhance organizational citizenship 

behavior[4],[5], organizational commitment[6], retention[6],[7], and productivity[8]. Job 

satisfaction has environmental and individual factors[9]. Environmental factors include 

superior-subordinate communication, pay, organizational climate and promotional 

opportunity. Individual factors include demographic characteristics such as age, sex and 

education[9], Future Time Perspective (FTP)[10], and occupational self-efficacy[11]. Thus, in 

the current study, we will focus particularly on FTP as the predictor of job satisfaction. To our 

knowledge, research on FTP has not widely discussed in the work context[12]. There are only 

a few studies relating FTP with job satisfaction[10],[13]. The studies showed that the 

correlation between FTP and job satisfaction is relatively low (r = 0.13 - 0.29). This low 

correlation coefficient indicates that there are other psychological mechanisms that mediate 

the relationship between FTP and job satisfaction. 

FTP is one of the five dimensions of time perspective theory as proposed by Zimbardo 

and Boyd[14]. They divided time perspective variable into five dimensions, namely past 
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positive (having attachment to a positive past), past negative (focusing on negative experience 

in the past), present fatalistic (perceiving present time with despair and helplessness), present 

hedonistic (having an orientation towards fun in the present time and are less interested in 

future consequences), and future. FTP is considered as a prominent characteristic in 

individuals and is powerful in influencing one's attitudes and behaviors in the workplace 

compared to the other time perspectives[15]. Individuals with high FTP are ambitious and 

reward dependent, and always plan and strive to achieve goals of high standards, tend to do 

something meaningful that inherently brings positive experiences like higher job 

satisfaction[10], even if they have to postpone today’s fun[16].  

We draw on self-determination theory[17] to explain the relationship between FTP and 

job satisfaction. Self-determination theory defined as the fulfillment of one’s basic 

psychological needs, including the need for autonomy (desire to feel capable of managing 

one’s own actions and behaviors), competence (ability to feel effective and to master 

challenges), and relatedness (desire to feel in relation with others). An individual with high 

FTP enjoys high autonomy in doing their work, feel competent, and socially bond with others, 

all of which help them achieve their goal, and in turn will lead to more positive outcomes, 

including higher satisfaction.  We hypothesize the following: 

Hypothesis 1: Future time perspective positively correlates with job satisfaction. 

As we discussed previously, there are other mechanisms that can better mediate the 

relationship between FTP and job satisfaction. Again, we use self-determination theory to 

argue the mediating effect of occupational self-efficacy in the relationship between FTP and 

job satisfaction. Occupational self-efficacy refers to individual beliefs that one is capable of 

accomplishing tasks or job[11]. Individuals who have the occupational self-efficacy would 

have self-esteem, internal locus of control, mastery, and optimism to successfully fulfill the 

task involved in their job. Furthermore, past studies reported that occupational self-efficacy 

has relationship with job satisfaction because the feeling of being capable of doing the job 

results in positive emotions such as satisfaction with job aspects[11]. Individuals with high 

FTP see that goals are important and they need to improve their skills to achieve the goals[18]. 

These efforts lead them to have the confidence of performing their job well. Thus, using self-

determination theory, it can be assumed that individuals with high FTP, capable of seeing their 

long-term goals, would tend to seek autonomy to reach their goal, feel competent and have the 

need to grow a social bond with others. In doing so, they enhance their beliefs that they are 

capable of doing their job, and in turn will be satisfied with various aspects of their job. Based 

on the above arguments we hypothesize that:  

Hypothesis 2: Occupational self-efficacy mediates the relationship between future time 

perspective and job satisfaction. 

2   Method 

We conducted a cross-sectional study by collecting data using a self-report questionnaire. 

Data were collected from civil servants in government institutions in Jakarta, Indonesia, 329 

questionnaires were distributed, of which 276 were returned (response rate = 83.89%). We 

decided to leave out 49 data due to incomplete demographic information and extreme 

responses. Therefore, the final sample consisted of 227 participants; mean age was 37.56 years 

(SD = 8.15), and the number of female participants is 141 (62.1%). A number of 35 (15.4%) 



 

 

 

 

participants were high school graduates, 151 (66.5%) were university graduates, and 41 

(18.1%) were postgraduate. FTP was measured using 13-item Zimbardo Time Perspective 

Inventory (ZTPI) developed by Zimbardo and Boyd[14] (α = .75); occupational self-efficacy 

was measured using 6-item Occupational Self-Efficacy Scale (OCCSEFF scale) (α = .80) 

developed by Schyns and von Collani[11]; and job satisfaction was measured using 9-item Job 

Satisfaction Survey (JSS) developed by Spector[3] (α = .81). 

3   Results and Discussion 

Table 1 shows the means, standard deviations and correlations between variables. FTP is 

positively and significantly correlated with occupational self-efficacy and job satisfaction (r = 

.47, p < .01; r = .37, p < .01, respectively). Occupational self-efficacy positively and 

significantly correlated with job satisfaction (r = .40, p < .01). 

 
Table 1. Means, Standard Deviations, and Correlation Among Variables 

 

Variable M SD 1 2 3 4 

 Age  37.56 8.15     

 Job Tenure  11.93 7.97   .89**    

 Future Time Perspective  3.76  .42  -.04  -.01   

 Occupational Self Efficacy 4.84  .48  -.05 -.06  .47**  

 Job satisfaction 4.88 .46   .14*  .12   .37** .40** 

Note. N = 227. Age and job tenure were measured in years. **p <.01, *p <.05. 

 

The hypotheses in this study were analyzed using the mediation analysis[19] of Hayes’s 

PROCESS macro 2.16.3 on SPSS version 24. Hypothesis 1 states that FTP is positively 

related to job satisfaction. Table 2 showed that there is a positive and significant relationship 

between FTP and job satisfaction (total effect = .41, SE = .07, p <.01). Therefore, our data 

supported Hypothesis 1. Hypothesis 2 states that occupational self-efficacy mediates the 

relationship between FTP and job satisfaction. Results showed that the indirect relationship 

between FTP and job satisfaction is also significant (indirect effect = .15, SE = .04, 95% CI 

[.0710, .2454]). Therefore, our data also provided support for Hypothesis 2. However, 

occupational self-efficacy only partially mediated the relationship, because the direct effect of 

FTP on job satisfaction was still significant (direct effect = .26, SE = .08, p <.05).  

Table 2. The Mediating Effects Occupational Self-Efficacy on The Relationship Between FTP and Job 

Satisfaction 

  Outcome 

Antecedent M (Occupational self-

efficacy) 

Y (job  satisfaction) Y (job satisfaction) 

b(SE) p b(SE) P b(SE) P 

X (FTP) .53 (.07) < .001 .41 (.07) < .001 .26 (.08) .0007 

M Occupational 

self-efficacy) 

- - 
  

.28 (.07) < .001 

R2  

∆R2 

.22 

- 

 
.13 

.09 

 
.20 

.07 

 

F 62.47 < 0.001 34.87 < .001 28.05 < .001 

Note. N = 227, indirect effect= .15, SE = .04, p = .0002 



 

 

 

 

To the best of our knowledge, our study is one of the first to acknowledge the mediating 

effect of occupational self-efficacy in FTP-job satisfaction relationship. First, we found FTP to 

be positively and significantly related to job satisfaction, and the correlation coefficient is 

relatively stronger than reported by previous studies[10],[13]. We argue that our specific 

sample, i.e., civil servants, may have influenced the relationship. The reward systems in the 

public sector and private sector often differ in terms of compensation and benefits[20]. Work 

motivation for public sector employees lies in providing service to the public and in long-term 

employment. Therefore, public sector employees may have strong FTP that will influence 

their job satisfaction positively. In this regard, external factors of job satisfaction, such as pay, 

benefits, and recognition may not strongly drive public sector employees to pursue their goals. 

Conversely, they have an intrinsic motivation to pursue long-term plans and goals, particularly 

those related to public service motives, to fulfill their needs and satisfaction.  

 Second, our results also showed that there was an underlying psychological process 

that plays a part in the relationship between FTP and job satisfaction. Based on the self-

determination theory, individuals with high FTP pursue their future goals, and in doing so they 

need high levels of autonomy, competence, and relatedness with others. Thus, having clear 

future goals leads individuals with high FTP to search for autonomy to do their job, the 

opportunity to enhance their skills and competencies and to develop meaningful relationships 

with others. In the process of satisfying the three basic psychological needs, they develop the 

belief that they are capable of doing their job (enhanced occupational self-efficacy), which in 

turn resulted in positive emotions in aspects of their job and ultimately leads to high job 

satisfaction. Finally, our finding showed that occupational self-efficacy only partially 

mediated the relationship between FTP and job satisfaction. This implies that there are 

variances of FTP that cannot be explained by occupational self-efficacy in relation to job 

satisfaction. Perhaps, variance regarding delayed gratification may explain an aspect of job 

satisfaction left unexplained by occupational self-efficacy[11],[14],[16]. Occupational self-

efficacy explains about the employees confident feeling that they can complete their job even 

when they face challenging tasks but does not measure explicitly explain about delayed 

gratification. Employees may or may not delay their gratification when they put their 

confidence into action to complete their tasks depending on their levels of FTP. 

 As a practical implication, our results suggest that for employees with high FTP who are 

focused on achieving their objectives, organizations should align their goals with the 

organization’s goals. Another practical implication for organization, FTP can be improved 

using an intervention program like training[16]. Organizations, through their human resources 

divisions, may design training programs to improve employees’ perception about the future 

and encourage employees to develop themselves and their confidence in their ability to 

perform the job[18]. With this intervention program, employees can be expected to become 

more effective and satisfied with what they do so as to offer satisfactory performance in their 

work for the company[21]. FTP, occupational self-efficacy, and job satisfaction are all 

perceived by the individual, therefore self-report is the best method to collect the data. 

However, the self-report method is susceptible to social desirability bias, which refers to the 

tendency of respondents to respond to items more as a result of their social acceptability and 

appropriate manner than their true feelings. To reduce the effect, we assured anonymity and 

confidentiality at all times to ameliorate the social desirability response bias[10]. We suggest 

future research to employ a time series method in which variables are measured several times 

over some period of time to examine the variability of participants’ responses[22]. In addition, 

the self-report method on all variables may also increase common method bias. We thus 

suggest that further research use the temporal separation method, in which data on predictors, 



 

 

 

 

mediators, and outcomes are measured separately over some period of time[22]. Another 

limitation of this study is that the sample used was rather homogeneous. Future research can 

attempt to replicate the present study in other populations, such as private sector employees or 

workers in different industries and professions, to see if the same results can be generalized.  

4   Conclusion 

 

This study found that occupational self-efficacy took the role of mediator on the 

relationship between FTP and job satisfaction. The findings contributed to the existing 

literature by showing that occupational self-efficacy plays the role of mediator in FTP-job 

satisfaction relationship and self-determination theory as a robust theory that can help explain 

the mediating effect of occupational self-efficacy. When the three basic psychological needs 

are satisfied they will have a belief that they are capable of doing their job and this results in 

positive emotions in aspects of their job that leads to high job satisfaction.  
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