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Abstract--- Objective of this study is to examine the
psychological effect of sales force targets on job
satisfaction of supply chain employees. Number of
studies available in the literature examining the role of
target among various companies, however, the sale
force targets was not examined in the automobile
industry. Especially, the psychological effect of sale
force targets is not examined on job satisfaction. Thus,
this study examined the valuable relationship between
psychological effect of sale force targets, pressure, stress
and job satisfaction. Population of this study is based on
the automobile companies of Indonesia. The reason to
select automobile companies is that; these companies
are facing numerous issues related to the employees and
previous studies did not consider the psychological role
of sale force targets on employees. A survey was carried
out and total 271 questionnaires were returned and
used in the data analysis. Results of the study
highlighted that psychological effect of sale force targets
has significant role in employee job satisfaction of
supply chain employees. Psychological effect of sale
force targets has increased the pressure on employee
and increases the stress which lead to the decrease in
job satisfaction. Increase in employee pressure and
employee stress finally decreases the job satisfaction.

Keywords: Automobile industry, supply chain employees,
psychological effect, sales force target, pressure, stress, job

satisfaction.

1. Introduction

Automobile industry has significant role in the
nation’s economy. Literature demonstrated that
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automobile industry has key role among the countries
in which the supply chain is more crucial among the
operations. As this industry generate significant
revenue to the country. It is one of the industries
which also help the government to collect higher
taxes. Literature proved a significant relationship
between automobile industry and economy [1].
Therefore, this industry has considerable effect in
various countries. That is why it is important for
automobile companies to maintain a significant level
of performance to support the economy.

However, in different countries, this industry is
facing number of issues. In some countries this
industry is unable to produce significant level of
performance. In the context of Indonesia, this
industry is also facing different issues [2]. Due to the
various issues, the performance of this industry is
also suffering. Increase in the issues decrease the
overall performance of the automobile industry
which has adverse effect towards economic
contribution of this industry. Supply chain is a major
element of automobile industry [3] in which
employees has important role. Hence, it is important
to highlight the crucial issues in this industry which
causes to decrease performance. The performance of
various automobile companies of different countries
is given in Figure 1. The evidence shows that China
sell the highest number of vehicles, however, the
position of Indonesia is not up to the mark. Market
share of Indonesian automobile companies is not very
high as compared to the other countries.
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Figure 1. Global Car Sales 2017

The major problem in this industry is related to the
employees. Employee satisfaction is key factor for all
organizations [4, 5]. In the organizations where the
employee is not satisfied, these organization perform
lower than other organizations. Same issue is with the
Indonesian automobile companies where employee is
overburden due to company targets. Management of
the company giving high targets to their employee
which causes to decrease in performance due to the
pressure and stress. Due to the high target’s sale force
remain in stress and pressure which decreases the
level of motivation among employees for sales force.
As it is evident that sale force target has significant
role among organizations.

Literature highlighted the variable of sales force
target in different organizations [6, 7], however, it is
not discussed in the automobile industry, particularly
in Indonesia. Satisfaction of supply chain employees
was not considered. Moreover, literature s
completely missing to discuss the psychological
effect of sale force targets. As number of studies are
highlighting the automobile industry [8, 9], however,
these studies did not consider the psychological role
of sales force target. Therefore, this is the important
study which highlighted the role of sale force
psychological effect on job performance in
automobile industry.

Among the automobile companies, increase in the
sale force targets increases the pressure on employee
to achieve the targets. Moreover, increase in the
targets increases the level of stress among employees,
finally increase in stress and pressure increases the
dissatisfaction which finally decreases the job
satisfaction of supply chain employees. It is
important because both job satisfaction and employee
motivation are key to the employee performance [10-
12]. Therefore, it is important to increase the job

satisfaction with the help of decreasing employee
targets, pressure and level of stress.

Objective of this study is to examine the
psychological effect of sales force targets on job
satisfaction of supply chain employees. Thus, this
study examined the relationship  between
psychological effect of sale force targets, pressure,
stress and job satisfaction. Figure 2 shows the
relationship between psychological effect of sale
force targets, pressure, stress and job satisfaction.
Finally, the current study is valuable for top
management of Indonesian automobile companies to
increase the job satisfaction by decreasing employee
stress and employee pressure.
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Figure 2. Theoretical framework of the study showing the relationship between psychological effect of sale force
targets, pressure, stress and job satisfaction

2. Literature Review

The automotive industry related firms consist of a
wide range of firms as well as organizations involved
in the design, development plans, manufacturing
plans, marketing plans, and selling of motor vehicles.
It is one of the world's major economic sectors by
revenue. It is huge contribution to the economic
sector of various countries. Automobile industry is an
important industry which has contribution worldwide
having wide range supply chain process. This study is
based on the Indonesian automobile industry to
examine the job satisfaction among employees.

Job satisfaction is the critical factor among the
organization [13] having significant effect on the
performance of employee as well as performance of
organizations. A number of studies available in the
literature which examined the phenomena of job
satisfaction among automobile companies of
Indonesia [14], however, this study discussed the job
satisfaction along with the psychological effect of
sales force targets. As it is observed that sale force

targets have positive and negative relationship with
job satisfaction.

Figure 3 shows the performance of automobile
industry of Indonesia. The performance of
automobile industry is highlighted from 2011 to
2019. Performance of this industry is not stable. This
performance is lacking sustainability. As the
performance changing with numbers in each year.
There was highest performance in 2012, but lowest
performance in 2015. From 2015, again performance
is increasing gradually which is one of the positive
signs for Indonesian automobile industry. Moreover,
increase in performance has gradual which is positive
sign. However, psychological effect of sales force
targets is a factor which causes to contribute to create
instability in performance along with the pressure and
stress among employees. The psychological effect of
sales force targets on pressure, stress and job
satisfaction of supply chain employees is presented
below one by one including hypotheses.

14

Figure 3. Indonesian Automobile Industry Performance
Source: Statistics Indonesia 2020
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According to the current study, sales force targets
have contribution to job satisfaction. It has direct as
well as indirect contribution to the employees as
highlighted in Figure 2. Indirectly, psychological
effect of sales force target effect on employee
pressure and employee stress which shows significant
effect on job satisfaction. Literature also shows the
relationship between job satisfaction and employees
targets [15] which is psychological effect on
employees and causes to alter the satisfaction level.

Along with this psychological effect of sale force
targets on job satisfaction, it also has the potential to
alter the level of pressure and stress on employees.
Psychological effect of sale force targets has the
potential to alter pressure which lead to the employee
satisfaction. Besson, et al. [16] also highlighted a
relationship between sale force targets and pressure.
Generally, more targets increase the level of pressure
and decreases the job satisfaction. Moreover,
pressure also has relationship with job satisfaction as
highlighted by Melamed, et al. [17]. In addition to
this, psychological effect of sales force also has the
potential to alter employee stress. Relationship
between sales force targets, stress and job satisfaction
is also proved the previous literature [18, 19]. Hence,
there is a relationship between psychological effect of
sale force targets, pressure, stress and job
satisfaction, which is demonstrated in hypothesis 1,
hypothesis 2, hypothesis 3, hypothesis 4 and
hypothesis 5. Moreover, this study considered the
mediation effect of pressure and stress. All three
paths are significant as per the instructions of Baron
and Kenny [20] which allow to consider the
mediation effect of pressure and stress. Therefore,
hypothesis 6 and hypothesis 7 are representing
mediation effect of pressure and stress, respectively.

Hypothesis 1. Psychological effect of sale force
targets has relationship with job satisfaction of supply
chain employees.

Hypothesis 2. Psychological effect of sale force
targets has relationship with sale force pressure.

Hypothesis 3. Psychological effect of sale force
targets has relationship with sale force stress.

Hypothesis 4. Sale force pressure has relationship
with job satisfaction of supply chain employees.

Hypothesis 5. Sale force stress has relationship with
job satisfaction of supply chain employees.

Hypothesis 6. Sale force pressure mediates the
relationship between psychological effect of sale

force targets and job satisfaction of supply chain
employees.

Hypothesis 7.  Sale force stress mediates the
relationship between psychological effect of sale
force targets and job satisfaction of supply chain
employees.

3. Research Method

This study examined the relationship among
psychological effect of sales force targets, sale force
pressure, sale force stress and job satisfaction of
supply chain employees. Major objective is based on
to examine the psychological effect of sales force
targets on job satisfaction. To achieve this purpose, in
the current study quantitative research approach was
used. Hypotheses were developed with the help of
literature and finally, hypotheses were tested with the
help of statistical tool. In this study, data were
collected from one point of time which indicated that
this study used cross-sectional research design.

Population of this study is based on the automobile
companies of Indonesia. The reason to select
automobile companies is that; these companies are
facing numerous issues related to the employees.
Companies are focusing to achieve higher targets
which may lead to increase the pressure and stress.
Therefore, in this direction, this study attempted to
find the major factor which create pressure and stress
among the employees. Hence, this study considered
the psychological role of sale force targets given by
the automobile companies to its employees.

All the variables were measured with the help of
measures revealed in the previous studies.
Psychological effect of sales force targets was
measured in relation to the targets given to the
employees. Various questions were asked to the
employees related to the targets given to them on
monthly basis, quarterly basis, Sami annually basis
and annually basis. The other section was based on
that whether the employee can achieve the targets are
not. Whether the targets are suitable to achieve in the
period given by the company or employees cannot
achieve the targets. Sale force pressure is measured in
a way that whether the employee feeling pressure
during job or not. Whether the employee feel
pressure while achieving job tasks or not, whether the
employees feel pressure while dealing with the top
management or not. Sale force stress was measured
that whether the employee feel stress while doing the
job or not. Whether the employee feel stress while
achieving the different tasks. Whether the employee
feel stress while giving extra time to the job. Whether



Int. ] Sup. Chain. Mgt

1056

Vol. 9, No. 3, June 2020

the employee feel stress while listening to the top
management or not. Finally, job satisfaction is
measured based on the salary of the employees,
duties given to the employees, workplace
environment and behavior of the top management.

Sample size of the study was selected based on the
recommendations of various other studies. According
to Comrey and Lee [21], 300 sample size is
satisfactory and 500 sample size is good. Therefore,
this study used 500 sample size. Population of the
study is based on the employees of automobile
companies in Indonesia. All the managerial level and
non-managerial level employees were considered in
this study for data collection. Lower level employee
like the labor or workers are not considered in this
study, because labor has low educational level,
therefore, it is supposed that these employees cannot
provide accurate response which may affect the
results of the study.

Moreover, 7-point Likert scale was preferred in the
current study. It is one of the good scales to get the
opinion as well as views of the respondents. The
current study is also trying to collect the opinion and
views of the employee related to the psychological
effect of sale force targets, sale force pressure, sale
force stress and job satisfaction. Therefore, total 500
questionnaires were used and distributed among the
employee of automobile companies. Total 271
questionnaires were returned and used in the data
analysis. These responses were entered in excel sheet
for data analysis.

Additionally, this study used cluster sampling for
data analysis. There are many techniques to the
collect the data, selection of appropriate technology
is important for research study. All sampling

techniques generally not suitable for each research
study. Therefore, sampling technique selection is
most important. To select area cluster sampling is
based on the reason that; population is spread on a
wide area, as the Indonesian banking industry is
spread in whole Indonesia. Therefore, it was really
tough to cover whole Indonesia, hence, it this
situation, various studies highlighted that area cluster
sampling is most suitable technique [22].

This study distributed the questionnaires with the
help of self-visit to the banks. Various clusters were
made, and specific number of questionnaires were
distributed in each cluster. Objective of the study was
clearly explained to the respondents before data
collection. It was insured that response will only use
for this research study. Names of the employee were
not revealed to increase the rate of confidentiality and
to increase the confidence level of employees to give
true response.

4. Data Analysis and Findings

Data analysis and findings of the study are based on
various steps. The first step is grounded on data
screening. It is important to screen out the current
data. Primary data always has the probability of
mistake based on the human error. As after the
collection, data entered to the excel sheet in chances
of mistake is maximum because huge number of
values are entered. Thus, this step was followed to
examine the error in the data. It is given in Table 1
which indicates the missing value, mean, median,
outlier, standard deviation and normality of the data.
It is found that data collected for the current study is
free from any case of error, hence, it is appropriate to
proceed for further analysis.
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Table 1. Data Screening

Standard Excess

No. Missing Mean Median Min Max  Deviation  Kurtosis Skewness
SFT1 1 0 3.37 3 1 7 1.519 -0.309 0.154
SFT2 2 0 3.278 3 1 7 1.765 -0.573 0.407
SFT3 3 0 3.543 3 1 7 1.836 -0.799 0.272
SFT4 4 0 3.395 3 1 7 1.88 -0.84 0.365
SFT5 5 0 3.574 3 1 7 1.713 -0.515 0.281
PR1 6 0 3.519 4 1 7 1.796 -0.693 0.244
PR2 7 0 3.599 4 1 7 1.877 -0.913 0.183
PR3 8 0 3.605 4 1 7 1.758 -0.699 0.116
PR4 9 0 3.698 4 1 7 1.843 -0.77 0.279
PR5 10 0 3.691 4 1 7 1.81 -0.571 0.355
PR6 11 0 3.519 3 1 7 1.779 -0.545 0.388
ST1 12 0 3.525 3 1 7 1.778 -0.575 0.285
ST2 13 0 3.562 3 1 7 1.798 -0.602 0.349
ST3 14 0 3.426 3 1 7 1.666 -0.426 0.337
ST4 15 0 3.556 4 1 7 1.869 -0.855 0.201
ST5 16 0 3.475 4 1 7 1.785 -0.699 0.225
ST6 17 0 3.71 4 1 7 1.709 -0.54 0.266
JS1 18 0 3.167 3 1 7 1.561 -0.266 0.595
JS2 19 0 3.272 3 1 7 1.641 -0.001 0.818
JS3 20 0 3.333 3 1 7 1.587 0.22 0.823
JS4 21 0 3.309 3 1 7 1.517 0.277 0.794
JS5 22 0 3.253 3 1 7 1.45 0.396 0.715
JS6 23 0 3.346 3 1 7 1.577 0.142 0.75
JS7 24 0 3.21 3 1 7 1.565 0.259 0.895
JS8 25 0 3.111 3 1 7 1.491 -0.289 0.462
PR1 PR2 PR3 PRA PR5 PRS
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0.001 0898 158

0.900  0.925 \ \
5T5 5T6

5T3 574




Int. ] Sup. Chain. Mgt

1058

Vol. 9, No. 3, June 2020

Further analysis was carried out to examine the
reliability and wvalidity. In this direction,
Confirmatory Factor Analysis (CFA) was performed.
This study used five items to measure sale force
targets, six items were used to measure pressure, SixX
items were used to measure stress and finally, eight
items were used to measure job satisfaction of supply
chain employees. Various studies highlighted that

loadings for all items should be above 0.7 [23, 24].
However, few researchers highlighted that it is
sufficient to achieve 0.5. Thus, by following the other
studies, the study followed 0.7. Table 2 presenting
the factor loadings for all items which is above 0.7.
Moreover, Confirmatory Factor Analysis (CFA) is
given in Figure 4.

Table 2. Factor Loadings

Job
Satisfaction

Sales Force
Pressure Targets Stress

Js1 0.868
Js2 0.913
Js3 0.905
Js4 0.897
Js5 0.907
Js6 0.921
Js7 0.941
Js8 0.887
PR1
PR2
PR3
PR4
PR5
PR6
SFT1
SFT2
SFT3
SFT4
SFT5
ST1
ST?2
ST3
ST4
ST5
ST6

0.921
0.928
0.914
0.918
0.926
0.911
0.909
0.915
0.92
0.912
0.896
0.888
0.915
0.9
0.925
0.901
0.898

Along with the factor loadings which carrying out
Confirmatory Factor Analysis (CFA), composite
reliability (CR) and average variance extracted
(AVE) was also examined. This study also examined
the Cronbach alpha. Hair, et al. [23] stated that CR
and AVE should be above 0.7 and 0.5 respectively.
In the current study CR and AVE for job satisfaction

is 0.973 and 0.819, for pressure 0.97 and 0.846, for
stress 0.964 and 0.819, finally, for sales force targets,
it is 096 and 0.829, respectively. Moreover,
Cronbach alpha is also above 0.7 for job satisfaction
of supply chain employees, pressure, stress and sales
force targets.
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Table 3. Alpha, CR and AVE

Composite Average Variance

Cronbach's Alpha rho A Reliability Extracted (AVE)
Job Satisfaction 0.968 0.969 0.973 0.819
Pressure 0.964 0.964 0.97 0.846
Sales Force Targets 0.948 0.948 0.96 0.829
Stress 0.956 0.956 0.964 0.819

Along with the determination of alpha, CR and AVE, this study also examined convergent validity and discriminant
validity. Convergent validity was attained through AVE. AVE is above 0.5 which confirms the convergent validity.
Moreover, discriminant validity can be examined with the help of AVE square root [25], HTMT ratio and cross-
loadings. This study followed cross-loadings, as given in Table 4.

Table 4. Cross-Loadings

Job Sales Force
Satisfaction Pressure Targets Stress
JS1 0.868 0.635 0.672 0.624
JS2 0.913 0.669 0.707 0.661
JS3 0.905 0.618 0.668 0.61
Js4 0.897 0.622 0.68 0.61
JS5 0.907 0.702 0.735 0.699
JS6 0.921 0.658 0.715 0.645
JS7 0.941 0.69 0.762 0.667
JS8 0.887 0.649 0.718 0.645
PR1 0.695 0.921 0.894 0.858
PR2 0.686 0.928 0.882 0.841
PR3 0.633 0.914 0.855 0.875
PR4 0.665 0.918 0.855 0.906
PR5 0.647 0.926 0.859 0.887
PR6 0.672 0.911 0.852 0.869
SFT1 0.769 0.847 0.909 0.833
SFT2 0.658 0.853 0.915 0.837
SFT3 0.684 0.838 0.92 0.856
SFT4 0.732 0.854 0.912 0.848
SFT5 0.716 0.895 0.896 0.856
ST1 0.673 0.83 0.845 0.888
ST2 0.622 0.868 0.844 0.915
ST3 0.604 0.836 0.818 0.9
ST4 0.655 0.921 0.87 0.925
ST5 0.647 0.862 0.84 0.901
ST6 0.67 0.831 0.825 0.898
After the analysis of reliability and validity through this technique. In this technique, p-value, t-value and
CFA, this study examined the data to test hypotheses. beta values was examined to check the relationship
Number of studies in the literature followed PLS among variables. This process is given in Figure 5.
bootstrapping technique for hypotheses testing by Results of this process is presented in Table 5 and

using PLS [26, 27], therefore, this study also utilized Table 6.
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Figure 5. Structural Model

Both direct and indirect effect are presented
separately in different Tables. Direct effect is
presented in Table 5. Total seven hypotheses are
tested in this study among which five were direct and
2 were indirect. While testing the direct effect, the
effect of sales force targets was examined on pressure

and stress. Moreover, the effect of pressure and stress
was examined on job satisfaction of supply chain
employees. The direct effect of sales force targets
was also examined on job satisfaction.

Table 5. Structural Model (Direct Effect Results)

Original  Sample  Standard
Sample Mean Deviation T Statistics
(9)) (M) (STDEV) (|O/STDEV|) P Values

Pressure -> Job Satisfaction -0.067 -0.07 0.029 2.334 0.025
Sales Force Targets -> Job Satisfaction 0.906 0.899 0.171 5.312 0
Sales Force Targets -> Pressure 0.942 0.943 0.008 119.538 0
Sales Force Targets -> Stress 0.929 0.931 0.009 102.587 0
Stress -> Job Satisfaction -0.065 -0.056 0.018 3.369 0

It is found that achievement in sales force targets has
positive effect on job satisfaction. Pressure has
negative effect on job satisfaction. Increase in
pressure decrease the job satisfaction. Moreover,

stress also has negative effect on job satisfaction of
supply chain employees. Increase in stress among the
employees decreases the job satisfaction. Therefore,
both pressure and stress have negative relationship
with job satisfaction.

Table 6. Structural Model (In-Direct Effect Results)

Original Standard
Sample Sample Deviation T Statistics P
(O Mean (M) (STDEV) (JO/STDEV])  Values
Sales Force Targets -> Pressure ->
Job Satisfaction -0.063 -0.066 0.025 2.5 0.017
Sales Force Targets -> Stress -> Job
Satisfaction -0.06 -0.052 0.027 2.21 0.029

Moreover, indirect effect is given in Table 6. The
indirect effect of pressure was examined between
sales force targets and job satisfaction. Moreover, the

indirect effect of stress was also examined with sales
force targets and job satisfaction. Mediation effect of
pressure is significant between sales force targets and
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job satisfaction. Furthermore, mediation effect of
stress is also significant between sales force targets
and job satisfaction. Therefore, both mediation effect
is significant. In this study, total seven hypotheses
were proposed in which six hypotheses are supported
and one hypothesis is not supported. In addition, this
study also examined the r-square value which is
given in Figure 4. R-square value for job
performance is 0.614. It indicates that sales force
target, pressure and stress are expected to bring
61.4% change in job satisfaction of supply chain
employees. According to the recommendations of
Chin [28], this variance is substantial.

5. Conclusion

This study examined the valuable relationship
between psychological effect of sale force targets,
pressure, stress and job satisfaction. Population of
this study was based on the automobile companies of
Indonesia. A survey was carried out and statistical
tool was preferred to analyze the data to get final
results.

Results of the study highlighted that psychological
effect of sale force targets has significant role in
employee job satisfaction. Psychological effect of
sale force targets has the ability to increase or
decrease in job performance. Generally, positive
psychological effect lead to enhance the job
satisfaction of supply chain employees, however,
negative lead to decrease the employee satisfaction as
well as job satisfaction. Therefore, automobile
companies should focus on employee sale targets to
increase the satisfaction level among employees
otherwise employee will not perform. Psychological
effect of sale force targets has increased the pressure
on employee and increases the stress which lead to
the decrease in job satisfaction. Sale force targets
increases the level of pressure by increasing the level
of stress which causes to decrease in job
performance. Increase in employee pressure and
employee stress finally decreases the job satisfaction.
Hence, automobile companies should make various
strategies to decrease the pressure and stress on
employee which will lead to job satisfaction of
supply chain employees.

6. Implications of the Study

This study is important contribution to the literature
because this study examined the valuable relationship
between psychological effect of sale force targets,
pressure, stress and job satisfaction of supply chain
employees. This relationship was not examined by
the previous studies. Particularly, this study has

important contribution because the psychological
effect of sales force targets was not considered by the
other scholars. The relationship between the
psychological effect of sales force targets and job
satisfaction was not clear. Therefore, this study
makes this relationship clearer and started new debate
in the literature. Particularly, in the automobile
industry of Indonesia, relationship  between
psychological effect of sale force targets, pressure
and stress is not examined. Practically, this study also
provided valuable insights for the management of
automobile companies. This study guided the
automobile management to decrease the level of
pressure and stress by decreasing the employee
targets to enhance job satisfaction of supply chain
employees and overall company performance.

7. Limitations and Future Research

This study has few limitations which may lead to the
future directions. First, this study is based on the
automobile companies of Indonesia, it is one of the
developing countries where the market could be
different from developed countries. Therefore, this
study in developed countries may give different
results. Results of the study cannot be generalized to
the developed countries. Future research should be
carried out to other developed countries with the
same model or by adding some other variables in the
existing model. Second, this study did not cover other
psychological variables such as psychological capital
and psychological distress. Psychological distress is
also linked with pressure and stress. Therefore, future
research should consider psychological capital and
psychological distress in the current model. Third,
comparison should be made between various
developed and developing countries by taking the
current idea.
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