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Abstract

Information system have become exceedingly important in our daily working lives and by that
tightly connected with jobs. Job satisfaction is relatively explored research field which has
become very popular in the last decades. But how do information systems affect other aspects of
work, and how does our perception of our working life affect our acceptance of information
systems is relatively unexplored. The job characteristics are tightly connected to job satisfaction,
due to what we have included them in our study. In order to find the relationships between job
satisfaction, job characteristics and user acceptance of information system we have used
previously established theories in those research fields, from which we have drawn our model
for investigation. This was followed by collection of empirical data from online survey and
interviews. We have analyzed the data by applying various quantitative and qualitative methods.
The results have shown that job satisfaction, user acceptance of the information system and job
characteristics are correlated. The influence on job satisfaction is also researched by performing
regression analysis, but due to the small size of respondents future research is needed. Our study
rises up and gives the basis of an interesting question: does higher user acceptance of the
information system leads to greater job satisfaction?
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1. Introduction

1.1 Background

Information systems have become extremely important in the daily working lives of many
individuals and for some, indispensable. As information systems continue to take a larger and
larger part of our everyday working life, a lot of research has been conducted on the adoption
and use of information systems. But zow do information systems affect other aspects of our
working life, and how does our perception of our working life affect our acceptance of
information systems?

Systems acceptable to users increase user efficiency and job satisfaction (Mumford, 1993).
Job satisfaction (JS) has been studied for several decades and has received a lot of attention.
Job satisfaction is defined as ‘the attainment of a good ‘fit’ between what the employees are
seeking from their work — their job needs, expectations and aspirations - and what they are
required to do in their job — the organizational job requirements which mould his experience’
(Avison & Fitzgerald, 1995). Many different models, each integrating different perspectives,
have evolved since the 1960s. Some of these models have focused on personality and
demographic factors while others have been focusing on the characteristics of jobs, which is
how jobs are designed. JS has over time proved as an important construct in organizational
behavior and several sophisticated models have been developed in the field of job satisfaction
research.

Technology adoption and user acceptance (UA) is another research field that has been studied
for over two decades. This field has also produced different models integrating different
perspectives, in order to predict adoption and use of information systems. (Venkatesh &
Davis, 2007) Davis (1989) has pointed out that this research field has mostly been concerned
with explaining, predicting and improving user acceptance to IS, by investigating what makes
people accept or reject systems.

A lot of research has been done on job satisfaction and user acceptance respectively. There
has to our knowledge, not been paid much attention to the relationship between job
satisfaction and user acceptance to information systems. Job satisfaction is an interesting area
in the implementation of IS and might be an important research area that should not be
overlooked in future research. Knowledge about zow employees feel about their job, and the
information systems they work with, and how they affect each other may be important in
order to create better and more satisfying working environments. This study investigates the
relationship between Job Satisfaction (JS), Job Characteristics (JC) and User Acceptance
(UA) to Information Systems (IS) among social workers in Sweden.

1
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1.2 Problem Area & Purpose

In this study we will investigate the relationships between the tree research fields of JC, JS
and UA. In order to investigate these relationships we have formulated our main research
question.

How do job satisfaction, job characteristics and user acceptance of IS interact with each
other?

From the question above, we are going to investigate the following relationships in order to
get an increased understanding:

How is job satisfaction affected by the job characteristics and the user acceptance of the
system?

The purpose of our study is to explore relationships between the variables JS, JC and UA of
IS in order to explain how these tree variables interact with each other.

1.3 Delimitations

In the fields of job satisfaction, job characteristics and user acceptance of IS there are
numerous different theories which we won’t present in the thesis. The complicated structure
of JS calls for deeper understanding in the area and more complex description of the
dependency of JS from big number of other factors that are not investigated in our research.

This study is limited to the existing theories about the tree factors whose relationships we will
investigate, namely, job characteristics, job satisfaction and user acceptance. These theories
will not be investigated from a managerial view, but instead the study will only focus on the
subordinate’s perceptions and feelings. The study includes users with different background
including age, work experience, IS usage experience; however, distinction between the users
will not be performed. The research is not concerned with any economic aspects of the IS, or
the technical characteristics that the system possess.

Some previous work on job satisfaction has been concerned with leadership styles but we will
not investigate this any further because this study focuses on subordinate perceptions of their
work. In the theories about job satisfaction, some are concerned with what the organizations
seeks from its employees. This study however will not focus on the organizations needs since
we are focusing on the subordinates and therefore we will omit such theories.

2
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1.4 Research Strategy

After choosing the focus of this study we continued by searching for information about the
area of interest. The strategy for conducting this investigation starts with searching for
relevant theories and articles about the tree variables JS, JC and UA. This was done by
searching for research articles from a variety of different databases mainly from Lund
University, Electronic Library Information Navigator (ELIN). Through these databases we
explored articles related to the areas of Job Satisfaction and user acceptance of IS. When
searching for articles related to Job Satisfaction we soon realized that this is a research area
that has been investigated for a long time, however there were a relatively limited amount of
scientific articles that coupled with Job Satisfaction and IS in organizations.

When exploring the area of Job Satisfaction we discovered through several different articles
that Job Characteristics was assumed to affect job satisfaction. The relationship between Job
Characteristics and Job Satisfaction seemed too important to be ignored, making the decision
to include Job Characteristics in this research more interesting and essential.

We also searched for scientific articles related to user acceptance of IS. Even though, not to
the extent as Job Satisfaction, this area of research has been given a lot of attention within the
field of IS research. Technology Acceptance Model (TAM) since its introduction by Davis
(1989) has been receiving a lot of attention. As expected, we did not find much about Job
Satisfaction and its relationship with user acceptance, however this increased the need for our
study, thus our objective with this research is to investigate the relationship between the
three: JS, JC and UA.

After deciding on which theories we will focus on, next was how to amend these theories to
fit in with what we will investigate. This was followed by finding appropriate methods for the
collection of empirical data. Here we want to measure the social workers perception on the
factors relevant for the study. The data is collected from interviews and survey. Our next step
is to analyze the empirical findings with a chosen method. This will be followed by
presentation of the results and their analysis. Further we will discuss the empirical findings in
relation to the theories and draw some conclusions from it. Hopefully, from our empirical
findings we will be able to provide an explanation of how the variables job satisfaction, job
characteristics and user acceptance of the IS interact with each other and how JS is affected
by the JC and the UA of the IS and make our final conclusions.

If relationships exist, our goal is to investigate the influence of UA of IS and JC over JS, as
well as to get quantitative knowledge about their influence by investigation of one real case,
enriched with interviews. The relationships may be used in creation of better and more
satisfying information systems which would contribute for effective and satisfying work.

3
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2. Theoretical Framework

In order to examine the relationship between job characteristics, job satisfaction and user
acceptance, theories regarding these research fields will be looked upon. Job characteristics
will be included because of their strong relationship to job satisfaction and therefore making
this investigation more meaningful. This relationship will be explained in more detail later in
this chapter.

Regarding job characteristics we have chosen to use theories that are mostly used and proven,
namely the ones from Hackman and Oldham, enriched with other theories. The main reason
why we have chosen Hackman and Oldham theory as the main focus for JC is because of the
Job Diagnostic Survey regarding JC which is commonly used tool for investigation of the job
characteristics that the work possesses.

Job satisfaction is a broad field of research and since it was established in the 1960’s many
different theories have been introduced and we will review a number of them. Mumford is
one of the few researchers who have investigated job satisfaction in the field of IS and widely
acknowledged as a researcher and therefore we have used her theories as central concerning
JS.

Although there are many competing models integrating different perspectives on user
acceptance, this research area has gained its prominence with the introduction of the
Technology Acceptance Model (TAM) which has been included in more than 1000 citations
(Venkatesh et al., 2007). With the increased use of Information Systems, in the TAM model
main attention has been given to the factors perceived usefulness and perceived ease of use in
order to explain the user acceptance of the IS, due to what we have chosen to include it in the
theory.(Venkatesh et al, 2007)

After examining the theories regarding the variables of interest we will try to make a
connection between them and make our choices from it in order to construct a proposition
model.

2.1 Job Characteristics

The ways jobs are designed is an important factor in determining the satisfaction, motivation
and performance of individuals at work. Workers productivity and motivation seems to
increase if jobs are designed to be more meaningful and challenging for employees.
(Hackman & Lawler, 1971).

Kulik et al (1987), Hackman & Oldham (1975) argue that job characteristics theory can be
seen as the fit between the employee and the environment, which are the task conditions the
employee is situated in. The theory aims at analyzing the fit between the characteristics of

4
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jobs and the needs and abilities of the employee. If there is a lack of fit between the employee
and the environment the result will likely be decreased performance, dissatisfaction and high
stress. The theory of Job Characteristics posits that three psychological states must be
experienced by the employee if the desirable outcomes are going to emerge. The first
psychological state that individuals must experience is that the work is meaningful. The
individual should feel that the work in itself is valuable, worthwhile and important. The
second state the individual have to experience from work is personal responsibility. When
individuals experience personal responsibility they feel personally responsible for the work
they do. The third and final state that employees have is knowledge of the results of his or her
work. This i1s about the employees knowing and understanding how effectively they are
performing on their jobs. These three states are critical to gaining a good fit between
employee and environment and if any one of these three states is not present, motivation and
satisfaction will be low. Five key characteristics have been identified that bring out the
psychological states described above. Three of these five characteristics are related to the jobs
meaningfulness: skill, task identity and task significance. Experienced responsibility has one
characteristic related namely, autonomy. The last psychological state, knowledge of results,
has one factor related, known as feedback.

Skill is the degree to which a job requires the worker to do job related tasks that challenge his
or her skills. If several different skills are involved when a worker is performing an activity,
the job is more likely to appeal to the whole person. Even if only a single skill is involved
there is at least a small amount of potential meaningfulness for the worker. (Hackman &
Oldham, 1975)

Kulik et al (1987) argues that job characteristics theories have explicitly recognized that not
all employees will react to a job high in motivating potential. Employees must have the
necessary knowledge and skills to effectively perform the activities related to the job. It is
important for employees to have the sufficient skills and knowledge because the result will be
that employees will experience positive feelings as a result of their work activities.

In contrast, employees with inadequate knowledge and skills working in highly motivated
jobs are likely to experience frustration at work. This is because the job is important to these
employees, but still they are unable to do it effectively. These employees are often
withdrawing from the job, either by changing job or in a more psychological sense in that
they start convincing themselves that they don't care about the work. Employees do this to
avoid the continually failing of the work that at first was seen as important. This is undesired
both for the employee who gets frustrated over work and for the organization at large. There
are also jobs that are low in motivating potential. These jobs do not provide employees with
the opportunity to experience the three psychological states at work. Employees are therefore
likely to experience low motivation to work regardless of their own level of skill and
knowledge.(Kulik et al, 1987)

5
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Task identity is another characteristic affecting the jobs meaningfulness for the worker. Task
identity is about doing a job from the beginning to the end with an obvious result. If the job
requires that a worker completes a clearly identifiable task it is more likely to be perceived as
more meaningful than a worker who never will see the result from his or her work. (Hackman
& Oldham, 1975)

Task significance is about the degree to which the job will have a clear impact on the lives of
other people, regardless if it is in the world at large or in the organization. Even if the skill
levels between two different jobs are comparable the degree of perceived meaningfulness can
still be different. These three dimensions: skill, task identity and task significance, are related
to experienced meaningfulness. (Hackman & Oldham, 1975)

The fourth dimension connected to experienced responsibility is Autonomy. This is the
degree to which the job gives the employee freedom in his work. If an employees’ job is high
in autonomy, than the employee know that they are responsible for the success or failure.
(Hackman & Oldham, 1975)

The last of the five dimensions is Feedback, which is contributing to knowledge of

results. Feedback is defined as the degree to which a worker gets information about the
effectiveness of his efforts when working. (Hackman & Oldham, 1975)

Table 2.1 Psychological states and factor definitions

States Factors Definition Used by
Experienced Skill Is the degree to which a job requires the worker to | Hackman &
meaningfulness do job related tasks that challenge his or her Oldham (1975)
skills.
Task Doing a job from the beginning to the end with Hackman &
Identity an obvious result. Oldham (1975)
Task The degree to which the job will have a clear Hackman &
Significance | impact on the lives of other people, regardless if it | Oldham (1975)
is in the world at large or in the organization.
Experienced Autonomy The degree to which the job gives the employee Hackman &
responsibility freedom in his work. Oldham (1975)
Knowledge of Feedback The degree to which a worker gets information Hackman &
results about the effectiveness of his efforts when Oldham (1975)
working.

A job high in motivating potential must be high on at least one of the three characteristics
connected to experienced meaningfulness as well as autonomy and feedback. Even if on one
of the three characteristics connected to experienced meaningfulness turns out to be low, this
would not be enough to decrease the overall motivating potential of a job. This happens
because the other two characteristics that contribute to experienced meaningfulness can

6
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compensate to some extent for the other job characteristics. (Kulik et al, 1987) Hackman &
Lawler (1971) in their study of employees from a telephone company found that when jobs
are high on the four dimensions of variety, autonomy, task identity and feedback, employees
who have high ambitions tend to have higher motivation and job satisfaction.

The five characteristics, which from now on will be called ‘factors’, are both relevant and
important in this study when investigating the job situation in which the system is
implemented. We will incorporate all of these factors and use them to measure how the
design of the job is regarded as positive or negative among the employees. However, it is
important to note that jobs are designed differently today than they were when job
characteristics research first started, further exemplified by Hackman & Oldham, (2010). This
will need some extra considerations.

Fried & Ferris (1987) have focused on the fit between jobholder and job characteristics. They
found that the success to some extent is relying on whether the job characteristics meet the
jobholder’s own desire to grow. This also supports the claim that organizational decisions to
enrich jobs should consider contextual factors such as management policy and reward
systems. Their findings suggest that growth, needs, strength (GNS) influence the relationship
between the employees performance and job enrichment. The findings stress the important
role that employee development programs may have in improving the match between the job
and the individual.

The research conducted by Fried & Ferris (1987) and Kulik et al (1987) focuses to some
extent on the employees’ individual needs, and abilities in work. In our view on job
characteristics, this is not related to #ow jobs are designed and therefore we will not include
any such theories in our investigation on job characteristics. Individual needs and abilities are
still relevant for our research investigation and therefore will be covered in later sub-chapters
about job satisfaction.

Hackman & Oldham (2010) argue that the phenomena of job design being studied have
changed over time. A job was earlier organized to be performed by individuals who worked
independently from one another. These jobs were well defined and therefore easier to
analyze. There was no uncertainty about what a worker was supposed to do on the job.
Information about jobs could simply be found in the Dictionary of occupational Titles, which
provides job seekers and human resource professionals with information about which
qualifications are required and how risky they are. However, the meaning of the job concept
is changing, making it harder to define the exact characteristics of jobs. Well-defined jobs
still can be found in organizations, but there are also occurring fundamental changes to the
work individuals do and the relationship among people, and for the organizations these
people work for. Individuals today to a much larger extent than before are able to change
between several different activities and responsibilities. They may also have to work in teams
where team members change as the work requirements change. The individuals may work on
projects with members from different organizations. The authors suspect that the
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developments have created implications for job design research. The circumstances have
changed making it difficult for job design researchers to study the phenomena of job design.
(Hackman & Oldham, 2010)

2.2 Job Satisfaction

Job satisfaction is defined as ‘the attainment of a good ‘fit’ between what the employee is
seeking from his work —his job needs, expectations and aspirations- and what he is required
to do in his job —the organizational job requirements which mould his experience’ (Avison &
Fitzgerald, 1995). In simple words, we can look at job satisfaction as the pleasing emotions
we get from our job.

Adler (1980) found that the interaction between job satisfaction/dissatisfaction and self-
esteem was significant. Those individuals that were high in self-esteem were more likely to
take personal responsibility for their own satisfaction in their job. Other work related to
personality and Job satisfaction is Ganzach (1998) who argues that intelligence is a strong
determinant in many important outcomes in the life of humans, including education and
occupational attainment. Ganzach (1980) found that intelligence had a direct negative effect
on job satisfaction and an indirect effect regarding job complexity.

Begley & Czajka (1993) studied job satisfaction and organizational change. They measured
the employee commitment before a merger and employee stress after the merger. The results
showed that stress increased job dissatisfaction only for those who were low in commitment
to the organization, and no effect on those employees high in commitment to the
organization.

Another study with regard to person-organizational fit is Saks & Ashforth (1997) who
investigated relationships between job information sources, self-esteem and perceptions of
person-organization and person-job fit. They have also investigated the relationship between
perceptions of fit and work outcomes. Work outcomes include job satisfaction, organizational
commitment, organizational identification, intentions to quit, stress symptoms and turnover.
The study showed that the perceived person-job fit were positively related to job satisfaction,
organizational identification and organizational commitment.

Mumford (1972) is one of the few researchers who have investigated job satisfaction in the
field of information systems, due to what central focus in our study is given to her theoris.
She suggests that job satisfaction is constituted by a number of different schools of thought.
A central factor for job satisfaction in the psychological needs school is the development of
motivation. The psychological needs school has been exemplified by psychologists such as
Maslow, Herzberg, Likert and others. Another school of thought is focusing on leadership as
a strong factor in job satisfaction. This school, also created by psychologists, sees the
supervisors as an important influence on workers attitudes. This school of thought is
concerned with leadership styles and their influence on subordinates. This is not the focus of
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our study. However, we will investigate the subordinates view on their managers in order to
understand if the leadership style is perceived as positive or negative. (Mumford 1972)

A third school is devoted to the effort-reward bargain and its influence on job satisfaction.
This school believes that individuals have a subjective perception of what is a fair reward for
a day work. If the reward doesn't meet the employees perception of what is fair, job
satisfaction will most likely be low. Behavioral scientists have focused on the content of
work and on job design factors. All of these different schools of thought have contributed to
the theory of job satisfaction and in order to create a coherent theory of job satisfaction all
these ideas must be included. Mumford (1972)

The organizations, as well as its employees, have needs that must be met if the organization
desires to survive and grow (Mumford, 1991). Job satisfaction can therefore be considered in
two ways. The first is related to the fit between what the organization requires from
employees and what the employees are looking for from the organization. A good fit leads to
what Mumford (1991) calls mutually beneficial relationships. The second way in which job
satisfaction can be considered is concerned with the fit between what the employees are
seeking and what they receive from the organization. A good fit leads to employee job
satisfaction. We will not investigate if there is a mutual beneficial relationship between
employee and the organization, therefore we have omitted theory about what organizations
seeks from its employees, instead, we are focusing on employees needs in work.

Herzberg (1959) has introduced a theory called Theory of Motivators and Hygiene Factors,
which is about job factors that create satisfaction and dissatisfaction. The factors that lead to
job satisfaction are called motivators and the ones who don’t are called hygiene factors.
Herzberg argues that the factors are distinct, and different factors should be looked upon,
depending if we are investigating job satisfaction or job dissatisfaction. In his point of view,
the opposite of “job satisfaction” isn’t “job dissatisfaction”, instead “no satisfaction”. As
motivators Herzberg has found five factors as determinants of job satisfaction: achievement,
recognition, the work itself, responsibility and advancement.

Maslow (1954) has proposed a theory of hierarchy of needs. In his theory he identifies five
basic needs that motivate individuals: pshychological, safty, love or belongingness, esteem
and self-actualization. The needs that are already satisfied are not seen as motivators and the
higher needs become motivators. Maslows’ hierarchy of needs with examples can be seen on
figure 2.1 given below.
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Aesthetic and
cognitive needs
knowledge,
understanding,
goodness, justice
beauty order, symmetry

Esteem needs
competence, approval, recognition
Belongingness and love needs
affliation, acceptance, affection
Safety needs
secunity, physiological safety
Physiological needs
food, drink

Figure 2.1 Maslows’ hierarchy of needs

The following are the variables related to the work of Mumford, where she incorporates the
different schools into one coherent theory that will lead to job satisfaction. These variables
that we will use in order to investigate job satisfaction are now explained further.

Knowledge fit

From employees stand point of view, knowledge fit is about the degree to which the job
allows the employees to utilize their own knowledge and skills. It appears that employees
have many differences in the degree to which they recognize their own skills and knowledge.
Research have shown that some employees are looking for an easy working life with
no challenges, while others might complain that their job is to easy and not challenging
enough. A challenge seeking is more common in groups of employees who have higher
qualifications, like engineers or scientists. Studies have shown that these groups are more
likely to be actively seeking challenging work because they thrive when they are able to use
their creative and problem solving ability. (Mumford, 1991)

The Psychological fit

Employees have psychological needs, which they often try to satisfy within the work. There
are a variety of personal factors that influence the psychological needs of employees, for
example sex, educational background, family background and class. The psychological needs
of an individual tend to change over time so that the needs an individual has at
the beginning of the career are likely to be different when the individual is closer to the
retirement age. Studies have shown that there is a hierarchy of psychological needs and when
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some certain needs become satisfied they become less urgent and replaced by others, which
are from the employees point of view seen as more urgent. As lower levels of needs are met,
the employee proceeds onto higher levels of needs, making the desire for status and respect
more important than before. Achievement has been identified as a motivating factor and some
researchers call this the need for self-actualization and esteem. From previous studies the
evidence suggests that scientists and professional men are above the average in their desire
for achievement and this need becomes greater as individual progresses up in an organization.
(Mumford, 1991)

Mumford (1972) identified five determinants that stand out and are strongly related to job
satisfaction and the psychological needs, drawn from the works of Maslow and Herzberg.

These five factors are recognition, achievement, responsibility, status and the nature of the
work itself. Factors that are associated with  job dissatisfaction
are supervision, salary, working conditions, interpersonal relations and company policy.
These two types of factors can be distinguished in terms of 'what a person does' and 'the
situation in which they do it'.

The Efficiency fit

The efficiency fit is the relationship between the organizational needs for quality and
productivity standards and the employees’ willingness to meet these standards. There are
three different factors that are considered related to the efficiency fit. (Mumford, 1991)
1. The effort-reward bargain seen as fair and the employees economic needs are
met.
2. The work controls are seen as a reasonable and are not perceived as too rigid
neither too loose.
3. The control from supervisors is acceptable.

The Ethical (or social value) Fit

Employees don’t only want to be evaluated for their performance on the job, but also for their
qualities as people. Employees who value social relationships as very important will probably
have a low job satisfaction if they are working for an organization that only cares about profit
and production figures. This is similar for an employee who is very orientated to efficiency
and to just get the job done and is more likely to get frustrated and irritated if it is expected
from him to pay attention to his colleagues’ feelings and interests. (Mumford, 1991)

The Task Fit

The task fit will be good if the work tasks provided by the organization meet the employee
need for variety and stimulus. The work tasks should not be too demanding, to dull or too
simple in order to meet the employees’ needs for variety in his work. When to employees is
assigned a work role from their supervisors, the responsibilities and tasks that go together
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with the work are given to them. Many of these tasks are restricted and have to be
done, while other tasks may be more unrestricted. In tasks that are unrestricted the employee
has a degree of choice about if and how he will carry out these tasks. (Mumford, 1991)

These five factors are as mentioned before related to employees needs in work. They all have
different factors related, which makes it necessary for an adjustment in some cases. Some of
these factors are also covered by factors in job characteristics.

The definitions given by Mumford and the factors that we are going to use are presented in
the following table:

Table 2.2 States definitions and factors

States

Definition

Factors

Used by

Knowledge needs

The extent to which case study
employees think their skills and
knowledge are being well or poorly
used. How would they ideally like
their skills and knowledge to be
used

Challenge

Mumford (1991)

Psychological needs

The extent to which their needs for
advancement, recognition,
responsibility, status and
achievement are being well or
poorly met.

Status,
Responsibility,
Achievement,
Recognition,
Interpersonal
relations

Mumford (1991)

Reward needs

The extent to which they have the
kind of support services and control
systems which they believe will
assist their efficiency

Effort-reward

Mumford (1991)

Ethical needs The extent to which the human Company Mumford (1991)
relations policies and practices of image
the firm fit their own views on how
they should be treated.

Task Structure The extent to which the way their Variety Mumford (1991)

work is structured meets their needs
for work interest, the opportunity to
take decisions and to perform a set
of tasks which they regard as
important.
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2.3 User Acceptance

Venkastesh & Davis (2007) argue, in comparison to technology adoption models, Job
Satisfaction researchers have a much richer and more varied theoretical base, which calls for
alternative theoretical views that provide deeper understanding of the psychological
perspective. One alternative perspective that can be looked upon is the connection between
User Acceptance and Job Satisfaction.

In the field of IS research, much attention has been given to technology adoption. For more
than two decades, technology adoption at the individual level has been studied, integrating
several different theoretical perspectives. This research field has received much attention with
the introduction of the Technology Acceptance Model (TAM). (Davis, 1989)
Most of the research on technology adoption research has focused on replication and
generalizability over time, different contexts and populations. TAM has since its introduction
proven to be theoretically dominant in the field of Technology Adoption. These days
technology adoption research mostly consists of recurring replications with minor extensions
and without any theoretical advances. This is of course undesirable for any research area,
which raises questions for the future of technology adoption research. However, there are still
huge opportunities for this field to make significant theoretical advances using the current
knowledge as a starting point. (Venkatesh & Davis, 2007)

One of the primary issues in IS research is about identifying factors that cause individuals to
accept and use Information systems. Several models and theories has over the years been
developed using different perspectives to address this issues. (King & He, 2006) (Venkatesh
et al, 2003, 2007)

According to Venkatesh et al (2003) organizations invest about 50% of their capital in
information technology. But if these technologies are going to increase productivity, it is
critical that individuals in the organization accepts and uses the technology.

Venkatesh et al (2003) review and discuss eight competing models from the user acceptance
literature, these models are the theory of reasoned action, the motivational model, the theory
of planed behavior (TPB), the technology acceptance model (TAM), a model that combines
TAM and TPB, the innovation diffusion theory, the model of PC utilization, innovation
diffusion theory and the social cognitive theory.

Although there are many competing models integrating different perspectives on user
acceptance this research area gained its prominence with the introduction of the Technology
Acceptance Model (TAM) which has been included in more than 1000 citations (Venkatesh
et al., 2007). The TAM model has evolved over the years and the introduction of TAM2 has
been made by Davis and Venkatesh (2000) in trying to broaden the field of scenarios in
which this model can be used. With the increased use of Information Systems, in the TAM
model main attention has been given to the factors perceived usefulness and perceived ease of
use in order to explain the User acceptance of the IS. (Venkatesh et al, 2007)
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2.3.1 Technology Acceptance Model (TAM)

The Technology acceptance model (TAM) was formulated as an attempt to understand why
people reject or accept Information Systems. It was introduced in order to create a model that
will predict user acceptance of computers in which two main determinants have been
defined: perceived usefulness (PU) and perceived ease of use (PEOU), are fundamental
determinants of user acceptance. PU as “the degree to which a person believes that using a
particular system would enhance his or her job performance” and PEOU as “the degree to
which a person believes that using a particular system would be free of effort”. (Davis, 1989)

Perceived
Usefulness

-

Behavioral
Intention to Use

Adtual System
Use

k4

Perceived Ease of
Use

Figure 2.2 TAM (Davis et. Al. (1989), Venkatesh et. al. (2003))

A system that is easier to use than others is more likely to be accepted by users.(Davis,
1989) PU has a strong relationship to user acceptance and should therefore not be ignored if
one wants to design and implement systems with a high acceptance from users. However ease
of use may have a causal relationship to usefulness because the easier a user can interact with
a particular system, the less effort is needed to operate the system. Looking from more
psychological point of view, Szajna (1996) states that ease of use does have some effects on
how useful an individual perceive IS, meaning that the easier a system is to use, the more
useful the individuals will perceive the system. Szajna (1996) has found that when a user
starts with the actual use of a system, ease of use does not influence usefulness. The empirical
evidence shows that ease of use becomes insignificant when the users experience increases.

Gefen & Straub (2000) claim that research has showed that PU affects user adoption of IS,
but have failed to do thisregarding PEOU. They differentiate between tasks that
are intrinsic or extrinsic in order to theoretically explain how different tasks affect the PEOU
on acceptance to IS. Intrinsic tasks are tasks that are intrinsic to the IT, meaning that the IT is
the primary component of the process, as well as central component for the product or service
for which the IS is ultimately used. Extrinsic tasks are tasks where IS isn’t the means for
achieving the primary service or product and is used just as a tool for achieving the goal of a
task. Their evidence shows that PEOU is depending on whether the type of use is extrinsic or
intrinsic. The task or type of intended use seems to determine whether PEOU affects use-
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intention directly. The study also confirms that PU is the most important belief affecting
intention to use IT. (Gefen & Straub, 2000)

Venkatesh et al (2003) have reviewed user acceptance literature and discussed eight
prominent models including the TAM model. Venkatesh et al. (2003) have formulated
a unified model called the Unified Theory of Acceptance and Use of Technology (UTAUT),
in which are included and empirically validated the most important elements from each of
these eight models. Four of the constructs identified in the UTAUT model are considered to
own an important role of the user acceptance and usage behavior. These constructs
include performance expectancy, effort expectancy, social influence and facilitating
conditions. Performance expectancy is defined as the degree to which a user believes that
using the system will help to increase his or hers job performance. Effort expectancy
is defined as the degree of ease associated with the use of the system. The third construct
called social influence is the degree to which a user perceives that other individuals believe
he or she should use the system. The last of the constructs identified in this group is
facilitating conditions, which is defined as the degree to which individuals believe that a
technical and organizational infrastructure exists to support use of the system. However,
attitude toward using technology, self- efficacy and anxiety are not determinants of intention.
(Venkatesh et al, 2003)

2.4 Connection between JS, JC and UA

Work systems are often designed without any thought given to the individuals that will
operate the system (Mumford, 1973). Systems are primarily designed in technical terms to
meet both technical and business objectives. Little thought has been given to the human
needs when designing systems and there is none or little recognition that acceptability and job
satisfaction may be important design factors. A satisfying system can’t be designed without
identifying human needs in work. Information on what employees are seeking from their
work environment is essential in order to develop satisfactory social-technical systems.
(Mumford 1973)

Several decades ago job characteristics research focused on the workers who performed the
organizations products and services i.e. the front-line workers. Now the research focuses on
much more and the work of managers and other professionals is involved. However, the
advances in information technology have enabled an increasing popularity of self-managing
teams and also the increase of flexibility of work. The advances in information technology
during the last decades have also expanded the scope, challenge and autonomy of front-line
workers. On the other hand, professional and managerial jobs seem to be shrinking. In the
1970s researchers and practitioners biggest concern was to identify new ways to assess and
improve characteristics of jobs performed by workers. However the future research in this
field will focus more on the work done by managers and professionals. It will focus less on
the properties of a specific job and instead concentrate on the ways of exploiting
technological advances to help individuals and teams efficiently coordinate what they do to
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achieve their goals. The interpersonal aspects of work will therefore be given much more
special attention. (Hackman & Oldham, 2010)

Brief & Aldag (1975) found that the relationship between job characteristics and job
satisfaction was more complex than first assumed by Hackman & Oldham (1975). Chen
(2008) in her study about job satisfaction among information systems professionals found
that different job characteristics have different effects on job satisfaction. For instance, when
the job provides feedback about the results, IS professionals become more able to recognize
how effectively they have performed and that knowledge will increase both effectiveness and
job satisfaction. Hackman & Lawler (1971) in their study of employees from a telephone
company found that when jobs are high on the four dimensions of variety, autonomy, task
identity and feedback, employees who have high ambitions need satisfaction; tend to have
higher motivation and job satisfaction. Hackman & Lawler (1971) also found that
individuals’ personal characteristics and attributes were influencing job satisfaction among
employees.

Venkatesh & Morris (2010) study examines the impacts of enterprise resource planning
(ERP) systems implementation on job satisfaction. They found that the implementation of the
ERP-system moderated the effects of autonomy, skill variety and feedback on job
satisfaction, while task identity and task significance had a direct positive effect on job
satisfaction.

We can notice from the theory that the factors in JS and in JC are interrelated with each other
and we can’t draw a straight line between them. For instance, feedback in JC is defined as the
degree to which a worker gets information about the effectiveness of his efforts when
working which is similar to the psychological needs in JS, especially to recognition. The
knowledge needs in JS are defined as the extent to which case study employees think their
skills and knowledge are being well or poorly used, similar to the skill factor in JC which is
explained as the degree to which a job requires the worker to do job related tasks that
challenge his or her skills.

Due to the fact that we can’t distinguish between all of the factors we will make a choice that
will be presented in the next section.

2.5 Our Choices

In the literature review we have described the three main variables relevant for this study, job
characteristics, job satisfaction and user acceptance. In order to investigate relationships
between these variables it is necessary to examine how we will use each of the factors
connected to them. In this discussion we will take aim for those factors and critically examine
and clarify how we will amend and use these factors in our study.
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We started this chapter by reviewing job characteristics and job satisfaction. We perceive
these variables to be closely interrelated and therefore we will examine them closely together.
Hackman & Oldham (1987) describe Job Characteristics as the fit between the person and the
environment, thus the situation in which the person does it. For job characteristics we regard
all factors to be important. Therefore we will include all factors: skill, task identity, task
significance, autonomy and feedback. By measuring these factors we will hopefully gain
knowledge about how well the social workers job is designed, and thereby get an idea of how
satisfied they may be with their job. The factors regarding JC will be determined as the mean
value of three questions for each of them and additionally explained by interviews.
We have chosen not to change these factors because of two reasons. Firstly these factors have
been tested in a large number of research investigations and secondly because the instrument
Job Diagnostic Survey (JDS) has gained prominence and is used widely in a large number of
articles.

For job satisfaction, the examination hasn't been as simple as for job characteristics, mainly
because of the large number of factors that are included. Although we will include all the
main factors knowledge needs, psychological needs, efficiency needs, ethical needs and task
needs in one way or another, however not all of the related factors will be used.

With regard to knowledge needs, we will focus on one factor which we will call challenge.
This factor aims at investigating how the social workers perceive their work to challenge their
skills enough. It is closely related to skills in job characteristics, but with the distinction in
that skill is concerned with how the job provides opportunities to use skills, and challenge is
about the employees needs for challenge.

With regard to psychological needs Mumford (1972) distinguishes between the factors
leading to job satisfaction and the factors leading to job dissatisfaction, between 'what a
person does' and 'the situation in which he does it'. Factors leading to job satisfaction
are achievement, responsibility, recognition, status and the nature of the work itself. We
perceive the factors related to what a person does in their job to be important and will
therefor incorporate all of these factors, except for the nature of the work itself. We have
chosen to remove this factor because it is hard to define what the actual meaning of this
factor is. Mumford (1983) for instance doesn't incorporate this factor in her study.

There are also factors related to job dissatisfaction such as, interpersonal relationships,
supervision, salary, working conditions and company policy. The factors related to
dissatisfaction will need some further examination because they are closely related to the
factors in job characteristics. Job characteristics is about how jobs are designed, which to us
is the same as the 'the situation in which he does it'. Therefor we will not use the
factors supervision, company policy and salary because they will be covered in questions
related to efficiency and ethical needs, working conditions will be covered in job
characteristics. However we will use interpersonal relations, firstly because it isn’t covered
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elsewhere and secondly because we suspect them to be important motivating factors for a
group like social workers.

With regard to factors related to efficiency needs we have consolidated all the factors into
one factor simply called reward. Here we will measure what the social workers regard as
important in work, like the need for high salary or other aspects in work. This is also about
how employees perceive the rewards to be reasonable in relation to the effort they make.

In ethical needs we have chosen to use one factor called company image. The purpose of this
factor is to get an understanding of how important it is for the social workers to work for an
organization in which they believe in or not.

Finally, in task needs we have one factor which we will call variety, which is used to
understand the need for variety and stimulation in work. Some might regard, varying work as
something positive, while others have a need of routines.

In order to measure employee’s acceptance towards the system we will use TAM as defined
by Davis (1989). As mentioned before, perceived ease of use and perceived usefulness have
proven to be fundamental factors in predicting acceptance to information system. These two
factors stand out strong and will therefore be used when measuring the user acceptance to the
system.

Of course that the complicated structure of JS calls for deeper understanding in the area and
more complex description of the dependency of JS from big number of other factors.. This
results in a need for the employees to answer a big number of questions which describe these
factors. Although, we have used Mumford theory, as a consequence from the big number of
questions and the limited time of the employees we had to make a choice and reduction of the
questions, so we have ended up with two survey questions about each factor and interview
questions.

In any case, we are not specialized in the area of JS and because of that maybe some of the
chosen questions are not the most representative ones, but in our case, our goal is to establish
relationship between JS, JC and UA, to check if there is a correlation between them or not,
and if there is, to investigate how that relationship can be described with the simplest model.

This leaves us with the following model (figure 2.2) and the relationships to investigate.
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3 Research Method

3.1 Approach

After surveying the fields of job satisfaction, job characteristics and user acceptance we have
conducted a literature study. The literature study provided the basis for designing and
conducting the empirical investigation. We sent out questionnaires to all of the end-users
in an organization consisting of social workers. The aim of the questionnaire was to provide
us with quantitative data, enabling us to investigate the correlation between the three factors
of job satisfaction, job characteristics and user acceptance. We also conducted four interviews
with the social workers in order to obtain a deeper and more detailed understanding of the
relationship between the three variables that we are studying. The interviews were conducted
on one day, about one week before the questionnaires were sent out and the respondents from
the interviews also got the chance to answer the questionnaire later.

The reason for using both questionnaires and interviews for collecting data in this study was
to let these different sources of information complement each other. While the data from the
questionnaires could help us to understand if the relationships were weak or strong, the
interviews can help us to understand why the relationships were strong or weak.

This study is limited to theories about the tree variables whose relationships we will
investigate, namely, job characteristics, job satisfaction and user acceptance. These theories
will not be investigated from a managerial view, but instead the study will only focus on the
subordinate’s perceptions and feelings. The study includes users with different background
including age, work experience, IS usage experience; however, distinction between the users
will not be performed. The research is not concerned with any economic aspects of the IS, or
the technical characteristics that the system possess.

The survey was distributed among all the employees (40) using the system. 37 out of 40
employees filled out a complete survey. For the analysis of our empirical data we have used
Statistical Package for Social Sciences (SPSS).

3.2 Interviews
3.2.1 Design of Interview Guide

The interview guides were constructed by using the same research instruments as for the
questionnaires. The statements from the questionnaires had to be adjusted differently to be
used in a quantitative setting and it was therefore necessary to change the statements to
the how form. Also, we chose not to formulate precise question, but instead we formulated
them into short phrases to be used as a support. The reason for doing this was because it
made it easier to explain what we actually meant by each question and thereby helping the
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respondents. We felt this was necessary since some of the questions might be hard to
understand, or respondents might never have given these any thought.

Not all of the statements were adjusted to be used, because some of them are overlapping
each other. Instead we wanted the interview to be more like a discussion and not just
questions and answers.

The interview guide was divided into three parts, the first focusing on the respondent’s
background, such as education, working experience and their attitudes towards technology
and their job in general. The second part focused on aspects related to the employee’s job,
here we decided to let the questions mainly focus on the characteristics in work, and then try
to complement with second question about how they regard this as positive or negative. In
this way we wanted to cover the job characteristics and also get a deeper understand about
employee’s attitudes and job satisfaction in work. So, the purpose of the interviews was to get
a deeper understanding of how different aspects of the work affected the social workers. By
this we mean that we are more interested in how the social workers perceive aspects of the
work and the worksite. Instead we wanted to know more about how the respondents perceive
different aspects of work and how those might affect their satisfaction in work. It would not
be fruitful to ask questions related to exactly all of the factors that we want to investigate.
Instead, the purpose of the interviews was to get a deeper understanding of what aspects of
the job that makes it good or bad. And get a good picture if the respondents regard this as
either positive or negative. What makes the respondents like more than they dislike about
their job or vice versa? The third and last part of the interview guide is focusing on the
assistance system. Here we constructed questions related to the factors perceived ease of use
and perceived usefulness, firstly in order to get an idea about how the respondents perceive
the system, and secondly, by second questions try to reconnect to how it affects their overall
general attitude to work.

3.2.2 Selection of Interviewees

Four respondents were selected to participate in face-to-face interviews about their job
characteristics, job satisfaction and their acceptance of the Assistance system. Because there
are only women working with the system in this department it wasn’t possible to make an
even distribution between males and females. Instead the respondents were chosen with
respect to their experience of the system. Two of the respondents had been using the system
since the implementation and have therefore experienced the evolvement of the system over
the last decade. The other two respondents had only used the system for a year or two,
making the difference in experience among the respondents quite significant.
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3.2.3 Conducting the Interviews

The interviews took place at the social workers office in Sweden and were conducted in a
face-to-face setting in the social workers private office rooms. The interviews were
conducted with only the interviewer and the interviewee with the audio recorder running the
entire interview. The audio recording made it easier for us to focus completely on the
interview and asking good questions, the purpose of the audio recording was also to make it
possible to transcribe and analyze the data afterwards. The interviews were held in Swedish
because this is the mother tongue of the respondents. This also reduced the risk of
misunderstandings and made it easier for the respondents to explain their point of view in
more detail. The interviews took about 30 to 45 minutes to conduct. The interviewer started
the interview by explaining the purpose of the research investigation and the reason for
conducting the interviews. We guaranteed the interviewees complete anonymity and
explained that this study will be published in a database on the Internet. The interviewee was
also informed that they would be given the chance to take part of the transcriptions before the
study will be published. This was done so misunderstandings could be discovered and
corrections could be made.

3.2.4 Transcribing the interviews

The recordings for the interviews were transcribed shortly after the interviews had been
conducted to reduce the risk of misinterpreting the respondents. The interviews were
conducted in Swedish and since only one of us speak this language it wasn't possible for us to
make the coding individually and then discuss any differences in interpretations. When
transcribing the interviews, we saved quotes that was extra interesting for our study, to be
used later in the analysis. This made it easier to remember the important content of what later
used as a base for how to present the results.

3.3 Survey
3.3.1 Design of Survey

The questionnaires are designed by using well-accepted and verified research instruments
that are related to the factors that we are investigating. In order to measure the social workers
perception of their job characteristics questions from Hackman & Oldhams (1975) Job
Diagnostic Survey (JDS) are used. This survey contains 15 statements associated to the five
factors that are researched related to job characteristics, evenly divided, three questions for
each factor.

In order to measure the social workers perception of their job satisfaction Mumfords (1972)
questions are used. The reason for choosing Mumford instrument to investigate job
satisfaction is because of her previous research regarding job satisfaction and IS. The other
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reason is because these questions are linked to the factors that we are investigating in job
satisfaction. Due to the non-usage of all of Mumford’ factors, the limited time of the
respondents, as well as the large number of questions in the survey, two questions for each
factor regarding job satisfaction are used.

The third variable we want to measure is user acceptance and the TAM model has been
proven very successful in its ability to predicting user acceptance, thus the questions from
Davis (1989) are chosen for measuring the social workers perception of PEOU and PU. Any
changes to the questionnaire aren’t made, except for omitting questions related to the factors
that we are not using.

One of the issues that we had to deal with concerning the design of the questionnaires is the
number of alternatives. The JDS uses seven alternatives while Mumford (1972) instrument
for Job Satisfaction uses a mixture of five alternatives with open questions. Davis (1989)
instrument uses six alternatives. However, we have chosen to use five alternatives to unify
the grading, to harmonize the different variables and to give them an equal weight. All of the
questions use five-point Likert scale, ranging from “strongly disagree" to "strongly agree",
which has been a proven measure in previous studies, and it also gives the respondents the
possibility to choose the middle alternative. Each of the factors and the questions concerned
with it are shown in Appendix 2.

3.3.2 Conducting the Survey

The data was collected from the employees that are using the system and they were asked to
fill out an online questionnaire anonymously. The questionnaire was divided in three parts,
for a total of 43 questions. In order to achieve the highest response rate as possible, we asked
the supervisor of the department to make the questionnaire mandatory. Due to incorrectly
filled out surveys, we ended up with 93% response rate.

The data was analyzed with the Statistical Package for Social Sciences (SPSS) due to our
previous experience with this program in the quantitative research methods course and its
availability.

3.3.3 Procedure for Analyzing the Data

If we take in consideration that we are investigating three complex variables that are defined
by big number of factors, the first step in our analysis is to check if all of the chosen factors
are appropriate, otherwise to discard some of them. In order to do this the questionnaire data
is loaded in SPSS. As Nunnally (1978) states, only if we get similar or same answers from an
answering group regarding a certain factor, the measurement is considered as reliable.
Reliability can be checked by calculation of the value of the parameter called Cronbach's
Alpha (a), named by the scientist Lee Cronbach. Cronbach’s Alpha is a coefficient of
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reliability which is a positive number, usually in the range from 0 to 1. The minimum value
of Cronbach's alpha should be 0.7, hence the measurement to be considered as reliable.

The reliability check is followed by examination of the correlations between the factors and
the variables. This correlation is called factor loading and its value ranges from 0 to 1. The
factors with significant (>0.4) factor loadings will be included in further analysis.

Since each of the variables JS, JC and UA of the IS is defined by different factors, we want to
see how each of these factors influences the variable accordingly, as well as to discuss the
scores that we will get regarding each factor. This would point out what the employees find
as important: the feedback of the results, the perceived usefulness of the system, or so on. In
order to check these dependencies Path Analysis needs to be done. Path Analysis is a
statistical method used for measuring the influence of an independent variable to a dependent
variable in an interacting system. This test is performed in order to prove the importance
(influence) of each factor to JS, JC and UA. As an outcome of Path Analysis we get path
coefficient, whose value tell us if the factor is significant or not. This also provides us with
deeper understanding regarding the interpretation of the qualitative analysis.

In order to answer our main research question, if there is a relationship between JS, JC and
UA a simple correlation test needs to be done, commonly used in science for measuring the
strength of the linear dependence between variables. This simple and widely used test is
chosen because we don’t know if there is or isn’t any correlation between the three variables.
The correlation test as a product gives a number ranging from O to 1, which shows us the
strength of the relationships between the variables JS, JC and UA in our research model. Zero
number indicates no relationship between the variables and values closer to one indicate high
correlation.

In our case, our goal is to check if there is any correlation between the variables, and if so,
how job satisfaction is affected by the job characteristics and the user acceptance of the
system. To determine this at the end, after the proposition of correlation of variables is
confirmed, linear regression analysis will be done. Regression analysis is used in situations
where we have a dependent variable (JS) and one or more independent variables (JC and
UA). The regression gives us as a mathematical equation which explains the change in one
variable if the other variables on which the variable is dependent change. The goal of this
mathematical equation is to predict the value of JS if we already know the values for JC and
UA. The mathematical equation from the regression analysis is given below:

JIS=AxJC+BxUA+C.

From the regression analysis we get the numbers A, B and C, which are constants — values
that don’t change. It is clear that if we know the values for JC and UA, since A, B and C are
known, we can calculate the value of JS too. In addition, simple descriptive graphs are used
to explain the answers of the JS part of the questionnaire in order to interpret the meaning of
the answers better.
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3.4.1 Research Quality

We are well aware of the lack of experience we have in conducting a research investigation.
Our relatively poor experience in interviewing may likely have increased the possibility of
missing necessary second questions.

3.4.2 Bias

When conducting a research investigation like this it is always important to avoid bias. It is
important to don’t have any preconceived positions. From our research field, it is quite easy
to do this because we understand the issues in beforehand. As we have conducted this study
we have had many discussions about what we might find and how the variables interact.
Since these relationships haven’t been investigated earlier it is easy to have a high
overconfidence of what we might be able to conclude. However, through this study we have
strictly agreed on that it is important to be open to contrary findings. Contrary findings in our
case would be to not find and relationships whatsoever from our quantitative analysis.

3.4.3 Reliability of the Study

The goal is to minimize the biases and errors in a study, so that other researchers, conducting
the same study over again should arrive at the same conclusions. (Yin, 2009) We have from
our view tried to explain our procedures and considerations in order to make it clear for the
readers how we have reasoned. We believe that the well-used research instruments that we
have chosen may have increased the reliability. Since a lot of research has been done on each
variable respectively, and the research instruments they use are well tested. We believe that
this increases the reliability of this study because we have just investigated the relationships
with statistical methods, which we have discussed.

For checking the reliability of each of the three parts of the survey that we are using in our
study, with help of the Statistical Package for Social Sciences (SPSS), the value of
Cronbach's alpha is calculated. As mentioned before, only if we get similar or same answers
from an answering group regarding a certain factor, then the measurement is reliable.
Cronbach’s Alpha is a coefficient of reliability and a positive number, usually in the range
from O to 1, thus if it exceeds 0.6 the measurement is reliable. In our investigation, regarding
the part with the questions (10) concerned with UA Cronbach's Alpha is equal to 0.836, while
for the part with questions (15) concerned with JC Cronbach's Alpha is equal to 0.732. These
numbers prove the reliability of survey questions regarding job characteristics and the user
acceptance of the IS. The reliability analysis of JS survey questions gave Cronbach's Alpha <
0.7, because of the variation in the answers to a same question (factor). Besides that fact,
further quantitative analysis was done, since these questions reliability is proven in previous
research and the answers may vary due to the different JS feeling the employees have.
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3.4.4 Validity of the Study

Construct validity is about “identifying correct operational measures for the concepts being
studied”. (Yin, 2009) For us, construct validity is about the degree to which we are measuring
what we want to measure. We had three different variables that we wanted to measure in
order to investigate the relationships in between. The instruments we used has been
developed and used in several different studies. High construct validity can be achieved
through the use of multiple sources of evidence and by establishing a chain of evidence. (Yin,
2009)

Regarding the quantitative analysis, validity check for the factor analysis is performed in
order to find out if factor analysis is suitable for the variables that we are investigating.
Calculation of the Kaiser-Meyer-Olkin Measure of Sampling Adequacy (KMO) is a common
procedure for performing validity analysis in previous research. The KMO value ranges from
-1 to 1, and if the value is bigger (lower) than 0.6 (-0.6) then the variables are suitable for
factor analysis. With the use of SPSS the KMO values for job satisfaction, job characteristics
and user acceptance are gotten. The results show KMO > 0.8 for UA and KMO > 0.7 for JC
which means that UA and JC are suitable for factor analysis. On the other hand, for JS the
KMO value is lower than 0.6, thus we didn't perform a factor analysis for JS. Instead, as
mentioned before, for analyzing JS and its factors we have used simple descriptive graph
analysis and other statistical methods.

3.4.5 Research Ethics

Several ethical considerations have been made during this research process, mostly related to
the interviews. We followed Kvale & Brinkmans (2009) ethical guidelines who mainly
address four different areas that should be considered: confidentiality, informed consent,
consequences and the role of the researcher. The importance of confidentiality and informed
consent was some of the major issues that we had to consider. In order to reach informed
consent, we provided an explanation about what the study was going to investigate and for
the interviews this was explained face-to-face before the interview was conducted. We also
told the interviewees that if they were interested they would receive a copy of the
transcription and have the chance to make any corrections if so wanted. We also clarified
how, we would use the data that we collected and how it would be published. However, none
of the respondents wanted to check the transcriptions or this thesis before it got published.
We also explained in the questionnaire as well as in before conducting the interviews that
everyone should be guaranteed total anonymity.
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4. Presenting and Analyzing Empirical Data

In this chapter we will present our empirical findings and analyze them.
The presentation from the interview findings are divided into three parts with the first one

focusing on the respondents’ background and attitude to the workplace and technology in
general. The second part focuses on their perception and attitudes towards work. The third
and last section is more concerned with the respondents perception on the IS, and how it
affects them in their work.

This is followed by a presentation of the survey finding and their analysis. Each of the three
variables JS, JC and UA is first analyzed separately and then the analysis of the relationships
between the three variables is given.

4.1 Interview Findings and Analysis
4.1.1 Characteristics of the Respondents

The respondents had in common that they were women, two of them, interviewee 1 and 4 had
over 10 years of work experience from the social work sector. Both of the respondents with
shorter experience had been working for less than 4 years at the time of the interview. In
common for all of these social workers was their job title (Bistindshandldggare) which in
English would be Assistance officer. When it comes to the respondents view on technology
in general, those who have worked for a shorter period of time were slightly more positive,
which can possible be a question of age. The view among these less-experienced workers was
that they were not afraid of trying new technology, interviewee 2 even said she had a good
interest in technology. The respondents who have worked for a longer period of time saw
technology as something good when it was working, but also confessed that they agonized
over TV-configurations and software installations for instance. None of the respondents
perceived themselves as unskilled when it comes to technology and they didn't feel any
hostility to technology in general.

On the respondents’ general attitude towards work and the workplace all respondents
acknowledged that they were happy with their job and their workplace. The colleagues were
something that was repeatedly mentioned as something positive by interviewee 1, 2 and 3.
The work was also perceived as meaningful by interviewee land 3, and stimulating by
interviewee 2. Interviewee 3 thought that work tasks could sometimes be a bit boring and
interviewee 4 mentioned that she likes most aspects of work, but negative aspect of the work
was the hard workload.

4.1.2 Job Satisfaction and Job Characteristics

All of the respondents seem to think that the work has a good balance between variation
and routine work, this was also regarded as positive. Interviewee 2 and 4 describe how the
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work itself provides a lot of variation, because it enables them to either sit at the office and
work or go out on home-visits or care-planning. The possibility to do this indicates that the
job gives the employees the possibility to plan the work individually. This means that the job
provides a relatively high degree of autonomy for the employees. This view is supported by
interviewee 3 and 4.

Just in the way that you can get out, you can make home visits or plan what you want. It's
really free, there are few professions that you can do so. (Interviewee 3, Appendix 2.3)

Accordingly to the interviewees the job provides a good balance between routine- and
varying with a lot of autonomy. The job is considered challenging because it provides
opportunities to always learn new things. Both interviewee 2 and 3 regard the meeting with
humans as the main challenge and that the challenge lies in how you treat and approach other
humans. The work with other people is also seen as very meaningful and stimulating.

Interviewee 1 and 3 say that there are often new ways of doing things or political decisions
introduced by the organization, on which the employees have to adapt too. Interviewee 1
thinks this can be a bit frustrating, especially when the work is going well for her.

Earlier, each of the social workers was responsible for their own stack of cases, letting them
finish the work they started. Now the social workers are divided into groups and share the
cases they are working with, which means that someone will probably finish the work that
someone else has started. Despite that, the interviewees do not seem to get any significant
frustration over this way of working, although interviewee 4 can feel that some of the close
contact with the elderly has gone lost in this new way of working. Interviewee 1 is one of
those that were working earlier when everyone had their own stack. She thinks that there are
negative and positive aspects of either way of working. She thinks it is good if you can finish
the work you start, but it is also nice to work in a group because of the support she gets from
the group. The common view between the interviewees seems to be that that they actually can
see the results of their work if they really want to. If there is a case about which they feel
especially interested in they can always ask the others in their working group what is
happening with the case. They also have the possibility to call the elderly themselves or get in
touch with the elderly relatives if there is anything they want to know. Interviewee 1 and 4
have been working since before the change into working groups and they see it as a positive
thing to not have the total responsibility for each of the cases like they had before.

The respondents see the economic rewards they get from work not as very motivating, but
still fair. Although, interviewee 2 thinks they should be paid more because of the important
work they do, especially those who are good at what they do. However, the manager is
mentioned as someone who appreciates the workers, either by words or other deeds, like
buying flowers.

The work is to a high extent ruled by the law and the interviewees perceive the work as very
controlled because of the laws and the guidelines they always have to follow. However, this
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is not considered as anything negative or as an obstacle in work of any kind. None of the
interviewees think it is hard to relate to the rigid work controls, instead they are regarded as
something to rely on in work.

...it's also something that you may be able to refer to if there are decisions that you find
difficult to convey, it's pretty good that it stands, it is not I who have come up with them but
it's a support to me. (Interviewee 3, Appendix 2.3, page)

On the control from the department managers and supervisors, the interviewees showed a
positive attitude. The workers are very free to plan their own work, without managers
interfering with their way of arranging their work.

The fact that someone comes and says, "that you should do this first," nah, it is very free. It's
great. (Interviewee 4, Appendix 2.4, page ?)

The shared view among the respondents is that the organization is very open and democratic
in that workers can always get their voice heard. The interviewees think that the organization
is open in the sense that it lets them discuss and influence decisions to the point where they
feel reasonable. Interviewee 2 thinks the organization is almost too democratic in that, since
everyone is always allowed to raise their opinion in questions. The view is also that the
organization provides much room to question and challenge decisions that are to be made.
Especially interviewee 2 and 3 feel that managers always listen and consider the subordinates
point of view. Interviewee 3 thinks she has never had any problems to relate to rules which
she thinks might be a problem in itself.

The interviewees seem to be satisfied with how their knowledge and skills are used in their
job, mainly because the job lets them develop their skills. Interviewee 2, conveys there is
knowledge and skills that she assimilated through her education that she don't get to use in
her job. However, she does not see this as a problem because she can always seek the
challenges she doesn’t get from her job elsewhere. Interviewee 3 says there is a good fit
between her skills and how she gets to use them in work.

The organization is going through changes and one of these was the one into work groups,
where members of each group share their number of cases. Interviewee 1 and 4 feel there is a
very positive social climate at the workplace and the collaboration between colleagues is
working well. Interviewee 1 thinks that everyone is there for each other and that everyone
contributes to the group. She does not see anyone who is doing less, instead she has the
feeling that everyone in the group is on an equal level. Interviewee 4 has a similar view on
the workplace and says that the workplace doesn't have any employees who go around
spreading negative energy.

29



Relationships between job satisfaction and user acceptance to IS
Ivana Arsova & Viktor Karlsson

4.1.3 User Acceptance

The respondents explain that they are fully dependent on the system in order to carry out day-
to-day work tasks. Interviewees 1 and 4 have been working with the system since the
implementation for about 11 years till now. They didn't experience any major difficulties
learning to operate the system. However, they explain, during this period the system has been
developed continuously since the start, adding more and more functions to the system,
making it more complicated to use. Interviewee 4 says that it is often hard to understand the
benefit of the changes that have been made, and instead of making it easier, the system just
gets more tedious.

Interviewee 1 suspects that it is much harder for a new employee to learn and understand how
to use the system, than it was before.

It has become so much more complicated. When you are to register something it has been
added so many more steps before it is finished and there is so much more to remember so |
can hardly imagine how it would feel like to start working here without having done it
before. (Interviewee 1, Appendix 2.1, page)

Interviewee 4 supports this view by giving an example of a young employee with relatively
high computer skills, who had difficulties operating the system for a long time. This person
was according to interviewee 4 surprised by the amount of time it took for her to learn the
system. On the contrary, neither Interviewee 2 nor 3, who have used the system for a much
shorter period of time have experienced any major difficulties learning to operate the system.
Interviewee 2 explains, it was quite easy to learn the system although she needed to put in
some effort to it. Her theory about learning is that younger people tend not to be as afraid of
making mistakes as older people might be. They aren't as afraid of learning by trial and error.

All respondents say they feel confident using the system, although there are some differences
in how they perceive the systems functions. Interviewee 3 for instance feels she is missing
some functions in the system, functions related to the process of ordering. However, she has
some problems at pointing out something in particular, which would be good to have.
Interviewee 4 wishes there would be an easier way to withdraw statistics from the system.
She can't see the reason why she has to use Excel parallel with the assistance system since all
the information is already in the system. Contrary to interviewee 3 and 4, interviewee 2
explains that the tasks they perform in the system are really basic. Instead of missing
anything in the system, she says there are probably several functions in the system that she
never gets to use in her work. In contrast to interviewee 4, she thinks that the changes done to
the system have been clear and always easy to understand why changes have been made.

The interviewees seem not to have reflected very much about how the assistance system has
affected their work, this might be because of their relatively poor experience of other systems
in work.
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Well I have no experience of anything else, but all the time when I have been assistance
officer, there have been, except for a few months early. So I really do not know. (Interviewee
1, Appendix 2.1, page ?)

All four of the interviewees report that there are and have been some moments of disturbance
concerning the assistance system, it seems from their responses to be quite common for the
system to hang, or close down completely. This is something that has occurred more
frequently during some periods than others. The system is also perceived as slow, especially
after recent updates or changes to the system, which often take place over weekends.
According to interviewee 2 she always has to think about the possibility that the system will
hang or not work.

Interviewee 3 says that the system affects her work to a very high degree because she is so
dependent on it in order to carry out work tasks. If the system does not work, she can't
perform her work. However, interviewee 2 says she always have to think about and be aware
of the possibility for the system to hang or crash. Except from stealing valuable time and
cause some frustration, she don't see this as a big problem because she can always copy paste
what she has written into another document meanwhile the system isn't working. Another
possibility is to go on home-visits if the system isn't working. The system crash, she guesses
is something that is quite common for systems with many users, and therefor doesn't make a
big deal out of it. Interviewee 3, confirms that there has been a lot of problems with the
system, she reminds herself about last year when the system wasn't working for a whole
week, which she finds very irritating. But still, although there have been and still are
problems with the system, she still perceives the system as reliable, not causing any big
issues for her in the work. She explains how she can always call the support to get things
fixed if there is trouble with the system. According to her, there is nothing to get upset about
because she can't do anything about it.
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4.2 Survey Findings and Analysis

The goal of the study is to investigate the relationship between JS, JC and UA of the IS,
which are complex variables determined by a bigger number of factors. If these factors are
grouped in a table we can notice that some of the factors are similar, as explained in the
theory.

Table 4.1 Factors for each variable

Job Satisfaction Job Characteristics User Acceptance
Challenge, Task Identity, Perceived usefulness,
Status, Task Significance, Perceived ease of use
Responsibility, Autonomy

Ach|eve.n.1ent, Feedback,

Recognition,

Interpersonal relations, Skill

Effort-reward,
Company image,
Variety

This calls for a connection between the variables. Thus considering that complex variables
are investigated, dependent on many factors, no changes of the factors are made.

The results from the quantitative analysis have approved this approach. The correlations
between the factors and the variables, called factor loadings, were analyzed, all of them have
shown significant factor loadings. The correlation can vary from O to 1 and in order to be
considered as significant it should exceed 0.4. Since all of the factors that are used in our
research model have revealed as important, all of them are included in the further analysis.
These factor loadings are given in Table 4.1.1 and 4.2.1 in Appendix 4 and their values vary
from 0.54 to 0.86. Most significant loadings have the factors perceived usefulness, skill and
task significance, which means these factors can’t be disregarded in future research.

4.2.1 Job Satisfaction

As mentioned before, job satisfaction is a complex variable defined by a big number of
factors and in our model nine of them are investigated. The value for JS is assumed as the
sum of the factor values, divided by the number of factors, or in other words, as the mean of
all factors combined. Surprisingly, after calculation of the values for JS, we ended up only
with two grades: “neutral” and “positive” (Table 4.4.1, Appendix 4). From this we can notice
that our group of respondents is basically on the edge of positive feeling about the
satisfaction from the job.



Relationships between job satisfaction and user acceptance to IS
Ivana Arsova & Viktor Karlsson

From the analysis of the respondents’ answers we can point out some of the most important
factors regarding job satisfaction that create this feeling, such as responsibility, interpersonal
relationships, recognition and company image.

From the interviews we could notice that the employees are responsible for making decisions
about their work, as well as responsibility for the work of others, since they also have team
work. The quantitative analysis also shows that the employees see responsibility as
something positive, even as a challenge the employees can enjoy. The respondents have
acknowledged that they like group work and having the responsibility of others work, same
as wanting others to help them with their work. This contributes to the positive feeling they
have regarding JS.

If we look at recognition, it can be noticed that it is important for the employees their
contribution to be recognized by the company, and this is proven by the interviews, from
which we can realize that the employees receive the needed recognition about their
contribution, on one way or another, by good words, flowers or so on. This also increases the
satisfaction they have from the job.

The quantitative analysis, as well as the interviews, shows that the interpersonal relationships
between the employees are regarded as quite important. A good relation with colleagues is
perceived as very important and only a few respondents want to just focus on getting the
work done. In the interviews, all of the interviews have pointed out the good relationship they
have between each other, and how they feel free to call or ask any employee for help of
information. This also increases the job satisfaction.

On the other hand, the survey analysis shows that the work isn’t very challenging, which
leads to job dissatisfaction by Mumford, although they still feel the need for personal
achievement. This view isn’t supported by the interview analysis, since the interviews have
expressed the job as challenging. The quantitative analysis shows that security in work is
more important than challenge and the chosen group of respondents would rather have secure
job.

The values and image that the organization stands is, according to the results, quite important
for the social workers, but also it is important for the respondents to believe in the
organization. The quantitative analysis shows that this group of respondents would rather
work for an organization with high image than in an organization that will provide them with
higher salary and interesting work. Although quite strange, salary isn’t that important to these
social workers, thus one of the interviews has expressed herself as unsatisfied with the salary
if it’s taken in consideration the importance of the job they are doing. Almost all of the
respondents (95%) prefer happiness rather than high status and ulcers, which emphasizes how
important happiness is to people.

In Appendix 4.3 are given supporting graphs regarding the JS quantitative analysis and the
same can be looked at for better understanding of this subchapter.
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Overall the results show that the employees are satisfied with their job, so next is to analyze
the characteristics of the job and the user acceptance of the system in order to analyze the
relationship between the three.

4.2.2 Job Characteristics

The JC variable is determined by five factors: Skill, Task Identity, Task Significance,
Autonomy and Feedback. As a result of the quantitative analysis the JC variable has three
values: “neutral”, “positive” and “very positive” (Table 4.4.1, Appendix 4). 92% of the
respondents look at the job characteristics as “positive” or ‘“very positive”, very high
percentage which shows that the characteristics of the job are high. The following graph 4.2.1
shows the mean of the value for JC and the frequency of the answers regarding each grade,
ranging from 1 to 5. In our study 1 is “strongly disagree” and 5 “strongly agree”, or in our
interpretation from ‘“very negative” to “very positive”. With a mean of 3.86 the job
characteristics are interpreted as “positive”. It is visible that most of the answers are positive
(between 3.5 and 4.5) and the factors that create this grade should be looked upon in order to
understand which of them contribute the most for the high score on job characteristics.
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Figure 4.1 Job Characteristics frequency answers

Task Identity has a mean of 4.2 which means that the job is providing them with the
opportunity to do a job from the beginning to the end with an obvious result. Task
significance has also shown a mean of 4.1 which tell us that the employees perceive the job
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as impacting on the lives of other people, regardless if we are considering the world at large
or the organization.

The performed analysis concerned with the factor Skill shows that the job requires the worker
to do job related task that challenge the skills the employees possess, which contributes to the
positive opinion regarding the job characteristics. Autonomy, with a mean of 3.8, points out
the high degree of freedom that the job gives to the employees in their work. The interviews
explain the high grade regarding autonomy, since the employees have the opportunity to plan
the work individually and arrange it by their needs, as well as to choose when they will make
home visits.

Feedback, defined as the degree to which a worker gets information about the effectiveness
of his efforts when working, is by the quantitative analysis provided, thus also confirmed in
the interviews where the interviews point out that feedback from the job is given and they can
see the results from the work they have done. The quantitative analysis regarding job
satisfaction shows that the employees find it very important their contribution to be
recognized by the company, and the job characteristics analysis confirms that the needed
feedback is provided.

Path Analysis, a statistical method used for measuring the influence of an independent
variable to a dependent variable in an interacting system, was done in order to see the
influence of each factor concerned with JC to the variable JC itself. Path Analysis gives us a
number called path coefficient, whose value tells us how significant is the factor. In our case,
the results show that the skill and the feedback are most influencing factors, although there
isn’t big difference between the importances of the five factors, shown in Figure 4.2.2 in
Appendix. This shows that none of the five factors shouldn’t be overlooked in further
research, nor taken as the most important.

4.2.3 User Acceptance

The user acceptance of the IS is constituted by the values of the two factors Perceived
Usefulness (PU) and Perceived Ease of Use of the System (PEOU). The graph 4.2.2 shows
the grades for UA and the frequency of the answers. It is noticeable that the answers mainly
vary from 2.5 to 4, which means that most of the respondents are undetermined (neutral) or
have positive opinion regarding the acceptance of the IS system. What is interesting here
(seen in the graph), contrary from JS and JC, is that there are exceptions, meaning that some
of the respondents have very high acceptance and some very low acceptance of the IS.
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Figure 4.2 User Acceptance frequency answers

Although the survey analysis show that the employees find the system useful and easy to use
or they feel neutral regarding that, deeper explanation about it can be given by the interviews.
Frist in the interviews it is noticeable that the system has flows, but the interviews seem to
like the system. This might be due to the good technical support that is provided in any time,
as well as the opportunity to do home visits if the system is down.

4.2.4 The Connections

After analyzing JS, JC and UA as separate variables, it is time to take a look at the
relationships between them in order to answer our main research question, if there is a
relationship between JS, JC and UA. A simple correlation test used in science for measuring
the strength of the linear dependence between variables was performed. The correlation test
gives a number called correlation coefficient, ranging from 0 to 1, which shows the strength
of the relationships between the variables JS, JC and UA. Zero number indicates no
relationship between the variables and values closer to one indicate high correlation. The
results of this test are shown on the next figure 4.2.3
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Figure 4.3 Correlations between JS, JC and UA

What we can notice is that JC and JS have the strongest correlation (0.309), which supports
previous research that these two variables are interrelated with each other. This also may be
due to the fact that some of the factors by which these variables are determined are similar,
such as recognition and feedback. Anyhow, it is proven that when investigating job
satisfaction the characteristics of the job cannot be overlooked.

The correlation between JS and UA also turned out to be positive and with correlation
coefficient 0.239 which means that a relationship exists and its significance can’t be
overlooked. This shows that when investigating job satisfaction it might be good idea to look
at the user acceptance of the IS the employees use in their job.

Surprisingly, JC and UA have low positive correlation (0.156) and we can’t say it’s
significant. The interviews have shown differently since we could notice that the high
autonomy the job possesses lets the employees to perform a different task when the system is
down, and by that avoiding the frustration the system may cause. Also, the interviews have
mentioned the good support that is provided for the system, which also can be seen as a
characteristic of the job.

After we have determined there is correlation between the variables it is time to see how job
satisfaction is affected by the job characteristics and the user acceptance of the system.

If we take couple of respondents who feel most satisfied from the job and look at their
opinion for JC and UA we can notice that they also have positive opinion regarding the
characteristics of the job, as well as positive acceptance of the IS. (Table4.4.1, Appendix 4)

In order to be able to give some kind of mathematical equation that will explain this
dependency linear regression analysis was performed. The regression gives us a mathematical
equation which explains the change in one variable if the other variables on which the
variable is dependent change and is used in situations where we have a dependent variable
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(JS) and one or more independent variables (JC and UA). The equation that will help us
understand how JS changes when JC or UA varies is given below.

JIS=AxJC+BxUA+C.

The numbers A, B and C are constants — values that don’t change. With the mathematical
equation we can predict the value of JS if we already know the values for JC and UA.

With the analysis the constants are found and the equation is the following:
JS =0.144JC + 0.066UA + 2.501

We can notice that if we know the values for JC and UA, since A, B and C are known, we
can calculate the value of JS too. From the equation it is noticeable that if we have bigger
user acceptance of the system and better job characteristics, we will get bigger job
satisfaction too.

The regression analysis has shown that JS is positively correlated to UA and JC. The
correlation coefficient is also significant and positive number, which suggests that higher user
acceptance and better job characteristics lead to higher job satisfaction. The results are not
that reliable in our opinion due to the small sample size (37) and the fact that some questions
might have been unclear, as well as the fact that not all of the different factors regarding JS
have been investigated.
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5. Discussion

The results of our study of job satisfaction, user acceptance and job characteristics, and the
relationships between these variables, may be compared with the results of several previous
researchers.

Chen (2008) in her study about job satisfaction among information systems professionals
found that different job characteristics have different effects on job satisfaction. For instance
when the job provides feedback about the results, IS professionals become more able to
recognize how effectively they have performed and that knowledge will increase both
effectiveness and job satisfaction. Same in our study, employees find it very important their
contribution to be recognized by the company. The quantitative analysis shows that the
employees find it very important their contribution to be recognized by the company, but it
also indicates that recognition and feedback is given to the employees. The interviews
support the importance of recognition and given feedback.

Hackman & Lawler (1971) in their study of employees from a telephone company found that
when jobs are high on the four dimensions of variety, autonomy, task identity and feedback,
employees who have high ambitions tend to have higher motivation and job satisfaction. Our
quantitative analysis has shown that the job is high in all of the five dimension of skill,
autonomy, feedback, task identity and task significance, which suggest higher job
satisfaction. The interviews also point out that the job is high in Autonomy since the
employees have the opportunity to plan the work individually and arrange it by their needs.
Additionally, the employees are free to plan when they will make home visits, regarded as
very positive in the interviews. This seems to be contributing to the satisfaction that the
employees perceive in work.

Kulik et al (1987) states that a job high in motivating potential must be high on at least one of
the three characteristics connected to experienced meaningfulness as well as autonomy and
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feedback and we got the five of them high. As mentioned before, the interviews also point out
that feedback from the job is given and they can see the results from the work they have
done.

Surprisingly, the status they have isn’t perceived as that important. Almost all of the
respondents perceive personal achievement as important and disagree with the proposition
that self-development isn’t possible. Achievement has been identified as a motivating factor
and as some researchers call it - need for self-actualization and esteem. Although they don’t
care about status that much, the employees perceive the company image as important, which
also in a way points out the need for personal achievement. This group of respondents would
rather work in a company with good image, instead in a company that pays them better and
provides them with interesting job, but it’s not recognized by the surroundings.

In the interviews the respondents explained that they perceived the job as very meaningful
and that they felt they were doing good and important work. This is probably related to how
these employees feel when they say it is important to work for a firm in which they believe
in. Thus, the satisfaction in work does not come from high salaries or the status they get.
Instead, the meaningfulness of helping others and the values that the organization stands for
seems to be a contributing source for satisfaction within work.

If we look at the salary opinion, which is by Mumford connected to dissatisfaction, we can
see that the respondents think that salary isn’t that important, which of course wouldn’t lead
to dissatisfaction since it’s not perceived as that important, although one of the interviewees
has expressed herself as unsatistfied with the salary, since she think the importance of the job
they are doing is high.

All of the interviews have said that they have good use of their skills and knowledge. This
besides supporting the positive answers connected to Skill, it also corresponds with
Mumford’s factor challenge which says that good use of the employees skills and knowledge
(in their opinion) leads to greater job satisfaction.

The interviewees have also mentioned that their work is challenging and they always have the
opportunity to learn new things. Although the employees like the challenge in the work they
also find security in work important. The interviews also point out that the organization is
very open and the voice of the employees is heard and they have the opportunity to question
and challenge decisions that are to be made regarding. From this we can see that some
responsibility about the decisions is given to all the employees in the department. The
interviews and the survey suggest that the employees enjoy the responsibility given to them.
Positive view on responsibility is by Mumford connected to job satisfaction, not
dissatisfaction. Lately the employees have started working in groups and by that sharing the
responsibility for the work that needs to be done and they seem to like it. They feel support
by the group which calls for good interpersonal relationships, which by Mumford also calls
for higher job satisfaction.
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Hackman & Lawler (1971) also found that individuals’ personal characteristics and attributes
were influencing job satisfaction among employees. Interpersonal relationships among the
social workers are according to our quantitative analysis regarded as quite important. The
employees feel free to call other member of the group to get some information needed or ask
for help, which points out the good relationship they have with each other. If the
interpersonal relationships are important to the employees, who are in our case seen from the
quantitative analysis, good relationships lead to better job satisfaction.

Hackman & Oldham (1975) argues that job enrichment was originally intended to increase
the satisfaction and motivation of people at work, but also to improve productivity. The
respondents like the variety in the work, but also sometimes like routine work too. Variety in
work is also given by the free arrangement of the work by the employee, maybe not to the
wanted degree which leads to job dissatisfaction. Although the work is controlled and certain
guidelines have to be followed, this is seen as positive and something to rely on.

Regarding the user acceptance of the system, by the quantitative analysis we can say that the
employees perceive the system as useful and easy to use, although from the interviews we
could notice that the system has some major flaws. Although these flaws, when they occur
are perceived as something frustrating and irritating, none of the respondents perceive this to
be any major problem. Because of the significant effect these issues with the system has on
the employees jobs we expect this to be a source of dissatisfaction. But for none of the
employees this seems to affect their overall satisfaction in work and they seem to like the
system. If we look at the interviews answers we can see that the job characteristics contribute
to the good user acceptance of the system. As the interviewees have said, if the system
doesn’t work they can do home visits, which is provided by autonomy they have in the work.
Also support for the system is provided in anytime, which can be seen as a characteristic of
the job. The quantitative finding didn’t give us high correlation between job characteristics
and user acceptance which calls for future research.

Szajna (1996) findings suggest that with increased experience perceived ease of use becomes
less significant. This may be the case in our study, because the results related to user
acceptance suggests that the employees find the system quite easy to use. From the interviews
the employees explained that the system had evolved for over the years, adding more and
more functions making it more complex to use. However, interviewee 1 and 4 who had used
the system for a much longer time than the others still regarded the system as easy to use.
This is quite interesting findings because these interviewees regarded themselves as not very
skillful at using technology. It appears as the long time experience these two users have in
operating the system has helped them to perceived the system to be easy to use.

As in previous research, we have seen that job characteristics have a positive effect on job
satisfaction. In this work, site employees seem to be happy with how their jobs are designed,
which is contributing to their job satisfaction, this is what we would call a good “fit”. This

41



Relationships between job satisfaction and user acceptance to IS
Ivana Arsova & Viktor Karlsson

can also be argued by the interviews, since we can notice that the interviewees are satisfied
with the system and also with their job.

On the other hand, our study identified a clear connection of the JS with the UA of IS and JC,
what has not been studied in the mentioned previous works. The qualitative and quantitative
results and the established mathematical equation of linear dependence of JS with the UA and
JC have been derived for small specific group of workers. They should be carefully studied
further on different practical cases in order to achieve more reliable and more general
findings.

6. Conclusions

In the frame of the Master thesis a comprehensive study of job satisfaction, user acceptance
of information system, and job characteristics and their relationships has been done.

Two research questions were proposed: how do job satisfaction, job characteristics and user
acceptance of IS interact with each other and how is job satisfaction affected by the user
acceptance of the system and the job characteristics. From the qualitative and quantitative
analyses of a study group of 40 women workers it can be concluded that job satisfaction, job
characteristics and user acceptance are correlated positively with each other. This shows the
interaction between the three variables that we are investigating. By quantitative statistical
analyses it is found a linear dependence of job satisfaction by user acceptance and job
characteristics. Higher wuser acceptance of the information system and better job
characteristics will give higher job satisfaction, which brings interesting and still relatively
unexplored relationship to be investigated.
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Appendixes

Appendix 1 — Interview Guide

Intervjuguide
Inledande fragor

Hur lédnge har du arbetat hér?

Vad har du for utbildning?

Vad ar ditt arbetsomrade/befattning?

Din instdllning till arbetsplatsen i allménhet?
Din instillning till teknik i allménhet?

JS/JC

Knowledge Skills Challenge
Hur tycker du att ditt arbete sétter dina kunskaper och fardigheter pa prov?
(dr det ett utmanade arbete? )

Task fit, Task identity, Feedback
Hur tycker du att ditt arbete ger dig moéjlighet att se en arbetsuppgift fran borjan till slut? Kan du se
resultatet av ditt arbete?

Psychological fit
Vad ar viktigast for dig, god stimning med kolleger eller att fa jobbet gjort?

Efficiency fit (rewards)
Hur ser du pa den anstringning du ldgger ner pa arbetet mot den beloning du far, (ekonomiskt eller
andra beldningar)?ar den rimlig?

Work controls, Autonomy
Hur ser du pé de regler och riktlinjer som finns for hur saker ska utforas?
(Rimlig, for mycket kontroll, eller frihet att gora som man vill?)

Work controls
Hur ser du pd den 6vervakning som du far fran exempelvis din chef? For hard kontroll eller fritt?
(Do you think that department management is too strict? Easy going? About right?)

Task fit, (variety)
Hur tycker du att ditt arbete moéter dina behov av stimulans och variation?
(For utmanande eller understimulerande?)

Psychological fit Motivation
Hur tycker du att arbetsplatsen hjélper till att motivera dig till ditt arbete?
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Anvindaracceptans
Hur ldnge har du anvint paraplysystemet i ditt arbete?

Var Paraplysystemet svart att ldra sig anvianda?
(tidskrdavande? Krivde hog anstringning?)

Hur har Paraplysystemet paverkat ditt arbete?
(Till det battre eller simre/hur?)(underlttar eller forhindrar, snabbare/langsammare?)

Hur upplever du att det ar att anvinda Paraplysystemet?
(vad gor det svart/enkelt?)

Hur har din syn pa Paraplysystemet fordandrats under den tid du har arbetat med det?

Hur ser du pa systemet nu? Vilka fordelar respektive nackdelar anser du att det har inneburit for dig i
ditt arbete?

Finns det nadgonting du oroas av nir du anviander Paraplysystemet?
(Okad risk for att gora fel, tidskrivande?)

Hur paverkar Paraplysystemet din motivation till arbetet?
(6kar/minskar)

Avslutande fragor

Vill du tilldgga nadgonting?
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Appendix 2 — Interview Transcriptions

Appendix 2.1 - Transcription with interviewee person 1

Viktor: Jag tinkte borja lite med att fraga vad har du for bakgrund och vad har du fér utbildning?

Intervjuperson 1: Jag har en gammal utbildning som inte finns ldngre, som hette social servicelinje
100 podng. Det kallades for landstingskommunal hogskola och det var 1982- till 85 tror jag.Sa det
motsvarade lite av socionomutbildningen, med inriktning dldre och handikappade.

Viktor:Ja ok, och vad har du for befattning hir pad Sodermalms stadsdelsforvaltning?
Intervjuperson 1: Det ar bistdndshandldggare.
Viktor: Ja och hur linge har du arbetat har?

Intervjuperson 1:Ja just hdr pd S6dermalm sedan 2005, men har tidigare jobbat i Farsta fran 98 till
2005. Sen har jag ju jobbat inom dldreomsorgen innan dess, som chef da bland annat och enhetschef.

Viktor: Ok, hur skulle du beskriva din instillning till teknik i allménhet?
Intervjuperson 1: Du menar att jobba med det?
Viktor: Nja, bade och, mer allmént sa att siga.

Intervjuperson 1: Ja alltsa jag ér ju inte helt borta, men jag gruvar mig ju exempelvis for att kdpa en
ny TV bara for att jag maste se till att fa igdng den.

Viktor: Ja?
Intervjuperson 1: Ja det kan jag tycka &r jobbigt, sa néde jag ar nog typisk for min alder.
Viktor: Ok, betyder det att du skulle beskriva dig som en medelvan anvindare?

Intervjuperson 1: Ja jag ir inte sa bra pa det, jag méste be om hjilp nér jag installerar nya
datorprogram och kdper ny dator och sadér.

Viktor: Vad har du for tidigare erfarenhet av IT-stod i1 arbetet?
Intervjuperson 1: Ja IT-st6d?
Viktor: Ja IT som ni anvédnder i arbetet, paraplysystemet ar ju ett exempel pa detta.

Intervjuperson 1: Ja det tycker jag &r litt, jag har inga problem med de datasystem vi har pé jobbet.
Jag dr nog en av dem som klarar det bést tror jag.

Viktor: Ja ok, det &r ju bra. Jag tinkte ga vidare med att frdga om din instéllning till den har
arbetsplatsen, hur tycker du att det &r att arbeta har?

Intervjuperson 1: Jo det ar bra, jag trivs bra. Det &r lite for stort bara, jag tycker vi ar for manga for
att det ska bli en gruppsammanhallning.
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Viktor: Jaha ok.

Intervjuperson 1: En bra chef har vi.
Viktor: Kollegorna da?
Intervjuperson 1: Ja det dr ocksa bra.
Viktor: Och arbetet da, passar det dig?

Intervjuperson 1: Ja det ar vildigt roligt! Och meningsfullt tycker jag, jag trivs véldigt bra med
jobbet.

Viktor: Hur tycker du att arbetet tillfredsstiller dina kunskaper och det du ar bra pa?

Intervjuperson 1: Jo alltsa, det skulle vara kul att fordjupa sig kanske lite mer i ndgonting men tiden
racker inte riktigt till, till det tycker jag.

Viktor: Det gor det inte?

Intervjuperson 1: N4, det dr svart att hinna med allting, det ar jattemycket arbetsuppgifter vi har och
det dr nistan omojligt att vara duktig pa allt, det gar inte.

Viktor: Vad skulle du i sa fall vilja fordjupa dig inom?

Intervjuperson 1: Ja jag skulle vilja ldsa lite mer om vad som hénder inom dldreomsorgen och vad
som hinder inom forskning. Ja och demenssjukdom och sa.

Viktor: Jaha och man kan inte fa anpassa det som man vill? Exempelvis sdga till chefen att man &r
mer intresserad av ndgot annat?

Intervjuperson 1: N3 alltsa det gar inte att dra ner pa takten, arbetet tillater inte riktigt det som det &r
nu. Det &r véldigt mycket att gora. Fast det &r ju lite upp och ner.

Viktor: Hur tycker du att arbetet som helhet hjilper dig att motivera dig till ditt arbete? Jag tinker da
pa arbetsuppgifter, kollegor och sa vidare?

Intervjuperson 1: Jag tycker vi har vildigt bra stimning. Vi ér indelade i fyra olika arbetsgrupper
och i var grupp tycker jag att det fungerar véldigt bra. Vi hjélps at och stéller upp for varandra, och
alla jobbar pa. Sa jag tycker inte att det &r ndgon som dr mer ladngsam eller simre 4n ndgon annan utan
vi dr rétt sd jaimbordiga kdnns det som. Och motivation, ja det &r sjdlva arbetets innehal tycker jag som
ger motivation. Det &r ratt kul, det kinns som att man gor nytta.

Viktor: Ja det kénner du?
Intervjuperson 1: Ja.

Viktor: Men om du pabdrjar en arbetsuppgift, far du da alltid vara med och slutféra den? Och kan du
se resultatet av ditt arbete?

Intervjuperson 1: Ja det dr vil inte alltid sa eftersom vi jobbar i grupp. S& om jag borjar med en sak,
kanske for en person sa ér det inte alltid jag far reda pa vad som hénder sen. Men vi har sé valdigt
manga som vi har aktuella, vi har kan vi sdga 700 personer i varan grupp som vi dr ansvariga for da.
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Viktor: Ja hur kédnns det da?

Intervjuperson 1: Ja det tycker jag, det var roligare forr nir vi hade vara egna omraden tycker jag,
dar man foljde sina drenden s att sdga. Samtidigt sa ar det véaldigt roligt att jobba i grupp ockséa sa det
ar bade for- och nackdelar.

Viktor: Ja precis.

Intervjuperson 1: Men det kunde ju vara valdigt tungt ocksé att vara ensam pa sitt omrade da, det var
det.

Viktor: Vad tycker du dr viktigast pa jobbet da? Att man har det trevligt och en bra stimning eller att
man ser till att fa jobbet gjort till varje pris &ven om man maste trampa pa nagra fotter sa att siga?

Intervjuperson 1: N3 alltsa jag tycker att det ska vara roligt pa jobbet, man maste ju trivas pa jobbet.
Sen tror jag att vi ar valdigt olika, en del dem gar hit och dem gor sitt och dem é&r inte sarskilt sociala.
De fikar sdllan och dr vildigt effektiva medan vi andra kanske inte hinner med lika mycket men vi &r
mer sociala d&. Men det ar ju tur att vi dr olika da, kanske.

Viktor: Ja det kan det ju vara. Hur ser du pa den beloning du far gentemot den anstrangning du lagger
ner pa arbetet?Ekonomiskt eller andra beloningar?Ar den rimlig?

Intervjuperson 1: Ja det tycker jag.
Viktor: Ja ingen tvekan dar?

Intervjuperson 1:Ja alltsé jag hade kunnat anstrdnga mig mer, men jag gor det jag ska och jag tanker
inte slita livet ur mig bara for att jobba. Det finns annat hér i livet ocksa. Jag har ju inga ambitioner att
bli forvaltningschef eller nagot sént. Jag har ju jobbat som chef och aldrig mer séger jag. Jag har gjort
det i tio ar och det far racka.Ja och sen tycker jag att 16nen ar ganska skaplig.

Viktor: Det later som att du kan ta saker i din takt?

Intervjuperson 1:Ja men visst hinder det saker som gor att vi maste vara sa effektiva som mojligt
och forsoka hinna med allting. Jag har ju alltid en lista och en press pa mig sjalv. Det hdr maste jag
gora, absolut. Jag nar ju aldrig till botten pa en hog utan det finns alltid massa att géra. Men visst, jag
skulle kanske kunna sitta hir ett dygn extra i veckan for att fa undan allting. Men jag trivs bast nér det
finns ganska mycket att gora, att ha for lite &r hemskt trakigt.

Viktor: Hur ser du pa den kontroll som finns fran chefer och andra 6verordnade pé jobbet?

Intervjuperson 1: Det dr vildigt strukturerat hér. Det finns regler for precis allt, alltsa allt ar valdigt
styrt. Men jag tycker det dr bra for det dr ju latt att jobba eftersom man vet vad som géller och sen
jobbar ju vi med myndighetsutovning sa det ar ju valdigt strikt for hur vi ska gora saker. Vi kan ju inte
gora som vi tycker utan vi maste folja lagen. Sa det hir jobbet &r ju vildigt reglerat.

Viktor: Ja?

Intervjuperson 1: Och dven allting runt omkring sjélva jobbet dr, personalmoéten och olika fragor och
arbetsplatstraffar, allt ar valdigt strukturerat och delegerat, sa alla far komma till tals.

Viktor: Ja och hur trivs du med det da?
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Intervjuperson 1: Jag kan vil ha asikter om sjdlva lagen och hur den ska tolkas men som det 4r nu sa
ar det inte s& mycket att gora at.

Viktor: Ja den ar ju svar att paverka.

Intervjuperson 1: Sen kan jag nistan tycka att det ar fornedrande for de dldre att det ska vara in i
minsta detalj vad de ska ha hjilp med.

Viktor: Sé det kan bli en nackdel for dem?

Intervjuperson 1: Ja jag tycker det, samtidigt som det ar en réttighet men jag tycker att man inte
skulle styra s& mycket. Utan mer att de skulle fa bestimma sjédlva.Det tycker jag.

Viktor: Ja ok. Vi har ju varit inne pa det lite tidigare men hur tycker du att arbetet tillmdtesgér dina
behov av stimulans och variation?

Intervjuperson 1: Allting fordndras hela tiden kan jag siga sé att forutséttningarna for vért jobb
fordndras hela tiden. Antingen &r det politiska beslut, eller s dr det nya riktlinjer.S& det &r aldrig
detsamma, det gér ju upp och ner. Ibland kommer ju perioder nér jag tycker att det ar ganska trakigt
och man borjar fundera pd om man kanske skulle gora nagot annat, andra perioder kénns det bra.

Viktor: Men hur kénns det da att arbeta i en sddan miljo som stindigt fordndras?

Intervjuperson 1: Ja det dr ju ibland som man tycker att nu fungerar det jattebra och s kommer
nagot nytt som genererar nya riktlinjer for hur vi ska jobba. Vi dr ju precis uppe i en saddan grej nu da.
Som jag maste sdtta mig in i innan den hér veckan &r slut och det kédnns lite tungt faktiskt.

Viktor: Ja, jag forstar. Jag tankte vi skulle ga 6ver och prata lite om paraplysystemet som du
anvander dagligen i ditt arbete?

Intervjuperson 1: Ja.
Viktor: Hur linge har du arbetat med paraplysystemet ungefar?

Intervjuperson 1: Jag tror att det infordes i Stockholms stad 99, i alla fall i den stadsdelen som jag
jobbade dé vilket var i maj 99. S& drygt 11 ar.

Viktor: Ja det ér ju relativt ldnge, minns du hur det var att lara sig anvinda paraplysystemet?
Intervjuperson 1: Jag tyckte det var valdigt latt.
Viktor: Det tyckte du?

Intervjuperson 1: Ja jag tyckte det, det var enkelt och logiskt. Sen har det ju fordndrats mycket under
aren eftersom, alltsa jag var, jag var san kontaktperson for paraplysystemet under flera ar pa min forra
arbetsplats och da, alltsa vi forde alltid fram 6nskeméal om fordndringar och forbattringar och det
sammanstilldes ju da centralt. Tieto Enator dr det ju da som har drivit det hir systemet och dem har ju
genomfort det hér allt eftersom da.

Viktor: Ja s& du var med och var delaktig i fordndringsarbetet med systemet?

Intervjuperson 1: Ja da var vi ju det, nu &r jag inte det ldngre.
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Viktor: Ar det nigon som arbetar hir som 4r med och férindrar nu da?

Intervjuperson 1: Nej utan nu har vi en paraplysamordnare som jobbar bara med det men hon sitter
inte hér.

Viktor: Men hur tycker du att systemet har fordndrats 6ver tiden da?

Intervjuperson 1: Det dr ju mer funktioner och det ar nog svarare for en nyanstilld att ldra sig det for
det har ju kommit till. Alltsa det har ju utvecklats mycket mer och det har ju inforts méanga fler
arbetsuppgifter for oss. Det hdr med valfrihet inom bade hemtjénst och boenden exempelvis. Det har
gjort att systemet har behdvts fordndras ganska mycket. Och det ar ju valdigt mycket som kommer till
sd att det dr en otrolig skillnad idag mot vad det var for tio ar sen. Det dr ju fler och fler grejer som vi
ska registrera hela tiden.

Viktor:Ja och du tror att for de som kommer in idag sa ar det svarare?

Intervjuperson 1: Ja det tror jag, att ldra sig allting, det tror jag dr ndstan omdjligt faktiskt. Och for
att kunna alla funktioner, det tror jag &r jéittesvart.

Viktor: Fick ni ndgon utbildning da?
Intervjuperson 1: Ja det fick alla.
Viktor: Hur mycket utbildning var det?

Intervjuperson 1: Ja, nagra halvdagar kanske och ndgon heldag kanske det var. Sen var det ju
learning by doing. Sen fick vi ju ocksa sitta och jobba i ett fiktivt system som sdg likadant ut dé s& det
var genomsyrat ritt sa bra.

Viktor: Hur tycker du att paraplysystemet har paverkat ditt arbete?

Intervjuperson 1: Alltsa jag har ingen erfarenhet av ndgot annat utan hela tiden nér jag har varit
bistdndshandldggare sa har det funnits, forutom négra manader i borjan. Sé jag vet faktiskt inte.

Viktor: Nej, du har alltsé inte s& mycket annat att jamfora med?
Intervjuperson 1: N&.
Viktor: Men ni ar helt beroende av paraplysystemet i ert arbete?

Intervjuperson 1: Ja alltsa star det, eller har lagt ner ndgon dag sé sitter man hér liksom och vet inte
vad man ska gora. Men alla kommuner har ju sitt system, det hér dr ju Stockholms stads system da
och jag tror inte att det finns ndgon annanstans, alla har ju sitt. Eller det finns ju sékert fardiga system
att kopa men det ser nog rétt olika ut i kommunerna.

Viktor:Ja ok, men hur har din syn pa paraplysystemet fordndrats under tiden du har arbetat har?

Intervjuperson 1:Ja alltsé det har ju blivit s mycket mer komplicerat. Nar man ska registrera
nagonting s har det blivit s& ménga fler steg innan man é&r klar och det &r s mycket mer att komma
ihdg sa jag kan knappt forestélla mig hur det skulle kidnnas att borja jobba hér utan att ha gjort det
innan.
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Viktor: Ja du som har varit med fran borjan har ju fatt lara dig detta successivt, har det gjort att du
trivs i att arbeta med systemet?

Intervjuperson 1: Ja jag kan ju alla funktioner bra alltsa.

Viktor: Finns det ndgonting som du oroas 6ver nir du anvinder paraplysystemet?
Intervjuperson 1:Ja att det ska ldgga av.

Viktor: Att det ska ldgga av? Hander det ofta?

Intervjuperson 1: Ja periodvis sé har det varit problem alltsd s att det har héngt sig eller att det har,
eller att man plotsligt blir utkastad ut systemet. Och ofta dr det i samband med att de gor storre
forandringar exempelvis att de stdnger ner 6ver en helg och det infors nya moduler eller vad de kallar
det for och da kan det vara strul efterat och jag vet en sommar. Jag tror att det var forsta sommaren 99
sa lag det nere i tre veckor.

Viktor: Oj da?

Intervjuperson 1: Ja da fick man inte mycket gjort kan jag siga.

Viktor: Frustrerande?

Intervjuperson 1: Ja

Viktor: Men med alla dessa funktioner och steg som maste genomgas, blir arbetet tidskrdvande da?

Intervjuperson 1: Jag vet inte, jag har inte tinkt pa det. Jag tycker vél dnda att det ar relativt logiskt
da. Alltsa utifran de forutséttningar vi har sa ar det ju ganska lattanvant. Men det ar klart, man skulle
kanske kunna anvinda det &nnu mer, ldgga in nya mallar och sddana saker.

Viktor: Ja det blir ju lite intressant eftersom du som har varit med fran borjan verkar vara bekvam i
att arbeta med systemet men du kan samtidigt se att det kan vara svart for en ny person?

Intervjuperson 1: Ja visst, det dr ju s& manga bitar i det. Det &r ju inte bara det hdar med
dokumentation och registrering utan det dr dven allt som har med avgifter och rdkningar att gora.
Alltsa jag, det kriaver ganska mycket ndr man ska gé in och titta pa rdkningar och se vad som har blivit
fel och gé in och dndra pa rakningar och konton och det dr ingenting man lér sig bara sadér direkt. Det
maste man ndstan ha gjort flera gdnger for att kunna det.

Viktor:Ja jag forstar. S& om vi sammanfattar lite da. Du dr anda rétt ndjd med din arbetsplats?
Intervjuperson 1: Ja det ar jag.
Viktor: Och forutom de forandringar som kommer lite for ofta kanske?

Intervjuperson 1: Ja det &r lite for ofta de kommer alltid mitt i sommaren nér man borjar med nagot
nytt da. Alltid séhar forsta juli, och det ar ju ratt dumt alltsa.Det ar alltid s& av ndgon anledning.

Viktor: Ja, och sen om vi tar systemet da sa verkar det som att det fungerar som ett bra stod i ditt
arbete?
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Intervjuperson 1: Ja jag vet inte hur man skulle kunna gjort det annars, alltsa jag har ingen
erfarenhet av ndgot annat. Det kanske finns béttre system. Paraplysystemet har ju fatt en del kritik
ocksa, men jag har ju ingen erfarenhet.

Viktor: Vet du vad den kritiken handlar om?

Intervjuperson 1: Nie alltsa, det var vl ifran borjan att det var ett hastverk sa att séga, att det inte
var sa genomténkt ifran sjdlva plattformen eller vad de kallar det. Jag kan ju inte det hiar med data
men ndr man gor datasystem sa ar det vl véldigt mycket sahér strukturer sahér i bérjan och att det
inte var helt logiskt da.

Viktor: Nae?

Intervjuperson 1: Men jag vet inte hur det hade kunnat se ut istéllet d4. Det &r bara ndgonting jag har
hort ndr jag var kontaktperson, att det var manga som tyckte att det var daligt da, men jag vet inte.
Men jag har hort fran en kompis som jobbar i Sodertélje och dem séger att det &r helt virdeldst
jamfort med paraplyet, sa, sd vi kanske har det bra? Men jag vet inte.

Viktor: Ja kanske det? Jag hade inte s& mycket mer dar. Vill du tilldgga ndgonting?
Intervjuperson 1: Nej jag tror inte det.

Viktor: Da tackar jag for din tid.
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Appendix 2.2 - Transcription with interviewee person 2

Viktor: Jag tinkte borja lite med din bakgrund, vad har du for utbildning?

Intervjuperson 2: Jag ir socionom med inriktning &ldre och funktionshindrade fran Socialhogskolan
har i Stockholm.

Viktor: Ja, och nér blev du klar?

Intervjuperson 2: Tre ar sedan blev jag klar.

Viktor: Ja, hur ldnge har du jobbat har?

Intervjuperson 2: Tv4 ar.

Viktor: Vad tycker du om den hér arbetsplatsen da?

Intervjuperson 2: Jag tycker att det ar en bra arbetsplats och jag trivs vildigt bra.
Viktor: Vad ar det som gor att du trivs da?

Intervjuperson 2: Kollegerna skulle jag nog sdga, primért, att jag trivs med att arbeta med dem. Jag
har ett bra stod i arbetsgruppen och sen tycker jag det dr stimulerande det jag arbetar med. Jag tycker
att det ar kul att arbeta med dldre méanniskor och jag tycker att det ar kul att skriva utredningarna och
de beslut som vi fattar och sadar.

Viktor: Ja vad bra! Om vi tar din instillning till teknik i allmdnhet da?
Intervjuperson 2: Ja?
Viktor: Sa hur dr det med den?

Intervjuperson 2: Ja jag vet inte vad jag ska siga riktigt, men bra! Jag dr positiv till teknik. Jag har
mycket olika teknikprylar och sadar.

Viktor: Ja nu har ju du inte arbetat hér sa vérst linge men har du ndgon tidigare erfarenhet av IT-stod
1 arbetet som exempelvis paraplysystemet som ni har hér?

Intervjuperson 2: Ja alltsa jag har ju jobbat pa en annan stadsdelsforvaltning ockséd men de hade ju
paraplyet ocksd, sa det dr ju samma dir. Sen har jag ju arbetar pa andra arbetsplatser men inte nagot sa
stort som paraplyet.

Viktor: Ni ok, hur vill du ha det pa jobbet da, gillar du variation dér det stindigt hdnder nya saker
eller trivs du mer med rutiner?

Intervjuperson 2: Alltsa jag tror bade och. Jag skulle inte vilja att det skulle hinda nya saker hela
tiden men jag skulle absolut inte vilja att det hér skulle vara det jag gor resten av livet eller att det
skulle se ut sdhdr. Alltsé jag tycker om fordndringar, det gor jag. Alltsa jag skrdms inte av om det
kommer ett nytt datasystem eller liknande. Eller nya arbetsuppgifter.
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Viktor: Hur tycker du att dina fardigheter och det som du tycker att du &r bra pa tillfredsstills av
arbetet?

Intervjuperson 2: Alltsa det finns ju fardigheter och egenskaper hos mig som far synas har men
sedan finns det ju andra som inte far det. Eller du far utveckla?

Viktor:Ja alltsa ar arbetet tillrackligt utmanande, hur skulle du siga att det passar just dig?

Intervjuperson 2:Ja alltsd utmaningen hér ar ju inte tekniken utan utmaningen hér ar ju motet med
maénniskan och att man hela tiden forbéttrar sig i sitt forhallningssatt till manniskor och sitt
bemotande, det dr utmaningen hér.

Viktor: Ja precis, vi kan ldamna sjilva systemet for en stund och s tar vi jobbet och fokuserar mer pa
sjdlva arbetet och hur du fér sitta dina kunskaper pa prov

Intervjuperson 2: N4 alltsé det finns mycket som man larde sig pd utbildningen som man inte har
anvandning for hir. Nu kan jag inte komma pa vad det skulle vara, det var ju 4nda en tre och en
halvarig utbildning. Men till stor del sa handlade ju den &nda om bemotande och sant sa det far jag ju.
Sen sa var det ju inriktningar mot att man kunde vara chef, s det var ju arbetsrétt och sant far jag ju
inte anvandning for hér, for jag har ju inte den positionen hér.

Viktor: Nd men om man tar andra saker da som du inte lart dig under utbildningen som du sjélv kan
tycka att du &r bra pa?

Intervjuperson 2: Jag kan kénna att om det var ndgonting som jag var extra duktig pa och som jag
ville utveckla sé skulle jag nog, om jag verkligen kénde att jag ville utveckla det hér vidare och inte
fick gora det pa den hir arbetsplatsen sa skulle jag nog sdoka mig vidare.

Viktor: Jassa det skulle du?

Intervjuperson 2: Ja alltsd om jag kédnner, alltsa det hér ar ju mitt andra stora jobb efter min
utbildning sa det dr inte s att jag kénner att hir skulle jag jobba resten av mitt liv utan jag vill ju ha
nya utmaningar allt eftersom.

Viktor: Ja sé du trivs i en sddan miljo dar du far utvecklas?

Intervjuperson 2:Ja att utvecklas ja. Och om man siger sahir, att de utmaningar som jag inte far pa
jobbet de soker jag pa andra hall som till exempel sa har jag bestimt mig nu for att borja arbeta ideellt
med en annan méalgrupp &n vad vi har hir s du far jag den utmaningen pa ett annat satt liksom.

Viktor:Ja ok, det ar ju bra att man kan gora sa. Men om vi ser till den anstrangning som du lagger ner
mot den beloning som du far, ekonomiskt eller pa andra sitt, dr den rimlig?

Intervjuperson 2: N4, jag tycker vi ska ha mer.
Viktor: For att?

Intervjuperson 2: Na men jag tycker att vi ldgger ner jattemycket arbete har. Allt som arbetar hir
jobbar ju i stort sett 6ver varje dag och det ar ju en enorm press. Men alltsa om man ser till 16ner om
man bara ser till det forst och framst s ar ju det jakligt svart. Alltsa de som vi skickar bestéllningarna
till, vardbitradena, de har ju dnnu sdmre l6ner dn vad vi har. Och jag tycker att de ar fantastiska och
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dem borde ha kanonldner, de som ar duktiga borde ju ha kanonloner dér ocksa. Sé det r ju svart att
sétta det i relation men jag tycker att vi gér mycket bra hér och att vi borde bli belénade for det.

Viktor: Ja?

Intervjuperson 2: men vi fir mycket berdém om man ser till annan beloning sa har vi ju en chef som
for det mesta uppskattar oss och som verkligen ar duktig pa att visa det, pd manga olika sétt. Och det
ar genom ord och det dr genom handlingar som att kopa blommor och liknande.

Viktor: Hur ser du pa den kontroll och de riktlinjer som finns for hur arbetet ska utféras? Ar det
rimligt?For mycket/for lite kontroll?

Intervjuperson 2: Ja alltsa vi har ju en lag att forhalla oss till s att det 4r ju valdigt styrt. Men jag har
nog inga problem med att arbeta dér det finns ramar for vad jag far gora och vad jag inte far gora.

Viktor: Sa det kinns inte som att detta kvaver dig pa nagot satt?

Intervjuperson 2: Alltsa det &r klart att jag ibland kan kénna att jag ibland skulle vilja, att jag tycker
annorlunda én vad jag kanske kan bevilja utifran de riktlinjer och sa som vi har, men inte sa att det &r
nagot problem for mig i arbetet oftast.

Viktor: Ni lagar forstér jag ju, det kan ju vara lite svart att dndra.

Intervjuperson 2: Alltsa det skulle ju kunna vara sé att jag verkligen inte star for det vi bedriver hér,
men da kanske jag inte ska jobba med det har heller.

Viktor: Men om vi bortser fran lagarna dé och tittar med pé hur saker och ting ska ga till har?

Intervjuperson 2: Ja men jag kinner pa nagot sitt att antingen, vi far ju vara med och péaverka till
viss del hur omorganiseringen ska se ut. Men det ar inte sékert att mina kollegor tycker som jag. Utan
det, alltsa det &r manga som ska tycka och tdnka om man ser till det. Och sd om organisationen skulle
bli pa ett sitt som jag inte tycker ar bra sé kinner jag alltid att jag har valet att sluta forstar du vad jag
menar?

Viktor: Ja

Intervjuperson 2: Alltsa jag kdnner mig inte bunden utan skulle det vara att ndgonting skulle vara sa
att jag skulle vantrivas sa skulle jag sluta och sdka mig ndgon annanstans. Jag vet inte om det var
svaret?

Viktor: Joda.

Intervjuperson 2: Alltsa om jag skulle fa fragan: Tycker du att vi ska gora séhar eller s&?” Sa
kommer jag alltid séga vad jag tycker och sen sa om det inte blir mitt val sa, s& far jag fatta ett beslut
efter det.

Viktor: Ja, men hur tycker du kontrollen ser ut fran chefer da?

Intervjuperson 2: Ja alltsa jag tycker att vi har en demokratisk organisation hér och ibland kanske for
demokratisk, det ska igenom, alla ska fa tycka och tinka och det ar ju bra. Sa jag tror att, vi far alla
tycka och tinka hér och jag kdnner att var chef véger in det.

Viktor: Att det tas pa allvar?
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Intervjuperson 2: Ja att det tas pa allvar ja. Och sen alltsa finns det ju alltid tillfillen d& man tycker
att ett beslut som har fattats inte blir s som man har tiankt sig det. Men jag kénner alltid att jag i sa
fall har fatt vara med och séga vad jag tycker och att jag skulle kunna gé och frdga min chef vad som
hiander nu, varfor blev det sahér? Det dr en 6ppen organisation pa det séttet att man kan prata med
cheferna och man kan ifragasétta vad som sker i organisationen.

Viktor:Ja, hur tycker du att arbetet tillgodoser ditt behov av stimulans och variation?

Intervjuperson 2: Ja men det tycker jag ér bra for tillféllet, att alltsa det &r ju ett varierande arbete
samtidigt som det inte &r det, for det dr varierande pa det séttet att jag sitter inne och skriver, jag géar ut
och traffar manniskor antingen i hemmet eller pa vardplaneringar. S& pa sa sitt ar det ju varierande
men jag skulle absolut inte std ut med att gora det resten av livet, det skulle jag inte utan da skulle jag
i sé fall kanske hellre dndra malgrupp eller, ja de vi arbetar emot ar ju 6ver 65 ar och manga ar
uppemot 90 &r och alla gér 4t samma hall. Skulle man arbeta med en yngre malgrupp kénns det som
att ansokningarna skulle kunna variera mer én vad de gor nu. Det blir ju alltid olika personer, tva
personer kan ha samma ansdkningar men det blir &nda tva olika drenden om du forstar vad jag menar?
Men ja jag kommer att vilja prova pa nadgot mer.

Viktor: Ja dr det just for att f4 den variationen?

Intervjuperson 2: Ja alltsa just for att f prova pa nagot annat. Ja man skulle kunna kalla det att testa
pa en ny utmaning eller ja.

Viktor:Ja ok. Hur tycker du att du far moéjlighet att paborja nagonting och sedan far se resultatet av
ditt arbetet?Hur upplever du det?

Intervjuperson 2: Ja alltsd vi hinner ju inte alltid med att se resultatet och jobbar man i grupp sé ar
det ju inte heller alltid man far se resultatet och det kan ju vara lite frustrerande. For ja, det &r ju lite
mer stimulerande om man far gora det.

Viktor:Ja?
Intervjuperson 2: Men jag har inte sé stort problem med det som jag kanske skulle kunna ha.
Viktor: Ja om du hade funderat pa det?

Intervjuperson 2: Ja jag kan ju tdnka mig i teorin att det dr vildigt viktigt att man ska se resultatet av
ens arbete och nir jag tdnker pa det skulle det kunna vara mer frustrerande én vad det &r att jag inte far
det. P4 nagot sétt far jag ju 4nda, for jag tinker resultatet, jag skriver, jag far in en ansékan om nagon
ansOker om nagonting, jag utreder det, jag fattar beslut om att den hér hjélpen far personen. Och da
tanker jag att resultatet ar ju ok, jag ser att personen far den hér hjilpen, blir personen battre? Mér den
battre av den hér hjédlpen och sa vidare och det &r det jag inte alltid &r den personen som foljer upp det
och ser om det har blivit s&. Nu kommer jag inte riktigt ihdg vad jag skulle sdga, men nej det frustrerar
mig inte sd mycket.

Viktor:Ja men om vi tar ett handledningsédrende da sa ar det vél flera som &r med och bidrar?

Intervjuperson 2: Ja vi jobbar ju i en grupp sé det ar darfor som jag tanker att det inte alltid ar jag. Vi
jobbar ju i en grupp sd om jag har gjort den hér processen en gang med nagon, och sen om ett halvér
s& ska man folja upp den insatsen som jag fattade beslut om. Vi séger till exempel promenader, s& har
jag satt in det till ndgon som har ramlat eller &r lite radd for att g& ut sjélv sa sétter jag in det och om
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ett halvar s& ska man folja upp, hur gick det? Blev det bra?Vagar du ga ut sjilv nu kanske till och
med? Da nér vi arbetar i grupp sé ar det inte sdkert att det dr jag som gér hem till den hir personen om
ett halvar. Det vill sdga, det ar inte sdkert att det dr jag som far se resultatet. Och eftersom jag inte har
tid till att ringa den hir personen efter en eller tvd ménader och fraga hur det gar sa far jag inte se
resultatet pa det heller. Da ar det kanske sa istillet att min kollega séger till mig att ”’du jag sdg den
och den hir och nu &r hon ute och gér sjalv” Sé att den insatsen fungerade ju kanon.

Viktor: Jaja sa det kan gé till pa det sittet?

Intervjuperson 2: Ja det kan det gora ibland, vi pratar ju vildigt mycket med varandra, vi kollegor sa
om det dr ndgon som jag dr extra intresserad av att se hur det har gétt sa kan jag séga att jag ar extra
intresserad av att gd och folja upp det eller sa kollar jag ju med den som gick hem dit.

Viktor: Ja dé har du dnda rétt bra mojligheter?

Intervjuperson 2:Ja fast det ér inte alltid man hinner med utan da ska det vara ndgonting extra
ordindrt. Jag menar det &r ju alltid extra intressant att se ndgon som man har satt in insatser till hur det
har gatt. Men jag kommer aldrig att kunna f6lja upp alla dem jag traffar utan det méaste vara ndgonting
extra ordindrt for att jag ska vara den som ja, vara sjdlv den som foljer upp det eller frdgar min
kollega.

Viktor: Ja kan jag da bedoma det som att du har den mojligheten nér du verkligen vill?

Intervjuperson 2: Ja och sen, tiden och varar arbetssétt for det dr inte relevant alltid att det ar jag som
ska f6lja upp det utan huvudsaken &r att det 4r ndgon som foljer upp det. Det ar sa vi tinker lite i var
nya organisation eftersom det inte dr bundet till en handldggare.

Viktor: Ja ok. Om vi gér over till att prata om paraplysystemet da istéllet.
Intervjuperson 2: Ja.
Viktor: Hur linge har du anvént paraplysystemet i ditt arbete?

Intervjuperson 2: tre ar kan man sdga men dessforinnan sa har jag ju praktiserat och arbetat extra
ocksa sa man kan sédga att jag har ként till det i fem ar dd. Men de senaste tre aren har jag ju arbetat
med det frekvent.

Viktor:Ja ok, hur tyckte du att det var att 14ra sig anvénda paraplysystemet?
Intervjuperson 2: Jag tyckte att det var ganska latt.

Viktor: Ja det var det?

Intervjuperson 2: Ja.

Viktor:Ja sa det behovdes ingen anstrangning for dig da?

Intervjuperson 2: Jo det &r klart att det behovdes en anstrangning, vi har diskuterat det mycket nir vi
har praktikanter hur man ska, jag tror att vi som &r lite yngre, vi dr inte sa rddda for att testa oss fram
och prova och, och det kénde jag att jag vagade gora med paraplysystemet och déarfor kénde jag att det
gick vildigt snabbt for mig att 1ara mig hur jag skulle anvinda mig av det.

Viktor: Ja, upplever du dé att systemet gor precis som du vill?
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Intervjuperson 2: Ja oftast ja.

Viktor: Ja men inte alltid?

Intervjuperson 2: Nej, alltsa det 4r mer att systemet kan hénga sig och ténka lite for ldnge.
Viktor: Jassé det kan det?

Intervjuperson 2: Ja men det ir, ja.

Viktor:Ja vad ar det som gor det enkelt da?

Intervjuperson 2: alltsa det &r inte s jattemanga funktioner som vi anvénder i vart arbete, sa pa sa
sétt sd tycker jag inte att det dr ndgot svart. Alltsa ska jag gora en sak en gang sé vet jag hur jag gick
in for att gora det. Da vet jag hur jag gor det, alltsa, s& manga klick ér det ju inte.

Viktor: Ja ok, hur tycker du att systemet paverkar ditt arbete?
Intervjuperson 2: Ja alltsa jag vet inte riktigt hur jag ska svara dr.
Viktor: Ja alltsa, hur kdnner du infor att arbeta med systemet, positivt/negativt?

Intervjuperson 2: ja alltsé jag kan inte komma pé nigonting sdhér pa rak arm just nu som har fattats i
systemet som jag har tinkt att jag behover for att kunna utfora mina arbetsuppgfter.

Viktor:Ja sa det kdnns aldrig som att ndgonting saknas?

Intervjuperson 2: Nej inte sdhdr pa rak arm som jag kan komma pé nu att det dér skulle jag behova.
Viktor: Men finns det dd massa funktioner som man aldrig anvander?

Intervjuperson 2:Ja det kan det nog gora: Ja eller att jag bara inte reflekterar 6ver dem.

Viktor: Hur skulle du séga att din syn pa paraplysystemet har fordndrats under den tid du har anvéant
det?

Intervjuperson 2: Jag skulle nog séga att den inte har fordandrats nagonting.
Viktor: Ar det for att du kom in och tyckte om systemet frin borjan.
Intervjuperson 2: Haha, att tycka om ett datasystem later sa roligt.

Viktor: Haha, ja men det kan man vil gora?

Intervjuperson 2: Jag hade inga problem med det om man séger sa da. Alltsa paraplysystemet var s
att jag kom in i det, jag har haft anvindning for det i mitt jobb och det, och nédr det har kommit
uppdateringar har det inte varit nagra krangligheter utan de har varit tydliga och man har sett vad
fordndringarna har varit och man har forstatt varfor de har varit dir. Ja, det ar ju inga avancerade
saker vi gor med paraplysystemet alltsd. Det dr ju ganska, alltsd det dr ju mycket standard hela tiden
som &r, som jag gor varje dag.

Viktor:Ja sa nar man vil har lart sig det s& sitter det?

Intervjuperson 2: N4 ni! [Nickar]
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Viktor:Ja ok, finns det ndgonting som du kan ororas dver néar du anviander paraplysystemet?

Intervjuperson 2: Nej, det jag oroas 6ver och som jag maste tinka pa dr nér det blir fel och den
stanger ner av sig sjdlv. Nér det blir nagot fel i datasystemet. Men jag vet ju att jag bara kan kopiera
det jag har skrivit och klistra in det. Alltsé det ar inget jéttestort problem det &r bara att det slosar min
tid. Det dr darfor jag tycker, ndr den hinger sig och det tar kanske ett par minuter att 6ppna ett
dokument, da tycker jag liksom att det tar min tid, det &r ju det.

Viktor:Ja hur kdnns det da?
Intervjuperson 2:Ja det ar ju frustrerande.
Viktor: Ja och som jag har forstatt sa gors det mycket fordndringar i systemet?

Intervjuperson 2: Ja och da blir det ju att blir trogt, det blir ju att det tar langre tid. Och det &r ju klart
att ndr det sker s ar det ju irriterande.

Viktor: Men skapar inte det ndgon oro att inte veta om det kommer fungera nir man kommer till
jobbet?

Intervjuperson 2: Ja det &r klart att det skulle kunna stélla till det men grunden till mitt arbete ar ju
inte liksom, alltsd mycket bygger pé att paraplysystemet ska fungera for annars kan jag inte arbeta
men jag kan ju fortfarande gé& och géra hembesdk och skulle det vara ndgon som é&r i behov av akut
hjilp eller nagonting sé kan jag ringa s det &r frustrerande. Jag skulle nog sédga att det 4r mer
frustrerande 4n att det gér mig orolig, det dr mer liksom att, att sitta och att inte ha ndgra hembesok
inplanerade och paraplyet har hingt sig, ja da ar det javligt irriterande.

Viktor:Ja ok, men det dr ingenting du kdnner hdanger 6ver dig hela tiden da?
Intervjuperson 2: Nej, nej nej ”gud ska paraplyet hidnga sig pa méandag eller inte?” sa tanker jag inte.
Viktor: Ni?

Intervjuperson 2: Men nédr det sker sa blir jag ju férbannad for jag tdnker pa hur jakla manga som
sitter har och hur mycket pengar som gar at for att vi sitter hir och inte kan gora ndgonting. Men alltsé
det vi alltid kan gora 4r ju att vi skriver in i vra dokument och sen skriver in det igen om det 4r s&
men sen finns det ju ménga funktioner som vi inte kan gora i ett word dokument, ja.

Viktor: Ja jag forstar, men jag hade nog inte sa mycket mer dér.

Intervjuperson 2: Nd men jag forstar, det jag tédnkte pa var mer det hir med, alltsa ditt arbete ska ju
handla om paraplysystemet sa for att ssmmanfatta det sa ar det sdhér. Jag kan inte alla funktioner i
paraplysystemet och det beror pa att jag inte anvdnder mig av alla funktioner och de jag kan larde jag
mig fort och de tycker jag sitter liksom, nar man har lart sig dem. Sen sé tycker jag att
paraplysystemet ar enkelt att anvidnda sig av och jag har alltid vagat testa mig fram for att se “kan jag
hitta det hér eller hur kan jag géra?” och sadér. Problemet &r, men det antar jag att det &r med alla
olika system man har nér det 4r s& manga som anvénder det, det ar att det kan bli problem med
systemet och att det stinger ner. Jag har ju varit med om en halv dag och sadér och det har ju varit
riktigt irriterande. Och som sagt att det tar langre tid med att himta hem dokument eller att det stanger
ner sig utan forvarning. Men jag ténker att det &r sdna problem som alltid uppstar i storre system. Men
det &r ju alltid irriterande nir det sker, ja.
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Viktor: Ja men det &r jattebra, jag har inget mer att tilldgga dir. Har du?
Intervjuperson 2: Nej.

Viktor: Ok, tack sa mycket.
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Appendix 2.3 - Transcription with interviewee person 3

Viktor: Ja jagtinkte borja med att fraga lite om din bakgrund, vad har du for utbildning?

Intervjuperson 3: Ja jag dr socionom, sa jag har tre och ett halvt &r socionom och sen har jag last
statsvetenskap.

Viktor: Jaok och hur linge har du arbetat hér?

Intervjuperson 3: Jadet ar tre ar till sommaren.

Viktor: Och det ar som bistdndshandldaggare?

Intervjuperson 3: Som bistandshandlaggare ja.

Viktor: Ja. Vad har du for instéllning till den hér arbetsplatsen da?
Intervjuperson 3: Hur jag trivs eller?

Viktor: Ja exempelvis.

Intervjuperson 3: Nejjag gillar min arbetsplats jag har det bra, det har jag.
Viktor: Ja och du trivs med kollegor och arbetsuppgifter och s& ocksa?

Intervjuperson 3: Ja alltsa jag trivs med mina kollegor men sen kan jag tycka att arbetsuppgifterna
ibland dr mindre kul. I alla fall i vissa moment.

Viktor: Ja ok vi kommer tillbaka till det senare. Hur ser din instillning till teknik ut da?

Intervjuperson 3: Ja alltsa jag vet inte, inte mer dn ndgon annan, men aldersméssigt sa, alltsa det har
ir ju en arbetsplats med lite varierande alder s&, jag ar ju hyfsat van vid datorer fran skolan och sa, till
skillnad fran manga andra tror jag, som ér lite dldre. Men jag har vil ingenting emot datorer eller
system. Varje arbetsplats som jag har varit pa sd har man ju datasystem sé det dr inget konstigt
liksom.

Viktor: Ni precis. Men du ér inte sd att du dr genuint intresserad av prylar och férsdker hanga med...
Intervjuperson 3: Nie, det kan jag inte pasta.

Viktor: Men 4r du positiv till att prova pa?

Intervjuperson 3:Ja absolut, jag kan prova pa.

Viktor: Ja. Vad har du for tidigare erfarenheter av IT-stdd i arbetet?

Intervjuperson 3: Vad? Definiera IT-st6d?

Viktor:Ja som paraplysystemet, alltsa ett system som du anvéander for att utfora dina arbetsuppgifter
exempelvis.
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Intervjuperson 3: Jaha, jag har ju pluggat som sagt och sen har jag ju jobbat extra i vard, som
hemtjanst och s& och dar anvinder man sig inte av IT pa samma sitt som sahér.

Viktor:Ja da har du en relativt liten erfarenhet alltsa?
Intervjuperson 3:Ja det skulle man kunna séga.

Viktor: Ja ok. Om vi gér in pé din arbetsmiljo och hur den tillfredstéller dig. I vilken typ av
arbetsmiljo skulle du séga att du trivs bést i? Ska det vara mycket fordndringar och utmaningar eller ar
trygghet och rutiner viktigare for dig?

Intervjuperson 3: Ja alltsa det dir r ju en balansgéang, det dr svart att vélja ett utav dem.
Viktor: Absolut.

Intervjuperson 3: Alltsd maste jag vilja ett utav dem?

Viktor: Nej det behdver du inte men du kan beskriva lite vad som gor att du trivs.

Intervjuperson 3: Ja alltsa jag utgar ju gérna ifrén att en arbetsplats ar trygg men det blir ju trakigt i
langden att det blir samma samma samma. Det maste ju komma in saker som gor att det blir
spannande och som gor att man tycker att det dr utvecklande.

Viktor: Ja tycker du att det ar s& har?
Intervjuperson 3: Vad det giller IT...
Viktor: Nai alltsa vi pratar generellt har pa arbetet. ..

Intervjuperson 3: Generellt ja, ja det gor det ju. Det hdander saker hela tiden.Alltsa i grunden &r ju
arbetet detsamma det som é&r fordndringar, det &r ju saker som ska komplettera eller gora det léttare
eller bidra pa nagot sétt.

Viktor: Ja tycker du att det gor det da?

Intervjuperson 3: Ibland, oftast

Viktor: Ja s& fordndringarna dr ofta motiverade da eller?
Intervjuperson 3: Det tycker jag. Oftast.

Viktor: Hur tycker du att dina kunskaper och fardigheter sitts pa prov och far komma till anvéindning
hér pa den hér arbetsplatsen?

Intervjuperson 3:Ja det hir arbetet handlar ju frimst om att hantera ménniskor och inte pé att hantera
datorer och sa. Hur mina kunskaper tillvaratas?Var det det som var fragan?

Viktor: Ja eller hur de utmanas, ar det ett utmanande arbete?
Intervjuperson 3: Jaha ja det tycker jag. Ménniskor ar alltid utmanande att jobba med.
Viktor: Ja.

Intervjuperson 3: Man vet aldrig vad de ska hitta pa. En dator kan man ju styra liksom delvis.
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Viktor: Ja. Hur tycker du att arbetsplatsen motiverar dig till ditt arbete, exempelvis kollegor,
arbetsuppgifter och kanske 16n?

Intervjuperson 3: Alltsa jag kan ju inte sdga att 16nen ar sérskilt motiverande i sig. Déremot sa
tycker jag att det ar ett véldigt givande arbete. Man far ju ut vildigt mycket av det. Och det kédnns ju
oftast nar man gér harifran som att man gor ndgonting bra.

Viktor:Ja vad ar det du far ut da? Vad kdnner du?

Intervjuperson 3: Men alltsé det dér ar ju, man tycker att det &r trevligt att hjialpa andra for det mar
man sjalv bra av, typ.

Viktor: Ja. Vi var ju inne péa det lite, men hur ser du pa den beldning du far gentemot den
anstringning som du ligger, ekonomiskt eller i form av andra beldningar? Ar den rimlig?

Intervjuperson 3: Oftast sa tycker jag det faktiskt. Sen har ju jag den tiden att ldgga ner ocksa. Jag
har ju inte sma barn till exempel, som vissa andra av mina kolleger har for du kanske det kdnns
svarare och stressigare, ibland. Men jag tycker att det &r fullt rimligt. Men det dar gér ju i perioder,
ibland sé blir det mycket, det gar upp och ner.

Viktor: Men slar man ut det 6ver en ldngre period sa?
Intervjuperson 3: D4 dr det rimligt.
Viktor: Ja hur ser du pa den kontroll fr hur saker ska utféras. Ar det for kontrollerat eller for fritt?

Intervjuperson 3: Jag tycker att det ar en rétt stor frihet, alltsé vi har ju riktlinjer men dem éar ju till
som ett stod.

Viktor: Ja?

Intervjuperson 3:Ja och det dr sa jag ser dem ocksa. Det gor jag, det dr ju ocksa nagonting som man
kanske kan hinvisa till om det finns beslut som man tycker ar jobbiga att formedla s ar det ganska
bra att det stér, det &r alltsd inte jag som har kommit p4 dem utan det &r ju ett stod for mig. Det ar
nagot att hinvisa till.

Viktor: Ja och det finns inget som kinns begriansande eller hindrande for ditt arbete?

Intervjuperson 3:Ja alltsé det &r ju vissa saker som ibland kanske &r lite styrande, sd. Men alltsa jag
har inte s& svart for det, jag har rétt 1att att acceptera sant. Alltsé jag tar det tror jag. Det ar ingenting
som jag gér och irriterar mig pa om det inte dr fullkomligt vansinnigt.

Viktor: Ni, kdnner du att du har mdjlighet att paverka det dd? Om det skulle vara ndgonting som
kdnns vansinnigt?

Intervjuperson 3:Ja alltsa, i slutindan, det hér ar ju en politiskt styrd organisation, i slutindan sa &r
det ju dem som rdstar som kan péaverka och jag bor inte i den har kommunen sa jag kan inte paverka
pa det sittet.

Viktor: Jaja men da &r vi inne pé lagar och sa...

Intervjuperson 3: Ja men socialtjdnstlagen ar ju en ramlag, det ar ju upp till politiker i varje kommun
att utifran den ramlagen gora riktlinjer. Det dr darfor det kan skilja sig s& mycket i Sverige och hur
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man tolkar socialtjansltagen. Den ger ju ett valdigt stort utrymme for politiker att, ja, att utforma lite
riktlinjer.

Viktor: Ja men om vi bortser fran lagarna och det da?
Intervjuperson 3:Ja alltsé det hér jobbet ar ju jattefritt.

Viktor: Ja det dr det?

Intervjuperson 3:Ja det dr det, jag kan l4gga upp det som jag vill.

Intervjuperson 3: Alltsa jag kan ju inte sdga att 16nen ar sérskilt motiverande i sig. Daremot sé
tycker jag att det ar ett véldigt givande arbete. Man far ju ut vildigt mycket av det

Viktor:Ja och du trivs med det? Det passar dig?

Intervjuperson 3: Ja det gor det. Just pa det sétter att man kan komma ut, man kan goéra hembesdk
eller att man lagger upp det som man vill. Det ar ju jéttefritt, det 4r f4 yrken som man kan gora sa.

Viktor: Ja ok, hur ser du pa den dvervakning eller kontroll som du far frén dina 6verordnade, hur ser
du pa den?

Intervjuperson 3: Ja? Alltsa jag tycker att den &r ratt sa bra.
Viktor:Ja?

Intervjuperson 3: Nej alltsa jag aldrig haft sdrskilt stora problem med regler sa, att forhéalla mig till
dem. Det dr ingenting jag ser som problematiskt vilket kanske &r ett problem i sig. Men n4, jag tror
inte att det dr ndgot problem, jag upplever det inte i alla fall.

Viktor: Ni sa du tycker att det finns en bra balans da?

Intervjuperson 3: Det tycker jag. Jag tycker att man kan diskutera sig fram till ndgot rimligt. Och jag
har aldrig fattat et beslut som jag inte har forstéatt varfor jag har fattar det &ven om det kanske dr nagon
annan som har, ja.

Viktor: Ja ok. Hur tycker du att ditt arbete tillfredstiller just dina behov av stimulans och variation?

Intervjuperson 3: Alltsa det hdr ar ritt utmanande for mig, just det hdr med att det dr nya grejer att ta
stillning till hela tiden. Det &r nya, eller att vi ska skriva utredningar pa andra sitt. Sa det tycker jag
att det gor.

Viktor:Ja? Sa du tycker att det passar dig ganska bra da?
Intervjuperson 3:Ja det gor det.

Viktor: Ok, hur tycker du att arbetet later dig avsluta det du paborjat? Far du mojlighet att se
resultatet av ditt arbete?Hur ser du pa det?

Intervjuperson 3: Ja det tycker jag, fast det beror lite pa. Hur menar du? Det beror lite pd hur man
ser det, antingen om det &r ett drende, en pensionér som jag foljer fran start till slut.

Viktor: Ja exempelvis.
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Intervjuperson 3: Ja, det tycker jag nog att jag goér om det 4r ndgonting som jag ar intresserad av si
gor jag det. Men det ar ju inte, eftersom man har ju inte sina d&renden som man hade forut.

Viktor: Na?

Intervjuperson 3: D& hade man ju sina drenden som man hade i sitt dagsskap och alla som man hade
i sitt dagsskap dem var mina. Det var ingen annan hér som gick och rotade i mitt dagsskép. Men nu ar
vi ju sex stycken som delar pa det hédr och det dr inte nddvéndigtvis s att jag, om jag borjar med
”Anders” s& kanske Lisa far hélla pA med ”Anders” senare. S& pa det sédtter. Men sen ar det ju sé att
om jag vill sa ser jag ju liksom ett resultat.

Viktor:Ja men det ingar inte i dina arbetsuppgifter pa samma sétt som forut da?

Intervjuperson 3: Jo det gor det ju. Det ingér ju att jag foljer upp. Eller ja, det handlar om att vi ska
folja upp vara beslut men vi ar ju sex stycken som fattar beslut sé jag kanske foljer upp ndgon annans
och inte mina egna.

Viktor:Ja och vad tycker du om den forédndringen som skedde dar da?

Intervjuperson 3: Ja alltsa jag har alltid jobbat sdhér sa jag har ingenting att jamfora med. Men jag
tycker om det hér sétter att jobba. Jag tycker att det ar bra.

Viktor: Ja vad bra da. Om vi gar vidare da till paraplysystemet. Hur lange har du arbetat med
paraplysystemet?

Intervjuperson 3: Det har jag arbetat med i tva ar. Och sen har jag ju gjort praktik ocksa men det kan
man kanske inte rdkna. Men sdg tva ar da, det blir det val.

Viktor: Ja och hur tyckte du att det var att 1ara sig anvénda paraplysystemet nir du forst kom i
kontakt med det? Hur kénde du da?

Intervjuperson 3: Ja alltsa det &r ju inte sa farligt. Alltsa jag tyckte inte att det var sé svart. Na.
Viktor: Ja sa det gick enkelt, det var inte tidskrdvande? Kédnde du fort att det var logiskt?
Intervjuperson 3: N4 vissa delar saknas ju som jag tycker ar konstigt att det inte finns redan.
Viktor: Som vada?

Intervjuperson 3: Alltsa nér det giller bestillningar och sant sa tycker jag att det kan fattas saker.
Men det dr ju sant som, ja.

Viktor:Ja hur upplever du det?

Intervjuperson 3: Ja alltsd jag tycker man ténker pa det nir man vil kommer in i systemet att det
underléttar.

Viktor: Mmm, man saknar inte det man inte har?
Intervjuperson 3: Precis.

Viktor: Hur tycker du att paraplysystemet paverkar ditt arbete?
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Intervjuperson 3: Det ir ju allt. Jag gor ju allting.

Viktor:Ja?

Intervjuperson 3: Alltsd om inte paraplyet fungerar da kan jag inte géra nagonting.

Viktor: Ja, du sa att det var enkelt att ldra sig paraplysystemet, vad ar det som gor det enkelt d&?

Intervjuperson 3: Det ir jattesvart att siga eftersom man har jobbat i det eftersom man &r s& van vid
det. Ja men alltsé jag ar ju inte helt ovan vid datorer. Jag har ju suttit vid en dator forut liksom sa det
dr ju bara att klicka sig fram. Ja alltsd man far ju testa. Alltsa men det &r bara som jag tror, men en del
verkar vara véldigt ridda for att gora fel och testa men det ar ju s& man lar sig.

Viktor: Ja det ar s& du lart dig?

Intervjuperson 3:Ja alltsé jag ar ju rétt sjalvlard. Jag har ju aldrig fatt ndgon genomgéng i hur man
ska gora utan det dr ju bara att testa.

Viktor:Ja, hur skulle du siga att din syn pa paraplysystemet har fordndrats ifran att du forst kom i
kontakt med det?

Intervjuperson 3: Déa trodde jag inte att det var sa pass, alltsa det &r ju viktigare nu, man ar ju helt
styrd av att jobba i paraplysystemet och det vet jag inte om jag uppfattade det som nir jag borjade, att
det skulle vara sa.

Viktor: Ok, men i takt med att du anvént systemet under de senaste aren, kdnner du da att du bara blir
bekviamare och bekvamare i det?

Intervjuperson 3:Ja, ja alltsd man blir ju lite blind.

Viktor:Ja ok, finns det ndgra nackdelar som systemet har inneburit for dig, kan du komma pé nagra
da?

Intervjuperson 3: Ni alltsé jag kan inte det.
Viktor: Nihe?

Intervjuperson 3: N4 alltsa vada? Alla arbetsplatser har ett datasystem och det &r ju inget konstigt
med det.

Viktor:Ja jag har ju hort att det har fordndrats och att det ibland har legat nere.
Intervjuperson 3:Ja.
Viktor: Hur har du upplevt det?

Intervjuperson 3: Alltsd om man ar i en period dd man har mycket att gora, da ar ju det det varsta.
Jag har ju kommit hit ndgon morgon da till exempel tidigt och sen s& har det inte funkat. Da blir man
ju jakligt forbannad. Men & andra sidan, man kan ju inte gora ndgonting. Alltsa det dr som det dr, men
det var ju en period fraimst forra aret nir det var liksom en hel vecka. Och man kunde ju inte jobba
liksom. Det var ju bara att lagga allting pa hog sa far man ju gora det sen. Och det ar klart att man blir
ju irriterad.
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Viktor:Ja hur gjorde ni da?

Intervjuperson 3: Na men det kom igadng sen. Det dr ju s& nu liksom att man blir utloggad och sa.

Viktor: Ar det s3 fortfarande?

Intervjuperson 3: Ja visst sa ar det.

Viktor: Jaha. Men hur kidnns det dd?Det verkar ju inte helt palitligt?
Intervjuperson 3:Ja fast jag tycker vél att det ar det.

Viktor: Jaha?

Intervjuperson 3: Det ar ju korta perioder och nir det 4r som nu sé tycker jag att det fungerar om
man ringer, s far man ju det fixat.

Viktor: Ok

Intervjuperson 3: Till supporten sé 16ser dem det eller vad det nu kan vara. Men alltsa det ar vél
ingenting att halla pa och stressa upp sig éver holl jag pa att sdga.

Viktor: Ni?

Intervjuperson 3: Hehe, jag kan ju inte gora ndgonting at det.

Viktor: Ni? Men det paverkar ju dnda dig vildigt mycket?

Intervjuperson 3: Ja.

Viktor: Men du verkar ta det med ro?

Intervjuperson 3:Ja vad ska jag gora?

Viktor: Ni jag vet inte. Jag har inte sd mycket mer dér. Vill du tilligga ndgonting?
Intervjuperson 3: N4, nd jag tror inte det.

Viktor: Ok men da tackar jag.

Intervjuperson 3:Ja tack.
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Appendix 2.4 - Transcription with interviewee person 4

Viktor: Sa om vi borjar med lite med din bakgrund da? Vad har du for utbildning?

Intervjuperson 4:Jag gick sociala omsorgslinjen med inriktning dldre och handikapp omsorg pa
vardhogskolan.

Viktor: Ja och hur lang ar den?

Intervjuperson 4: Det var mellan 90 och 92 sa det var tva ar.

Viktor: Ja ok, och hur ldnge har du arbetat har?

Intervjuperson 4:1 12 ar.

Viktor: Ja och du arbetar som bistdndshandlaggare?

Intervjuperson 4:Ja. Hela tiden.

Viktor: Ja vad tycker du generellt om den hir arbetsplatsen da? Hur trivs du?
Intervjuperson 4:Jag trivs bra.

Viktor: Jaha? Badde med kollegor och arbetsuppgifter?

Intervjuperson 4: Ja, alltsa vi har for mycket att gora. Det dr vl det som inte &r bra men annars ar
det bra.

Viktor: Ja det dr en hog arbetsbelastning?

Intervjuperson 4:Ja.

Viktor: Ok, det kommer vi nog tillbaka till. Vad har du for instéllning till teknik d&?I allménhet?
Intervjuperson 4: Ja vad ska man sidga om den?

Viktor: Ja beskriv lite?

Intervjuperson 4:Ja, men det &r jéttebra nir det fungerar.

Viktor: Ja?

Intervjuperson 4: Och min uppfattning dr val att det hander hela tiden s& mycket nya grejer och
ibland kénns det som att det hdr nya som ska vara dnnu béttre inte riktigt hinger med. S& man ska ut
s& snabbt med nyheten for att man ska silja forstds. Sa att det ar inte riktigt, det funkar inte.

Viktor:Ja men vad tycker du om att anvénda teknik i vardagen da?

Intervjuperson 4:1 vardagslivet? Ja det ar vél lite blandat da. Funkar det sa &r det jattebra och
kranglar det sé ar det inte kul.Ja men till exempel som internet da, det ar ju jattefiffigt tycker jag.
Samtidigt s kan det ju bli sddér att ”ojda nu har jag suttit hédr i en och en halv timme” nér jag skulle
ha gjort det och det och det. Ja det &r latt hdnt att man fastnar. Och sen om man ténker pa hur det var
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forr ndr man var ute och reste sd kunde man ju skicka ett vykort som fordldrarna fick efter tre veckor
eller saddr. Nu nér min dotter dr ute och reser sa kan vi ju halla kontakt hela tiden och det &r ju
jéttebra.

Viktor: Ja s& du har andé en ganska positiv syn?

Intervjuperson 4:Ja jag ir ju inte helt sadar teknikfientlig det tycker jag inte. Fast det ar just det dér
med krangel, jag skaffade en platt- TV forra sommaren och bokade in mig pa nagra betalkanaler och
det har kranglat ganska mycket med det dir. Rétt vad det 4r s& funkar det inte och da ska det skickas
moduler och man ska ringa och det ar liksom jattemycket krangel, byta och jag fattar inte det dér.
Alltsa det var ju inte s& forut, da var det ju inget krangel med TVn man reflekterade inte ens over det.
Det tar tid och irritation.

Viktor: Ja och frustration?

Intervjuperson 4:Ja, och jag dr dndé inte sddar hemskt mycket TV ménniska. Men nér jag ska se
nagot sa vill jag att det ska funka

Viktor: Ja vad har du for tidigare erfarenheter av IT-stod i arbetet da?
Intervjuperson 4:Ja inte da, inte fran borjan for 12 &r sedan. D4 fanns det ju inte.
Viktor:Ja, men du var med fran borjan da?

Intervjuperson 4:Ja, det var precis pa slutet. Adel hette det och sen kom paraplyet da.
Viktor:Ja hann du med att anvédnda det tidigare?

Intervjuperson 4: Vildigt lite. Ja det var omstdndigt och ja.

Viktor: Ja om vi tar andra jobb da? Har du kommit i kontakt med nagot da?
Intervjuperson 4:Nie

Viktor: Ja vad ar viktigt for dig da pa en arbetsplats? Ska det vara véldigt varierande eller?Hur ser du
pa det?

Intervjuperson 4:Ja jag tycker nog om omvéxling och det hér &r ju en arbetsplats dér det héander
mycket och fordndringar hela tiden pa olika hall och kanter.

Viktor: Ja och hur upplever du det?

Intervjuperson 4:Ja som jag sa sa tycker jag om omvéxling. Jag skulle inte vilja sitta vid skrivbordet
hela dagarna. Som bistdndshandldggare sa springer man ju ute mycket pa hembesok och man &r ute pa
olika moten och pa sjukhus och sadar. Det tycker jag &r kul. Men ibland kan det kédnnas som att nir
det ar andringar pa nagot sétt, att det blir lite for mycket emellanat. Men det beror ju pa ocksa vad det
ir for typ av fordndringar. Men ibland s tycker man ju ”Ah vad bra” och sen ibland si tycker man
”nej inte nu igen” . Ja s& det beror ju pa. Na men jag gillar nog omvéxling. Men det ska ju vara liksom
lite lagom.

Viktor:Ja det méste vara motiverat pa nagot sitt?
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Intervjuperson 4:Ja inte bara for att man ska pa nagot vis eller. Ska vi géra en omorganisation for att
det ingar, det ska vi gora. Vi slogs ju ithop med tva stadsdelar, dr det tva ar sedan? Ja tre ar sedan, det
tycker jag bara ar positivt. Det som ar nackdelen kanske r att det blev en san jattestor stadsdel hir pa
soder och jittestor personal och sadir.

Viktor: Men du upplevde det som positivt fran borjan da? Direkt?

Intervjuperson 4:Ja ja, och jag tycker att det dr bra med bestédllarenhetens hopslagning det ar jattebra
tycker jag.

Viktor:Ja vad var det som var positivt?

Intervjuperson 4:Ja att vi blev fler for vi var en véldigt liten grupp forut. Férut kan man séga, da var
vi for f4, nu &r vi kanske lite for manga. Vi fér ju inte plats nir vi ska ha sdna hiar APT, séna héar
manadsmoten. Utan nér alla ska vara med da far vi knappt plats allihop i ett rum.

Viktor: Jaha da kanske det dr lokalerna som ar for sma?

Intervjuperson 4:Precis! Na men det finns vil tankar om vad en idealstor grupp ska vara. Man ska ju
inte vara for ménga. S4 ar det vil med skolklasser och alla typer av sammanhang, det ska ju inte vara,
om man ska kunna fa en dialog och kommunikation sé &r det ju problematiskt om man ar fér manga.

Viktor:Ja. Hur tycker du att arbetet sétter dina kunskaper och fardigheter pa prov? Alltsé hur far du
mojlighet att forvalta dina kunskaper och det just du ar bra pa?

Intervjuperson 4: Jo alltsa det tycker jag att jag far. Det hir arbetet dr ju sa att man i mangt och
mycket far lira sig nya saker hela tiden. Aven jag som har jobbat i 12 r s& dyker det upp nagonting
”0jda, hur gér man nu?” och ibland tycker jag att det kan kdnnas som att ”ahh nej, inte nu igen” utan
det ar enklare med det dar som jag redan kan men samtidigt sa ar det sadér ”oj vad kul!” nu far jag
lara ndgonting som dr lite nytt, nu ar det ndgonting som liksom ér ett litet avsteg fran det vanliga sé att
sdga. S4 att det hianger ju ihop med dagsformen ocksa.

Viktor: Ja?
Intervjuperson 4:Det finns alltid ndgon nytt att lara faktiskt och det tycker jag ar kul.
Viktor: Ja men det dagliga arbetet dd? Da du inte behdver lara dig ndgot nytt, hur kinns det?

Intervjuperson 4: Ja dd man sitter och skriver utredning pa utredning, ja, men vi haller alltid pad med
flera saker samtidigt s om det kinns tréligt och jag har en packe med utredningar och de &r i stort sett
samma, da kan jag ta nagonting emellan si det blir lite variation.

Viktor:Ja sa det blir inte s& monotont da?

Intervjuperson 4:N4, alla manniskor &r ju olika sa det &r inte exakt samma som man skriver fran
borjan till slut da, olika hemtjénstutforanden vi har att géra med sa det blir ju viss variation i alla fall i
det hér sa kallade vardagliga.

Viktor:Ja, men om vi ser till regler och riktlinjer for hur arbetet ska utforas, hur ser du pd dem? Ar
det exempelvis for hard kontroll eller 4r den rimlig?
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Intervjuperson 4: Ja alltsa hur jag lagger upp jobbet beror ju mycket pa mig sjalv hur jag prioriterar
och planerar, men riktlinjer det &r ju nog ett stod tycker jag. Ja men, kénner man sig osdker da far man
ju titta. Vad har vi att ga efter? Vad har vi att f6lja? Sa vi kan ju inte sitta och koka ihop nagonting
sjélva.

Viktor: Niné det klart.

Intervjuperson 4:Men &r man oséker sé kan man ta med det till &rendedragning, eller till bordd och
sd, sa att det behdvs ju det ar lagstyrt arbetet sa att...

Viktor: Hur ser du pa 6vervakningen och kontrollen frén dina 6verordnade? For strikt eller for 10s?
Intervjuperson 4: Jag skulle nog siga att det dr kontrollerat, det ar det.
Viktor:Ja, men hur tinker du kring det?

Intervjuperson 4:Ja alltsé jag tinker pa beslut vi inte far ta sjdlva, det dr ju om boende da. Och da
tycker jag faktiskt att det ar vdldigt bra att inte behova ta de besluten sjélva utan vi gor det i borad och
tillsammans med chefen. Det &r ju jag som ger underlaget och framfor den hér ansékan och beskriver
maénniskan och ménniskans situation och sa. Sa att visst, det jag tycker det ska ju jag tala om saklart.
Men ibland blir det ju dnd4 inte i slutdindan som mitt forslag utan chefen kanske tycker ndgonting
annat, de andra kanske tycker ndgonting annat. Men da blir det ju dnd4 tycker jag, de ganger det blir
ett avslag att ansvaret ligger inte pa mig helt och héllet utan det ar ju da i boradet och med chefen som
beslutet tas. Och det ju sant man kan sdga pa en vardplanering pa ett sjukhus till exempel att inget
beslut tas hir och nu utan jag tar med mig all information och sen aterkommer jag med mitt beslut.
Och ménniskor har ju rétt att 6verklaga och, sé att nej, sen &r det ju kontroll aktgranskningar som gors
och s& maste det ju vara, vi maste ju gora saker pa ratt sitt och det hianger ihop med réttssédkerhet och
en trygghet for medborgarna.

Viktor:Ja sa du ser det som en trygghet?

Intervjuperson 4:Ja det ir ju absolut nédvandigt, vi dr ju s& manga hér, sé ingen sitter och hittar pa
nagot eget, ndgon egen arbetsmetod eller arbetssétt eller nagra beslut som inte, som ar felaktiga eller
galna eller vad det nu skulle kunna bli, jag har ingen aning.

Viktor: Ok men friheten att fa 1dgga upp arbetet som du vill?

Intervjuperson 4:Att ndgon kommer och séger ’det dir ska du gora forst”, nd pa sa sétt ar det valdigt
fritt. Det &r jattebra.

Viktor:Ja du trivs med det?
Intervjuperson 4: Ja vi &r ju olika, en del vill gora sa, andra vill gora si sa att ja.

Viktor:Ja ok, men hur tycker du att du i ditt arbete kan se resultatet av det arbetet du paborjar da?
Alltsé att du kan vara med och genomfora négot fran borjan till slut?

Intervjuperson 4:Mmm, ja det tycker jag nog. Nér jag dr klar med min utredning och beslut och alla
papper och blanketter och alltihop &r fardigt och jag har skickat hem till personer som ska ha beslut da
och alltihop och jag lagger ner akten i aktskdpet da kdnns det som att nu ar det fardigt.

Viktor: Hur kdnns det da?
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Intervjuperson 4: Jo men det ar alltid skont att stoppa ner akten dar.

Viktor: Tillfredsstillande?

Intervjuperson 4:Ja, nu var det klart. Hogen har sjunkit lite grann

Viktor:Ja precis. Men som jag har forstatt det sa fortsitter vl den handldggningen vidare?
Intervjuperson 4:Ja det gor det.

Viktor: Hur kan tycker du att du dé kan se resultaten av det du beslutat?

Intervjuperson 4:Det kan vara att personen sjdlv hor av sig eller en anhorig. Det kanske behovs
utokad hjalp med nagonting eller en fraga kan det ju vara lika vél. Och da kan man ju passa pé att
fraga “hur fungerar det? Hur gar det?” men loper det bara pé ett ar, besluten racker ju for det mesta
bara ett ar, da ska vi ju helst gora en nyprovning. Ringa upp, boka in ett hembesok och triffa personen
igen, men det ar ju inte siakert att det dr just jag som gor det eftersom vi jobbar ju i grupp hir. Men det
dr sa det ar tankt att det ska vara. Att det ska foljas upp efter ett & om ingen har hort av sig om att det
behovs ndgon dndring.

Viktor:Ja for jag horde att tidigare sa handledde ni en person fran borjan till slut, alltsé att man hade
just sina egna som man ansvarade for?

Intervjuperson 4: Jaja visst. Alla som fanns i mitt aktskap var mina sa att sdga.Nu ar det gemensamt
hér. Sa det ar svarare att ha den kontrollen och kontakten sa.

Viktor: Hur upplevde du den fordndringen?
Intervjuperson 4: Jag tycker att det finns bade fordelar och nackdelar, det gor det.
Viktor: Vad dr de da?

Intervjuperson 4: Fordelarna dr att man inte har det hér, vad ska man séga, totala ansvaret langre
utan vi delar det, vi har det gemensamt. Det kan ju vara si att, ja vad ska jag ta som exempel?, s
kallat, vad ska man sdga? Sana som &r svara att ha att gora med. Alltsd det finns ju alla varianter pa
dem ocksa. Ibland kan det vara som en utmaning. Jo men vi ska liksom kunna fa en bra kontakt kan
man ju tidnka, &ven om den héir personen ar liksom svér eller vad man ska sdga. Och sen kan det bli sa
att man verkligen kdnner att man liksom natt fram och att man har fatt en bra relation fast det var svart
och motstravigt i borjan. Och med vissa s& kdnner man att det gar inte och da har man ju den
mojligheten att séga till sin grupp att nu vill jag att ndgon annan tar 6ver hér. Det kunde jag ju inte
gora forut. Utan d& var mina, nu kan vi dela ansvaret. Och det dr kanske inte sa vanligt men det
hinder ju. Jag vet inte om ha har sagt ifrdn om négon, det tror jag inte. Men jag har tagit 6ver andra,
sdna som andra har tyckt att det har varit jobbigt med

Viktor:Ja ok, nackdelar da?

Intervjuperson 4:Nackdelarna dr ju att det blir inte sa bra kontinuitet tycker jag och att man inte
riktigt kan f6lja med och se hur det gar. Man har inte samma kontakt med hemtjénsten heller for det ar
s& manga inblandade. Bade da alla dessa pensiondrer och alla hemtjanstutforare. Sé att det ar svart att
halla i huvudet, "vilken hemtjénst har hon nu igen?” Man maéste kolla innan man gér pé ett hembesok,
forut visste jag ju precis. Jag kunde numren och kunde ringa dem direkt for jag hade numren. Nu ar
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det ju sd manga sa jag kan ju inte ldgga in alla i mobilen ens. Det liksom funkar inte.Sa det ar val det
som &r nackdelen och det ar ju ocksé svart att veta vilken vardcentral de tillhor.

Viktor:Ja det kdnns som att ni har tappat en del av kontakten?

Intervjuperson 4:Ja, men samtidigt ar det ju sd ocksa att vissa liksom aterkommer. Ja men vi har
traffats forut och sen rékar det bli sa att jag kommer pa en vardplanering for den personen pa nagot
sjukhus, och att det rakar bli jag som har just nyprévningen och sadér sa att. Och vissa tycker man ju
om &nda dven fast man bara traffar dem en gang. Men visst, det dr som du siger att det kan vara kul
att triffa dem igen for vissa kénner man att man far lite mer kontakt med, sé &r det ju.

Viktor:Ja, hur tycker du att arbetsplatsen hjilper till att motivera dig till ditt arbete?
Intervjuperson 4:Ja hur menar du da?

Viktor:Ja exempelvis kolleger...

Intervjuperson 4: Lokaler och kolleger och allting?

Viktor:Ja.

Intervjuperson 4:Jo jag tycker att det &r ett positivt klimat hir och det ar jatteviktigt. Att det inte
kdnns som att ”ahh ska jag se det dér sura ansiktet nu igen det forsta jag gér p4 morgonen nir jag
kommer hit.” Det dr inte s, det finns inget sint surt ansikte hér.

Viktor: Na?

Intervjuperson 4: N4, och jag tycker det ar bra lokaler, jag trivs jattebra med det har rummet att det
ar en san stillsam utsikt, det passar mig jattebra. Det kommer nagot flygplan ibland det &r precis
lagom.

Viktor:Ja hirligt. Hur tycker du att arbetet tillfredstiller ditt behov av stimulans och variation d&?

Intervjuperson 4:Jo det moter nog mitt behov ritt vil, s. Men ibland kan jag kidnna att man blir inte
understimulerad. Tvért om, man blir 6verstimulerad

Viktor:Ja vad tycker du om det da?

Intervjuperson 4:Ja det skulle ju vara hemskt att vara understimulerad.

Viktor: Sa du vill 4nda ha en del att gora?

Intervjuperson 4:Ja, det far inte bli for stillastiende och trakigt, det kan jag inte tinka mig.
Viktor: Ni ok, hur lange har du anvént paraplysystemet i ditt arbete da?

Intervjuperson 4:Ja vad kan det vara nu da? Alltsé det ar ju dnda sen det sattes igdng.Jag borjade i
juni 98 och da var det Adel. Men jag vet inte hur 1ang tid det kan ha vart, kan det ha vart knappt? Om
det var Adel nigot &r eller sadir, sa slutet av 90-talet var det nog igéng tror jag. For d, det var forsta
gangen sa fick man de hér jéttelanga bla och vitrandiga databladen eller vad man kallar det, det var
liksom langa sjalar, kan man kalla dem sjalar?

Viktor: Jaha och vad gjorde man med dem?
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Intervjuperson 4: Dér stod alla drenden och alla siffror och det var vildigt obegripligt.
Viktor: Jaha?

Intervjuperson 4: Och dem skulle vi kolla igenom, kolla att det stimde. Och dar stod det ju dd namn
och personnummer da och alla siffror.S& man skulle da lira sig vad alla de hér sifferkombinationerna
betydde. Det var ju inte mycket text alltsd mer &n namnen.

Viktor: Ja?

Intervjuperson 4:Ja det var vildigt omstdndigt, inte ens dem som hade jobbat linge dé nir jag
borjade visste vad de skulle ha dem dér till och vad de skulle tyda dem. Ja det var valdigt otympligt.

Viktor: Ja ok, hur upplevde du att det var att ldra sig anvdnda paraplysystemet?
Intervjuperson 4:Ja, det kommer jag faktiskt inte ihag.
Viktor: Ni du minns inte?

Intervjuperson 4:N4 nid men jag tror inte att det var, i och for sig jag hade jobbat sa i stort sett,
knappt alls med nagot datasystem sa att allt var ju nytt. Och alltsa né jag har inget minne av att det var
sadér jattebesvarligt. Vi hade en véldigt bra kille pa Katarina/Sofia da som var vildigt pedagogisk och
tadlmodig och han hade, det fanns en datasal dér som vi satt i kanske, ja jag tror det var plats for nio
personer eller sadér och gick igenom sa att vi fick jattebra hjalp av honom och han satt sen i samma
kontorslandskap som vi handlaggare sa vi hade jéttendra och bra hjélp sé det var inga problem. Ja just
det, sen fick vi ju gé kurser ocksa. I Vasastan, sana hér heldagsutbildningar.

Viktor: Bara for paraplysystemet?

Intervjuperson 4:Ja sant sldseri, det var sékert jattedyrt ocksa. Det hade inte behdvts med dem
dagarna.

Viktor:Ja hur tycker du att din syn pa paraplysystemet har fordndrats under aren da?

Intervjuperson 4:Ja man kan ju bli réitt forvanad da med jimna mellanrum nér de lagger in nadgot nytt
eller det blir fordndringar i det hela for jag tycker att istdllet for att bli smidigare blir det mer och mer
omstiandigt.

Viktor: Jaha det blir det? Pa vilket satt?

Intervjuperson 4: Ja att de kranglar till det, jag tror inte att man kan beskriva exakt vad men, men jag
har tinkt varenda gang att ”vad har de gjort nu?” och ”vad &r det héir bra f6r?”

Viktor: Kan det vara svart att se fordelarna med forandringarna da?
Intervjuperson 4:Ja ja.
Viktor: Hur upplever du det da?

Intervjuperson 4: Det, det ar ju irriterande. Jag tycker att teknik ska vara for att det ska vara enklare
och hantera och gé snabbare och sé. Inte bara omstdndigare. Men jag tror det dr svart att ge nagot
konkret exempel. Men i och for sig, sist nédr det var ndgon dndring sé var det kanske i och for sig till
det battre. Men jag tror att det var gangen innan som jag tinkte att “men hur sjutton har de tankt har?
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Ar det verkligen bistindshandliggare som har varit inblandade i den processen?” Nir de gor det si
konstigt komplicerat. Men jag kan inte ge ndgon grundliggare beskrivning av vad det var dem gjorde.
Det minns jag inte nu.

Viktor: Sa du upplever att det har blivit mer komplicerat och omsténdigt, &r det sa?

Intervjuperson 4:Ja for nu ska det ldggas in nya mallar for vi ska borja anvinda ett nytt, nya
utredningsmallar med kartlaggningsinstrumentet da sé att det blir ju spidnnande.

Viktor: Ja?
Intervjuperson 4:Ja och det ska ju sittas igdng nir semestrarna borjar sa det blir spdnnande
Viktor: Hur upplever du att paraplysystemet paverkar dig i ditt arbete da?

Intervjuperson 4:Ja, ja det var en svér fraga. Men alltsd ndgon typ av system maste det ju vara och
jag kan ju inte jamfora med nagonting annat. Men alltsa jag tycker vl att det skulle kunna vara lite
lattare. Och sen har det ju klagats pa att det ar sa svart att fa fram statistik till exempel, svart att fa
fram kontrolluppgifter och sana saker ur systemet. Och det kan inte jag begripa varfor inte det skulle
ga? Sa en period korde vi ju parallellt i Excel dér vi skulle ldgga in varenda kotte som hade hemtjénst
och boende. Och varenda méanad gé in och pricka av att fakturan hade blivit betald och sen nér de fick
dndrad hemtjanst s skulle vi ldgga in det sa att det blev rdtt summor sa att man, ur det, de har
Excelbladen skulle kunna fa fram statistik.

Viktor: Och hur upplevde du det?

Intervjuperson 4:Ja men vildigt markligt nér vi har detta paraplysystem eftersom uppgifterna finns
ju dér, de finns ju dar. Utan det dr ju hur man skulle ha tagit fram dem som man skulle ha kunnat rota
i och ja, f4 fram det pa nagot vis. Och inte ha borjat med att sitta igdng nagot bredvid. Det &r véldigt
konstigt tycker jag.

Viktor:Ja hur tycker du att paraplysystemet ar tidsméssigt da? Alltsa gar det fort eller langsamt att
utfora saker?

Intervjuperson 4:Ni ibland vet man ju inte vad det 4r som hénder, det 4r ju ibland som det ér lite
segare i systemet, men det har blivit battre faktiskt.

Viktor: Det har det?
Intervjuperson 4:Ja det 4r mer sillan nu sa.
Viktor: Hur upplevde du det nér det var segt da?

Intervjuperson 4:Ja det ir ju jétteirriterande ndr man har mycket att géra. Och ska man sitta dir och
titta pa timglas eller vad det nu ér.

Viktor:Ja?

Intervjuperson 4: S& det har varit, nir man kopierar utredningar och ska kopiera en ny, sa kopierar
man den gamla och sen dndrar man bara da for det gar ju mycket snabbare. Da har det ju varit krangel
en period. Att dem har, eh ja, vad dr det som har hént egentligen? N4 men det har inte fungerat att
kopiera dem. Och da har man fatt stinga den bilden och borja om fran borjan och sen kommer det upp
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nagon san dir ruta om man vill skicka felmeddelanden eller inte. Och i borjan sé klickade jag bort det
dér direkt och tinkte ’det dér har jag inte tid med” men sen tinkte jag att man ska skicka
felmeddelanden for annars kommer det ju inte fram att det kranglar.

Viktor:Ja just det.

Intervjuperson 4:S4 sen borjade jag gora det. Men sa har det inte varit nu pa de sista veckorna det
tror jag inte.

Viktor: Sa det blir 4nda béttre?

Intervjuperson 4:Ja det blir det. Ja mer palitligt och s&. Det borde det ju bli, jag tror jag horde da nér
jag borjade 98 att det hade ditintills kostat 80 miljoner eller ndgonting sant dér, paraplysystemet. Och
da kan man ju undra sdhér nar det har gétt tolv ar vad det ligger uppe i. Alltsa det &r ju jattemycket
pengar.

Viktor:Ja, vad upplever du som svart respektive enkelt nir du anvander paraplysystemet?
Intervjuperson 4: Ja?
Viktor: Hur tror du att det dr for en ny person som bdrjar anvianda systemet da?

Intervjuperson 4: Ja men det har vi ju ibland. I min grupp sd kommer ju en tjej fran, ”vad kommer
hon nu ifrdan?”, Botkyrka! Botkyrka jobbade hon i och dér har man ju inte paraplyet, dir har man ju ett
annat system. Och hon var ju du under trettio, hade haft ndgon sén hér, hade haft lite, jobbat lite mer
dn andra med datasystem sa det var ju inte ndgon ovan person med. Med ja den typen” av arbete
dven om systemet var nytt for henne. Hon tyckte att det var jéatte omstdndigt for henne och det tog
lang tid. Det tog vildigt lang tid innan hon var inne i det.

Viktor:Ja och hon var ganska datorvan da?
Intervjuperson 4:Ja precis! Hon hade ju jobbat da i flera ar sa.
Viktor: Ja?

Intervjuperson 4:Ja men jag kan nog forstd hennes reaktion pa att hon var forvanad sjélv, att det
skulle ta sa lang tid att det skulle vara sa lange hon behdvde ga och fraga och be om hjélp och sadar.
Sa ja det d4r min uppfattning att det &r omstindigt och inte sa latt att ldra sig. Och i somras nér vi hade
vikarier s sa vi att bestillningarna, dem la vi in sjilva for det dr dem vi skickar till
hemtjanstutforanden, och de ar de som genererar pengar, eller genererar kostnader for oss da i
slutdndan och intékter till utforarna sa det ar vildigt viktigt. Det adr viktigt att det blir rétt sa att de inte
far, ja varken for lite eller for mycket. Helst inte for mycket da i alla fall. S& dem gjorde vi sjédlva da s&
att vikarierna skulle inte trassla in sig med det.

Viktor: Na?

Intervjuperson 4: Na for dels ska man ju ldra sig dd hur man gor de hir och sen méste det ju va ritt.
Sa det sdger ocksa en del om att det inte dr helt enkelt.

Viktor: Ni det kanske ligger mycket i att man blir bekvam i att arbeta i det efter att man har anvént
det en langre tid?
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Intervjuperson 4: Ja, ja. Jo for da ser man ju inte riktigt, man ska nog fraga nagon som ér lite ny sa.
Som har jobbat med ndgot annat.Som har ndgot annat system och har négot att jimfora med.

Viktor:Ja, men finns det ndgonting som du oroas 6ver nir du anvénder paraplysystemet?
Intervjuperson 4: Som oroas?
Viktor:Ja? Som risken for att gora fel eller ndgot sadant?

Intervjuperson 4:Ja vad skulle det vara? Ja ndgon san dar uppgift som jag har tankt pa, om det kan
vara avgiftsnivan som ju dnda ar kopplad till bestillningen. Vad den bestar av och antalet tillfallen
och sant. Att man kan ldgga in av misstag en felaktig avgiftsgrupp som inte stimmer med nivan och
det finns liksom ingen, ingenting som systemet skulle kunna reagera pa det och skicka en san hér liten
varning att ja men det hir stimmer inte. Niva och avgiftsgrupp stimmer inte.

Viktor: Nihe ok?

Intervjuperson 4:Ja att det skulle kunna vara ndgon san dér. Nagon slags varningstriangel som dyker
upp nir man lagger in uppgifter som inte stimmer 6verens. Men sd smart ar ju inte systemet att det
ar.Inte 1 dagsléget.

Viktor: Men ir det ndgonting som ofta blir fel da?
Intervjuperson 4: N4 inte ofta, det vagar jag inte siga.
Viktor: N men det hander kanske?

Intervjuperson 4:Ja.

Viktor: Kan man upptéicka det da?

Intervjuperson 4:Ja det borde man ju kunna gora. Det kan man gora ndr nadgon hor av sig och siger
att nu har jag inte kvar lika mycket hemtjanst som forut men jag har kvar samma avgift. Aj aj, da har
den personen som la in den senaste beslutet dndrat och inte kollat efter om uppgifterna stimmer. De
skulle ha dndrat i avgiftsgruppen.

Viktor:Ja ok.

Intervjuperson 4: Sa det borde ju systemet ha kunnat dndra pa. For det &r inte alla pensionérer eller
anhoriga som &r sd pigga att de ser att det hir stimmer ju inte.Sa har de betalat ganska lange fel i
onddan.

Viktor: Kan det hdnda att det aldrig ndgonsin upptécks, att det bara rullar pa?
Intervjuperson 4:Ja absolut. Det tror jag. Fast ndgon géng lér det ju upptickas
Viktor:Ja, jag hade inte s& mycket mer dir. Vill du tilldgga nagot?
Intervjuperson 4: Né jag tror det var bra sa.

Viktor: Da tackar jag.

Intervjuperson 4: Tack.
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Appendix 3 — Survey Questions

JDS = Job Diagnostic Survey
JC = Job Characteristics

SV= Skill variety

TI = Task Identity

TS = Task Significance

A = Autonomy

F = Feedback

JS = Job Satisfaction

PN = Psychological needs
KN = Knowledge needs
EN = Efficiency needs

PU = Perceived Usefulness
PEOU = Perceived Ease of Use

Appendix Table 3.1 Survey questions

Nr | Theory | Author/Instrument Statement
JC Hackman & Oldham (JDS) (SV) My job provides a lot of variety.

2 JC Hackman & Oldham (JDS)(TI) My job allows me the opportunity to
complete the work | start.

3 JC Hackman & Oldham (JDS)(TS) My job is one that may affect a lot of
other people by how well the work is
performed.

4 JC Hackman & Oldham (JDS)(A) My job lets me be left on my own to
do my own work.

5 JC Hackman & Oldham (JDS)(F) My job by itself provides feedback on
how well | am performing as | am
working.

6 JC Hackman & Oldham (JDS)(SV) While performing my job | get the

opportunity to work on many
interesting projects.

7 JC Hackman & Oldham (JDS)(TI) My job is arranged so that | have a
chance and the ability to talk with
customer/clients/end-users.

8 JC Hackman & Oldham (JDS)(TS) My job has the ability to influence
decisions that significantly affect the
organization.

9 JC Hackman & Oldham (JDS)(A) My job provides me the opportunity
of self-directed flexibility of work
hours.

10 | JC Hackman & Oldham (JDS)(F) My job provides me with the

opportunity to both communicate
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with my supervisor and to receive
recognition from them as well.

11 | JC Hackman & Oldham (JDS)(SV) My job gives me the opportunity to
use many new technologies.

12 | JC Hackman & Oldham (JDS) My job is arranged so that | have an

(meaningfulness)(TI) understanding of how it relates to the
business mission.

13 | JC Hackman & Oldham (JDS)(TS) My job influences day-to-day
company success.

14 | JC Hackman & Oldham (JDS) (A) | am able to act independently of my
supervisor in performing my job
function.

15 | JC Hackman & Oldham (JDS)(F) | receive feedback from my co-
workers about my performance on
the job.

16 | JS Mumford(KnowledgeN) Challenge Security is more important to me
than challenge or excitement.

17 | JS Mumford(KnowledgeN)Challenge | would rather move from job to job
than put up with boredom and
routine.

18 | JS Mumford(PsychologicalN)Recognition I know when I’'m doing a good job,
and | want other people to recognize
this too.

19 | JS Mumford(PsychologicalN)Recognition So long as | know I'm doing good
work, it doesn’t matter to me if others
aren’t aware of this.

20 |JS Mumford(PsychologicalN)Achievement | Self-development is never possible,

development one has to accept that one’s
potential will not be realized.

21 | JS Mumford(PsychologicalN)Achievement | It is essential to have a job that
allows for  personal ’growth’.
Otherwise one becomes frustrated.

22 | JS Mumford(PsychologicalN)Status I'd rather be happy than have high
status and ulcers.

23 | JS Mumford(Rewards)Effort-reward Other aspects of work are more
important to me than salary.

24 | JS Mumford(Rewards)Effort-reward It's salary that really counts, so long
as the money is right, the rest
doesn’t matter.

25 | JS Mumford(PsychologicalN)Interpersonal | It's the people you work with that

relationships make a job good or bad. Working
with a pleasant crowd is essential.

26 |JS Mumford(PsychologicalN)Interpersonal || don’t bother too much about

relationships the others at work, it's the job that is
important.

27 | JS Mumford(PN)Responsibility I'd rather get on quietly with my own

work, than have responsibility for
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work of others.

28 | JS Mumford(PN)Responsibility Responsibility is a challenge. | enjoy
it.

29 | JS Mumford(EthicalN)company image | wouldn’t work for a firm | didn’t
believe in and think efficient.

30 | JS Mumford(EthicalN)company image So long as the firm pays well and
provides me with interesting work,
I’m not too worried about its image.

31 | JS Mumford(PsychologicalN)Status Status is important to me. | like to be
respected.

32 | JS Mumford(PsychologicalN) Status | don’t care about rank and
job titles, it's what you’re doing that is
important.

33 | JS Mumford(TaskN)Variety I must have interesting work all the
time, if not | get fed up.

34 | JS Mumford(TaskN)Variety | enjoy spells of routine and find
them relaxing.

35 | UA Davis (PU) Using UMBRELLASYSTEM in my
job enables me to accomplish tasks
more quickly.

36 | UA Davis (PU) Using UMBRELLASYSTEM improve
s my job performance.

37 | UA Davis (PU) Using UMBRELLASYSTEM in my
job increases my productivity.

38 | UA Davis (PU) Using UMBRELLASYSTEM enhance
s my effectiveness on the job.

39 | UA Davis (PU) Using UMBRELLASYSTEM makes it
easier to do my job.

40 | UA Davis (PU) | find UMBRELLASYSTEM useful in
my job.

41 | UA Davis (PEOU) My interaction with UMBRELLA
SYSTEM is clear and
understandable.

42 | UA Davis (PEOU) It would be easy for me to become
skillful at using
UMBRELLASYSTEM.

43 | UA Davis (PEOU) | find UMBRELLASYSTEM easy to
use.

44 | UA Davis (PEOU) | find UMBRELLASYSTEM to be

flexible to interact with.
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Appendix 4 — Quantitative Analysis Results

Appendix 4.1 Summary of User Acceptance

Appendix Table 4.1 Correlation coefficients

Variable Factor Correlation
UA PU 0.866
PEOU 0.688

Perceived
Usefulness

Appendix Figure 4.1 UA path analysis

Interpretation: On the figure above are shown the path coefficients from the path analysis. The
coefficients are significant, which means that the factors PU and PEOU are important and PU has the
biggest influence on the variable UA.

Appendix 4.2 Summary of Job Characteristics

Appendix Table 4.2 Correlation coefficients

Variable Factor Correlation
Skill 0.744
Task ldentity 0.628

JC Task Significance 0.675
Autonomy 0.543
Feedback 0.715

Appendix
81



Relationships between job satisfaction and user acceptance to IS | Appendix
Ivana Arsova & Viktor Karlsson | 82

Autonomy Feedback

Task
Identity
Task
Significance

Appendix Figure 4.2 JC path analysis

Interpretation: On the figure above are shown the path coefficients from the path analysis. The
coefficients are significant, which means that all of the factors are important. Skill and Feedback have

the biggest influence on the variable JC.

Appendix 4.3 Summary of Job Satisfaction

Appendix 4.3.1 Graphs of Job Satisfaction frequency answers by question

Mean =2.95
Std. Dev. =0.97
N =37
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Appendix Figure 4.3 Security is more important to me than challenge or excitement.
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Appendix Figure 4.4 I would rather move from job to job than put up with boredom and routine

207 Mean =3.54
Std. Dev. =0.767
N =37
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Appendix Figure 4.5 I know when I’m doing a good job, and I want other people to recognize
this too.
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Appendix Figure 4.6 So long as [ know I’m doing good work, it doesn’t matter to me if others aren’t aware of
this.
20 Mean =2.43
Std. Dev. =0.929
15
fy
c
Q
3
g 10
[I'S
-
0 T T T T T
1 2 3 4 5
JS6AC

Appendix Figure 4.7 Self-development is never possible, one has to accept that one’s potential will not be
realized.
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Appendix Figure 4.8 It is essential to have a job that allows for personal *growth’. Otherwise one becomes

frustrated.
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Appendix Figure 4.9 Other aspects of work are more important to me than salary.
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Appendix Figure 4.10 It’s salary that really counts, so long as the money is right, the rest doesn’t matter.
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Appendix Figure 4.11 It’s the people you work with that make a job good or bad. Working with a pleasant
crowd is essential.
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Appendix Figure 4.12 I don’t bother too much about the others at work, it’s the job that is important.
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Appendix Figure 4.13 I’d rather get on quietly with my own work, than have responsibility for work of others.



Relationships between job satisfaction and user acceptance to IS | Appendix
Ivana Arsova & Viktor Karlsson | 88

25 Mean =4.14
Std. Dev. =0.585
N =37

20

o 15
c
Q
3
o
Q
el
('8

10

s—

0 T T T T T
1 2 3 4 5
JS14RES
Appendix Figure 4.14 Responsibility is a challenge. I enjoy it.
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Appendix Figure 4.15 I wouldn’t work for a firm I didn’t believe in and think efficient.
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Appendix Figure 4.16 So long as the firm pays well and provides me with interesting work, I’m not too worried
about its image.
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Appendix Figure 4.17 I don’t care about rank and job titles, it’s what you’re doing that is important.
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Appendix Figure 4.18 I’d rather be happy than have high status and ulcers.
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Appendix Figure 4.19 I must have interesting work all the time, if not I get fed up.
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Appendix Figure 4.20 I enjoy spells of routine and find them relaxing.

Appendix 4.4 Summary of the JS, JC and UA connection

Appendix Table 4.3 Respondents opinion for UA, JS and JC

N UA JS JIC

1 Neutral Positive Positive
2 Neutral Neutral Positive
3 Positive Neutral Neutral
4 Positive Positive Positive
5 Neutral Neutral Positive
6 Neutral Neutral Positive
7 Neutral Neutral Positive
8 Neutral Neutral Positive
9 Positive Positive Positive
10 Neutral Neutral Positive
11 Neutral Neutral Positive
12 Neutral Neutral Neutral
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13 Positive Neutral Neutral
14 Positive Positive Positive
15 Neutral Positive Positive
16 Positive Neutral Neutral
17 Neutral Neutral Neutral
18 Neutral Neutral Neutral
19 Positive Neutral Neutral
20 Positive Positive Positive
21 Positive Neutral Neutral
22 Neutral Neutral Neutral
23 Positive Neutral Neutral
24 Positive Neutral Neutral
25 Positive Positive Positive
26 Negative Neutral Neutral
27 Neutral Neutral Neutral
28 Neutral Positive Positive
29 Negative Neutral Neutral
30 Negative Neutral Neutral
31 Neutral Neutral Neutral
32 Neutral Neutral Neutral
33 Neutral Positive Positive
34 Positive Neutral Neutral
35 Neutral Neutral Neutral
36 Neutral Neutral Neutral
37 Neutral Neutral Neutral
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