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ABSTRACT
This research will develop a new conceptual model that is Pro-growth

Working Environment (PWE) from the perspective of Freud's theory of

work and organization that is synthesized from the concepts of human

capacity and capability in work, work processes, and work environment.

This study used a survey method for 756 business start-up respondents

in Indonesia and was tested using Exploratory Factor Analysis (EFA) with

SPSS software. The EFA test results show that the concept of PWE can

be measured by indicators of cognitive stimulation, supportive

engagement, inspiring work-life, extra role willingness, and

togetherness.
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INTRODUCTION
Studies on work-life have been carried out by many scientists,
one of which was carried out by Sigmund Freud in 1930 to
work that inspired other scientists. Work can be a fun activity,
as well as a painful burden for humans. At first glance, this
statement seems to contradict, but Freud provided a very
logical explanation. To complete a job requires creativity and
effort; this is the painful side of the burden. However, when
the work produces work and achievement, then this is
pleasure or happiness.
Many people do not value work activities as a path to
happiness. Humans often associate pleasure with
materialistic instincts, such as sexual urges and
aggressiveness (pleasure principle). Freud believes that as
mature human beings need to understand that they have a
responsibility to society, and the fact is that if the pleasure
principle becomes dominant in society, this damages the
social fabric of society.
Society needs contributions from human life (reality
principle); therefore, adult humans must be able to deny the
pleasure principle and accept the reality principle. Humans
must be able to change their sexual libido (pleasure principle)
into "libido" to produce work for the community, through
work that is their responsibility in the organization so that
humans can enjoy the work, which Freud refers to as
capacity to work (Diamond, 1996).

LITERATURE REVIEWS
The scientists examined that capacity to work is the capacity
that a person has to work and is one of the dimensions of
work performance; in other words that through the capacity
to work, followers can complete their work as expected.
Capacity to work includes abilities, age, health, knowledge,
skills, intelligence, level of education, endurance, stamina,
energy level, motor skills (Blumberg & Pringle, 1982).
Besides, a study conducted by the Australian Social Security
Act (1991) provides an understanding that work also requires
the capability to work, which is a combination of capacity
and ability that shows a person's ability to complete their
work so that someone can work continuously even when they
have to work independently (Gillespie, 2011).
Every job in the organization certainly has a work process as
a guide to the implementation of work that needs to be

understood so that someone can complete it well. First is the
complexity of the job, where every worker must be
encouraged to have the skills needed by the job (technical job
requirements). Second is the social context of work, which is
how one must cooperate and interact socially in workgroups.
The third is worker autonomy, whether a person is given the
authority to settle independently or in a group. From the
results of the study, it appears that organizations that have
interactive (participative) work have more significant
opportunities to make followers or workers grow both
cognitively, affective, and behavior (Crouter, 1984).
In work processes that are oriented towards interactive work
patterns, it will usually emphasize the personal development
of followers, the promotion of work relationships, the
provision of job opportunities or opportunities that encourage
followers to become more proficient, making the quality of
work-life so that a work environment will be created which is
conducive for followers (Elizur & Shye, 1990; Liou, Sylvia,
& Brunk, 1990). The work environment becomes essential
and needs to be considered by the organization
(organizational environment) because it will determine the
organization's actions to move. It is not enough to look at the
work environment in an organization from one perspective,
because it will limit future views. In general, an
organization's work environment can be understood as a
harmonious work environment (harmony environment)
where the organizational rhythm is more stable and a
challenging work environment (challenging environment)
where the organization and the people in it are required
always to be adaptive to change (Frishammar, 2014).
This demand then encourages followers (creative self-
efficacy) to give birth to new ideas (innovative work
behavior) through the process of innovation in the work
environment (innovation environment) which certainly has
an impact on work results and follower achievement
(Dziallas, 2018; Newman, Tse, Schwarz, & Nielsen, 2018).
The formation of a work environment in an organization is
influenced by leadership style, for example, transformational
leadership (Cheung & Wong, 2011; Nielsen & Daniels, 2012;
Sandvik Alexander, 2018). Then the work environment will
form interactions between leaders and followers, including
determining the level of creativity of a follower's
performance that may be preceded by the formation of
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psychological empowerment (Afsar & Masood, 2017; Bin
Saeed, Afsar, Shahjehan, & Imad Shah, 2019; Hughes, Lee,
Tian,   Newman, & Legood, 2018; Jha, 2017; Matsuo,
2019; Meyerson & Kline, 2007; Seibert, Wang, & Courtright,
2011; Spreitzer, 1995; Uhl-Bien, Riggio, Lowe, & Carsten,
2014; Zimmerman, 2000).
Through the concepts that have been described, it can be
synthesized a new concept, namely, Pro-growth Working
Environment, which has a meaningful work environment that
encourages personal growth characterized by empowering
interactions, a passion for progress, with challenging
responsibilities.
Pro-growth Working Environment has three components that
influence its formation. The component explains the
dimensions of the Pro-growth Working Environment as
follows ((Dziallas, 2018; Elizur & Shye, 1990; Frishammar,
2014; Gillespie, 2011; Liou et al., 1990; Newman et al.,
2018):

1. Challenging tasks, namely the availability of
challenging work or tasks that can be measured through
indicators:
1. Achievement-oriented is the work or task that is

target-oriented, as measured through statements:
1. My works or tasks are target-oriented (PWE-1).
2. My works or tasks encourage me to do more
(PWE-2).

2. Cognitive stimulation is a job or task that always
stimulates new ideas, which are measured through
statements:
1. My works or tasks always stimulates critical
thoughts or new ideas (PWE-3).
2. My works do not trap me in routine (PWE-4).

2. Empowering dynamics, namely the dynamics of the
relationship between leaders, and empowering
coworkers, which can be measured through indicators:
1. Supportive engagement is a work-life interaction

that supports each other, which can be measured
through statements:
1. In my work environment, there is an

atmosphere of mutual support from both the
leader and my colleague (PWE-5).

2. In my work environment, there is a fair work
competition (PWE-6).

2. Inspiring work life is the interaction of work-life
that always gives inspiration and encouragement,
which is measured in the following statement:
1. In my work environment, there is a

relationship between the leader and
colleagues, who always inspire me to work
better (PWE-7).

2. In the work environment, I reprimand each
other if there are errors to be able to work
better (PWE-8).

3. Progressive spirit, which is the spirit of improving
one's abilities continuously and capacities through
robust collaboration, which can be measured through
indicators:
1. Extra roles willingness is the spirit always to be

willing to help coworkers outside their primary
responsibilities, as measured through statements:
1. I am always enthusiastic about being willing

to help my colleagues outside the primary
responsibilities of my work (PWE-9).

2. I am willing to work outside my mandatory
work time (PWE-10).

2. Togetherness is the spirit of cohesiveness always to
solve problems together, as measured through
statements:

1. I am always passionate about building
cohesiveness in solving problems together
(PWE-11).

2. I participate in activities organized by my
company (PWE-12).

RESEARCH METHOD
Factor analysis is one of the statistical analyzes used to
provide relatively simple descriptions by reducing the
number of variables called factors. Factor analysis is a
procedure for grouping items or variables based on similarity,
which is indicated by a high correlation value. Items that
have a high correlation value will form a crowd of factors.
The principle underlying factor analysis is to simplify the
description of the data by reducing the number of
variables/dimensions. Factor analysis is a statistical method
used to explain the variability between observable variables
(manifest variables) or correlated variables with the number
that represents the number of unobserved variables called
factors. For example, suppose eight observable variables
illustrate the variation of two unobservable variables. The
analysis factor traces these variations in response to the
unobserved variable (latent variable). The observed variables
are modeled as a linear combination of factors plus errors.
Information about interdependencies between observed
variables can then be used to reduce the number of variables.
Initial factor analysis is used for psychometrics and is used in
behavioral sciences, and other fields (Costello & Osborne,
2005; Fabrigar, Wegener, MacCallum, & Strahan, 1999;
Tabachnick & Fidell, 2019).
Exploratory Factor Analysis (EFA) is a statistical method
used to build a structural model that consists of a set of many
variables. EFA is one of the factor analysis methods to
identify the relationship between manifest variables or
indicator variables in constructing a construct. EFA is used in
conditions where researchers do not have preliminary
information or hypotheses that must be grouped into any
variable set of indicators that have been made. So the
researcher departs from the indicator (manifest) then forms a
variable. EFA is also used in conditions where latent
variables have unclear indicators. One latent variable
indicator may overlap with other latent variable indicators
(Asparouhov & Muthén, 2009; Henson & Roberts, 2016;
Reio & Shuck, 2014).
This study uses SPSS software to analyze EFA. The input
used is data from indicator variables. Because there is no
assumption as to where the indicators will cluster, usually in
the EFA analysis, it is unknown how many latent factors or
variables will be formed. Measures that indicate that an
indicator is included in a particular indicator in the EFA is
the value of the loading factor. When the value of loading an
indicator is higher than a specific factor, then the indicator
can be grouped into these factors (Hayton, Allen, &
Scarpello, 2016; Tabachnick & Fidell, 2019). The study used
a sample of 756 respondents who were business start-up
employees in Indonesia.

RESULTS AND DISCUSSIONS
The EFA test requirements are as follows (Fabrigar et al.,
1999; Hayton et al., 2016; Henson & Roberts, 2016; Reio &
Shuck, 2014; Tabachnick & Fidell, 2019; Watkins, 2018):

1. KMO and Bartlett's Test values   must be high
(minimum> 0.5)

2. Matrix components must be in 1 column
3. If there are numbers contained in 2 columns, then

the indicator must be discarded, then reprocessed
until the matrix data is in 1 column.
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From data processing, 756 respondents who obtained the
results as in table 1 and table 2 as follows.

In table 1, the KMO and Bartlett's Test scores show 0.919,
which means the results meet the requirements, but in table 2,
there are PWE 1 and PWE 2 indicators which are in both
columns, so these two indicators must be excluded from the
data processing.
After issuing the PWE 1 and PWE 2 indicators, the data
processing can be repeated with the same steps as the results
shown in table 3 and table 4 below.

In table 3, the KMO and Bartlett's Test scores show 0.916,
which means the results meet the requirements, and in table 4,
all the measurement indicators are in one column only, so the
test in this second stage is declared to have met the
requirements.

CONCLUSIONS
Through the results of the EFA test above, it can be
concluded that the measurement of the concept of Pro-
growth Working Environment (PWE) can be done with the
following indicators:
1. Cognitive stimulation
2. Supportive engagement
3. Inspiring work life
4. Extra role willingness
5. Togetherness.
In future studies, the concept of PWE can be used to examine
the relationship between antecedents and consequences
variables in the same context as this study and different
settings.
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