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In the workplace, greater interest in a job is expected to promote employees’ voluntary
learning, which is crucial in today’s rapidly changing technological world and extended
years of work due to living longer. A researcher, Asuyama, found that individuals who think
that their job is interesting work harder, have greater job satisfaction and commitment to an
organization, are more willing to continue working at their current organization, and enjoy
better mental health. Thus, higher job interestingness* is a benefit for both employees and
firms.

How many people find their job interesting? The answer to this question is that it
varies substantially by country. Figure 1 illustrates the percentage of workers who agree or
disagree that their job is interesting in several G20* countries, the data for which were
available in 2015. The proportion of workers who find their job interesting tends to be
greater in high-income countries, excluding Japan. A total of 86.8% of German and 78.6%
of American workers agree that their jobs are interesting. By contrast, the figures are
relatively low in lower-income countries as well as Japan. Only 45.1% of Japanese and

36.3% of Chinese workers agree that their jobs are interesting.

Figure 1: Do You Agree That Your Job Is Interesting? Answers across the Available Data

for G20 Countries in 2015

WO s Strongly Disagree

2: Disagree

733 Nenther”

N4 Agree

5 Strongly Agree

swnin fr01000 T OYaA)

gl = OM1(686—2)



What explains these differences? Looking at the psychology literature, Asuyama

emphasized these seven key job characteristics as factors that affect job interestingness.

Competence*: Feeling capable, which can be experienced by developing and effectively
exercising one’s skill in the workplace.

Autonomy*: Feeling free in one’s behavior, which can be experienced when one enjoys job
freedom and works independently.

Relatedness*: Feeling connected to others, which can be experienced through good inter-
personal workplace relationships.

Prosocial* meaning: Feeling that one’s own job helps others or is useful to society.

Economic meaning: Feeling that one’s own job leads to financial rewards such as a higher
income and a greater possibility of promotion, as well as a lower probability
of losing one’s job.

Pressure: Feeling pressure in the workplace such as work-life conflict and deadline pressure.

Interest match: Feeling that one’s own interests and the actual work environment are

matched.

Based on the literature, it is expected that more “pressure” will lower job
interestingness, “economic meaning” will either raise or lower job interestingness, and more
of the remaining five factors will increase job interestingness.

Using worker-level data from the International Social Survey Programme for 1997,
2005, and 2015, research by Asuyama confirmed that “pressure” decreases job
interestingness, whereas more of the remaining six job characteristics generally increases
job interestingness, regardless of country.

Figure 2 illustrates the relative importance of the key job characteristics that explain
the variations in job interestingness among workers in high-income countries (nine countries
excluding Japan), Japan, and middle- and low-income countries. As shown in Figure 2, all
three country groups share the fact that prosocial job meaning and job interest match are
two of the four most important factors to predict job interestingness. In both high-income
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and middle/low-income country groups, autonomy and a job’s economic meaning are also
ranked in the top four; however, the power of a job’s economic meaning (such as a higher
income and greater possibility of promotion) to explain interestingness is much larger in
middle- and low-income countries. Japan is unique in that the power of relatedness (good
relationships with management and colleagues) is much higher than the other two groups,

whereas that of economic meaning is much lower.

Figure 2: Power of Each Factor to Explain Job Interestingness
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Asuyama showed that the lower power of job autonomy to explain interestingness in
Japan is partly explained by the fact that the country has a group culture. She also found that
the greater importance of relatedness in Japan is associated with the limited work
independence of Japanese workers. It is very likely that Japanese workers must consult with
colleagues frequently and thus work less independently as a result of the way decisions are
made by group consensus in Japan.

Increasing job interestingness increases worker well-being and job performance.
However, studies on how to make a job more interesting are still limited. The above results
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suggest that policies such as informing employees about how their jobs are socially
meaningful and increasing a job’s interest-matching qualities using public or private job
matching services might be effective for improving job interestingness in most countries.
On the other hand, the results also imply that the effective ways to make a job more
interesting are likely to differ across cultures, work organizations, and development stages.

(Adapted from Yoko Asuyama, "What Makes One's Job Interesting? A Cross-
Country Comparison," IDE Research Column, No.16, 2022, https://www.ide.go.jp/

English/ResearchColumns/Columns/2022/asuyama_yoko.html)
00000000000 oooooooobooooooo
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D-101-11U2
長方形

D-101-11U2
タイプライターテキスト
(Adapted from Yoko Asuyama, "What Makes One's Job Interesting? A Cross-Country Comparison," IDE Research Column, No.16, 2022, https://www.ide.go.jp/English/ResearchColumns/Columns/2022/asuyama_yoko.html)
ただし、著者の許可を得て、一部文章を削除した箇所、英語表現を変更した箇所がある。


f1 1 Compare the Japanese trends with the trends of the other two groups shown in Figure
2. What are the similarities and differences observed among them? Explain in

complete sentences in Japanese. (40 5.)

2 Imagine a job which lets employees feel competence in their work and is useful for
society but where the pay is low and few people’s interests match the job. Which
worker would feel the work was more interesting, a German worker or a Chinese

worker? Explain in complete sentences in English. (60 5%)
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D-101-11U2
長方形

D-101-11U2
タイプライターテキスト
著作権保護の観点から、公開していません。


(Adapted from Sarah Chassé, “Meet the Man Who Raises Money for the Homeless by
Painting Their Portraits,” Reader s Digest, June 14, 2023)
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*non-profit organization FEEFIHERR
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D-101-11U2
長方形

D-101-11U2
タイプライターテキスト
著作権保護の観点から、公開していません。
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A 2023 article argues that recent increases in depression and anxiety among young people
were caused by the invention of smartphones and their common use which started in the
2010s. Research indicates that the following four rules may help reduce the damage that

smartphones can cause in young people:
1. No smartphones before high school
2. No social media before 16 years old
3. No phones used in school

4, More independence, free play and responsibility in the real world

Do you agree or disagree? Choose any of these items and explain your opinion.
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