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ABSTRACT

A causal model of job satlsfaction was empirically
tested using longitudinal data collected from 415 part-time
and full-time employees of a 327T-bed Veterans Administration
Medlical Center located In the mldweste. The causal effects
of opportunityes work involvementy routinizationy autonomy,
role amblgultys role conflicty role overloady work group
cchesiony distributive justlicey lnternal labor markety
supervisory supporte and task signiflicance were
investigatedes The blasing effects of positive and negative
affectivity were controlled fore Multiple regression
procedures were used to evaluate the extent to which
statistical assumptlons were violated and LISREL maximum
likellhood procedures were used to estimate four different
structural equation modelse The significant determinants of
job satlisfactions In the order of their Importances were:
routinlzationy distributive justicey positive affectivitys
negative affectlvityy work involvementy and opportunity. A
total of 55 percent of the varlance in jJob satisfactlion was
explaineds Suggestlions for future research and

recommendatlons for management are advancede.
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CHAPTER I

INTRODUCTION

Statement of the Oblectlive

The objective of thls dissertatlion is to estlmate a
causal model of job satisfactlon among employees of work
organizationse The proposed model is based on the causal
model of job satlsfactlons which iIs a sub=-part of a
comprehensive model of turnover developed by Price and
Mueller (Price and Muellers, 1981y 1986b)e These authors®
model was based on observations of organizational operatlons
and a critical review of exlsting reports of emplirical
investligations of the determinants of job satisfactlione.
Howevers even though the Price and Mueller model has had
significant success in explainling job satlisfactions It still
has some limitatlionse The causal model estimated in this
dissertatlon represents a major revislion and modification of
the Price and Mueller models The revisions made are based
on the results obtained from earlier tests of the model and

on reviews of current job satisfaction literaturese.



Definition of Job Satisfaction

Job satisfaction iIs the degree to which individuals
like thelir Jobs (Smith et ales 1969)e Job satisfaction lis
different from other types of satisfactions such as life
satisfaction. Job satisfaction deals with the emotlional
state of employees resulting from the appralsals of their
Jobs in a work organization.

The concept of job satisfactlon is related to but
distingulshable from the concepts of job involvement and
organizational commlitment. The differences between these
concepts may be apparent from thelr definitionse Joab
involvement is defined as a cognitive belief state whlch
reflects the degree of psychologlcal ldentificatlion with
one®*s job (Kanungos 1982).

In contrast to job satisfaction and job involvement,
organlizational commitment is usually defined as the extent
to which an employee identifles with and is attached to an
organizatione Mowday et ale. (1982) ldentify three
components of organlizatlional commitment: (1) a strong bellef
In and acceptance of the organization®s goals and valuess
(2) a willlngness to exert conslderable effort on behalf of
the organlzations and (3) a strong desire to maintain
membership In the organizatlione

Brooke et ale (1988) have provided a strong empirical

avidence to validate the assumption that job satisfactions



Job involvementy and organizational commitment are related
but distinct conceptse. Using a sample of 577 full-time
employees of a 327-bed Veterans Adminstration Medical Center
and a confirmatory factor analysls technlquesy It was shown
that these concepts are related but empirically distincte.
The findings of thils study are consistent with the consensus
among researchers who have examined the relationshlp between
job satisfaction and job involvement (Lodahl and Kejnery
19655 Lawler and Halls 1970% Lockey, 19763 Rabinowitz and
Hally 19773 Hall and Mansfleldy 19713 Mowdays et ales 1979;
Kanungo, 1982) and those who have examined the relationship
between Job satisfactlon and organlizational commitment
(Kanungos 19825 Price and Muellers 1936b; Lockey 19763
Steersy 1977; Mowday et aley 1979).

Traditionallyy the concept of job satisfactlon has been
viewed elther as a global (Brayfield and Rothes 1951% Quinn
and Stalnesy 1979) or as a dimensional (Smith et aley 1969)
phenomenae The global approach to jJob satlsfactlion deals
with the overall degree to which employees like thelr jobs,
whereas the dimenslional approach deals with the degree to
which they like different facets of their job such as pay
supervisliony promotions and co-workerse Although both
approaches are equally relevants the global approach 1s
preferred In thls study because the differant facets (leee

pays supervisions promotion, co-worker) of the job are



considered as organizational varlables which may iInfluence
employees® overall job satisfactione

The proposed model is limited to employees of work
organizatlions. Work organizatlons include any soclial
systems such as business firmsy hospitalse schoolsy and
government agenclesy, In which members recelve monetary
compensation for their serviceses Other organizations, such
as churchesy trade unlonsy and professional assoclations are
hereln referred to as "voluntary associatlons«® Members of
these organizatlions may or may not be compensated for their
servicess Some of the services rendered to these

organizations are done for personal gratificatlione

The Importance of job satisfaction

Job satisfactlion has been one of the most studled
subject in the fleld of industrial and organlzational
psychology. Systematic attempts to study job satisfaction
dates back to the 1930%s. Since thenes literally thousands
of bookse articlesy and dissertatlions have been written on
the subjecte These efforts clearly demonstrate the
importance of the subject to researchersy, managersy
employeesy and to people in general. Taken cumulatively,
these studies have provided substantial empirlical evidence
of the effects of job satisfaction on a varlety of

organizatlonal varlables {(l.e turnovery absenteeisme and



organizatio.al commitment) and individual variables (ie.e
life satisfactliony physical healths longevitys mental
health, patient satisfaction, patient®s compliance with
medical reglimen)e.

Job satisfactlion has been shown to play a slgnificant
role in employee®s absenteelsm and turnover (Mobley et ala.,
19783 Beehr and Guptas 1978; Steers and Rhodess 19785
Bluedorny 1979; Cotton and Tuttley 19865 Dalessio et ale.y
19867 Martiny 19793 Martin and Hunte 1980; Michaels and
Spectory 19823 Nicholson 19773 Miller et al.y 19793
Parasuramane 1982: Price and Muellery 1981y 1986b§ Spencer
et ales 19835 Thompson and Terpening 19835 Waters and Roachs
1973y 1979 Brookey 19865 Iversony 1987T). It should be
notedy howevery that the job satlisfaction and absenteelism
relationshlip Is less well supported (Nicholson et ales
1976)« In generals these studles suggest that Jjob
satlsfaction has poslitive impact on employees® decision to
attend work regularly and to maintain membership In a work
organizatione.

Research has shown that job satlisfactlion can affect
employee®s level of organlzatlonal commitment (Angle and
Perryy 19815 Buchanane 1974: Hreblanlik and Alutt, 1973; Koch
and Steersy 1978; Steersy 1977; Wakefleldy 19823 Reichers,
19855 Price and Muellery 1986b§ Sorensony 1985)e The

implication of these findings iIs that a high level of job



satisfaction may increase the extent to which an employee is
able to identify with and be Involved In hls organizatlione.
Although these findings are consistent with the general
accepted view In the literaturesy a recent study by Bateman
and Strasser (1984) has questlioned thls views These authors
argue that Jjob satisfaction is not a determinant of
organlzational commltments rather It is organlzational

commi tment that Influences job satisfactions A more recent
attempt by Curry et ale. (1986) to replicate Bateman and
Strasser study did not provide support for the dissenting
view.

The effects of job satisfactlon are not limited to the
organizationes On the Individual levely job satisfaction has
been linked to 1life satisfactlion (Weltzy, 19525 Iris and
Barretty 19725 Campbell et ales» 197635 Kornhausers 1965),
physical health (Herzberg et ale.s 19597 Burkey 1970;
Chadwich-Jdonesy 19693 Salessy 1969; Sales and Housey 1971)y
longevity (Palmores 1969)y and mental health (Kornhauser.
19653 Kahny 1981; Gechman and Wienersy 1975). These studles
suggest that job satisfaction is positively related to
employeest' life satisfactlons physlical healths longevlity,
and mental healthe

A few major studies have demonstrated that a high
degree of job satisfactlon among medical professlionals is

positively related to patient satlsfaction and patlient®s



compliance with medical iegimen (Welsman and Nathansony
19853 Hay et aley 1987)s. These studles imply that high
degree of job satlsfactlon among medical professionals may
enhance the relationship between medlcal staff and patlentse
Since poor medical staff-patient relationship has been
identified as one of the major factors responsihle for the
increasing malpractice suit crisls (Blume 19577 Somers and
Somersy 19615 UeS DHEWy 1973)¢ these studies also imply that
hligh degree of job satisfaction among medical professionals
may improve medical staff—-patlient relationshlps and thus

curtall the medical malpractice crislise.

Ibhesis Qutline

The dissertation Is organlzed as follows: Chapter 11
presents the proposed causal model of job satlsfactlon and
indicates the revisions and modificatlons made Iin the Price
and Mueller models Chapter 111 describes the research slite,
the sampley data collection proceduress measurements and
data analysis strategys. Chapter IV presents the results of
the comparative analysis of subgroup differences on Job
satisfaction, LISREL procedures used to estlimate four
different structural equation modelss LISREL procedure used
to examine the contributions of the correlates to the
explanatory power of the causal modely and the results of

the exploratory lnvestigation of the effect of pay on job



satlsfactione Finallys Chapter V presents the summary and
discusslion of the results, recommendation for management,

and recommendation for future researches



CHAPTER II

THE CAUSAL MOODEL

The alm of this chapter Is to introduce and discuss the
causal model of job satisfaction. The causal model
presented In this sectlion represents a revision and
modification of the Price and Mueller (1986b) models. The
path dlagram of the causal model Is 1llustrated in Figure l.
The deflinitions of the variables in the causal mocel is
summarized In Table 1.

The discussion beglns wlith the descriptlion of the
independent varlables and justification for thelr selectione
This iIs followed by description of the control variables and
correlatese The next sectlon presents the assumptions upon
which the proposed relationship between the endogenous and
exogenous varlables are baseds The flnal sectlon describes
the revislions and modlficatlons which have been made on the

Price and Mueller (1986b) models
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Table 1

Definition of variables in

th causal model

variable

le

Ze

3.

4e

5.

6

T

8e

e

Opportunity

Routinization

Autonomy

Role Ambiguity

Role Conflict

Role QOverload

Work Group
Coheslon

wWork
involvement

Distributlve
Justice

Definition

T . in. eilocenirn — i U i eI bl D il i, S - ———————

avallablllity of alternative jobs In
the organization®s environment

degree to which jobs In an
organization are repetitive

degree to which employees have
freedom to act tndependently
on the job

degree to whlich there Ls a discrepancy
between the amount of iInformation a
person has and the amount he requires
to perform his role adequately

degree to which Incompatible demands
are made upon an individual by two or
more persons whose jobs are
functionally iInterdependent with that
of the individual

degree to whlich varlous role
expectations exceed the amount of time
and resources avallable for their
accomplishments

extent to whlch employees have close
friends in their Immedliate work units

normative bellef in the centrality of
work role in one®s life

degree to which rewards and punishments
are related to performance Inputs
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Table 1 {(cont.)

———— - - - -

variable Definittion
10 Internal Labor refers to the extent to whi<h the
Market structure of the jobs within an

organization is characterized by

the existence of job ladders,

entry limlited to the bottoms and
upward mobllity which is accompanlied
by a progressive development of
skill and knowledge

1le Supervisory degree to which supervisors are
Support helpful iIn job-related matters

12 YTask Significance degree to which an Indlvidual®s J}jab
contributes significantly to the
overall organlzational work process

e - - - —— - - - e - — D AT T - - e -

¥Yariables
Independent Variables

Qepartunity ks the availabllity of alternative jobs in
the organizatlon®s environment (Price and Muellery 1986a)e.
The degree of opportunity is assumed to be high when there
is a large number of alternative jobs for which an employee
is quallfleds wWhereass the degree of opportunity ls assumed
to be low when there are few alternative jJobs for which an
employee is qualifiedes In this researchs the definitlion of
opportunity Is restricted to the avallablllity of jobs
outslide the organizations and not the avallability of }obs
within the organlizatione Opportunity is an environmental

varlable whlich s beyond the control of the organlization.
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It is hypothesized that opportunity has a negative
impact on job satisfactione Tnis hypothesis ls well
supported In the literature (Hulln et ales 1985; Miller et
aley 19797 Smith et ales 19693 Iversons 1987; Price and
Muellery 1986b; Pond and Geyers 19875 Mobley et ala.y 1978).

Routlnlzatlon is the degree to which jobs in an
organization are repetitive (Perrows 1967)s A job is
expected to have a high degree of routinization If the job
does not requlire employees to use thelr skillsy experiences
and knowledges Matertials pertinent to routinization can be
found under the discussion of "exception” (wkithey et aley
1983)y and "variety” and “repetitliveness® (Hackman and
Oldhamys 1975; Sims et al.y 19765 Porter and Steerss 19735
Cotton and Tuttle, 1986).

The inclusion of routinlzation in the causal model is
based on a strong emplrical evidence which support the
proposition that there Is a negatlve causal relatlonship
between routinization and job satisfaction (€ichar and
Thompsons 19863 Hackman et aley 19785 Hackman and Lawler,
1971; Kohn and Schoolery 19735 Turner and Lawrencees 19653
Porter and Steersy 19735 fFarrelly 1977 Lockey 19765 Katz
and Kahne 1978: Martine 1979 Price and Mueller, 1981,
1986b; Price and Bluedorns 1980: Thompson and Terpeningy

1983; Brookey 19865 Iversons 1987; Currys et ales 1985)e
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Autonomy Is the degree to which employees have freedom
to act independently on the johe The highest degree of
autonomy exist when an Individual employee has total freedom
to decide what and how the jJob should be done, whereas the
lowest degree of autonomy exist when an individual employee
has to depend on others in the immedlate work environment to
dictate what and how the job shauld be done. Materlals
pertinent to autonomy can be found under the discussion of
“power” (Albrows 1970; Kahn et al.s 1964), “participative
decision making™ (Holdaway et ales 19755 Martin, 1979 Price
and Bluedorny 19803 Alutto and Belascoy 19775 Caplan et al.es
1L975)s "freedomy™ and “independence®™ (Lockey 19687 Maimon
and Ronene 19785 Marsh and Mannarle 19777 Mowday and
Spencery 19815 Slms et aley 19765 Waters and Roachy 1971),
and "centralization™ (Price and Muellery 1981,y 1986b;
Iversony 1987; Farrell, 19775 Brookey 1946)y *“control®™
(Sutton and Kahne 19873 Thompsons 1981l)e "allenatian®
(Blaunery 19643 Seeman, 1972)y "authority™ (Kays 1974),y and
"responsiblility® (Herzberg et aley 1959).

There s strong emplrical support for the inclusion of
the autonomy variable in the model. It Is well establlished
In the literature that autonomy has a positive lmpact on job
satisfaction (Hackman and Lawlere 1971: Nicholson et ale.s
19775 Price and Muellery 1981y 1986b% Brookey 19865 Iverson,

1987T; Hackmane Pearceys and wWolfey 1978; Karaseky 1979:
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Porter and Lawlery 19653 Turner and Lawrencey 19653 Vroomy
19645 Weavery 19775 Tetrick and LaRoccoy 1987; Slavitt et
aley 19785 Curry et ales 19855 Farrelly L9775 Caplan et aley
1975).

Role amblauityes_ Bole conflict and Role ogverload are
three role stressors which a number of researchers (Kahn et
ales 19647 RIZ2Zo et aley 19705 Schulery 1980; Lockey 19763
Hollon and Chesserys 19763 Frencli and Caplane 19735 House and
Rizzos 1972) have ldentified as potential determinants of
job satisfactione Role ambligulty Is defined as the degree
to which there is a discrepancy between the amount of
Information a person has and the amount he requires to
perform his role adequately (Kahn et aley 1964)e In
generaly an employee Is more likely to experlience role
ambliguity when he is unclear about what Is expected of hlime.
Materlals pertinent to role amblgulty can be found under
discussion of "instrumental communicatlion” (Price and
Muellery 1981y 1986b;3 Iversons 1987)e. AN extensive amount
of research has been conducted on the effect of role
ambigulity on Job satlsfaction (R1zzo et ales 1970; Kahn et
alee 19645 House and Rizzoy 19727 Hammer and Tosiy 19743
Schulery 1975% Greene and Organy 1973; Brookes 19863 Kellers
19753 Szilagyl et ales 1975; Lyonss 1971). These research
findings provided the basls for hypotheslzing that role

ambigulty has a negative lmpact on job satisfaction.
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Role conflict iIs related but distinct from the concept
role ambiguity (Miles and Perreaulty 19763 Rizzo et ale.y
19705 Toslsy 19715 Schuler et ales 19775 Schwab et ale.s
1983). Unllike role ambiguitys role conflict refers to the
degree to which incompatible demands are made upon an
individual by two or more persons whose jobs are
functionally interdependent with that of the individual
(Kahn et ale.y 1964). Kahn and French (1970) note that role
conflict may occur when two or more sets of role
expectations occur simultaneously such that compliance with
one makes compllance with the other more difficult or
Impossibles Evidence suggest that role conflict has a
negative Impact on job satisfaction (Tosi and Tosl, 19703
Tosie 19715 Rizzo et aly 19705 Kellery 19753 Nicholson and
Gohe 19833 Szilagylsy 19775 Szilagyl et ales 19753 House and
Rizzos 19725 Kahn et ale.s 1964). It lIs,y therefores
hypothesized that role conflict has a negative impact on job
satisfaction.

Role overload ls one dimenslion of role stressor that
Isy often timess fgnored In studies examining the effects of
role stress on job attitudes. The literature on role stress
suggests that role overload s a related but distinct
concept from role ambligulty and role conflict (Burke and
Belcourty 1974; MacKimmony 19783 Kahny 1973)e Role overload

Is the degree to which varlous role expectations exceed the
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amount of time and resources avallable for thelr
2zcomplishments (Miles and Perreaulty, 1976). Role overload
is not neccessarily the same as hard worky or tasks which
involve heavy responsibilities and/or long hours continulng
over long perlods of time (Jaquesy 1966)e These Jjob
situations are not sufficlent factors to cause role
ovarioade Role overload is only likely to occur when an
employee finds himself belng given tasks which are
unmanageable because of lack of time and resources or the
ass igned tasks are beyond his personal capablillities.

Materlals pertinent to role overload can be found under
discussion of "work load®™ (Curry et ale., 1986 Price and
Muellery 198l). Role overload has been found to exert
negative influence on Job satisfaction. (Kahn et aley 1964:
Batemany 19803 Curry et aley 19865 Bucky 19725 Beehr et al.s
19763 Salesy 1970: Burkey 197035 Burkey 1976). Based on
review of the literaturey it Is hypothesized In thils model
that role overload has a negative impact on job
satisfactione

Work group_cohesion iIs the extent to which employees
have close frlends In their immediate work units (Price and
Muellery 1986a)e The extent to which employees participate
jointly In soclal actlvities in and outside the organlization
may be an iIndicatlon of the type of friendship that exlsts

among themes The focus here Is on immediate work units and
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not on the entire work units in the organizatione The
radiology department In a teaching hospital which Is a sub-
unit of the department of medicine iIs conslidered as a work
unlty whereas the department of medicine is not. Materials
pertinent to work group cocheslon can be found under the
discusslon of ®integration® (Price and Muellery, 1986b)e

The Importance of work group cohesion as a determinant
of job attitudes is well documented In the literature (Mayo
1933, 1945; Roethlisberger and Dicksony 1939)e The
inclusion of work group coheslon in the causal model ls
based on emplirical evidence whlich provide support for the
hypothesls that work group coheslon has a positive impact on
job satisfactlion (Nicholsony 1977 Price and Muellery, 1986b;
Kellery 1983F Martin and Hunt, 1980).

Hork_Ipvolvement iIs a normative belief in the
centrality of work role in one®s life (Kanungos 1982).
Kanungo (1982) notes that the concept of work invaolvement is
related but distinct from jJob involvement. According to
Kanungoe work involvement refers to an indlividual personal
code of ethics regarding work in generals whereas job
Involvement refers to caognitive bellefs regarding a speclific
Jobe

In generals employees with higher levels of work
involvement are more likely to be predisposed to relate

posltively to their job experlence and willing to work than
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those with lower levelse Materlals pertinent to work
involvement can be found under discussion of
“professionallism® (Price and Muellery 1986b)s and
"motivation® (Robinson et ale, 1969F Farrelly 1977).

Research has shown that work Involvement has a direct
positive effect on Job satisfaction (Prookes 1986; Mottaz
1981ty 1985y 19883 Price and Muellersy 1986b). It 1s»
thereforey hypotheslized that higher level of work
involvement will have a direct positive effect on job
satisfactjon.

Distributive Justice is the degree to whlch rewards and
punishments are related to performance inputs (Homanse
1961)e Performance Inputs refer to such things as effort,
experiencees and education which an employee contribute to
the job. Reward refers to paye promotione fringe benefits
which an organizatlion gives to its members. Punishment
refers to demotiony firlngs and reprimands which
organizations use as sanctlions,

In generals the degree of distributive Jjustlice is
assumed to be high In an organizatlion when rewards and
punishments are based strictly on performance Inputse.
Materfal pertinent to distributive justice can be found
under the dliscussion of "falrness™ and "equity™ (Iversons
19875 Bluedorny 19825 Carrell and Dittrichy 19785 Goodman et

alesy 1973; Lockey 1976; Berkowlitz et ales 1987).
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Exlisting empirical evidence provides support for the
inclusion of distributive justice in the model (Vrooms 19643
Williams and Hazery 19665 Curry et alee 19855 Curry et alay
19865 Price and Mueller 1981y 1986b; Price and Bluedorny
19803 Bluedorny 1982§ Martine 1979)s Distributive justice
Isy thereforey hypotheslzed to have a direct positive effect
on job satisfactione

Intecpnal Labor Market refers to the extent to which the
structure of the jobs within an organization is
characterized by the exlstence of job ladderss entry limlted
to the bottoms and upward mobillity which Is accompanied by a
progresslive development of skill and knowledge (Althauser
and Kallebergs 1981)e This concept is different from the
concept of opportunitys Internal labor market refers to the
labor market within an organtzationy whereas opportunity
refers to the labor market outside the organization.

Materials pertinent to Internal labor market can be
found under the dlscussions of ®promotlional opportunity™
(Price and Mueller 1981y 1986a; Brookey 19865 Martiny 19793
Farrelly 19775 Iversons 19873 Curry et ale.s 1986),
"promotion from within®” (Ouchlis 1981)y “opportunity for
advancement® (Steers and Rhodese 1978)¢ and “upward mobllity
and advancement®™ (Kraute 1975; Thompson and Terpeningy

1983).
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There 1s strong empirical evidence which suggests that
the Internal labor market has a direct positive effect on
Job satisfaction (Lawlers 19735 Porter and Steerss 19733
Price and Mueller 1981y 1986b; Thompson and Terpenings 19833
Curry et ales 1985; Smith et al.e 1969; Mamon and Roneny
19785 Iversony 1987). It lsy thereforees hypotheslized that
the Internal labor market will have a direct positive effect
on job satisfactlion.

Supervisory Suwport is the degree to which supervisors
are helpful In job-related matters. The amount of
supervisory support needed by employees of an organlzation
may vary according to the type of taskse For example, If
the nature of the task to be performed Is such that it ls
highly complex and requlires high degree of Interactlon
between employees and thelr supervisorss supervisory support
may have slgnificant impact on how well the Job Is done and
on employee®s job satisfactione.

Materlals pertinent to supervisory suppoart can be found
under the discussions of ®leadershlip behavior pattern®
(Basse 1981F Halpin and Winery 1957)s "employee centered
supervision™, "partipative leadership styles™ and "human
relation-oriented supervision® (Likert, 1961; Landy and
Trumbos 197635 Flelshman and Harrlss 1962)e There lIs
conslderable empirical support for the direct positive

effect of supervisory support on satisfaction which the
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causal model proposes (Mottazy 1985+ 1988; Gruenfeld and
Kassume 19735 Oaklander and Flelshmane 1964 3§ Nealey and
Bloods 1968; Szilagyl and Simmss 19745 Downey et aley 19755
Jagoy 19825 Burke and Wllcoxs 19695 Likerty 19617 Martin and
Hunte 1980; Michaels and Spectory 1982; Willlams and Hazer,
19865 Neumanns 19735 Perry, 1978)e 1[It Isy thereforey
hypothesized that supervisory support has a positive impact
on job satisfactlone

Iask Slgnlflcance is the degree to which an
Individual*s job contributes sligniflicantly to the overall
organizational work processs Task signiflicance 1s one of
several task characteristics which has received consliderable
research attention. Prevlous studies have shown that task
significance Is strongly related to work attlitudes (Hackman
and Lawler, 1971 Hackman and Oldhame 1975 1979 Slms and
Szilagyly 19765 Plerce and Dunhamy 19765 Kirsch and
Lengermanny 19715 Herzbergy 19665 Blaunery 1964)e Although
these studles Indicate that task slignificance has direct
Impact on work attitudess there Is still a need to
specifically examine the effect of task signiflcance on job
satisfactione Few studies that have examined this
relationship suggest that task signiflicance has direct
positive effect on Job satisfaction (Mottaz 1981y 1985,
19885 Hackman and Oldhame 1980)s I[In thls researchy attempt
wlll be made to provide further Insight on the effect of

task signiflcance on Jjob satisfactlone
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Control Varlables

This section presents discussions and jJustification for
using negative and positive affectivity variables as
controls in this studye.

A large number of empirlcal studies have investigated
the factors Influencing job satlisfactione. In most of these
studliesy self report measures have been used to assess job
characteristics and job satisfaction (Hackman and Lawlery
1971% Hackman and Oldhamy 19765 Price and Muellery 1981,
1986b)e There Is a growing concern In the literature which
suggests that the relatlonshlip between job characteristics
and job satisfaction may be inflated considerably by
dispositlional affectivity varlablesy, such as poslitive
affectivity and negative affectivity. By definitlons
positive affectivity 1Is the degree to which one feels
enthusjastic across time and slituation (Watsons Pennebaker,
and Folgery 1987)« Negative affectivity is the degree to
which one feels self~dlissatisfaction across time and
situation (Watson and Clarks 1984).

Based upon an exhaustive review of the literature
regarding positive affectivity and negative affectivity,
Watson and his colleagues (Watson and Clark, 1984; Watson,
Pennebakery and Folger, 1987; Watsons Clarks and Tellegeny
19843 Watson and Tellegeny 1985) concluded among other

things that (i) indlividuals who are high on negative
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affectivity are more likely to accentuate the negative
aspects of themselves and their environment than those who
are hligh on positive affectivity, (2) Individuals who are
high on negative affectivity are more likely to report more
stress and physical complaintse even in the absence of any
stressor or health problems and (3) negative affectivity and
positlve affectivity may operate as nulsance variables in
job attlitude research.

A recent study conducted by Brief et ale (1988)
validated these viewse Using a sample of 497 managers and
professlonalsy Brief and hls colleagues observed a
signiflicant reduction in the correlatlion between self report
stress measures and overall job satlsfaction after
controlling for negatlive affectivitye In order to
circumvent the Impact of poslitive affectivity and negative
affectivityes both concepts will be measured and controlled
fore« This approach |Is consistent with one of the potential

solutlions recommended by Brief et ale. (1988).

Correlates
Missing from the causal model are a set of correlates
(lee sexy marital statuss ages educationy duty status,
tenurey and occupation). This sectlion provides
justification for excluding these correlates from the causal
model and brlefly lndicates how the correlates wlll be used

In this studye.
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The exclusion of these correlates lIs based on two maljor
considerationss Flirste these correlates are mainly
demographic and blographlc Information about the individual
that can only be used for descriptive purposese In contrast
to theoretical variables which are used to explain the
varfation in the deyree of job satisfactionsy correlates
cannot be used to examine the cause of the observed change
in job satisfactlione Length of employment {(tenure) can be
used to illustrate this differences. Tenure, per se, cannot
cause the level of job satisfactlon to Increase or decrease.
Rathery there Is something abstract about tenure which is
causing the degree of job satisfaction to changes. According
to this causal models the abstract concepts which are likely
to cause tenure to influence the degree to job satisfactlon
include autonomys routinizations and work group cohesione
Employees who have stayed longer In the organization may
have hlgher level of job satlsfactlon than new employees
because they are more llkely to have more autonomys perform
less routine tasksy and have more friends in thelr immedlate
work unlte Slince models are abstract statements about
causal relatlonship among varlablesy the abstract concepts
regarding tenure are of more theoretical value than tenuree.
{(For detalled dliscusslion see Price and Muellery, 1986by pe

25"290)
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The second consideration has to do wlth the explanatory
power of the correlates. HWhile Job satisfactlion has been
shown to vary with such factors as sex (Golembiewskiy 19773
Weavery 19773 Martin and Hansony 1985)¢ age (Glenne Taylor,
and Weavers 19775 King et ales 1982% Janson and Marting
19823 Kalleberg and Loscoccos 1983; Pond and Geyers 1987),
race (Weavers 1977)y education (King et al.s 1982}
Gruenbergy 19803 Glenn and Weavery 1982% Mottaze 1984;
Wright and Hamiltony 1979)s tenure (Katze. 1978)s marital
status (King et aley 19825 Seybolt and Gruenfeldsy 1976),
urban-rural background (Seybolt and Gruenfeldy 1976% Turner
and Lawrences 1965}y and occupation (Gruenbergy 1980),s many
studies have shown that after theoretical varliables have
been taken Into account these factors account for very
little varlance in job satisfaction (Price and Muellery
1986b;: Brookes 1986; Iversone 19875 Campbell et alesy 19763
Meavers 19773 King et ales 19825 Mottazy 1985)e These
findings suggest that the theoretical variables iIn the model
captures the abstract factors which are likely to cause the
correlates to iInfluence the degree of job satisfactlone.

Although these correlates are excluded from the causal
modelys they are retalned In thils study to test for model
misspeciflicatlions and interactlon effecte. The test for
maodel speclification and Interactlion test will be conducted

by evaluating the changes in the regression coefflcients and
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the proportion of variance in the dependent variable which
may occur when the correlates or the Interaction terms
involving the correlates and the Independent variables are
added as a group to the regression equation containing the
independent variablese. If there Is a statistically
significant and substantive Increase in the proportion of
explain varlance resulting from the additlion of the
correlatesy 1t will be Interpreted as evidence of model
misspecification through omission of important variablese
On the other hande if the increase In the praportion of
var fance resulted from the additlon of the interaction
termss it will be used as a basis to questlon the

appllicabllity of a single model to all subgroupse

Assumptlions

The proposed relationships between the dependent and
Independent varlables in the model are based on some
fundamental assumptlions. Stated below are the assumptionse.

Five variables are hypotheslized to have a negative
impact on job satisfaction: opportunity, routinizations role
amblguitye role conflictsy and role overloade Speclficallyy
it is proposed thai the higher the degree of opportunltye
routinizatliony role amblgulty, role conflicts and role
overloady the lower the degree of job satisfactione. These

propositlons are based on the assumptlons that employees
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value freedom to explore job possiblliltesys some degree of
variety in their jobsy availability of information on what
Is expected of them on the }Job, belng free from confllcting
demands made by other peoplesy and having reasonable work
loade.

Seven varlables are hypothesized to have positive
impact on job satisfaction: autonomys work group cohesione
work involvementy distributive justices internal labor
markety supervisory supports and task signlflcance. It is
proposed that the hligher the degree of autonomys work group
cohesionsy work involvement, distributlive justices Internal
labor markety supervisory supporty and task significances
the higher the degree of job satisfactione These
propositions are based on the assumptions that employees
value the freedom to dictate how they do thelr Jjobs working
with people who are friendlys belng employeds having their
rewards linked to thelr performancey Jjob structures that
provide them with the possibility for upward moblility,
supervisors who are sensitive to their job-related problemss
and knowing how thelr Inputs are connected with the overall

output of the organization.

Rexision of Price and Mueller Madel

The alm of this section is to present the Price and

Mueller model and to Indicate the malor revislions and



modifications that have be
of the model and the defin

Figure 2 and Table 24 resp
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en made. The graphic presentatlion
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Table 2

Varlable definitions

VARIABLE

DEFINITION

le Opportunity

2« Routinization

3« Centralization

4 Instrumental
communication

5 Integration

6+ Pay

Te Distributive
Justice

8e Promotional
oppor tunity

9« Role overload

10 Professionalism

lle Kinship
responsibility

avallabllity of alternative jobs in
the organlzation®'s environment

degree to which jobs in an
organlzation are repetitive

degree to which power 1is concentrated
in the organlization

degree to which information about
the job Is formally transmitted by an
organization to its members

degree to which members of an
organlzation have close friends In
their immediate work units

money and its equlvalents which
individuals recelve for thelr servlces
to the organization

degree to which rewards and punishment
are related to performance input into
the organlization

degree of potentlial vertical
occupational moblility within the
organization

extent to which demands of the Jjob
are excesslve

degree of dedlcation by individuals
to occupational standards of
performance

Involvement In kinshlp groups in the
local community

e s — — cnp - TS A D . T U . AU D T A
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The revisions and modifications made to the Price and
Mueller model are based on the results of the emplrical
tests of the model and on reviews of organizational
behaviors organizztional psychologys and social psychology
literaturese The revislons asd modifications are made 1In
flve areas: (1) variables with significant empirlcal
support were retained; (2) variables that did not contrlibute
significantly to the explanatory power of the model were
deleteds (3) variables that were omitted from the model, but
have been identified In the llterature as potential
determinants of job satisfactlion were included in the
proposed model; (%) some varlables were re—defined and re—
measured as suggested In the lliteratures and (5) some
variables (negative affectivity and poslitive affectivity)
that have been identified In the literature as potential
"nuisance” varliables in job attitude research were defined,
measuredy and controlled for in the proposed models

The following determinants ldentified in fhe Price and
Mueller model are retained In the proposed madel:
opportunity,s routinizatlonsy integrations role overloady
distributive justices Instrumental communicatlion,
promotional opportunity, centrallzatioen and professionalism.
Retentlon of these variables ls based on recent empirical
evidence (e«.ges Brookey 19863 Iversons 19875 Hulin et ala,

1985; Elchar and Thompsony 19386: Tetrick and LaRoccoe 19873
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Currye et aley 19865 Curry ete ale.y 1985: Mottaz 1981y 1985,
1988) that supports the hypotheslzed relationshlp between
these variables and job satisfactlions. It should be noted,
howevery that the terms Iintegrations centralization,
instrumental communications promotional opportunity and
professionallsm have been changed to work group coheslons
autonomys role ambiguity, internal labor market, and work
involvementy respectivelys in the proposed model. The
changes In terminology are based on a need to malntain some
degree to consistencye.

Three varliables were deleted from the model: paye
kinshlp responsibllitys and size of work unite In the Price
and Mueller modely it was hypotheslzed that pay is
positively related to job satisfactlons Howevere the test
of the model showed a slgnificant positive 2zero order
correlation between pay and job satlisfactions but a negative
net effect of pay on Job satisfactlon. Similar findings
have been reported in recent studies (Brookey 1986;
Sorenseny 1985). These flindings are not consistent with the
general consensus among researchers who have demonstrated
that pay 1s posltively related to jJob satisfactlion
(Bluedorny 19793 Lawleres 1971, 19735 Lawler and Hall,y 1970).
Because of the conflicting evidence of the impact of pay on
Job satisfactiony, It was deleted from the causal modele

Howevers slince pay Is widely clted In the llterature as
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potential determinant of Job satisfactione It was retalned
in thls study for further examination. Kinship
responsibility and size of work unit were deleted from the
causal model because of lack of substantial empirical
supporte.

Some other potential determinants of job satisfaction
that have received constderable support in the literature
were included In the proposed models. For instancey research
has shown that role conflicty supervisory supports and task
significance are determinants of job satisfactione

Role overload and promotlonal opportunity have been re-
defined and re—measured in the proposed models Price and
Mueller found role overload to be a non-significant
determinant of job satisfactlione. This finding Is not
consistent with the literature. Based on the review of the
literature and an examination of how Price and Mueller
defined and measured role overloads a broader view of the
concept may be preferrede Price and Mueller deflined role
over load as “the extent to which demands of the job are
excesslves® Thils definltion represents a narrow view of the
concepts It equates heavy workload to role overloade.
Howevery the literature on role stress suggest that It is
not only the presence of excess demands that Induces role
over loads rather It ls the “degree to which varlous role

expectations exceeds the amount of time and resources
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available for their accomplishment®™ (Miles and Perreault,
19765 Jacquesy 1966)e Price and Mueller used a single item
index to assess role overloade A broader view of the
concept suggests a multliple item index method of assessmente

Alsoy the concept of promotional opportunitys as
deflned and operationallzed In the Price and Mueller model
focused on a narrow segment of the internal labor market of
the organizatione For instances the concept of promotlonal
opportunitye as defined in the Price and Mueller model,
deals only with the extent to which vertlical occupational
mobility is possible within an organizatione. It does not,
as suggested In the literaturey examine the extent to which
upward mobility is accompanied by progressive development of
skills and knowledgey, and the extent to which the jJob
structure within an organizatlon Is characterized by the
existence of job ladder and a policy which limit entry to
the bottom of the ladder (Althauser and Kallebergs 1981).

In the proposed models a new term *internal labor market®™
has been devisede The definition and operationallzation of
the term encompass all of the ldentliflied dimenslionse.

The recognition of the potential Ilmpact of negative and
positive affectivity wvariables represents a major revision
of the Price and Mueller model (see discussion In control
variable section)e The inclusion of these varlables may
signiflicantly improve the explanatory power of the causal

model.
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CHAPTER I11I

DATA AND METHOOS

This chapter describes the data and procedures whilch
were used to estimate the causal models The chapter begins
with the description of the research site and followed by
discussion of the sampley, data collectlon proceduressy

measurement, and data analysis strategye.

Research Site

The site for thls research is a 327-bed Veterans
Administration Medical Center (henceforth "VAMC®) located in
the Upper Midweste This tertiary care facllity provides
full range of specialized diagnostic and treatment programe
and acute patient care to the veterans population. The
range of services provided covers medical (135 beds)s
surgery (110 beds)s intermedliate care (18 beds)s psychiatry
(46 beds)y and neurology (18 beds).

The VAMC has a work force of approximately 1288 full-
time and part-time employeese. In flscal year 1988,y the
facility had a workload of 65,728 total patlent days of
carey 69925 total patlent admissionsy 69921 dischargesy
average length of stay of 95 dayss T7T+631 outpatlents

visitsey and an occupancy rate of 63.% percente.
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Sanple

The unit of analysls for this study was the Individual
employees A total of 823 full-time and part-time employees
of the VAMC were Included in the study (excludlng residents,
traineesy temporary employeesy employees with term
appointmentsy and employees who particlipated in the pretest
of the questlionnalre). Reslidentsy trainees, temporary
enmployeesy and emplayees with term appointments were
exc luded from the study because they are not regular
permanent employees of the hospitale A pretest of the
questionnalre used to collect data was conducted among
thirteen employees of the hospltal so as to evaluated the
comprehenslveness of the questlionse The thirteen employees
who particlipated In the pretest of the questionnalre were
exc luded from the study because of the concern that those
employees have been sensitized to the problem and as such
thelr responses may be balsed.

The advantages of including all the regular employees
are twofold: (1) since there Is a high degree of
occupatlonal diverslty within the VAMCy a sample of all the
employees will produce greater variatlion in the independent
and dependent variables than wlll be expected If the sample
is restricted to a sub—-population of the employeesy and (2)
inclusion of all employees will provide the basls to assess
the generallzabllity of the causal model across occupational

Jroupss
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Rata Collection

Site Preparation

One month prior to the collection of data, several
fileld visits were made to all major departments and services
in the medical centers The objectives of the field visits
were to interact with the employeess explaln the objectlives
of the researchy and to distribute a fact sheet which
described the procedures to be used. In addition to these
fleld visitsy the organizational general information
bulletin was used to publiclze the start of the iInitial and
follow—up surveys generate support for the studys send
reminder notlcesy and thank you messages to the
particlpantse The contents of the fact sheets and notices
which appeared In the organizational bulletln are provided
in Appendlix E« Dillman (1978) suggestions were used as
gulidelines to administer the survey and sending reminder

notlices to those who had not returned their questlonnaire.

Questlonnalre Pretest
Since most of the measures have been used extenslvely
in other studies and at thls slite few years agoes the pretest
was undertaken as a precautionary measuree. The primary
objective of the pretest was to reaffirm the accuracy of the

ftems and the ease of comprehenslion of the questionse.
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The pretest of the initial survey was conducted in two
successlive stepse Flrste the questionnalre was distributed
to management and union representatlives for thelr reviewe
Secondy the questlonnaire was administered to a non-random
sample of thirteen employees who represented clerical,
nursings housekeepings engineering, medical recordsy and
medical staffe The pretest resulted in clarification of the
initial survey instrument. Since the follow-up was a
shortened version of the initial questionnaires no pretest
was conducted (see discussion of follow-up survey In

collectlion procedures section)e.

Collection Procedures

Data for thils study was caollected by means of two
separate questionnalres which were distributed three months
aparte The two questionnalres were administered three
months apart so as to establish temporal separation between
the determinants and the dependent varlable In a directlon
consistent with the causal relatlonshlps hypothesized by the
model. The flirst questionnalre whlch contalned measures of
the independent varliables was administered In September
19883 the second questlonnairey which contalned measures of
the dependent varlabley was administered December 1988«

A personnel roster which contains Information such as

employee?s namess departmenty clvil service grades,
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supervisory statusy type of appointment (lee careery
temporarys veteran)s annual salarys and duty status (l.e
full times part time) was provided by the VAMC, In order to
match responses from the two questionnairess the personnel
roster was used to generate a four—-digit numerical code
which was assigned to each employees The personnel roster
and codes was destroyed at the end of the study so as to
ensure the anonymity of the respondents.

The provisions in the Federal Privacy Act made it
impossible to obtaln the home addresses of the employeese.
Uue to this restrictiony all questionnalires were mailed to
the employees through the VAMC internal malling systems
Postage—pald self-addressed envelopes were provided to
enable respondents to mail the completed questionnalres

directly to the researcher at the unlversitye.

Response rate

Questionnalres were distributed to 823 full-time and
part—-time employees on September 15, 1988. A total of 550
responses were recelved by the close-~out date. Thls
accounts for a 67 percent response rates This rate is
slightly lower than the response rate of 74.9 percent
obtalned in a simllar study conducted at this site few years
ago (Brookes 1986). Consldering the fact that response

rates to mall questlonnalre surveys are generally lowe the
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67 percent response rate obtailned In this study Is very
highs The distrivdtion of the iInitlal survey responses
received by date is presented In Table 3. Over 71.5 percent
of the responses were recelved by the tenth working day at
which time the reminder notices were malled to the employees
whose surveys had not been receiveds The unadjusted means
In job satisfactlon for the respondents who returned their
questionniares before the reminder notices were malled out
was 20«8%. For those who returned their questionnares after
the reminder notlices were mailed outy the unadjusted mean
was 20«8le The difference in the unadjusted mean between
the two groups Is minimale Thusy it is concluded that the
measurement perlod was the same for all participants in the
initial surveye

The follow~up questionnalre was distributed to the 550
employees who participated In the initial survey on December
99 1988« 0Out of the 550 survey adminlsteredy 429 were
raturned by the close—-out dates Thls accounts for a 78
percent response rate for the follow—-up survey and 52
percent for both surveyse

The follow—up survey questionnaire contained |tems
designed to identify respondents who have experlienced
changes in thelr work situatlion during the three-months
interval of the administration of the surveyse. Respondents

were asked to indicate whether they have el ther been
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Table 3

Distribution of Responses
to Initial Survey

- - a—— — - - —— - cae -nam

Day of Responses Percent Cumulative
Study Recelved Percent
1 79 ) P ld4e4%
2 78 14.2 28.5
3 38 69 35,5
4 33 6.0 41e5
5 51 9.3 507
6 29 5.3 560
7 35 Gete 6244
8 19 3.5 65.8
9 8 1«5 67.3
10 23 4e2 Tle5
11 11 2a0 T3.5
L2 25 445 78.0
13 23 he2 82.2
14 10 l.8 84.0
15 31 56 89.6
16 12 22 9le8
17 4 Oe7 925
18 6 lel 93.6
19 6 l.1 L §
20 5 0.9 95.6
21 8 1.5 97.1
22 2 Qe 975
23 4 Qa7 982
24 2 Qo 98e5
25 1 Qe2 98.7
26 1 Os2 8.9
27 2 Qe 99.3
28 3 Oe5 99.8
29 1 0.2 100.0
550 100.0

Nate Oata collectlon period was from September 15 to
October 13, 1988.

promotedy recefived pay ralsess worked under a different



42

supervisory worked In the different work unity or
transferred from a part—-time employee to full-time employee
or vice versae Out of the 429 employees who returned the
follow~up surveyy fourteen reported to have experienced at
least one of these changese The fourteen respondents were
dropped from the study so as to control for possible
confounding effects of historical events on the results of
the study. The remaining 415 casesy accounting for a 50.4%
percent response rates was used to estimate the causal
models Table 4 presents the dlistribution of f0116n4up
survey responses by date recelvede Over 67.2 percent of the
returns were recelved by the fifth day at which time
reminder notices were malled to participants who had not
returned thelr questicnnalres and 94«5 percent were recelved
within ten dayse The unadjusted means in job satisfactlion
for the respondents who returned their questionnalres before
the reminder notices were malled out was 20.83. For those
who returned thelr questlonnaires after that datey the
unadjusted mean was 20«16

Because of the fast rate at which the questlionnalres
were recelved In the follow-up survey and lack of
statlstical or substantial differences In the unadjusted
means In job satisfaction between those who returned their
questionnaire early and those who returned thelrs late, it
is assumed that the measurement perlod was essentially the

same for all participantse.
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Distribution of Responses
to Follow-up Survey

43

Day of Responses Percent Cumulative
Study Recelved Percent
1 11 2e1 2e1
2 153 369 39.5
3 79 19.0 5866
4 20 4.8 63e4
5 16 3.9 672
6 47 P 786
7 20 4.8 83.4
8 21 Sel 88e4%
9 12 29 91.3
10 13 J.1 9445
11 6 le 4 959
12 11 2e 9846
13 3 0.7 99.3
14 3 Oe1 100.0

415 100.0

Note:z ©Data collectlion was from December 9 to
December 22+ 1988.

w— — — - —— v - - — — T YR W

Representativeness of the Sample
Accordling to Kidder (1981)y Stone (1978)y Dillman

{1978)y and Warwick and Lininger (1975)s the response

rate

achleved in thls study Is an adequate representation of the

populatione Two procedures were used to further examlne the

representativeness of the samplee The flirst procedure

involved the comparison of the distributions of the



44

population and the longltudinal sample on sexy occupation,
and duty status (lee full—-time and part~time)e. As can be
seen on Table 5y there are no major differences between the
population and the longitudinal sample distribution on the
above=ment loned characteristicse.

The second procedure involved the evaluatliun of the
differences between employees who responded to the initial
survey only and those who responded to both surveyse. A
serles of t-tests were performed to examine whether the two
groups differ significantly on the means of the independent
and demographic varltables measured at Time 1 (September,
1989)« The signiflicance levels used for the Individual
comparison was adjusted using the Boneferroni Inequality
procedure (Pedhazury 1982). The adjustment resulted in a
test-wlise significance level of p<.002s This adjustment was
necessary because these tests do not represent Independent
comparlisons and the large number of comparisons Increased
the likellhood of a Yype 1 error« As can be seen on Table
6y none of the individual comparlisons met this level of
slgnificances These two procedures provided the basls for
concluding that the longitudlinal sample adequately
represents the study population and that the results of the

study can be generallzed to all the employees of the VAMC.
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Yable 5

Comparison of Population and
Sample Characterlstics

- —— — ——— - — - - -

Population Sample
Expected Expected
Category Frequency Percent frequency Percent
-—n0X_
Male 168 406 152 366
female 247 ST el 263 634

Chi—-squarey df=1 =24.56

Qccupational Category

Professional 221 53e3 233 56414
Administration 26 6el 26 626
Clerical 66 159 71 17«11
Craft 17 4al 16 3.856
Service 85 204 69 16463

Chi~-squarey dfz=4,y 410

Duty 3tatus
Full«time 153 850 364 8Te7
Part—-time 62 15«0 51 123
Chl-squarey df=1ly 229
Measurement

This section describes the measures whlch were used to
operationalize the variables In the models All the

theoretical variables In the model were measured on a
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Table 6
Differences Between

Respondents and Non-
respondents

Respondents (N=429) Non-respondents (N=121)

Vvariables Mean SeD Mean SeD T-Value
Job Satlisfaction (1) 2082 491 20.08 5a.16 1445
Opportunity 11.00 3a.91 Llel5 3676 -0.38
Routinli zation 852 312 8460 3.19 ~-0e25
Autonomy 1570 3.08 1553 3420 0«53
Role Ambiguity Se7T 2419 S5e7T5 2el6 0.09
Role Conflict 9.13 2.95 9.30 2.91 De56
Role Overload 9.08 3.11 950 2470 ~1e35
Work Group Cohesion 25438 5.42 2421 5456 209
Work Involvement 909 3.24% 9428 3405 -0e58
Distributive Justice 11455 3.78 11.01 3.6% l«40
Internal Labor Market B.49 2.87 Be35 3ell 047
Supervisory Support 1604 5.03 l6el2 4484 -0sl6
Task Significance 1673 2440 LT«15 2.28 la72
Negative Affectivity 3,30 2.52 3611 2423 O«75
Poslitive Affectivity 7T.85 2.93 Te50 2.84% lel?
Marital Status 2405 1455 200 la4h2 0e32
Age 349 le11 3,60 107 =097
Sex (I:Hale) 36 «48 o %9 le23 ~-1e79
Education 15627 2450 l476 2046 199
Length of employment 5,00 1l.61 501 1.60 -0«06

multiple~item ordinal scale. This Is a violation of the
multivariate analysls assumption which states that all
variables must be measured on an Interval scale. This
apparent vollation Is not consldered a threat because
evidence has shown that ordinal measures can be used In

multivarlate analysis (Kime 1975; Cohen and Cohene 1975,
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Pedhazury 1982). The reliability and validity of the
measures used to assess the variables In the model have been
demonstrated In previous studlies (Price and Muyellery 1986b;
Brookey 19863 Houses 198l; Grlffln et ale.s 19807 Hackman and
Oldmans 19805 Constables 19835 Mottaze 198835 Rizzo et aleys
19703 Sims et aley 19765 House and Rizzos 19725 Quinn and
Stalnessy 1979).

The use of multiple-ltem-indices permitted the
evaluation of the factor structure and the Internal
consistency of the measures of the theoretical variables.
The factor structures and internal consistency were used as
indicators of the convergent and discriminant validitys, and
reliability of the scalesy respectivelys The summary of
meansy standard deviatlonss rangese and alpha ls presented
In Table 6.

vallidity refers to the extent to which any measuring
instrument measures what it Is Intended to measure (Carmines
and Zellery 1979). Three vallidlity~-related Issues were
examined: (1) the extent to which the multiple items are
measuring a single construct (convergent validity)s (2) the
extent to which the multiple Ltems are measurling related but
theoretically distinct constructs (discriminant validity),
and (3) the extent to which emplrical relatlonships using
the measure are conslistent with the theory about the concept

being measured (construct valldity).
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Table 7

Descriptive Statistlics

- o " Y o T ———— WUy P AR —— > Y. ———— T = = - - — — s -

Number of Standard
Scale i toems Mean Deviation Range Alpha
Opportunity 4 10.87 3.88 4-20 «87
Routinization 4 8e51 3.11 4=-20 «81
Aut onomy 4 15467 3.16 4=-20 «81
Role Ambliguity 3 579 2e22 3-15 «T7
Role Conflict 3 9«12 298 3-15 eB4%
Role Overload 3 907 3.10 3~15 «85
Work Group Coheslion 8 25436 Se43 8-40 + 84
work Involvement 4 9«13 3.25 4-20 «86
Distributive Justice 4 L1597 3182 4-20 «935
Internal Labor Market 3 Ba«45 2«82 3~-15 o712
Supervisory support 6 1602 5.03 6-24 e
TYTask significance 4 1675 2e44 4-20 «85
Negative Affectivity 9 3.28 253 0-9 79
Positlve AfFfectlivity 11 789 290 0-11 «83
Job satisfaction (1) é 2089 490 6-30 «90
Job satisfaction (2) 6 20460 4068 6-30 -89

- —— S G S G S S W G - ——— - - - - - - -

Factor analysis was used to assess the convergent and
discriminant validity (Campbell and Fiskes 1959) of the
mul tiple—~item measure of the constructs. Factor loadings
greater than 0.4 on a single factor were interpreted as
evlidence of convergent validitye Factor loadlngs lower than
O.4 on related but theoretically distinct factors was
interpreted as evidence of discriminant vallditys The
max tmum likellhood methods of extraction was used and the

factor loadings were examlined under both the orthogonal and
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oblique rotations (Kim and Mueller 1978as 1978b)«. Both
rotations produced similar resultsy but the oblique rotation
results were more interpretable. The results are provided
in Appendix A

Construct validity was assessed by examining the
relationships between Time L measures of the Independent
varlables and Time 2 measures of the dependent variablee. IFf
the observed relationships are consistent with the theorys
that will be taken as evidence of construct vallditye.

Rellability refers to the extent to which any measuring
instrument is able to produce the same results across time
and situations (Carmines and Zellery 1979)e Coeffliclent
alpha {(unstandardized) was used to estimate the reliabllity

of the multiple ltem measures ({ronbache, 1951).

Measurement of Dependent Variable

The dependent variablesy job satisfactlione was
operationalized by a six-item Index which Price and Mueller
(198l¢ 1986) adapted from Brayfield and Rothe (1951) to
measure the extent of overall satisfaction with the joba.
The valldity and reliabllity of this Index have been
demonstrated in prevlous studlies (Price and Mueller 1981,
1986bs Brookey 1986; Wakeflelde 1982 Sorensens 1985). In
this studys the six Items formed a single factor with

loadings that ranged from 4969 to «8963. Results of the
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reliability test revealed that the Jjob satisfactlion scale

achieved an acceptable level of Cronbach®s alpha of «90.

Measurement of Exogenous Varlables

Opportunity was operationalized by a four~item index
developed by Price and Mueller (1981, 1986) to measure the
avallability of alternate jobs in the organlzational
environmente This index has demonstrated satisfactory level
of wallidity and reliability In other studles (Price and
Mueller 1981y 1986b3 Brookey 19863 wWakeflelds 19823
Sorenseny 1985)e In this studysy the four | tems formed a
single factor with loadings that ranged from 6315 to «2119.
Results of the reliability test revealed that the
opportunity scale achleved an acceptable level of (ronbach’s

alpha coefficlent of <87

Routinization was operationallzed by a four—-item index
adopted from the Price and Mueller (198ly 1986)
routinizatlon scales Thls Index measures the degree to
which tasks are repetitives The valldity and rellability of
this Index have been demonstrated In other rersearch (Price
and Mueller 1981y 19865 Brookey 198635 Wakefleldy 19823
Sorenseny 1985). In the present researchy the four-litems
formed a single factor with loading that ranged from «5044%
to «7561le Results of the reliabllity test revealed that the
routinlization scale achleved a satisfactory level of

Cronbach®s alpha coefflclient of .8l
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Autonomy was operationalized by a four—item index
adopted from the Job Characteristics Inventory developed by
Sims et ales (1976)¢ The index is designed to measure the
extent to which employees have control over thelr worke
Griffin and his colleagues (1980) have demonstrated the
valldity and reliabillity of this scalee In the present
researchy the four items formed a single factor with
loadings that ranged from 5418 to 7225 Results of the
rellabllity test revealed that the autonomy scale achieved

an acceptable level of Cronbach®s alpha coefficients of +81e

Role Ambiguitys Role Conflicty and Role (Gverload were
operationallized by ltems adopted from the role stress
guestionnaire developed by Rlzzo et ales 1970. The scales
used In this study consist of four items for role ambiguitys
four items for role conflicty and five items for role
overloade The valldity and reliability of the original
scale have been demonstrated (Rizzo et aley 1970; House and
Rizzoy 19723 Kahn et ale 1964)e.

Thaough 1t has been demonstrated that the role stress
scale 1ls a three factor scale rather than the two factor
scale which is widely reported In the llterature (Burke and
Belcourty, L9745 Mackimmone 19785 Kahny 1973)y questlions

regarding the discriminant valldity of role ambiguity and
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role confllct still persist (Brookes 1986). Based on this
concerny exploratory factor analysls and confirmatory factor
analysis was conducted on all the role items., Review of the
factor analysls results suggest that role amblgulitys, role
conflict and role overload are three distinct conceptse
Three out of the four role ambiguity items lcaded above .40
on a single factore. The item which had a loadling of 2302
was dropped from analysise Alsoy three out of the four role
conflict items loaded above .40 on a single factor. The
ftem which had a loading of .0961 was dropped from analysise
Againe three out of the flve role overload items loaded
above <40 on a single factor. The two items which had
loading ofF #1154 and 2573 were dropped from analysise A
confirmatory factor analysis conducted on the selected ltems
provided further evidence of the discriminant valldity of
the role ambigultye role conflicty and role overloade The
conflrmatory factor analysis results are presented in
Appendix Cs Results of the rellability test revealed that
the role amblgultyy role conflict, and role overload scales
achleved acceptable levels of (Cronbach®s alpha coefficients

Of «TTe «849s and 85y respectivelye

Work Group Coheslion was operationalized by a elght-litem
index developed by Price and Mueller (1981, 1986) to measure

the extent to which employees have close frlends In their
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immediate work unite The validity and reliability of the
scale have been demonstrated In other research (Price ari
Mueller, 1986b;3 Martin and Hunty 1980). In thls present
researchy the eight items formed a single factor with
loadings that ranged from «4761 to «7776« Results of the
reliability test revealed that the work group coheslon scale
achieved an acceptable level of Cronbach™s alpha

coefficlents of +84.

wWork Involvement was operationalized by a four—items
Index adopted from the scale developed by Kanungo (1982).
The scale Is Intended to measure the extent to which work
role occuplies a position of centrallity In the Individual®s
lifee Thlis measure has demonstrated satisfactory validity
and relliability (Kanungos 1982)e In thls studys the four
items formed a slingle factor with loadings that ranged from
«7202 to «8026« Results of the rellabiiity test revealed
that the work involvement scale achleved a satisfactory

level of Cronbach®s alpha coefflclient of <86.

Distributive Justice was operationalized with a four-
ltem verslon of the distributive justice scale developed by
Price and Mueller (1981) to measure the degree to uhlchm
rewards and punishment are related to performances. The

valldity and rellabllity of the six—-ltem verslion of this

scale have been demonstrated (Prlice and Mueller 1981, 19863
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Wakefield 198237 Brookey 19865 Sorensensy 1985). In this
studyy the four items formed a single factor with loadings
that ranged from 8500 to <8775« Results of the reliability
test revealed that the distributive justice scale achlieved

an acceptable level of Cronbach®s alpha coefficient of «95.

Internal labor market was operationallzed by a four—
item index developed by the author to measure the extent to
which there Is a career structure wlthin the organlizatlione.
Three out of the four items formed a single factor with
loadings higher than 40« The loadings for the selected
three ltems ranged from 3955 to 9210 The item with
loading of 41905 was removed from further consideration.
Results of the rellablility test revealed that the internal
labor market scale achieved an acceptable level of

Cronbach®s alpha coefficlent of .72.

Supervisory support was operationalized with a six-item
scale developed by House {1981) to measure the degree to
whlich supervisors are helpful In job-related matterse. This
scale has demonstrated satisfactory levels of validity and
reliability In other studies (Housesy 19815 Constabley 1983).
In thls researchys the slx ltems formed a slngle factor with
loadings that ranged from 7301 to .8889. Results of the
reliablility test revealed that the supervisory support scale
achieved an acceptable level of Cronbach®s alpha coeffliclient

of «9%e
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Task Significance was operationalized with an seven-
item index developed by Mottaz (1987). This scale measures
the degree to which an Individual's job contributes
significantly to the overall organizational work processe.
Mottaz (1987) reported satisfactory validity and reliabllity
of the scale In a previous studye. In the present study,
only four out of the seven items formed an Interpretable
single factor with loading higher than <40« The loadings
for the four ltems ranged from <3995 to 9480« The
remaining three items were removed from further
considerat ions Results of the reliabllity test using the
four items revealed that the task slignificance scale

achleved an acceptable level of Cronbach®s alpha coefflclent

of «85.

Measurement of Control Variables
Positive and negatlve affectivity were measured by a
modiflied scale of Multidimensional Personality Scale
developed by Tellegen (in press)es Positlive affectivity
scale was intended to measure the degree to which an
individual is predispesed to be enthuslatic across tlme and
situation. Negatlive affectivity was Intended to measure the

degree to whlich an individual is predlisposed to feel self-
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dissatisfaction across time and situation. Watson and
Folger (1987) have demonstrated that positive and negative
affectivity scales are distinct but related. MWatson and
Tellegen (1985) reported a satlsfactory validity and
reliability for both scalese In thls researchs the factor
analysis result revealed that positive and negative
affectivity formed two distinct factorse The factor
loadings on the positive affectlivity scale ranged from .3971
to «6709. The loadings on the negative affectivity scale
ranged from 3965 to «6273. Results of the reliabllity test
revealed that both scales achleved accceptable levels of

Cronbach®s coefficlent alpha of «82 and .79, respectively.

Measurement of the Correlates
Wwith the exception of marital status, educatione length
of employmente and ages the information on the correlates
were obtained from the roster provided by the VAMC.
Speciflicallys sex and occupatlon was obtained from recordse.
No statistical procedure was used to assess the valldity and

reliability of the correlatese.

Development of Index
Based on the results of the factor analysis and the
internal consistency of the multiple item measuress the
index of each construct was developed. As dlscussed in the

section of analytic methodss multiple regresslon procedures



57

and the LISREL program were used to estimate the causal
modnrle Though the application and interpretation of the
outputs of these procedures are quite similary different
approaches were used to develop the Indicators of the
constructs for each procedures The Index used for the
multlple regression analysis was obtained by summing the
multiple indicators of each construct which met the
established validity and reliabillty crite;ia.

In generals the fewer the number of multiple indicators
of each construct the more likely It will be to cbtain a
better fit of the models This 1s particularly true for
Lisrel (Joreskoy and Sorbom, 1981). Based on this
considerations the number of manifest indicators used to
assess each constructs in the model was reduced to three,
The three manifest Indlcators of each construct was obtalned
by combining items with the highest loadings and ltems with
the lowest factor loadlngse combining items with the next
highest factor loadings and items with the next lowest
factor loadingss and so one This approach is conslstent
with the strategy used In previous studies (Brookey 19863
Brooke et al.y 1988)e Notes presented in Appendix A
identifled the ltems that were combined to form the manifest

indlcators of each constructe
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Apalytlc_Methods

Two statistical procedures were used tao estimate the
model:s (1) multiple regression technlques, which is based on
ordinary least squares and (2) linear structural equation

(LISREL)y which is based on the maximum likelihood method.

Multlple Begresslion

Multiple regression is an ldeal statistical procedure
when the followlng assumptions are met: (1) the relations
among the varlables in the model are linear, (2) varlables
are measured on an iInterval scaley (3) there Is a low degree
of multicollinearitys (4) error terms are normally
distributedy (5) homoscedasitys (6) the causal flow ls
recursive (unidirectional)y (7) the effects af the exogenous
varlables are additives (8) the relatlons among the
varlables are causaly (9) the resliduals are not correlated
among themselvessy and (10) the varliables are measured
without error (Pedhazure 1982)« Violation of these
assumptions can seritously affect the Interpretatlion of the
relationship among the constructs and the degree to which
the causal model is properly specifleds Pedhazur (1982)
notes that the assumptions that (1) the causal flow is
recurslvey (2) varlables are measured without errore and (3)
the residuals not correlated among themselves are too

restrictive especially in non—-experimental soclal and
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behavioral research where most of the phenomena studied are
unobservable. Because of these limitationss the use of
multiple regression was limlted to four areas. Firsty
multiple regression technique was used to evaluate the
extent to which statistical and causal assumptlions are
violatedy especially the assumption of linearity. Although
the assumptlon of linearity Is crucial for the proper
application of LISRELe LISREL does not have the capacity to
evaluate the extent to which the assumption Is mets This is
an area where multiple regression has been proven to be more
powerful and flexible than LISREL. Second, multiple
regression was used to examine whether the godel iIs properly
specifiede Thirde the multiple regression procedure was
used to examine the differences in the mean on job
satlsfaction among various subgroupse FFinally, multiple
regression was used to Investigate the causal effect of pay

on job satisfactione

LISREL

LISREL is a more powerful statistical procedure and is
based on less restrictive assumptions than multiple
regressione Specificallys LISREL was used extensively in
this study because of its relative strengths over multiple
regression In two distinctive areas. Firste LISREL relaxes

the restrictive assumptions required by multiple regression
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which states that varlables are measured wi thout error and
that residuals are not correlateds These assumptions are
liable to be erroneous especlally when the study In question
involves analysis of a causal model with multiple indicators
of latent (unobserved) variabless and subjects are measured
on the same variable over a period of three months. There
is a general consensus among researchers that under these
circumstanceses LISREL wlill provide more precise estimates of
the linear relatlonship among the constructs than multiple
regression (Pedhazury 1982; Bentler and Bonnetty, 19803
Bentlers 19805 Schmitt and Bediany 1982)e Seconds LISREL
consist of two parts: the measurement model and the
structural equation modele The measurement model represents
a conflrmatory factor analysls of hypotheslzed relatlon
between the latent (unobserved) constructs and the manifest
(observed) varlabless Results of the confirmatory analysls
will provide evidence of discriminant valldity of the
constructse The structural equation model specifles the
causal relations among the latent constructs (Joreskog and
Sorbomy 1981)s The R-square and path coefficlents obtalned
from the application of LISREL can be interpreted in the
same manner as in multiple regressions The R-square will be
interpreted as the amount of varlance in the dependent
varlable that Is explalned or accounted for by the set of

independent varlables in the model. The path coefflicients
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will be Interpreted as the effect of an Independent variable
on the dependent varlable.

LISREL statlistlcal procedures were used to estimate
four different structural equatlion modelss The first model
examines the multivariate relationships between the
Independent variables and jJob satisfactlon. The second
model examines the multivariate relationships between the
independent varlables and job satisfaction after controelling
for poslitive and negative affectivitys This model is based
the theory which suggests that fallure to control these
variables can inflate observed relationships between
independent variables and job satisfactione. The focus of
this research 1s on the estimation of thlis model.

The third model examines the multivariate relatlonships
between the independent variables and job satlsfaction after
controlling for initial job satisfaction. This model was
designed to address two concerns ralsed In the literaturee.
The first concern has to do with the argument advanced by
O'Rellly and his colleagues (1980) who have demonstrated
that prior levels of job satisfaction can Influence
perceptlions of and therefore measurements of Jjob
characteristicse The second concern is based on the
substantive and statlstical reasoning advanced by Kessler
and Greenberg (198l1)e These authors have demonstrated that

"high inltial scores on a variable are assoclated with
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especlally large increases In that varlable."® This evidence
suggests that employees job satisfaction scores at Time 2
may depend on thelr scores at Time le. The Inclusion of Time
1 job satisfaction in the structural equation model
represents a way of controlling the effects of prior levels
of Job satisfactione The fourth model examines the
multivariate relationships between the independent variables
and job satisfaction after controlling jointly for positive
affectivitys negatlive affectivityy and Initial Jjob

satisfactione.

Misslipg Data

The informatlon about missing data Is contalined in
Table 8. Missing data is not considered to be a major
problem in this studye As can be seeny the missing data
appeared to be evenly distributeds. The number of missing
data was less than one percent iIn all the jtemse A Listwlse

procedure was used to treat missing datae.

Yechnlcal Statistical aond
Analytic Issues

The model has been proposed as linear and additive.
The varlabllity of the Independent variables Is assumed to
be determined by causes outslde the causal modely whereas
the variabillity of the dependent varlable Is assumed to be

caused by the Independent varlables in the model and the
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Distribution of Missing Cases
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VARIABLE NUMBER OF MISSING PERCENT
OPPORTUNITY 1 0.2
ROUTINIZATION 0 Ce0
AUTONOMY 0 0.0
ROLE AMBIGUITY 0 Oe0
ROLE CONFLICT o 0.0
ROLE OVERLDAD 0 0.0
WORK GROUP COHESION 1 0«2
WORK INVOLVEMENT 0 0.0
DISTRIBUTIVE JUSTICE 0 0.0
INTERNAL LABOR MARKET 1 0.2
SUPERVISORY SUPPORT 0 0«0
TASK SIGNIFICANCE 1 0.0
NEGATIVE AFFECTIVITY 0 0.0
POSITIVE AFFECTIVITY 0 0.0
JOB SATISFACTION (BASELINE) 0 0.0
JOB SATISFACTION (FOLLOW-UP) 0 0.0

error terms of the variablese.

Furthermore,

it 1s assumed

that the degree of multicollinearity is lowe that the model

is properly specifled, that no histortical events exist to

threaten the validlity of the resultssy that the
sample used for analysis iIs adequatey and that
fits the datae Violation of these assumptions
problem on the interpretation of the results.

discussion presented In thls section highlights the

procedures used to evaluate the assumptions.

size of the
the model

could pose
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Linearity

It Is assumed that the relationship between the
dependent and the independent varlables is linear. This
assumption was tested wlth the SPSS~X subprogram “"Breakdown”
piocedure {(Nie et ales 1975)e The tests for linearity
revealed that the data did not deviate from linearlty at the
«05 level of significance. A review of the scatterplots of
the standardized residuals provided further evlidence of
linearlty between the constructse Based on these findlngs
it was concluded that the assumption of linearity was not

violatede.

Test for Interaction

It is assumed that the effects of the independent
variables are additive. That lIse there is no Interaction
among the exogenous varlablese Two variables are sald to
interact when the effect of one variable on some measure of
behavior depends upon either the presence or the amount of a
second variable (Pedhazurs 19823 Cohen and Cohens 1975).
The presence of iInteraction may ralse questiaons about the
approprlateness of a single models For exampley Lf there is
an Iinteractlion effect between sex { e.ge female) and
distributive jJustice it may provide the basis to suggest a
separate model for males where distributive justlice iIs not

hypotheslzed as a determinant of Job satlisfactlione
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Two sets of potential interaction effects that are
based on well-established theory were examlinede The first
set involves the interactlion between sexs ages and
occupation (l.e professional/administration and non-
professslonal emplovees)e A large body of empirical
evidence suggests that the degree of Job satlisfaction may
vary by sexy agey, and occupation (Martin and Hansons 198635
Janson and Martin 1982; Gruenberge 1980). A test for an
interaction effect for thls set was conducted by entering
the first-order interaction terms into the regression
equatlion after the theoretical determinants have been
enterede Interactlon effects were tested by examining the
statlstical significance of each interaction term and the
statlstically signiflicant Increases in the adjusted R-square
attributable to the Incluslon of all the interaction termse.
The multiple regression results revealed that there is a
statistically signiflicant Increase In the adjusted R-square
attrlibutable to the interaction terms. Howevery none of the
individual Interactlion terms was statlstically significante.
On the basis of these resultsy It was concluded that there
are no Interactlion effects involving sexs ages and
occupatlone Thuss the causal model Is generallzable across
sexy agey and occupatlone.

The final sets of interaction test examined the

possibllity of Interaction effect between soclal support and
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role stressorse There has been substantial evlidence in the
literature which suggest that the degree of role stress
experienced by an individual may depend on the level of
soclal support avallable to him (Georgopoulas and Matelkos
19673 LaRocco et alesy 19803 Blauy 19815 Houses 19815 Wellsy
19823 Maslachy 1982). Three dimensions of soclal support
and role stressor were consldereds The dimenslons of social
support examined were supervisory supportes work group
cohesion (proxy for co-worker support)s, and family/spouse
supporte For role stresse role conflicte role overlocady and
role ambiguity were examined.

Test for interactlon for this set was conducted by
entering the nine first-order interaction terms into the
regression equation after the theoretical determinants have
been examinede The multiple regression results did not
provide evidence of significant interaction between social
support and role stresse Though the Increase In the
adjusted R~square was statistically significanty none of the
individual interaction term was signlficante. Based on the
results of the two sets of Interactlon effects examinedy it
was concluded that the assumptlion of additivity was not

violatede.
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Multicollinearity

It is assumed that multicollinearity among the
independent variables iIs within acceptable limitss A high
degree of multicollinearity (absence of orthogonality among
independent variables) may result in impreclise estimation of
the regresslion coefflclentse Cohen and Cohen (1975) note
that a moderate multlicollinearity may not pose a serious
threat to the analysise Evidence suggests that correlatlons
exceeding «80 should be consldered a potential threat to the
analyslis and interpretation of the results (Asheres 1983).

Two sets of analyses were conducted to examine the
degree of multicollinearity among the independent variablese.
Firsty the correlation of each Independent variable with the
linear combinatlion of other Independent varlables (ie.e.
multiple correlatlon) was examinede A high multiple
correlation was Interpreted as the comﬁonallty share by a
partlcular varliable with other varlables in the modele The
results of the analysls revealed that routinization (0.50),
role ambigulty (0.45)y distributive lustice (0«43)s and
supervisory support (0.42) are moderately correlated with
the linear combination of other varliables (see Table 9)e.

The second analysis involved the use of the LISREL
procedures to estimate the zero-order correlation among the
latent constructs in the modele The zero arder correlatlion
matrices for the latent constructs are presented in Table

10.
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Multiple Correlation Among the

Independent Variables
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Squared Multiple R

Independent vVarlable Multiple R
Opportunity Oes2
Routinization Q.71
Autonamy 0.58
Role Ambiguity Q67
Role Conflict 0.58
Role Overload 0.49
Work Group Coheslon 0.50
Work Invalvement Oe4l
P ay 0«53
Distributive Justice Q66
Internal Labor Market Q46
Supervisory Support 065
Task Sligniflcance 054
Negative Affectivity 0.50
Positive Affectivity 050
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As can be seeny none of the correlatlions approached the

O.18
0.50
0.33
0.45
0«34
Jel2%
0«25
Oel7
0.28
De43
021
Oe42
029
0«25
025

criterlas Howevere the moderate correlatlion between

routinization and autonomy (0.49)y autonomy and role

- e o i iy i o

«80

amblguity (0«47)y role conflict and role amblgulty (0.52),

supervisory support and role ambigulty (0.49)y and

supervisory and distributive justice (0.50) suggest that the

results should be Interpreted with cautione

These analyses

provided the basis for concluding that the degrees of

multicolliearity among the latent constructs are within

acceptable limitse.
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Table 10

Zero—order Correlation Among
Latent Constructs

- - - - -

¥are QOp_ Rt _ _Au___Ra __Rc _Ro W Wi _Dt_ Lo _Su_ _Js_ _B83 .

Op 1

Rt ~el7 1

AU =210 —e49 1

Ra 19 18 =47 1

Rc «20 e 04 =235 52 1

RO el8 =630 =06 27 3% 1

HC ~e0T =022 @28 —a26 —428 ~l5 1

Wi ~e06 —e34 el3 =417 ~a06 s11 .18 1

Dt —e23 —e36 «38 -.30 - 38 -e10 o4l 28 1

Lm =e02 ~o26 e20 =203 —-o02 210 «30 19 28 L

Su —elb6 —426 030 —e49 —o42 —el3 <41 .13 50 .23 1

Ts =e07 —-a37 25 =e37 —all «e02 231 <24 e25 23 2% 1

Bj -2l6 =254 e ~o37 =230 =205 233 41 e 59 422 «45 Y- 1

- —— - ———————— v — — - — —~—— —— - e o - ——— e - e e w—

Op=0pportunity; Rt=Routinization;: At=zAutonomy;

Ra=Role ambigulity; Rc=Role conflict; Ro=Role overload;
Wczwork group coheslon;i Wi=Work Involvements Dt=Distributlive
justices Lm=Internal labor market; Su=Supervisory

support; Ts=task significances Bjij=Initial job satlisfaction.

Model Speciflcation
A model is sald to have been misspecifled If the
following occurs: (1) irrelevant variables are Included in
the modely (2) relevant varlables are excluded from the
modeles and (3) the causal ordering of the varlables lis
Inappropriate or inconsistent with established theory
(Pedhazury 1982)e Violation of this assumption can lead to

improper interpretation of the causal effects of the
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variables. Standardized regression coefficents can be used
to estimate the directy indirecty and total effects of the
independent variables upon the dependent variable only 1LFf
the causal model Is correctly specifled and approprilate
variables are included 1n the causal model (Schmitt and
Bediany 1982).

Two strategies were used to evaluate the extent to
which the causal model may have been misspecifiede The
first step involve the suggestlions made by Pedhazur (1982)
and Asher (1983). These authors indicated that the best
strategy to avold specification error Is to develop a causal
model that is based on theory and well supported by prevlious
researchsa As was discussed In Chapter 11, the selection of
the varlables in the model was based on well-established
theory and empirical evidencee.

The second strategy involves the use of multiple
regression procedure to evaluate the changes In the
regression coefficients and the proportion of explained
varlance In the dependent variable which occurred when the
correlates (sexy agey educationy length of employments duty
statusy and marital status) were added as a group to the
regresslion equation containing the theoretical variabless
The results Iindlcated that Jaob satisfaction Is positively
correlated with age and length of employment. However,

there was no significant change In the regression
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coefficients or Increase In the proportion of the explalned
variance. O0On the basis of this resulty it was concluded
that there was no specification errore. This finding is
consistent with the results obtained in simllar studles
(Brookes 19863 Price and Muellery 1986b; King et alee 198235

fversons 1987).

Threats of Historical Events

It is assumed that no significant historlcal event
occurred during the three-months interval between the
initial and follow—-up surveys which may possibly account for
variation in the dependent varlables Two approaches were
used to ascertaln this assumptlion. The first approach
involved personal discussions the researcher had with some
employees and management staff during the fleld works Part
of the objective of the field work was to interact with the
employees and be Informed of changes that may occur In the
organjzations No major structurals administrative, or
pollcy changes were indicated to have taken place durling the
three-month Interval which might confound the results of the
studye

The second strategy employed to remove the confounding
effect of historlcal event involves the deletion of
respondents who exper ienced some changes In thelr work

placee In the follow=-up questlonnalrey, respondents were
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asked to indicate the changes that have occurred in thelr
work slituation during the three-month interval.
Speciflcallysy respondents were asked to indicate whether
they are still working in the same unity working under the
same supervisory received pay increases tranferred to a
different departmentsy or transferred from part-~time position
to a full-time position or vice versaes Out of the 429
responses received from the follow-up survey, fourteen
employees Indicated at least one of these changese. The

fourteen responses were not used in the analyslss

Adequacy of Sample Slze

The adequacy of the size of the sample used in this
study Is of major concern for two critlcal reasons. Firsty
the value of R-square {(squared multiple correlation) and
test of significance of the parameters are affected by
sample size. R-square is an indicator of the proportion of
varlance of the dependent varlable explained by the
independent varliables In the model. Tests of statistlcal
slgniflcance provide the basls for determining the
Importance of the variables. Pedhazur (1982) notes that the
larger the ratlo of the number of the independent varliables
to the size of the sampley the greater the overestimation of
the R-square and the test of significance. Seconds Lisrel

estimates of the chi—square test of the overall flt of the
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model and goodness—of—-fit indices are greatly affected by
sample slzee It has been argued that with a relatively
large sample sizey a hypothesls about the fit of a model may
be rejected even when the model fits the data properlye.
Converselyy, when sample size is smalley a hypothesis of the
fit a model may not be rejected even If it does not fit the
data properly (Pedhazury 19823 Joreskog and Sorbons 1L981).

While it is generally recognized that the slze of a
sample has dlirect Implication on the iInterpretation of chl=-
square test of the overall fit of the models R-squares and
significance testy there are no firm guldel ines on what the
ratio of the number of cases to number of parameters should
bes Bentler and Chou (1987) suggest that the ratio of
sample slze to number of free parameters should be 5:1l.
These authors argued that this ratlo should be used *when
there are many indlcators of latent varlables and the
assoclated factor loadings are largee.® Thls ratlo is
considered to be appropriate for this study because of the
relatively high numbers of latent varlables used and the
factor loadings of the indicatorse

The number of free parameters estimated was 150 (Model
2)se Using the ratio S:1 as a criterias the ldeal sample
size for this study would be 750. The conclusion here is
that the sample size (N=415) used In thls study is

Inadequate and as such the R-square and the chl-square test
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of the overall fit of the model should be interpreted with
cautione. A stringent one-tail test (p<.05) was used to
determine the level of significance of the variables because
the direction of the relationship between each of the
independent variable and job satisfaction was hypothesized

in the causal modele.

Confirmatory Factor Analyslis

This section presents the results of the confirmatory
factor analysis which was used to examine the relatlons
between the manlfest indicators and thelr latent construct
and to estimate the relliabllity of the indicatorse The
results presented in this section Is based on Model 2. As
can be seen In Appendix Cy the factor loadings and
reliablility estimates of the multiple Indlicators of the
construct are consistent with the results of the exploratory
factor analyslis presented In Appendix Ae The average factor
loadings on the constructs was 85« The LISREL estimates of
the reliabilities of the manifest indicators exceeded 80 in
all casess with the exception of the manifest Indicator of
internal labor market which had a reliability estimate of
s6le

The degree of fit between the measurement model and the
sample data ylelded a chl-square of 1687.85 with 960 degrees

of freedom (probability level=04000)s The goodness of fit
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index and the adjusted goodness of fit index were 0.87 and
0B84 reSpec£ive1y. As discussed earliery the chi-square
test Is highly sensitive to sample s]lze and vlolations of
the assumptlion of multivariate normalitye Because the chi~
square test is sensitlive to sample slzey delta statistics
was used to assess the flt of the modeles Delta statlistics
are less sensltive to sample size and has been proven to be
equally as powerful as the chi-square test (Bentler and
Bonety 1982). Delta statistics are obtained by substracting
the chi=-square of the model (le.e factor structure specified)
from the chi-square of a null model (i.e factor structure
unspecified) and dividing the obtalned value by the chi-
square of the null modele VYalues of delta statlistics which
are above 90 are Interpreted as good fit of the model to
the datae The value of the delta statlstic obtained in this
analysls was <86+ This ls Interpreted as evidence of a

fairly good fit of the model to the datae
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CHAPTER IV

RESULTS OF MULTIVARIATE ANALYSIS

This chapter presents the results of the multivarjiate
statistical procedures used to estimate the causal models
The presentatlion begins with comparative analysis of the
subgroup differences on Job satisfaction. The second
section presents the results of the LISREL estimates of the
zero~order correlatlons between Job satisfaction measured at
Time 2 and the Independent varliabless. The third section
presents the results of the LISREL maximum likelihood
procedures used to estimate four different structural
equation modelse Fourthy the results of the exploratory
investigatlion of the effect of pay on job satisfaction are
presentedes Finallys the results of the LISREL procedures
used to estimate the explanatory power of the correlates and

the unique effect of pay are presented.

Comparative Apalvsis of
Subgroup Differenges

This section presents the results of the comparative
analysis of subgroup difference on the mean of job
satisfactions Seven subgroups of the VAMC employees were

investigated: occupation (i.ee« administratorsy
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professionalsy service workersy clerlicale and craft)y, sex
(ie.e. maley female)y age (ieee younger and older employees),
marital status (lees marriedy single)s employment status
(iees full-timey part~time)s length of employment {(i.e. less
than three yearss between three and six yearsy more than six
years), education (i1.es less than twelve yearss between
twelve and sixteen yearse more than sixteen years)e.

The grand mean of job satlisfactlon was 20460 This
compared well with the score of 2096 obtalned at this site
few years ago {(Brookesy 1986)s and with the score of 21.82
obtained by Price and Mueller (1986b) from a study conducted
with a relatively large sample which comprised of flive
acute~care hospltals located In the mountain regiona

There was no statistical significant (F= 0O.Tly df=4 and
405) or substantlal difference in the mean of job
satisfaction among the varlous occupational groupse The
adminlistrators had the hlghest score of 21.08. Professlonal
employees had the second hlghest score of 20.87. The scores
were 2035y 200le and 19.75 for service workersy clerlcal
employeesy and craft workers, respectively. These results
suggest that the degree to Job satisfaction is basically the
same across all the occupational groupse This finding is
not consistent with the findings reported In a previous
study (Gruenbergy L980) which suggested that higher~level
employees are generally more satisfled than lower—level

employees.
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Men had a slightly hlgher score of 21.01 than women who
had a score of 2038« Howevery the difference men and women
was not statistically significant (F=1.70y df=1 and 408).
This result suggests that women have the same level of job
satisfaction as men. This fFindling Is consistent with the
reports of previous researchers (Golemblewskly 19775 Weaver,
1977) who have demonstrated that females have about the same
degree of job satlisfaction as thelr male counterpartse

The analysis involving younger (less than 40 years old)
and older {(more than 40 years old) employees showed that
older employees had a statistically slgnificaht (F=12.68¢
df=1 and 408) higher score than younger employeess QOlder
employees had a score of 2l.44s while younger employees
scored 20438+ The results suggest that older employees are
more satisflied with thelr job than younger employeese This
finding 1Is conslistent with results obtained In previous
studies (Glenne Taylors and Weavery 19775 King et ale.s 1982;
Janson and Martine 1982)e.

The analysls Involving married and single (F=0a.46y df=1
and 408)y and full-time and part-time (F=0479y df=1 and 408)
employees did not provide evidence of any statistlically
significant or substantlal differences among these
subgroupse The scores were 20.72 for married employeesy
20039 for single employeesy 20453 for full—-time employees,

and 21l.16 for part-time employees. The suggestlon here is
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that marrieds singlesy full—-time. and part-time employees
have the same levels of job satlsfactlone.

The last sets of analysls Involves employees who have
less than three year senlorlty, between three and six years
of senioritys, more than six year of seniorityes less than
twelve year of educatlony between twelve and seventeen years
of educationy and more than sixteen years of educatione The
scores for these subgroups were 20589 206399 20829 20e4%4¢
206429y and 204669 respectively. The employees who had more
than six years of seniority and more than sixteen years of
educatlion had a slightly higher score than otherse« However:
the difference was not statistically significante The F-
statistic for the educational subgroup was 06 with degrees
of freedom of 2 and 4€0T: for the seniority subgroup the F-
statistic was 0e33 with degrees of freedom of 2 and 407.
These results suggest that the level of job satlsfactlon is
the same across all levels of senlority and educations
These findings are not consistent with the results obtalned
by previous researchers who have shown that length of
employment Is positively related to Job satisfactlion (Katz
19785 Mottazy 1985) and that well educated employees are
generally more satisflied with thelr job than employees with

low levels of educatlion (King et ale 1982)«
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Liscel Estimates of _Zergo-
Ordec.Correlation

The zero-order correlatlons of job satlisfaction with
the Independent variables are presented In Table 11l It
should be noted that zero-order correlations are not the
unique effects of the variables. Rathery they are the total
relationship of each independent varlable to job
satisfaction without controlling for the effects of other
variables in the model. Unique effects of the variables
will be examined In Models 1y 29 3y and 4« As can be seen
on Table 11, Job satisfaction is negatively related to
oppertunity (-0.090)s routinization (-0.550)y role ambiguity
(-0e34T)e role confllct (~D«284) and negatlve affectlivity
(-0.282): job satisfaction iIs positively related to autonoamy
(0e448)y work group cohesion (0.278)s work involvement
(0e365)y involvement (04365)s distributive Jjustice (0.536),
internal labor market (0«.l69)s supervisory support (0.391),
task sligniflcance (0.363), positive affectivity (0.381)s and
initlal Job satisfaction (0.798)s The directions of the
relatlonships are conslistent with theorye The correlation
between role overload and job satisfactlon was not
statistically significante.

Flve concluslions can be drawn from these findings.
Firste the results suggest that employees of an organization

are more likely to have a high degree of job satisfactlion if
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they have few alternative jobs in the environment for which
they are qualifiedy perform less routine work, recelve
adequate Informatlon about what is expected of thems receive
compatible job requests from their superlorss have the
freedom to make work-related decislonse belong to a friendly
work groupy belleve that work Is an Important part of life,
are fairly rewardeds have the opportunity to move up In the
organizattonsy and consider theilr jobs to be significant to
the successful operation of the orgamization. Seconds job
satisfaction is negatlvely related to negative affectivity
and poslitively to positive affectivitys These results
provide support for the theory which states that some
indilviduals are predlsposed to react negatively or
positively to thelr Job sltuatlon regardless of the
objective condltions that exist on the jobe Third, the
zero—-order correlation between Time 2 3Job satisfaction and
Initial Job satisfaction was the largeste. It stherefore,
suggests that the best predlictor of future Jjob satlsfaction
Is Initial job satisfaction and that Jjob satlisfaction is a
falrly stable traites Fourthy since the observed
relationship between job satisfaction and other varlables
are consistent with theorye it provlides strong evidence of
the construct valldity of the variables In the causal model.
Finallyy role overload had no signiflcant correlation wlth

job satisfactlione This could be Interpreted that role
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overload is not an important variable for the sample
studiedes The evidence regarding the linear relatlonship
between role overload and job satisfaction 1is not
conclusives Although prelimlinary analysis of the data used
in this study provided evidence of linearity between role
overload and job satisfactione the llnearity check conducted
by Price and Mueller (1986b) suggests that the relationship
between role overload and job satisfaction may be nonllnear.
A nonlinear relationship would suggest that role overload is
only likely to have an impact on job satisfactlion iIf the

work load is excesslivee

LLISBEL Estimates of the
Structural fguation Model

This section presents the results of the LISREL
computer program used to estimate four different structural
equation modelss The flrst model examines the multlivariate
relatlonshlp between Job satisfaction and the independent
varlables. The second model examines the multivariate
relationship between job satisfaction and the iIndependent
variables after controllling for posltlve and negative
affectivitye The third model]l examines the multivariate
relationship between Job satisfaction and the Independent
varlables after controlling for Initlal jJob satisfactlione.
Finallyes a model whlich examines the multivariate

relatlonship between Job satisfaction and the Independent



Table 11

LISREL Estimates
(Standardized) for Causal

Model

Zero~order
Correlations
Satisfaction
Varliables Time 2 Model 1
Opportunity -0.090% ~0e043
Routinization ~0e550% -06357%
Autonomy 0.448% 0.091
Role Ambiguity -0e347% -0.025
Role Conflict ~0 a2 B84%* ~0e042
Role Overload -0.040 —~0e105%
Work Group
coheslion 0.278% -0.036
Work Involvement Q0.365% Cel38=
Distributive
justice 0+536% 0.259%
Internal Labor
market Oel69% -0.052
Supervisory
support 0.391% 0.070
Task slignificance 04363% 0099
Positive
affectlivity O.3812%
Negative
affectivity -0e282%
Initlial job
satisfactlion 0.798%
R-square 050
Notes: *p< 0«05y one-tail teste.

Model 2

"0.076¢
=0e350%
0.096
-0.088
-0.020
-3.052

’00052
Oel0O0*

0.277%
-0.031

0.016
0034

0159

~Q0el53%

0«55

83

Model 3

~0.001
-0 1373
0.037
-0.022
-0.016
"0-017

0.003
0.026

O.133%
0.037

0.039
0032

0.662%

0.67

variables after controlling Jolintly for positive and

LISREL Maximum Likelihood Estimates

Model 4

-0.012
-0.125%
0.056
~04008
"00032
~0«004

0.003
0052

0.127%
0.017

0.002
C«.017

Oe217%
-0e.183%
0« 665%

0«69

negative affectivitys and initlal job satlisfactlion was
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analyzedes The ratlonales for analyzing these models are
presented in the analysis sectione It should be noted that
the correlation of residuals between job satlsfaction
measured at Time 1 and Time 2 was included iIn the structural
equatlion Model 1 and Model 2 so as to prevent overestimation
of effects which may arise due to model misspecificatlion and
respondents attempt to provide conslstent response over
time. The computer programs used to estimate the four
structural models are presented in Appendix OD.

The focus of this research Is to examine the
multivariate relatlonships between the independent varlables
and job satisfactlion after controlling for positive and
negative afffectivitys The standardized beta coefficlents
obtalned from the analysis of this model (Model 2) is used
as the benchmark to examine the relatlve iImportance of the
independent varlablese The significant determinants of job
satisfaction, as estimated In Model 2+ In the order of thelr
importance, were: routinizations distributive jJjustice,
positive affectivityy negative affectivitys work
involvementy, and opportunity. These results are conslistent
with the hypothesls regarding these determinantse The net
effects of role amblgultyy role conflicte role overloade
work group cohesiony, internal labor markety supervisory
supports and task sligniflcance were not statistically

significante A total of 55 percent of the varlance iIn Jjob



85

satisfaction was explained by this structural equation
model.

Routinization had the largest net effect (~0.350) on
job satisfactione After controlling for initial Jjob
satisfactiony routinization was still strongly related to
Job satisfactions This findling supports the hypothesls of
the model that employees who consider thelr Jobs to be
*highly repetitive,® and "unchallenging™ are more llkely to
be dissatisfled with thelr jobss. Routinizatlion is a
technology variable which many researchers have examined its
effects on job satisfaction (Price and Muellery 198le 19863
Blegen and Muellers 19875 Sorensens 1985i Brookes 1986)e.
The finding of this analysis regarding the effect of
routinization on job satisfaction is consistent with the
results obtalned In the above cited empirical studies.

Olstributive justice (0.277) was the second most
important varlable in the modele. After controlling for
inittal Jjob satisfaction (Model 3 and 4)¢ distributive
Justlice was still strongly related to job satisfactione.
This finding provides strong support for the hypotheslis of
the model that employees who percelve that they are fairly
rewarded for the work done are more likely to be satisfied
with their Jobs than those who do not. Olstributive Jjustice
is a characteristic of the sanctlon system used by

organizations to reward or punlish employees based on thelr
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performancee« The effect of distributive Jjustice on job
satisfaction has been widely studled (Price and Mueller,
1981y 19865 Williams and Hazers 19865 Vrooms 19643 Curry et
ales 19855 Curry et aley 19863 Price and Bluedorns 19823
Bluedorne 19825 Martine 1979). The finding of this analyslis
is consistent with the results obtailned in the above clted
emplrical studiese The standardized beta coefflclent for
distributive justlice dropped to 0.133 and 0.127 in Models 3
and 49 respectivelys These reductions may be attributed to
the colinearity between distributive Jjustice and Initial Job
satisfactlione.

The third and fourth most important variables were
positive affectivity (0e159) and negative affectivity
{-0e153)e The direction of the relatjonships are consistent
with the hypothesis of the models These results suggest
that employees who are predisposed to experience self
dissatisfaction across time and slituation are more llkely to
be less satisfled wlith their jobs. Converselye employees
who are predisposed to be enthuslastic across time and
situation are more likely to be highly satlisfied with their
jobse Poslitive and negative affectlivity are personality
variables whlich prevlious studies have shown to be related to
Job satisfactlon (Brlef et aley 1988; Watson et ale.y 1987).
The findings of thls study are consistent with the results

reported by Staw and his colleagues {Staw and Rosss 19853
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Staws Bell, 1986) who have demonstrated that an
employee's futur« job satisfaction can be predicted by
knowing his/her dispositlon to react positively or
negatively In any gliven situation.

The fifth most important wvariable was work involvement
(0.100)s The direction of the relationship is consistent
with the hypothesis of the models This result shows that
emp loyees who consider work to be an important part of life
are more likely to be satisfied with thelr Jjobs than those
who do note. Work involvement 1s a personality variable
which previous studles have shown to be positively
assoclated with job satisfaction {(Brookes 19865 Mottaz,
1981y 1985y 19885 Price and Muellery 1986b)e« The finding of
this study regarding its effect on job satisfactlion is
consistent with the results obtained in these studies. It
should be noted that work involvement had no significant
effect on job satisfactlon after controlling for initlal job
satisfaction (Models 3 and 4). This result is not
unexpected because of the collinearity between work
involvement and initial job satisfactione.

Opportunity (~0.076) was the least important varlable
in the model. Before controlling for dispositional
affectivity, opportunity had no slignificant effect on job
satlsfactlons Howevery after controlling for positlive and

negative affectivity, It became signlflcant. Thls result is
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not entirely surprisinges By partlalling out the effects of
positive and negative affectivity, the observed relationship
Is presumed to be the ®"true®™ net effect of opportunitye.
Opportunity Is an environmental variable. Its effect on job
satisfaction has not been widely studlied as much as its link
to turnover has been investigated. The obtalned result is
consistent with the hypothesis that employees who belleve
that there are many alternative jobs available for which
they are qualified are more likely to be dissatisfled with
thelir present jobses This result is consistent with the
results obtalned In previous empirical studles (Price and
Mueller 198ls 1986; Blegen and Muellers 1987).

Autonomyy role ambigultyes role confllicty role aoverload,
work group coheslone Internal labor markety supervisory
supportes and task slignificance had no slgniflcant effect on
Job satisfactions These results suggest that having freedom
to make work-related decisions, knowlng what is expected,
being free from confllicting demands, having a reasonable
work loades worklng in a friendly work groups having
opportunity for upward mobilltys having a helpful
supervisors or knowing how Individual job 15 related to
organizational output has no net impact on the degree to
which employee®s llke thelr Jobe These flndlings are not
consistent with the results obtalned In previous empirical

studlies that have shown that autonomys role amblguitye role
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conflicty role overloadsy work group coheslons internal labor
markete supervisory supporty and task signlificance are
important determinants of job satisfactlione

Exploratory Investigation_ of
the Effect of Pay

As discussed earlier in the causal model chaptery pay
was deleted from the modely but retained in the study for
further exploratory investigatlon of its effect on job
satisfactions Thls investigation was neceslilated by recent
emplrical evidence which revealed that there i{s a negative
causal relationship between pay and job satisfactlon (Price
and Muellery 1986b; Brookey 1986; Sorensons 1985)e This
finding is Inconsistent with the literature. The positian
taken in this Investigation Is that the lnconsistency lIs
largely a measurement problemy and not a theoretical
probleme. The investigatlion conducted Involves using
objective measure (lncome information obtalned from
personnel records) and subjective measure (information
provided by employee)y and an examination of the effect of
pay using each measuree The correlation between objectlive
pay and sublective pay was .69. The mean for objective pay
Was $26¢59%« For subjective payes the mean was $28:507.

Multiple regresslion analysls was used to examlne the
effect of pay on job satlsfaction using the two measures of

pay. An examinatlion of the zero~order correlation revealed
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that ojective pay (0.241) and subjective pay (0.209) are
positively correlated with job satlsfaction. The
multivariate analysis of the effect of pays however,
revealed that pay Is not an important determinant of job
satisfactiony regardless of how pay 1s measurede A total of
41 percent of the varliance of job satisfaction was explained
by this models The result of this Investigation did not
confirm or refute the findings of Prlce and Mueller (1986b).
They found that pay has a negative impact on job
satisfactiony whereas this investigatlion showed that pay is
not a determlinant of job satisfactlon. Economlsts have
argued that pay 1ls an important determinant of employees®
affective reaction to their job situation. Evidence of this
study suggests that pay may not be an lmportant determinant
once other variables (leee autonomys Internal labor market,
opportunity) which are correlated wlth pay are controlled
fore What 1s needed at this polnt Is another Investigation
that would repeat this study and also examine the extent to
which employees satisfaction with pay Is causally related to
their job satlsfactione It Is possible that actual pay lis
not as important as individual psychologlical reaction to his

Ppay e



91

LISREL Estimates of the
Effects of Corxrelates and Pay

As discussed earlier In the causal model chaptery
correlates (leees sexy marital statusy ages educatlion,
occupations and tenure) were not Included In the causal
model because many emplrical studies have shown that after
theoretical varlables have been taken into account
correlates contributes very little to the explanatory power
of the causal modele Alsos pay was deleted from the model
because the findings abtalned In a few recent studies have
ralsed questions about the relationship between pay and job
satisfaction.

The discussion presented In this section focused on the
results of the LISREL maximum likelihaod procedures used to
estimate the explanatory power of the correlates after
taking the theoretical varlables into consideration and the
unique effect of pay on satisfaction. Three conclusions can
be drawn from the results of these analyses presented in
Table 12. Firsts age and occupation was shown to be
poslitively related to Job satisfactjone This suggests that
older employees and employees In the higher occupational
categorles (lee professlionals and admlinlstrators) are
generally more satlisfled with thelir jobse Secondy pay had
no slignificant effect on Jjob satisfactione This result is

conslstent with the findings reported earlier. Thirde after



adding the correlates to the structural equation models
there were no significant Increases in the R-squaress
findings are consistent with the results obtained in

previous studies.
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Table 12

LISREL Estimates of the
Effects of the Correlates

lero-order
Correlations

A - ————
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Satisfaction

Variables Time 2 Model 1 Model 2
Opportunity -0el28% -0.037 -0el02%
Routinlzation -0eé4S51l% ~0e393% ~0.378%
Autonomy O.382% 0092 0.097
Role Amblguity ~0e331% -0.002 -0s070
Role Conflict ~0a249% -0.056 ~0020
Role Overload =0el15% -0.0% —0.045
Work Group

coheslion 0.286% g.001 -0.010
Work Involvement 0.358% Qa112% Ou117%
Distributive

Justice D67 0. 243% Qs253%
Internal Labor

market 0.099% ~0040 ~-0es018
Supervisory

support 03733 0.064 0.006
Task signlficance 0.288% 0.085% 0018
Positlve

affectivity 0.281% Del34%
Negative

affectivity ~0e2 49% -0el96%
Initial job

satlsfacttion OT02%
Pay O.178% -0.057 -0.063
Age 0.223% Oe126% 0.075
Sex -0.069 0.014 0.013
€Education -0.009 0«003 0008
Occupation 0.080% G« 055 U-001
Tenure 0.049 0045 0040
Marital Status ~-0.010 0.029 0.052
R—square 0.51 0«56

bNotes:

e il e A s ST i el iy e . b iR o et .

Sp< 005y One-tail teste.

Model 3

- S T W A5 P T - - -

-0.012
~0e109%
0.068

-0.020

~0.035

D0.024%4
0024

0149
—-0039

-0e 039
-0 055

Qs 715
-0.033
0.023
~0.007
0030
0.028
0.005
0076

0.73

—— —

LISREL Maximum Likelihood Estimates

Model &

~0e012

~0al24%
0.074

~-0043

~-0.023

0.025
0«.036

0e155%
0026

0046
0072

0.213%

—0.094&

0«.686%
'000‘06
0.014
-0.006
0.023
0.059
0.006
C.078%

O0.74

——— . - w— o
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CHAPTER V

SUMMARY AND CONCLUSION

This chapter c