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Job Satisfaction

Job satisfaction refers to a collection of feelings that an individual holds toward hi
or her job. A person with a high level of job satisfaction holds positive feelings towarz
the job; a person who is dissatisfied with his or her job holds negative feelings aboy,
the job. When people speak of employee attitudes, more often than not they mean jo},
satisfaction. In fact, the two terms are frequently used interchangeably.

What Determines Job Satisfaction? What work-related variabjeg
! determine job satisfaction? The evidence indicates that the most impor-
| ant factors conducive to job satisfaction are mentally challenging worl,
equitable rewards, supportive working conditions, and supportive
& colleagues.’ . 3
: Employees tend to prefer jobs that give them opportunities to use
their skills and abilities and offer a variety of tasks, freedom, and feed-
| back on how well they’re doing. These characteristics make work men-
” tally challenging. Jobs that have too little cha!lenge create boredom, but
too much challenge creates frustration and feelings of failure. Und.er co.ndmons of
moderate challenge, most employees will experience pleasure and saﬂsfact}on. .
Employees want pay systems and promotion policies that thfey perceive as being
just, unambiguous, and in line with their expectations. When pay is seen as fair, basefl
on job demands, individual skill level, and community pay standards, satisfaction is
likely to result. Similarly, individuals who perceive that promotion decisions are made
in a fair and just manner are likely to experience satisfaction from their jobs.
Employees are concerned with their work environment for both personal com-
fort and facilitating doing a good job. They prefer physical surroundings that are safe,
comfortable, clean, and with a minimum degree of distractions.
Finally, people get more out of work than merely‘money or tangible achievements.
For most employees, work also fills the need for social interactj
therefore, having friendly and supportive coworkers leads to incre

on. Not surprisingly,
ased job satisfaction.
Satisfaction and Productivity Few topics have attracted 4 much ;

students of organizational behavior as the satisfaction/p 111 Interest among
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The question typically posed is: Are satisfied workers mm:ill_lgg"lty relatlonshlp:hs
fied workers? e catisfaction uctve than dissatis-
The early views on the satisfaction/productivity e, .
summarized in the statement “2{ happy worker is 5 pl‘oduittlions}up ¢an be essentially
paternalism shown by managers in the 1930s througt, the 195 g: Worker.” Much of the
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help others, and go beyond the normal ex;'

g ectations i ir 3 o,
employees might be more prone to go beyo iess i sheir job. Muteqver, atifed

iprocate thei Y . nd the call of d
P their positive experiences. Consistent with this gxztlzierf;ui: t{\eg.wam g o
, early discussions of

OCB assumed that it was closely linked with satisfaction.!8
ever, suggests that satisfaction influences OCB but't}(:n. 1}\1’10re SRR T
There ! iy rough perceptions of fairn
Satisfacticg: is a moldest overall relationship between job saﬁsfactli)on and OCBei%S.But
ction 1sllun}'e ateq to QCB when fairness is controlled for.2? What does this
mean: aslca Ys ]((i)b satlzslfactmn comes down to conceptions of fair outcomes, treat
men 't feel li i ation’
t, and procedures.?! If you don't feel like your supervisor, the organization’s

procedures, or pay policies are fair, your job satisfaction is likely to suffer significantly.

However, when you perceive organizational processes and outcomes to be fair, trust is
developed. And when you trust your employer, you're more willing to voluntarily

engage in behaviors that go beyond your formal job requirements.

Reducing Dissonance

One of the most relevant findings pertaining to attitudes is the fact t'hat inc_lividugls
seek consistency. Cognitive dissonance occurs when there are inconsistencies
between two or more ofa person’s attitudes or between 2 person’s behav- 4
ior and attitudes. The theory of cognitive dissonance suggests that peo- (8
ple seek to minimize dissonance and the discomfort1t cuses
In the real world, no individual can avoid dissonance c}(\)mpa Stozfé i
You know that “honesty .s the best policy” but say nc;{hmi rwc lfillldren < 8
clerk gives you back too much change. Or you t© yo

) do people cope? A person’s ;
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dissonance.

m
If the elements creating the dissonance 31': ;’:i::r‘;f Z:I:g;iranr:, tShe Pr
to correct this imbalance will be low. But, 53y ongly that no company s}‘louI;ll t, Wh,
has a husband and several children—believes str girements of her job, M, P °u11t:
the air or water. Unfortunately, because of the Ieq that would trade Off’h o 3 Snlith 1
placed in the position of having to make dec‘.ﬂ:lm;he knows that dumpip S Ay,
profitability against her attitudes on eollutlo e the practice is legal) js in tltlt b
Pany’ sewage into the loca river (ve'll sssume che practice Smith is experi.. 26t
economic interest of her firm. What will she do? f (:;e };’m or.tance of the e;‘len | J
a high degree of cognitive dissonance. Becaufe 0 g inrt): onsistency, B .Z “Meny,
in this example, we can’t expect Mrs. Smith to 15;110;8H 0 dol n h ele'szl _les qQuit,
ting her job, there are several paths that she.can o OWh sl 1l | €Mmg,
She can reduce dissonance either by changing h.er l?e B s Uting the
river) or by concluding that the dissonant behavior is not(:i :::)j ;jI:r}:(:;;Tt after 4
(“I've got to make 2 living and, in my role as a corporate de iiade s I.O&en
have to place the good of my company above that of the eI?VlI('iOD o, Or socie ).
A third alternative would be for Mrs. Smith to chang": her attitu be ( er; 1S Nothip
wrong with polluting the river”). Still another ch01c“e would g to see out more
consonant elements to outweigh the dissonant ones ( The benefits to soclety from
manufacturing our products more than offset the cost to society of the resulting wage,

pollution”),
The degree of influence that individuals believe they have over the elements will

have an impact on how they will react to the dissonance. If they perceive the disso-
nance to be an uncontrollable result—somethj

say or do. In addition, the greater the dissonance—after j has beep,
by importance, choice, and reward factors—the greater the Pressures ¢, oy
u

T ——



Chapter 2

Foundations of Individual Behavior 27

The Attitude/Behavior Relation hi
ship

1 h .
ifsﬁlr; srf;;ied(-nlhd;: izel:}:l onship between g¢;
sense, too, Sugéests a ltela:islt:l }t:‘ldes People E(t)lll(ciles and behavior
. S % e et 1
grams they like or that emPIOyee;p. Isn’t j¢ logical th::mlene wha
In the late 1960s, hovweves ttr}}l’izoazvol people w
) < sum

by a reVleW ()f

assumed them to be
t they do. Common
atch television pro-
ed relas ind distastefy]>

e researCH 2§lp between attitudes and
the AT rel‘ " On Fhe basis of an evaly-
it s e ationship, the reviewer con-
strated that L0 st, only slightly related. More

moderating contingency varia .
cy bles are taken into consideras; ‘ur’ar};‘le relationship if

g on. € most
st powerful

hils € importan
accessibility, whether there exi - ce of the att . .
i S o vessures, and whether 4 eude, ;]ts specificity, its

person has direct exper;

. t expen-

ence with the attitude.?*
~ Important attitudes are ones that reflect fund

identification with individuals or groups that a amental values, self-
als consider important tend to show a stron re{)efson values. Attitudes th

The more specific the attitude and thg m:tlol‘lshlp to behavior.

. ; re specific the behavi
the link between the two. For instance, asking so ¢ behavior, the stronger
tion to stay with the organization for the nfxt 6meone specifically about her inten-
turnover for that person than if you asked her how rsl;(t;rslftihzlshhkely to better predict

Attitudes that are easily remembered are more lik:l St e wasdwlth Higt pay:
attitudes that are not accessible in memory. Interestin,czr’lyoyfs’rl:tr:ce)?:‘?i(l)(r lthzm
I er'nember attltu.des that are frequ’entl'y expressed. So the ore you talk abou: }}rlofl(;
attitude on a sub]e.:ct, the more you’re likely to remember it, and the more likely it is to
shape your behavior.

Discrepancies between attitudes and behavior are more likely to occur when
ressures to behave in certain ways hold exceptional power. This tends to char-
This may explain why an employee who holds
~union organizing meetings; or why tobacco
who tend to believe the research link-
e others from smoking in their offices.
likely to be much stronger if an atti-
direct personal experience.
they would respond
dict actual behavior
d for such an

interest, or
at individu-

social p
acterize behavior in organizations.
strong anti-union attitudes attends pro
executives, who are not smokers themselves and
ing smoking and cancer, don’t actively discourag

Finally, the attitude/behavior relationship is
tude refers to something with which the individual has
Asking college students with no significant yvork experience how
to working for an authoritarian supervisor is far less likely to Ilalreworke
than asking that same question of employees who have actually

individual.

. _The factis that noné of
sees reality. What we do
aterpret what we see
Jlit reality.

PERCEPTION BTN
ndividuals organize and mte;fent. &

Perception is a process by which 1n eaning to their environme? look
their sensory impressions in order to give m individuals may '
AP ently demonstra s reality.

Research on perception consistentl) o is h
at the same tll)ling I))Iet perceive it Jifferently. The fa¢
What we do is interpret what
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