RAPAGHA A5 A1S
Korean J. of Health Policy & Administration
Vol.5, No.1, 161-191, June 1995

Estimating a Causal Model of Job Satisfaction
in a Korean Hospital *

Young-Joon Seo **
Department of Preventive Medicine and Public Health
School of Medicine, Keimyung University

Taegn, South Korea

Jong-Wook Ko
James L. Price

Department of Sociology University of lowa lowa City, 142242

(Zz2eh)

2 =R A7) 0|28 vigoE /LY ATIEEH Be AHYE B3] ATTAEE 1)
o2 43402 AFHL ATVEEE ARE U 298¢ Hetshed] 2o e}, & 2y
o FEUSE ARVEE|L SYASRE VIAUY WEEZ B BRse] APEREd A,
ABE WrEA AR Ae4, A7 254, 4T 2%, 479 &, P 2 Fade B, 9

7Fed, AT ded, BulAe, £30713), €4 2787, 97 S0, 84, A3 drEEN

* We appreciate the comments that the following people made about the paper : Charles Mueller, Morain-
e Baker, Douglas Currivan, Roderick Iverson, David Watson, Jeongkoo Yoon, The University of lowa,
Iowa City, U.S.A., and the staff of the Department of Preventive Medicine, College of Medicine, Yeun-
gnam University, Taegu, Korea.

** Contact for information about the paper.

161



—Yong-Joon Seo et al : Estimating a Causal Model of job Satisfaction
in a Korean Hospital —

N FEE, 2798, A33 A4, 333 A4 oIz, AA, 8737 WrEEA g% A97184
71E Ui H9 Fol AU, B SYiFEC] F4US JEE vX e Ao ML 7
o) o FA FEIeAE AF AU

ARFAE 98 di7ol A 750848 F2 g hF A IFehe AHLE o A7)
U4 ABZALE AA g e 879517t Blso] 74.7%9] S92 7123t £HE AEF A
7Fs 83699 $HE HlEoR ﬁ%%&%ﬂl%éi(LISREL)rJr 3 AR 7S o145t A

3& Ao

¥4 ARE e ¢ 9FY S 7He ArEL AR R34, AR 4, FEWA, A%
o v, Bugel (ol Al W), 71t $F5, 2FE, A3 A4, 344 A4 (o1 A
23 W), 9% AY713(344 W) 59202 deton A X @ AFH WEE
2 ARGER 2 Y nAA Reke AR et B3 B AFA ARE AgrEe A7
BT HolE 75.4% ME o2 71E T8 RYE BT} & A¥EEE Yo

AEHoE B AFM AHE TSRS QARY-L 5o RAGME A go] 7hed Ao
Holo, B3 AENE Y] Yy RS T2 W, YA vy, oy 4 AFES ER X
Fshe T2HQ Z¥o] gEsivhe 488 4¢ & ANt

Key Words : A Causal Model of Job Satisfaction, Hospital Employees, Generalization, LISREL

I. Background

Explaining job satisfaction has been an enduring problem in the study of organizations.
Although the Western Electric researchers did not propose an explicit model of job satis-
faction, they did much to make the topic a central focus in the study of organizations(Lan-
dsberger, 1958). For example, they assumed that increases in job satisfaction yielded
increased productivity, and, during the 1940s and 1950s, this assumption was widely shar-
ed by organizational scholars. The recent review of the job satisfaction literature by Smit-

h and her colleagues(Cranny et al., 1992) illustrates the continued interest in this prob-
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lem,

Nearly all of the research on job satisfaction has originated in Western societies, es-
pecially the United States and Great Britain. Were American and British literature to be
subtracted from the corpus of research on job satisfaction, there would be very little data
left to examine, Since scholars seek to construct models they can apply across many soc-
ieties, it is incumbent on these scholars to estimate their models with data collected cros-
s-culturally, The study reported in this paper purports to estimate a causal model of job
satisfaction in Korea and to find out the determinants of job satisfaction of hospital
employees.

Job satisfaction is the extent to which employees like their work (Locke, 1976). It is the
affective component -- the liking -- that is central to job satisfaction. There is often a cog-
nitive component in the measurement of job satisfaction, but, as much as possible, this
cognitive component 1s excluded in the measurement process.

One reason the explanation of job satisfaction has been such an enduring problem is its
theoretical standing, as assessed by the impact it is believed to have on other concerns of
organizational scholars. Job satisfaction is considered an important determinant of absen-
teeism(Brooke and Price, 1989), turnover(Mobley, 1982 : Mowday, Porter and Steers,
1982), mental health(House, 1981), physical health(Sales and House, 1971), organizational
citizenship behavior(Organ, 1988), and the growth of unions(Freeman and Medoff, 1984).

Although no longer viewed as a determinant of performance (Lawler, 1973), job satisfac-
tions impact on absenteeism, turnover, mental health, organizational citizenship behavior,

and the growth of unions is sufficient to guarantee its continued theoretical significance,

II. The Causal Model

1. Overview of the Model
The model to be estimated is grounded in expectation theory. Basic to this theory is the

idea that employees enter work organizations with expectations and values, and if these
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expectations and values are met, the employees will likely be satisfied with their jobs.
Expectations are beliefs about what will characterize the work organization, whereas val-
ues are conceptions of preferred courses of action, Vroom(1964) was the first major schol-
ar to apply expectation theory to work organizations, and Porter and his colleagues(Por-
ter and Steers, 1973) are probably the major contemporary exponents of this theoreticat
perspective,

To apply expectation theory, it is critical to specify what the employees have expecta-
tions and values about. Empirical research on satisfaction indicates what work conditions
and environmental features the employees have expectations and values about, The sub-
section which follows this overview refers to those work conditions as social variables and
the environmental features as environmental variables,

Employees bring more than expectations and values into the work organization, Basic
personality dispositions, for example, accompany the expectations and values. These ad-
ditional characteristics are referred to as psychological variables. Traditional expectation
theory, as illustrated by Vrooms research, focuses only on expectations and values and
does not examine these other psychological variables,

Assumptions characterize all models, some pertaining to the entire model and others re-
lating to its specific elements, Assumptions which relate to specific elements of the model
are described throughout the following subsection. At a more general level, the model as-
sumes an exchange of benefits between the organization and its employees. Organizations
typically exchange rewards at their disposal -- most of the social variables in the model
are rewards -- in return for the contributions their employees make, Employees are satis-
fied with their work and are motivated to do their jobs in exchange for the rewards dispen-

sed by the organization,
2. Elements of the Model

This subsection discusses the models variables and the relationships among them, Table

1 defines the variables and Figure 1 diagrams the model.
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Table 1. Definitions of Variables in the Causal Model
Variable Definition
Opportunity availability of alternative jobs in the environment

Kinship Involvement?
Met Expectations

Work Motivation
Positive Affectivity

Negative Affectivity

Autonomy

Job Stress
Role Ambiguity
Role Conflict
Workload

Social Support

Co-worker Support

Supervisory Support
Job Growth

Routinization
Distributive Justice

Promotional Chances
Physical Working

Pay

the existence of obligations to and support from relatives re-
siding in the community

degree to which preconceived ideas held by employees con-
cerning organizational life are met

belief in the centrality of the work role in one’s life

a dispositional tendency to experience pleasant emotional stat-
es

a dispositional tendency to experience unpleasant emotional

_ states

degree to which an employee exercises power in performing
his /her work

degree to which an employee abilities fall below a job’s dem-
ands

degree to which role expectations are unclear

degree to which role expectations are incompatible

degree to which work role demands are excessive

availability of helpful others

degree to which employees have close friends in theirimmed-
iate work unit

degree to which supervisors are helpful in job-related matters

the opportunity provided by the organization to increase
work-related skills and knowledge

degree to which jobs are repetitive

degree to which rewards and punishments are related to per-
formance inputs

degree to which vertical opportunities exist for an individual
within an organization

Conditions general physical working environment which sur-
rounds the individual

Money and its equivalents received by employees for their ser-
vices

aKinship involvement is viewed as a social support variable in this study
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Figure 1. A Causal Model of Job Satisfaction
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1) Environmental Variables

The model has two environmental variables, opportunity and kinship involvement. Op-
portunity is a job market variable emphasized by economists and represents an external
labor market (Kalleberg and Sorensen, 1979). The emphasis on the environment is consist-
ent with the focus on environmental determinants studied using the ecological perspec-
tive(Hannan and Freeman, 1977). Opportunitys impact on satisfaction is based on the as-
sumption that an employee is free to move, It is also assumed that employees will become
dissatisfied if they know that similar employees elsewhere are getting more rewards. A
comparative component -- the similar employees -- is thus built into the model.

The emphasis on kinship involvement comes from the work of Price and Mueller (Price
and Mueller, 1986b) who term this variable kinship responsibility. In the present paper,
the variable is relabelled kinship involvement to indicate that it refers not just to kinship
obligations but also to social support from the kinship system, In their research,
Price-Mueller and colleagues found that kinship involvement decreases turnover by in-
creasing satisfaction, Based on their research, it is assumed that high kinship involve-
ment increases satisfaction, because it provides assistance for job-related problems. This
assistance for job-related problems means that kinship involvement is also a social-support

variable, albeit one that is outside the organization.

2) Psychological Variables

The model includes four psychological variables : met expectations, work motivation,
positive affectivity, and negative affectivity, Met expectations comes from the work of
Porter and his colleagues(Mowday et al., 1982). The study reported in this paper is con-
cerned only with whether expectations are met or not ; it was not possible to collect data
about employees expectations prior to entering the organization,

Work motivation is discussed in the work of McClelland and his colleagues(McClelland
et al., 1953), and is elaborated recently, with different terminology, by Kanungo(Kanu-

ngo, 1982). Kanungo(1982) distinguishes between job and work involvement. The former

167



—Yong-Joon Seo et al : Estimating a Causal Model of job Satisfaction
in a Korean Hospital —

indicates involvement with a specific job, whereas the latter refers to involvement with
work in general. The study reported in this paper is concerned only with the latter. Work
motivation is a type of variable that employees bring into the organization, It is assumed
that work motivation leads to greater satisfaction, because highly motivated employees
are likely to work harder and thus receive more rewards for their efforts,

Positive affectivity and negative affectivity have been recently emphasized as import-
ant determinants of work orientations by Watson and their colleagues(Watson and Clark,
1984 ; Watson and Tellegen, 1985). These two affectivities are commonly referred to as
dispositional variables. In addition to their expectations and values, employees bring their
dispositions into the organization. Like the previously-mentioned environmental variables,
these two dispositional variables constitute a departure from the traditional emphasis on
the social determinants of satisfaction(Kalleberg, 1977).

Some literature suggests that these two dispositional variables may contaminate the
measurements of job stress and social support (Brief et al., 1988). For example, employees
who are predisposed to experience pleasant emotional states may falsely underestimate
job stress and overestimate social support. Therefore, it is argued that without controls
for these dispositional variables, biased results may be produced. Although this possibility
is not emphasized in the literature, the measures of other determinants, particularly op-
portunity and promotional chances, may also be contaminated by the dispositional vari-
ables, Employees who are predisposed to experience pleasant emotional states may over-
estimate the availability of alternative jobs in the environment and the chances to ad-
vance within an organization, whereas employees who are predisposed to experience un-
pleasant emotional states may underestimate these alternatives and chances, Job stress,
social support, opportunity, and promotional chances could all be contaminated by the op-
timism /pessimism aspects of positive and negative affectivity. The possible confounding

influences of the dispositional variables will be examined in this study.
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3) Social Variables

The model has twelve social variables : autonomy, role ambiguity, role conflict, wor-
kload, co-worker support, supervisory support, job growth, routinization, distributive jus-
tice, promotional chances, physical working conditions, and pay. Role ambiguity, role con-
flict, and workload are dimensions of job stress, whereas co-worker support and supervis-
ory support are dimensions of social support,

Autonomy is the distribution of power from the perspective of an individuals job.,
Excluded from this definition is the power that individuals exercise in their immediate
work unit, Material pertinent to autonomy is often found in discussions of centralization,
control, participation, and power. Ever since the Western Electric Research, autonomy --
often referred to as participaﬁon -- has been viewed as an important determinant of satis-
faction : the greater the autonomy, the greater the satisfaction,

Job stress has three dimensions : role ambiguity, role conflict, and workload. These
job-stress variables stem from the researchers(House, 1980, 1981) at the Survey Research
Center (SRC) of the University of Michigan. Increases in job stress are believed to reduce
satisfaction,

Social support has two internal sources, coworkers and supervisors, The social support
label also comes from the SRC, Concern for what this research labels as social support dat-
es back to the Western Electric Research in the late 1920s and early 1930s (Roethlisberger
and Dickson, 1938), studies on primary groups in the 1940s and 1950s(Shils and Janowitz,
1948), and research on cohesion in the 1950s(Seashore, 1954). As previously indicated, kin-
ship involvement is also a social-support variable. The difference is that co-worker sup-
port and supervisory support indicate assistance from within the organization, whereas kin-
ship involvement represents assistance from outside the organization,

Job growth is a variable that is not much emphasized as a determinant of satisfaction,
Hackman and Oldham(1980) assert that work which allows employees to grow and de-
velop knowledge and skills provides them with a sense of personal progress and meani-

ngfulness, Additional empirical research(Mangelsdorff, 1989) reports that opportunities
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for the acquisition of new knowledge and for continuing education are important sources
of satisfaction. Job growth may also be especially important to the professional employees
in the hospital studied. The model postulates that it is likely to increase satisfaction, Rout-
inization is a technology variable, since it indicates the nature of the transformation pro-
cess, The label of routinization in the study of organizations comes from the work of Per-
row(1967). Material pertinent to routinization is found in the discussion of variety, as in
the Job Diagnostic Survey(Hackman and Oldham, 1975). Routinized work has long been
believed to produce lower satisfaction.

Distributive justice has its roots in the work of Adams(1963). Literature on distributive
justice contends that when employees perceive that rewards are distributed in proportion
to the contribution to the organization, they will define the situation as fair, and that fair-
ness produces increased satisfaction., What is assumed in the literature is the importance
of comparison in judging fairness, In other words, it is assumed that when an employees
input-output(rewards) ratio is proportional to that of other similar employees, the rewards
are judged as fair,

Promotional chances has long been a critical variable to sociologists, since it fits well
with their traditional concern about vertical mobility, Labor market theorists distinguish
between internal and external labor markets, Promotional chances captures the key el-
ement of an internal labor market, whereas opportunity, an environmental variable men-
tioned earlier, is part of an external labor market. Mobley and his colleagues(Mobley et
al., 1979) emphasize the importance of future rewards as a determinant of organizational
behavior, and these future rewards are captured by promotional chances. The model indic-
ates that increases in promotional chances produce greater satisfaction,

Physical working conditions impact on work orientations has not been much studied
(Mottaz, 1988). Material relevant to physical conditions is found in the discussion of job
hazards by Viscusi(1979), and in a recent study by Iverson and Roy(1994) which reports
that physical working conditions is an important determinant of work orientations. On the

basis of these data, it is argued that good physical working conditions improves satis-
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faction.

Pays role as an important incentive for employees has long been investigated in the
study of organizations. Scientific management theory has insisted that pay is the most im-
portant means to get employees to work hard(Aitken, 1985), whereas the Western Elec-
tric research tradition has tended to underestimate the importance of pay(Landsberger,
1958). Although pay is not as important as scientific management theory has argued, it is
still important as a determinant of work orientations and organizational behavior (Lawler,
1973). The model postulates a positive relationship between increases in pay and satis-
faction,

The model does not include demographic variables because these variables lack theor-
etical standing(Price, 1995). 'However, five demographic variables -- age, tenure, gender,

education, and union membership -- will be used as controls.

3. Moderating Effects

Four moderators will be examined in this research, First, the model hypothesizes that
the impacts of the social variables on satisfaction will be moderated by values, that is, the
relationship between the social variables and satisfaction will differ depending on the val-
uation of the social variables,

Second and third, job stress is hypothesized to impact only directly on satisfaction in
this study. However, a considerable amount of literature(Cohen and Wills, 1985) suggests
that the negative impact of job stress on satisfaction is moderated by social support
and /or autonomy. Job stress is said to have little or no impact on satisfaction when high
levels of social support and /or autonomy exist.

The fourth moderator to be estimated is being a primary income-earner. Pay is antici-
pated to impact directly on satisfaction. In contrast, Muchinsky and Tuttle(1979) suggest
that the impact of pay on satisfaction will vary, depending on whether or not an employee

is a primary income-earner, They suggest that as a households dependence on one earners
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pay increases, pay will be more important to the household and to the employee, and so

pays impact on satisfaction will also increase.

III. Methodology

1. Site, Sample, and Data Collection

The site for this research is a university hospital in Taegu, South Korea. Taegu is a lar-
ge city with a population of 2.5 million. This university hospital is a tertiary-care facility
that provides a full range of specialized diagnostic and treatment programs. It has 750
beds and employs 1,202 people.

The sample is composed of 836 hospital employees and represents all occupational cat-
egories in the hospital (physicians, 16,7 percent ; nurses, 53, 8 percent ; technologists, 12.5
percent ; administrative /clerical workers, 7.1 percent ; and manual workers, 9.9 percent),
There are 577 females(69.0 percent) and 509 union members(60.9 percent), Mean levels of
employee age, education, and tenure are thirty, fifteen(14.7), and five(5.2) years, re-
spectively,

Data were collected by questionnaire, The questionnaire was carefully translated into
Korean by the first author of this paper and by a Korean doctoral student of the Univer-
sity of lowa. Since it 1s critical to assure equivalent versions between the two different
languages, careful attention was paid to minimizing the problems of simple translation
(Hulin and Mayer, 1986). The translation was then reviewed and modified by five schol-
ars in South Korea, A pretest was conducted in another university hospital, and based on
the pretest results, final revisions were made on the Korean version of the questionnaire.

The distribution and collection of the questionnaires was done during May 1992. Ques-
tionnaires were distributed to 1,150 of the 1,202 employees. A total of fifty-two employ-

ees(1,202 minus 1,150) were not available during the survey period. A total of 879 ques-
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naires were collected for a response rate of about seventy-five (74.7) percent. After
forty-three questionnaires are excluded because of missing data, the final sample consists
of 836 respondents. A comparison, by gender and occupation, of the sample and hospital
population shows few differences between the two, which indicates that the sample is rep-

resentative,

2. Measurement

All of the theoretical variables are assessed with measures that have been widely used
in the study of organizations (Price and Mueller, 1986a). Most of the measures used in
this study are perceptual measures, as is common in the study of organizations (Price and
Mueller, 1986b). Examples of the measures are listed in the Appendix. Table 2 presents a
descriptive summary and the sources of the measures. As this table shows, the Cronbachs
alphas for the measures range from .54 to .84, with an average of .72.

The measurement of satisfaction may be approached globally or dimensionally. Brayfiel-
d-Rothes (1951) index illustrates a global approach, whereas Smith and her colleagues
(1969) exemplify a dimensional, or facet, approach. Both approaches are legitimate ways
to measure satisfaction. As with the studies by Kalleberg (1977) and Lincoln-Kalleberg
(1990), this research takes a global approach.

Two measures which will be used in the tests for the moderating effects, values and
primary income-earners, require some elaboration, The values regarding the social vari-
ables were measured with questions that asked respondents how much importance they
attach to each social variable, Each question had five response categories, ranging from
very important to not important at all, This procedure is common in measuring values in
organizational research (Lincoln and Kalleberg, 1990). The values for eleven out of the
twelve social variables were assessed ; only the value of physical working conditions was
not assessed. Since all eleven value measures exhibited little variation, each item was con-

verted into a dummy variable after the five response categories of the item were grouped
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Table 2. Descriptive Statistics and Reliability of Indices
Variable Mo. of Mean S.D. Range Alpha Sources

[tems ‘
Job Satisfaction 6 1894 395 6-30 .77 Brayfield-Rothe, 1951°
Opportunity 2 558 140 2-10 .58  Price-Mueller, 1986%
Kinship Involvement 1 213 187 07 N.A2 Price-Mueller, 1986
Met Expectations 4 10,23 297 4-20 .82  New Measure
Work Motivation 4 1658 2.67 4-20 .82 Kanungo, 1982t
Positive Affectivity 3 945 221 315 .67 Correspondence, Watson®
Negative Affectivity 4 1271 270 4-20 .66  Correspondence, Watson®
Autonomy 2 548 2.00 210 .67 Tetrick-LaRocco, 1987°
Role Ambiguity 3 564 171 3-15 .65 Rizzo et al,, 1970P
Role Conflict 3 1000 232 315 .76 Rizzo et al., 1970
Workload 3 1097 245 315 .66 Rizzo et al,, 1970®
Co-worker Support 4 1351 277 420 .75  Price-Mueller, 1986
Supervisory Support 3 8.45 243 315 a7 New Measure
Job Growth 3 821 240 3-15 .71 New Measure
Routinization 2 6.55 194 2-10 .54 Price-Mueller, 19860
Distributive Justice 5 1293 377 52 .84 Price-Mueller, 1986°
Promotional Chances 3 7.04 295 315 .83  Price-Mueller, 1986t
Phy. Working Cond, 3 6.95 276 315 .75 New Measure
Pay 1 1135.64 559.00 N.A2  Price-Mueller, 1986b

(mean=.72)

2 Alpha cannot be assessed for a single item.

b The items used in the measure are adapted from the source indicated.
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into two approximately equal categories. These dummy variables were used to check the
moderating effects of values.

Primary income-earners were identified using the income statistics collected on the
questionnaire, If the employees pay constituted over seventy-five percent of their total
household income, they were considered primary income-earners,(When primary
income-earners were defined with different percentages, such as sixty, seventy, eighty,
and ninety, the test results for the moderating effect did not change. Seventy-five percen-
t was chosen because it is the midpoint between fifty and one hundred.) A single person
who works is, of course, a primary income-earner, This was a dummy variable which had
the value of one if an employee was a primary income-earner ; otherwise it had the value
of zero, (Primary income-earﬂers were evenly divided between males and females, with 53.
1 percent of the former and 46. 9 percent of the latter being primary income-earners. The
reference to primary income-earner is thus not another way to refer to gender

differences. )

3. Data Analysis

Two statistical techniques were used to analyze the data, LISREL and multiple re-
gression analysis. LISREL corrects for measurement error(Bollen, 1989 ; Joreskog and Sor-
bom, 1988), produces coefficients similar to standardized regression coefficients, and prov-
ides a measure of explained variance, an unadjusted R2, The sample covariance matrix for
the observed indicators was inputted to LISREL. Single-item measures for kinship in-
volvement, pay, and the five demographic variables were treated as perfectly reliable.
Maximum likelihood estimation was used to obtain parameter estimates,

Although LISREL is a sophisticated statistical procedure, multiple regression technig-
ues are more flexible for checking linearity and moderating effects. The SPSS MEANS
procedure was used to check the linear relationship between each independent variable

and the dependent variable, Most relationships were found to be linear. For the rela-
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tionships which showed significant deviations from linearity, a comparison of the R2s with
Eta2s, along with a graphical examination of the relationships, reveals no extreme or
meaningful nonlinearity.

Multicollinearity was checked using the eigenvalue decomposition method(Gunst, 1983)
with the GAUSS statistical package. If an eigenvalue associated with an exogenous vari-
able is less than 0,05, then that variable has a multicollinearity problem, None of the eig-
envalues was found to be less than (.05 ; therefore, there is no problem of multicollinear-
ity among the variables, Additional information pertinent to multicollinearity is provided

in the correlation matrix in Table 3.

IV. Results

1. Moderating Effects

To assess the moderating effects discussed earlier, four sets of interaction effects were
examined. First were the interactions between values and the eleven social variables,
Eleven interactions were studied for this analysis. Second were the interactions between
social support and job stress, Nine interactions between the three social-support variables
(kinship involvement, co-worker support, and supervisory support) and the three job-stres-
s variables(role ambiguity, role conflict, and workload) were studied. Third were the inter-
actions between autonomy and job stress. Three interactions between autonomy and the
three job-stress variables were analyzed. Finally, one interaction effect between being a
primary income-earner and pay was studied. Overall, twenty-four interaction terms were
examined, Satisfaction is the dependent variable used in tests of the moderating effects,
{To conserve space, the results for these tests are not presented in the paper.)

When the eleven interaction terms are entered as a block, after regressing satisfaction

on the eighteen exogenous variables, the increment in explained variance is statistically
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significant, Individual t-tests for the interaction terms show that two of the eleven inter-
action terms are significant : one between supervisory support and the value of the super-
visory support, and the other between routinization and the value of variety(the opposite
of routinization), When the relationship between supervisory support and satisfaction is
examined for high and low levels of the value of supervisory support, the moderating ef-
fect is as predicted by the literature : the employees who highly value supervisory sup-
port exhibit higher levels of satisfaction than those who lowly value supervisory support.
The moderating effect of the value of variety is also as predicted by the literature : the
employees who evaluate variety highly are more satisfied with their job than those who
do not. However, except for the above two interaction terms, the other nine interaction
terms are not significant, that is, most of the results are not consistent with the argument
for the moderating effects of values,

When the other three sets of interaction effects -- the moderating effects of autonomy,
social support, and being a primary income-earner -- are checked, none of them is signifi-
cant. The addition of each set of interaction effects does not increase the R2 significantly.
In sum, no substantial evidence is found for the moderating effects of values, autonomy,

social support, or being a primary income-earner.

2. Zero-order Correlations

The first column in Table 4 contains zero-order correlations between the exogenous and
demographic variables, on the one hand, and satisfaction, The results indicate that the
eighteen exogenous variables are all significantly correlated with satisfaction in the direc-
tion predicted by the model. The results also show that employees who are older,
longer-tenured, male, more educated, and are not union members are more satisfied with

their job than are their counterparts,
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Table 4. Zero-Order Correlations and Model Estimation Results(N =836)
Variables Zero-order Model 1 Model 2
Correlations

Environmental Variables
Opportunity
Kinship Involvement

Psychological Variables
Met Expectations
Work Motivation
Positive Affectivity
Negative Affectivity

Social Variables
Autonomy

Role Ambiguity

Role Conflict
Workload

Co-worker Support
Supervisory Support
Job Growth
Routinization
Distributive Justice
Promotional Chances
Physical Working Conditions
Pay

Demographic Variables
Age

Tenure

Gendera

Education

Union Membershipb

R-square

-, 258"
.152=

624
.265*
.606**
-411™

.483**
-.454**
-.190*
-.321*

.384

.489*"

561
- 578"

.383™

475"

334

378

.339*
.228™
225"
270"
- 181"

-.108*
.048

336"

071

.238*
- 112

.013
-. 250"
-.040
-.100*

.095*
-.001
-.011
-.187*
-.098*

.056
-.067
-.028

017
.070
.020
.064
-.009

754

-.057
.069*

408"
.089*

-.025
- 319"
-.050
- 175"
.130*
-.039
.045
-.238"
-121*
.095*
-077
-.062

-.008
.101*
.032
.099*

-.001

.689

*PL05, *P(01, **P<.001(1-tailed).

al=male, 0=female,

b]=union member, 0=non-union member,
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3. Estimates of the Causal Model

The results for Model 1(Table 4) show that ten of the eighteen variables have statisti-
cally significant net effects on satisfaction. Met expectations, work motivation, positive
affectivity, and co-worker support have positive effects on satisfaction, whereas oppor-
tunity, negative affectivity, role ambiguity, workload, routinization, and distributive jus-
tice have negative effects. Except for distributive justice, these effects are all in the di-
rection predicted by the model posited in Figure 1. Model 1 explains about seventy-five
(75.4) percent of the variance in satisfaction. None of the five demographic variables --

age, tenure, gender, education or union membership -- is significant,

4. Dispositional Variables

The discussion of the model indicated that when examining the effects of the exogen-
ous variables on satisfaction, it is necessary to control for positive and negative affectiv-
ity. There is the possibility that these dispositional variables might contaminate not only
the job-stress and social-support variables, but also opportunity and promotional chances.
To investigate the possible confounding influences of the dispositional variables for these
variables, the model was reestimated with the two dispositional variables excluded. The
results are shown in the third column of Table 4(Model 2). The focus of the analysis will
be on the eight variables -- the three job-stress variables, the three social-support vari-
ables, opportunity, and promotional chances -- which are anticipated to be contaminated
by the dispositional variables.

When the dispositional variables are not controlled(see Model 2), opportunity is no lon-
ger significant, but kinship involvement and promotional chances become significant. Sev-
en variables -- met expectations, work motivation, role ambiguity, workload, co-worker
support, routinization, and distributive justice -- are significant in both situations, but wit-
hout controls, the size of these effects increases for each of the seven variables. The per-

centage increases are as follows : met expectations, twenty-two(21.8) ; work motivation,
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twenty-five(25.4) ; role ambiguity, twenty-three(23.2) : workload, seventy-five(75.0) :
co-worker support, thirty-seven(36. 8) ; routinzation, twenty-seven(27.3) ; and distribu-
tive justice, twenty-three(23.5). Two demographic variables, tenure and education, be-
come significant, both resulting in increased satisfaction. Excluding the dispositional var-
iables also affects the explained variance, which decreases by six percent as a result of

this exclusion,

V. Discussion

1. Major Findings

First, the range of the findings is impressive, Met expectations, work motivation, posi-
tive affectivity, and negative affectivity are psychological variables ; opportunity is an
environmental variable ; and role ambiguity, workload, co-worker support, and routiniza-
tion are social variables, Traditional investigations of satisfaction have focused on its soc-
ial determinants(Kalleberg, 1977). This study indicates that an exclusive focus on social
determinants is no longer justified : psychological, environmental, and social determinants
must be examined. This range of findings is a major result and suggests that an expanded
focus is needed for the study of satisfaction,

Second, the explained variance of this study(75.4 percent) is impressive, While not as
large as the seventy-nine percent obtained by Iverson and Roy(1994), it is higher than the
explained variance for the following five studies : Price and Mueller(1986b), thirty-nine
percent ; Mueller and Price(1990), forty-six percent ; Lincoln and Kalleberg(1990),
thirty-nine percent for the U.S.A. and forty percent for Japan ; Seo(1992), sixty-nine per-
cent ; Mueller and his colleagues(1994), sixty-two percent. It should be noted that all of
these results are not perfectly comparable, because some of the studies use LISREL(Seo,

1992 ; Iverson and Roy, 1994 : Mueller et al., 1994), whereas the remainder use OLS. Ther-
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efore, it appears as if the model can be generalized to South Korea, or at least to a univer-
sity hospital in that country, Lincoln and Kalleberg(1990), in their study of satisfaction
and commitment in the United States and Japan, found substantially the same results for
the two countries, thus anticipating the results of the research reported in this paper.
These results are the most important ones obtained in this investigation, since one of its

major purposes was to see if the estimated model could be generalized.

2. Expectation Theory

Met expectations must be considered more intensively, Met expectations was substi-
tuted for expectations, since it was not possible to measure expectations before the
employees started to work in the hospital, Values, however, were assessed in the custom-
ary manner, as was described when the measures were presented.

The results for met expectations are impressive, since its beta coefficient(.335) is the
largest of all the determinants. Role ambiguity(-.259) and routinization(-.187) have the
next two largest coefficients, The link with expectation theory provided by this variable
is, therefore, justified and confirms a main thrust of the work of Porter and his colleag-
ues. Further research should clearly include met expectations in the models estimated.

The results for values, however, are not significant : the employees evaluation of the
social conditions of work does not moderate the impact of these conditions on satisfaction.
These results for values are consistent with the previous work of Price-Mueller{1986b)
and Lincoln-Kalleberg(1990), but do not support an important thrust of Porter and his col-

leagues work.

3. Positive Affectivity and Negative Affectivity

Consider in more detail the findings regarding positive and negative affectivity. This
study examined the affectivity variables by running the model with them(Model 1) and

without them(Model 2). Examination of these results indicates that seven variables were
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signnificant with and without the affectivity variables (met expectations, work motiv-
ation, role ambiguity, workload, co-worker support, routinization, and distributive
justice). Only one variable (promotional chances) becomes significant when the affectiv-
ity variables are removed, thus suggesting that they are contaminating it. These results,
therefore, suggest that the contaminating potential of the affectivity variables is some-

what exaggerated.

4. Moderators

The discussion of values as a moderator raises the issue of the other possible moderat-
ors : autonomy, social support, and being a primary income-earner. This study finds that
autonomy and social support do not moderate, or buffer, the impact of job stress on satis-
faction, This study also finds that being a primary income-earner does not serve as a mod-
erator either. The literature contains considerable discussion as to whether autonomy and
social support moderate the impact of job stress on satisfaction and /or whether these var-
iables have only direct effects. This study indicates only direct effects for role ambiguity
and workload. Whether being a primary income-earner serves as a moderator is not as im-
portant a topic in the literature as autonomy and social support. However, the lack of res-
ults for being a primary income-earner 1S consistent with the results for autonomy and soc-
ial support : moderating effects are found for none of the variables examined. An additive
model thus works quite well in explaining satisfaction.

The results for possible moderators do not reject the contingency approach that is so
important in the study of organizations(Lawrence and Lorsch, 1967). These moderating
effects may exist in other settings, but they are not found in the site and sample investig-
ated in this study. The findings of this and other research, however, suggest that the im-

portance of the contingency approach is somewhat exaggerated,
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5. Adequacy of the Model

It was previously noted that ten of the beta coefficients were significant, Since the mod-
el has eighteen variables, this means that slightly over half(fifty-five percent) of them
are significant. Ignoring the explained variance for a moment, the question of the models
adequacy arises when only half of its variables are significant. Those which are not sig-
nificant may be genuine determinants of satisfaction, but may not be significant in the
site investigated. This is because of the large number of variables controlled and the lack
of variance among the variables investigated. Multivariate analysis is common in the stud-
y of satisfaction, but few studies use the extensive range of controls used in this investi-
gation, The single hospital studied here may also lack variations among the variables whic-
h were not significant, An investigator is likely to obtain greater variance when different
organizations are studied, especially if the organizations are quite different, All of the non-
significant variables have empirical support in the literature and may turn out to be sig-
nificant in other settings, The investigators, therefore, argue that the model estimated is
a good one, even if some of its determinants are not significant in this study. Of most im-
portance in evaluating the models adequacy are the consistency of the significant findings
with predictions based on the model and the high explained variance.

Only one significant finding, that for distributive justice, was not in accord with the
model ; it was negative, though it was hypothesized to be positive, In this study, the res-
ults for distributive justice seem to be a statistical artifact from the introduction of exten-
sive controls, since the zero-order correlation indicates that, as anticipated, distributive

justice is positively and significantly correlated with satisfaction,

6. Demographic Variables

The results for the zero-order correlations show that satisfaction varies with age, ten-
ure, gender, education, and union membership. This study suggests that the South Kor-

ean employees who are older and have longer tenure are more satisfied with their jobs.
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These results are consistent with the literature(Hall, 1994). This study also shows that
the South Korean employees who are male, more educated, and are not union members
are more satisfied with their jobs., However, a caution should be taken against generaliz-
ing the results for gender, education, and union membership, because the literature has
yielded mixed evidence about the relationships between these three demographic vari-
ables and satisfaction(Pfeffer and Davis-Blake, 1990 ; Hall, 1994).

When the results for the multivariate analysis were examined, none of the demographic
variables was significant(Model 1, Table 4). However, when the two affectivity variables
were excluded from the analysis to assess their importance, two demographic variables
(tenure and education) were significant. Since it is the first analysis which is most im-
portant, 1t is clear that the demographic variables add nothing to the explanation of satis-

faction ; their content is caught up by the eighteen theoretical variables,

VI. Suggestions

Four suggestions are advanced for future research on satisfaction, (1) The causal model
has been found to work in South Korea. However, since this finding is based on the inves-
tigation of only one organization, it may have some limitations in generalizing to other
organizations in South Korea. Additional research on different organizations in South Kor-
ea is required to get a more solid assessment on the models generalizability, Along with
this, the model needs to be estimated in other Asian societies, such as China and Indon-
esia,

(2) Nearly all studies of satisfaction are subject to the criticism of common-method var-
iance, Various solutions to the problem of common-method variance have been suggested,
but because of the practical difficulties in implementing them, the problem has not been
seriously faced in the study of satisfaction. Common-method variance is very difficult to

avoid, but to estimate the model more rigorously, future research should address this pro-
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blem,

(3) A longitudinal design is required to establish the causal ordering among variables,
For example, this study hypothesized that work motivation leads to satisfaction, but it is
possible that satisfaction may promote work motivation. However, this study could not
check this possibility, because it employed a cross-sectional design. A true longitudinal
study, with three points in time, would make it possible to establish firmly the causal
ordering.

(4) There is substantial evidence supporting the existence of different values among
the different members of society -- yet this study found little variation. Before this aspect
of expectation theory is rejected, values should be measured in a different way. Rather
than simply asking respondents to evaluate the importance of different structural features
of the organization -- the customary procedure used in this research -- a different type of
question might be designed. Vignettes, for example, might be used to assess the major
structural features of the organization, It is not generally prudent to reject an approach
without trying different measures of variables critical to that approach.

This study has clearly demonstrated that the model estimated in this study is valuable
in explaining satisfaction. Implementation of these suggestions should further improve the

model,
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Appendix

Selected Measures of the Research

Variable Measure
Job Satisfaction I feel fairly satisfied with my job.
Opportunity It would be easy for me to find a job with another employer that is

Kinship Involvement?
Met Expectations
Work Motivation
Positive Affectivity
Negative Affectivity
Autonomy

Role Ambiguity
Role Conflict
Workload

Co-worker Support
Supervisory Support
Job Growth

Routinization

Distributive

Promotional Chances

Physical Working Conditions

Pay®

much better than the one I now have

Generally, this hospital has been what I thought it would be,

In my view, a person’s life goals should be work-oriented.

I u_sually find ways to liven up my day.

Often I get irritated at little annoyances.

I have control over the scheduling of my job

I know exactly what is expected fo me in my job,

1 get conflicting job requests from two or more people,

I do not have enough time to get everything done in my job,

My peers are helpful to me in getting my job done,

My supervisor can be relied upon when things get tough on my job.

This hospital provides good opportunity for employees to learn new
knowledge and skills related to their job.

1 have the opportunity to do a number of different things in my job.

Justice Compared to other employees, my work reward is proper for
my education and training.

I have a good chance to get ahead in this hospital,

Working conditions in this hospital are comfortable,

a Measured by the number of dependents

b Measured by asking the respondents to indicate their total monthly income before taxation.
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