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Job Attractiveness and Satisfaction

Abstract

Two experimente were performad to study Job evaluation processes,
sing methods of information integration theory. Prospective job seekers
rated hypothetical job descriptions according to (a) how much they would
like to accept the Job, and (b) how satisfied they would feel with the
Job of that kind. Job descriptions were constructed from a Context x
Content factorial design, with 0.0, 0.5, and 1.0 proportion of good items
a5 lsvels of the two stimulus factors. Graphic plots of the Context x
Content effect on liking and expected satisfaction ratings showed a near-
parallelism, though a small nonadditive component was also present. Criti-
cal tests on both the group and i-dividual subject data sliminated the
adding rule and the multiplying rule, and supportad the averaging rule.
The averaging model was able to account for both the additive and nonaddi-
tive patterns in judgments of expected job attractiveness and satisfaction.
Practical implicatione of the averaging of job factors for emplayee satis-

faction were discussed.



An Integration Theoretical Analysis of Expected

Job Attractiveress and Satisfaction

Impact of various factors such a8 pay, working conditions,
sacurity, chances of promotion, etc. on job satisfaction has been
a subject of controversy in industrial and erganizational psycho-
logy. Tha traditional theory of job satisfaction treats all joh
factors alike and so expects them to produce qualitétiVGly similar
affects on job satisfaction. B8ut ths two-factor theory {Herzberq,
Na?suer, & Snyderman, 1953) divides jJob factors imto context (pay,
working conditions} and content (achiesvement, work itself) catego~
ries and assumes that factors from these twe categories produce
gualitatively different effoct on job satisfaction. According to
Grazen {1966), Herzberg st al. (195%) postulate different nonlinear
relatiormships betwsen each of these factor categariss and job satis-

f'aCtiDn .

Available evidence argues against the two~fastor theory and
for the traditional thecry of job satisfaction. fer example, thres
studies (Graen, 1966, 19€8; Singh, 1975) in which context and con-
tent factors uware Varied'SySthatically in a factorial design did
not obtain any evidence for nonlinear relationship. Two other
studies {Gray & Levin, 19783 Lindsay, Marks, & Gorlow, 1967) did
obtalin a significant interaction effect, but the shaps of their

factorial plots was exactly opposite to the predictiors from two-
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factor theory. But although all the five studies argue against two-
factory theory, they disagres whather the rule underlying the inte-

gration of context and content factors is additive or nonadditive,

Do the additive and nonadditive patterns reportad in the sty~
dies cited above reflect different integration rules? Or are thay
different forms of Just one basic integration ruls? If thers is one
besic rule, what is it? The main purpese of the present reaéérch
Was t0 answer thesa questions, using the methods of information inte-

gration theory (Andersun, 1974a, 1974p).

Method

Experiment 1

Stimuli. Two Separate sets of 15 job descriptions were prepared.

The first set had pay and physic ;1 working conditians as the context

factors and rscognition and nature of task -s the content factors., In

the second set, the context factors were jals) security and intergersongl

atmosphere, while the content factors were advancement and Iresponsibfs’

1ity. Each factor had sither positive or negative values in the Job

descriptions.

Of the 15 job descriptions, six were based on one type of infop-
mation: Thrae descriptions had Just the cantext factors; othar three

had only the content factors. FEach factor had 0.0, 0.5, or 1.0 propor-
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tion of good items as the levels. The remaining nine job descrip=-
tions wers constructed according to a pairuise combination of the
three levals of the context and content factors. These nine main
exparimental stimulj constituted a 3 x 3y Context x Content facto-

rial design.

All the job descriptions were typed on 4" x 6" index cards
with the items listed in a vertical order. To control the possible
effact of order of Presantation ef ifems, all the job descriptions
of the two sets were written in tws forms. In the first form, the
context factors wore listed firsts; in the second form the content
factors were listed first. That is, the job descriptions of the
second form had all ths items of the first form listed in exactly

the reverssd order,

In sach set, sevan Job descriptions had 0.5 proportion of
good ltoms of at least one factor. As 9ood and bad items of a
factor are not always weighted squally, a fuyrther methodological
preécaution was considered to be Necessary. For all these seven Job
descriptioné, two versions wers pPrepared. In the first version,
the first item was positive .amd the secomd Was negative., In the
second version, tha first item was negative and the second was posi-
tive. The two versions of these Job descriptions were balanced with
half of the subjects of sach group. In this Way, gach subject ratéd

only 15 job descriptions,



4

Job Attractiveness and Satisfaction

Bocause of thess controls and balances, a total of 88 Jjob
descriptions’wara prepared. In addition, 6 practice job descrip-
tions with 3 context and 3 content items were also made. These
practice examples were intended to serve as end anchors and to
orient the subjects toward the uss of the entire response scals

(Anderson, 1974h).

Design. The main stimuylus design was the 3 x 3, Content x
Context factorial. 8ecause of the use of 2 sets of Ltems and 2
orders of presentation, the complete design was o 2 x 2 X 3Ix 3
(Set x Order of Prasentation x Context x Content) factorial. The
first two factars were betwsen subjects, whareas the last two

were within subjects.

Subjects, Forty male graduate students from the master's
and doctoral programs of the Indian Institute of Technology,
Kanpur, India served gs subjects. They all wers prospective job
soskers. They were randomly assigned in equal numbers to the
four subgroups corresponding te the set and order of presentation

conditions.

Procedurs. In experimental saession, one subject was run at
a time. Upon arrival, he received a typed sheet of fnstructions

which described the nature of the experimental task and his rele
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as a subject. The task was irtrnduced as mne dealing with forming
impressions of different Jobs readily availabls to him. The task
for the subject was to read the given information about sach job,
form an cpinion of it, and rate it according to: (a) Mow much he
would like to accapt the Job and (b) How satisfied he would fesl
with the job of that kind. Thess two Judgments were made at two
SUccessive phases which wers balanced cver half of the subjects of

8ach group.

Before making sach kind of Judgment, sach subject worked with
8iX practice examples described earlier. He read the given informa-
tion, formed an opinion of the job, and then made his judgment along

a 31-point graphic scale.

After practice, the Subject received s pack of 15 job descrip-
tions, read each and every card carefully, and made his responsa on
the graphic rating scals. The pack af descriptions wgs then shuffled
theroughly and the procedure was repeated. After all the stimuli
were rated twice for gne type of'judgment, the entire procedure Was
repeated for the other type of Judgment. Subjects worked on the

axperimental task for approximately 45 minutes,

Exgerimegt 2

Experiment 2 was conducted a8 a reliability check on the results

of Experiment 1. Experimental design, irstructions, procedurss, etc.,
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thersfore, remained .dentical to thosa of Expariment 1. Housver,

it differed from EXporiment 1 in twd ways., First, subjects rated

19 descriptions which included 4 end anchors. These end anchors
consisted of 3 context and 3 éontent factors. This precaution was
taken to ensure that data for model testing come from the interior o+
of the scals (Andsrson, 1574b, p. 245). Second, each subject rated
all the job descriptions 3 times which permitted a more sensitive
test of the model at the level of individual subject. Subjects were
sixteen students from the same population as in Expariment 1. Each

subjscts spent approximately 1.25 hours on the task.

Results

Main Results

Figure 1 plots mean judgment of job attractiveness as a func-
tion of context (curve parameter, and content (listed on horizontal
axis) factors. The three solid curves are veoy nearly parallel in
both Experiments 1 and 2. From the shaps of thess two sets of
curves, it is svident that the context and content factors produced
similar and squivalent effect on ratings of job attractiveness. Thers

is thus no support for the prediction from two-factor theory.

Figuraes 1 and 2 about hars

Figure 2 lists mean expected job satisfaction as a function of

context (curve parameter) and content (listed on horizontal axis)
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factors. The three solid curves show near-parallalism in both
sxperiments. As in Figure 1, the context and content factors ssem
to have similar sffects. Agaln there is no support for two-factor

theory.

Although all the four ssts of curves exhibit near-parallelism,
there are small, systematic deviations from parallelism. A1l the
four sets of curves have a slight tendency to diverge toward the
right. This linear fan diuérgence is real, as the Context x Content
sffect was statistically significant in each of the four cases. o
Further analyses showed that the entire interactlon concentrated in
the Linear x Linear trend. The [ ratio fer sach interaction and its
respective Linear x Linear and residual components are presented in
Table 1. Interpretation of this linear fan pattern result is con-

siderad next.

la bou gra

Muitiplying versus Differential-Weight Averaging

Linear fan patterns have generally been intsrpreted as signs
of a multiplying process (Anderson, 1974a, 1974bs Norman, 1977:
Norman & Louviere, 1974). But this pattern can also be produced by
a conjunctive averaging rule with differential weightina (Singh,
Gupta, & Dalal, 1979). If negative values havs greater weight, then

the averaging model would produce an approximate linear fan shaps.
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The linear fan pattern is, therefore, comsistent with the prediec-
tion from both the multiplying and differential-weight averaging

principles.

A distinguishing test between multiplying and differential~-
welght averaging rules may be cbtained by corsidaring the dashsd
curva in Figures 1-2. This cufve repeesants judgments based on
content factor alonwe, with information pertaining to context factor
not being specified. Tha multiplying ruls requires that the dashed
curva will form part of the linear fan. The averaging rule, on ths
cantrary, implises that the dashed curve should cross oxer at least
one solld curve {Anderson, 1974as Singh et al, 1979). Figures -2
show clear, cocnvincing cross-over in sach of the four graphs. Thie
cress—-ovar intaraction is svidence against the multiplying ruls,

and for the differential-weight avaraging rule,

To get statistical support for the cross--gver interaction, the
dashed curve and ths middls solid curve data ware subjected ta a
2 x 3 analysis of variance. A significant inkeraction inp this 2 x 3
analysis of variance proves nonparallslism between dashed and middle
solid curves, In all the four cases, the intaraction effect was
highly significant,.F (2, 78) = 49.5 and 24.34 for liking and expected
satisfaction Judgment in Experiment 1, and F (2, 30) = 65.49 and 52.67

for liking and satisfaction ratimgs in Experiment 2. Similar cross-
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overs were also obtained for the other single factor, i.e., the con-
text factor. These results Support the differential-weight averaging

rule and reject the alternative multiplying rule.

Single Subjsct Analyses

Two ahalyses of vatlance waye performed on the data of each sub-
Jeet. The first analysis used the busic 3 x 3, Context x Content
designy the second analysis used g 4 x 3y Context x Content design.

In the lattsr analysis, one of the rows had information only about the
content factor, corresponding to the deshed curves in Figures 1-2. For
these single subject analyses, the two replications of the designs pro-
vided 9 and 12 4f for the within eell Variability in Experiment 1. To
test for temporal change over the two successive Judgments, however,
the df for error term wers reduced to B and 11 in the two respective
designs. In Experiment 2 with three replications, df for error were 16

and 22 for the tuwo designs.

These analyses clearly showed that nearly all the subjects followed
an averaging rule. 1In Experiment 1y 34 of the 40 subjects showsd g
Cross-over interaction for job liking, and 35 for job satisfaction. Only
5 or 6 subjects failed to show the cross-over, perhaps because of the
limited power with only two replications per subject. Although the
possibility that a feuw Subjects may have obeyed an adding rule cannot be
ruled out, the averaging interpretation is consistent with the fact that

all the sixteen subjects obeyad the averaging rule in Experiment 2 in
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which there were thres replications. The most important informa-
tion from these individual subject analyses is that parallselism
and nonparéllelism patterns wers really produced by constant- and

differential-weight averaging rule, respectivaely.
Discussion

The chief purpose of the present research was to dsetermins
the integration ruls for the context and content factors in Jjudg-
ments of job attractiveness and satisfaction. The existing literg-
ture presented i3 conflicting picture, and lacked information which
could distinguish betwsen alternative rules. Previous results on
'additiﬁe and nonadditive patterns in Job satisfaction thus seemed

to reflect different integration rules.

Critical tests metwean adding and averaging in the present
research ruled out adding, and ruled in averaging, showing that
parallelism was attributable to ths equal weight averaging. Simi-
larly, critical tests between multiplying and differential-weight
averaging re jected tha former, but supported the latter. Single
Subject analyses also disclosed that most of the subjects fol}nued
averaqing rule. The additive and nonadditive patterns were cons a—
guences of different weighting strategies and not of different
integration strategies. It can, therefore, bs said that an averag-

ing rule is able to account for the data reported in this pPaper.
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The present research suggests that the averaging model
(Anderson, 1974a, 1974b) can provide 3 unified interpretation both
for the additivity observaed by Graen (1966, 1968) and Singh (1975)
and for the nonadditivity obssrved by Lindsay et al. (19567) and
Gray and Levin (1978). The averaging model predicts additive as
well a8 nonadditive results depending upon the pattern of weights,
WUhen the waight of the information remains invariant over rows (or
enlumns) of the design, then parallelism is obtained. When ths
wveight of the information varies over rows (or columns), then syste-

matic and predictable eonvergence or divergence is obtained.

Do the equal- and differential-weight averaging rules point to
any important difference in the Job motivation of persors who follow
them? According to the equal-weight averaging rule, a person unhappyv
with content factors of his Job would vallie its context factors as
much as would a person happy with it, Similarly, the content factors
would be as important to dissatis fied persoms as they would be to
»eI80ns satisfiod with the context factors. This means that for emplo-
yees who obey a constant-weight averaging rule the context and content
factors make separats independent aontribution to their Job motivation
anc satisfaction. This is what the traditional theory of job satisfac-

tion predicts (Graen, 1968 Singh, 1975).
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The differential-weight averaging rule, in contrast, implies
that factor of one type will be more important to persons satisfied
rather than dissatisfied with the factor of the second type. Job
behaviors of persons followlng the differential-weight averaging
rule can, therefores, ke expected to conform with the prediction from

need-hisrarchy theory (Maslow, 1954).

From.the above mentioned interpretations of the two forme of
the averaging rule, it is quite evident that the context and content
factors do not operate in the way conceptualized within two-factor
theory. So, the two-factor theory is of limited use in the study of

axpected joh attractiveness and satisfaction.

Actual job satisfaction and expected job satisfaction are un-
doubtadly different. The former refers to the outcomes alrsady
exparienced by an individual worker on his jobs the latter refers
to cne's affective orientation toward anticipated outcomes. Neverthe-
less, the present integration theoretical analysis susgests that rat-
ings of actual job satisfaction studied previously (Graen, 1966, 1968;
Lindsay et al, 1967) and expected Job satisfaction studisd sarlier
(Singh, 1975) as well as hers follow similar cognitive processes. An
averaging rule can, therefors, naturally apply to even actual job

satisfaction.
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A practical implication of the averaging process deserves
emphasis. Addition of any new factor to the set of already exist-
ing factors around the job cannot always raise job satisfaction cf
each andisvery employes. If the new factor is of thé;modarate value,
averaging it 1In would make the dissatisfied emﬁinyees less dissatis-
fied but would make the satisfied cnes less satisfied. Unless the
new factor has its value higher than the average valus of all the
positive factors present around the job, the introduced change is
likely to result in dissatisfaction among the previously satisfisd
smployses. This may very well be a reasaon behind the failure of so
many job snrichment programs (Backman, 1975). If it is trus, then
the averaging modsl may provide a peretratine appreach to the problems

faced in job enrichment.

The autho®s are very much impressed hy information integration
theory because it provides a useful framework for studying many applied
problems (Norman, 1977; Norman & Louviers, 19743 Singh, 1975, 1978
Singh, Bohra, & Dalal, 1979). An important characteristics of the
integration rules is that they deal with patterns of responses. This
characterlistic is vital for bestween-within group comparisons as well as
for comparisons among differsnt kinds of responses made to the same set
of stimuli. A concern for patterns in responses helps bypass at least
two uncertain assumpfions (a) that specific stimuli have the sams mean-

ing for all the people, and (b) that all respense have uniform erigin
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and distribution. People undoubtedly vary not only in their value
systems but alseo in their personal refersnce scales (Upshaw, 1969).
Nevertheless, they can still be compared with respsct to the pattern
in their responses to a factorial set of stimuli. In addition, the
integration rule can serve as a base and frame for measurement of
subjective values of each individual. This is important in applied
settings because different people will have different values. Abi-
lity of the theory to operate at the level of individual sub ject

makas 1t well suited for applied research.
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F Ratios for Overall Context x Content Effect and for Linear x Linsar
and Residual Components in Experiments 1 and 2

F-Ratios Job Attrac- Expected Satis fac—
tiveness tion
Experiment 1
Overall 3.65% 5,51%%*
Interaction
(4, 155)
Linsar x Linear 10, 25%* 14, 07%*
(1, 156)
Res idual 0.47 2,65
(3, 156)
Experiment 2
Overall 7 L 85¥H 3.57%*
Interaction
(4, £2)
Linear x Linear 20.55%%* 7 .99%##
(1, 30)
Residual 2.01 2.10
(3, 60)
*p L .05
**p < L0

Figures in the parenthosses are df for numerator and denominator

of the corresponding F ratio._
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Figure Captions

Mean Jjob attractiveness as a function of context
(curve parameter) and content (listed on the hori-
zontal axis) factors. The dashed curve (NS) is
based on information about anly the content factor.

Data from Experiments 1-2.

Mean expected job satisfaction as a function of con-
text (curve parameter) and content (listed on the
horizontal axis) factors. The dashed curve {NS) is
based on information about only the content factor.

Data from Experiments 1-2.
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