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REIATIONSEI? OF JOB INVCINE-.NT TC P-RCIIVED IMPURTANCD AN
SATISFACTICN OF CMPLOYEE MNelDS
Rabindra K. Kanungo
Behavioral Science-Marketing Research Unit
Faculty of Managoment
MeGill University, hontreal, Cannde
and
Sasi Misra

Irdien Institute of Menagement
Ahpedebad, India

ABSTRACT
Relationship betwe:n attitude of job involvement and patterns

of perceived necd importance, necd satisfaction, and necd strength were
explored. Data were collected from &, high-invelved and 77 low involve!
employees of two Indian organizaticns, Results rcvealed that the attitude
of job-imvoclvenent zcted as a moderator varisble only with respect to
employce's cognitive evaluation of the inportance of need on the job. High
involved emplcyecs as compercd to low invelved eoloyees, attached greater
importance to safety and self-actualization necds and lesser importance to
physiological and social nescds. With respect to the patterns of need
setisfaction and need strength, the high and low invclved employees did
not differ, Both groups were least satisfied with and felt strongest necds
in physiological and self-actualization areas. Scveral hypotheses derived
fron Maslow's necd hierarchy noticn could not be supported by the results.
Tt was postulated that the cognitive vaelue systen cof perceivod need
importance which is influenced by job involvement attitude is differemt
from experiential cvaluaticn of necu gsatisfaction and strength which arc

nore a function of the cue properties of the job and its enviroment.



REL TIONSHIP OF JOB INVOLVEMENT TO PERCEIVED IMPORTANCE
AND SATISFACT ION OF EMPLOYEE NEEDS

The attituds of work aliena,i' “ner Job _molveman‘b qah been
considere: as. very. central to work met:va‘blon (Ka*z & iahm, 1")66

crc

Seemen, 19’71) sod yeot very few s'bud:.es have bean doze to explors the
reiationship bgt. en, ﬁob :mvol\muezrb ard pa utern;, csf nurcﬁlved need"
and thejr satizf&ot.:}ons- on the job., Wost of tha,theoriez_oj unan
mctivaf‘:.,ion_n(@.'l.de‘_r'-fer, 1972; Herzberg, 1956; Maslow, 1954,) -di_re'ct 'DL".ET:.I'

wA : ' : n R .
effor‘t:; to identify the strength of various need categories amd Yo
suggesi: that job behavior is primarily determined by the perceived
s“brené’bh ané satisfaction of these needs in the employecs, Very little .
‘attention has besn naid by thece theories to job invoivement &5 a mod‘era-t,or
variable influencing employee's percepiion of importance, strength and
sa‘bisfac‘tion of his needs. The prasent stwdy is an attempt tc explore

.-x'. .

'bhe relat:.oﬂsh*p between the attitude of job involverent and patterm of

perceiVed igportance of the needs , apd their satisfacvicn .on the. job.

The a‘b"‘ltme of job imvolvement or ibe opposiie job alicmation
represents the degree to vhich the.total job situation is thought of as
being cemtral to 511e's iife .or zelf-concépt, D1 vhis senss, it iz eimidar
“to what Sesmen (1971) refers to ag .”se].‘_f-estrangemant". A employee lae.r;:el'ﬁuu
hiweelf as seif-estranged whein he t»hjﬁis he i5 engaged In activi%;ies cn the
-job ‘that are not meaningful in them-cives, ’:n.rt; ere simoly ueans o other
ends. --Tn'ge; for thé alienéted employes, work is something wn;ch is not

intrinsically meanz‘mgfwf- and rewarding, An imvoived employee on the other

sia— .

hand expects his work o be intrineically revarding beczuse he thinks work

rovides him the opportunity for celf-expressiorn. Both r‘:a.r'x and From: 1966)
¥



-8 -

have used the concepl of aliesatinn in this semse.

From psychelogicel point of viem, dhe specific attivude of job
irrolvement is different from and independent of woth the ac{:uai feel'ings '
of need satisfactions experisnced by the emplioyee om the job ( .‘l'..e.:.;rier G
Fall, 1970; Seeman, 1971), aid hie cogmicive vaiue cystem with féspac‘b
to the verceived instrumentalities of the job for need satisfactions o
(RO‘JE, 1973). The jcb involvement attitude rsfere to "the internalizs—
tion of veiues about tihe goodnmes of work or ths impertanee of work in
the worth of the versan” (iodahy & Kejner, 1965, £.24). T ropresents
én. employeets egowinvolvement or comniiment in his job. In somc ways,

+the

it reflects the degrae o wiich the employee kes internslized
frrotestant ethics'! during his socializaticn process. Tt s the by=
product of his background and personal experiences ir the mast apd is
often carried by him 1‘;'an j‘ob'to' job. Thus, It is concedved 4g a moré'
kstable individusl characteristi¢ and therefore more a function of the
person than of the job {lawler & Ball, 1970). The attituds of job satis-
faction cn ths cther bang, 1s much more of a traneient ztate of the
employees It is determined by the degree of fuifiilment of en employee's
needs oa the job due te the presence or alwence of certain job laeucrs

or ouicomes cuch as selary, independerce, etc. Thus, while the jich
involvemsnt dimension varies fron complets idenmtificeti-m (si*iiud= of
belongingness ) to lock of any relaticn (dox's care zititule) sith the
job, the job satisfactiosr dimension variss fvor speezfic meed-fullillment

to need-frustra®ion on the job deganding won the avtaimert of desired
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goals through job sctivity, It 1s quile conceivable that an employes
may ho highly sa.tisfiéd buts not involved or highly involved bub ﬁo’b
satisfied, While some have sargusd tmat job—imvolvemsn' ias vositively
related to job sa‘bis-i‘antinn, at least in th2 ares of Herzherc't moti-
vators, and therefore the former can 'De. rradicted from the knowledge
of the latter (Weissemberg & Brueafeld, 1968), it is doubtful whether
this relationshir is a stablie ons. Since job involvement i mcre of an
individual difference type variubls depsndent on past socizlization of
the employea and job-satisfacticn is more of a job or sitwetional daffe-
rence Type variable dependént onr presence cr absence of job faclors, the
relationship between the two i3 expectes to te winimal.
According to expectancy theories of motivation {Vroom, 1964; Porter

Iswler, 1968), smtisfaction in a job is nobt only dependent on the
presence or absence af joh fzctors <het are intended to satisfy ewmployes
needs but also on the importance that the employee atiaches Lo these needs
.opm job factors. EREach empléye_a has 8 cognitive wvalue gystem with respect
to what job factors he conuiders moré important. than others. This deter-
mines the valance of oubcomés from thz job for the smployess. Whils one
amployse may feel very satisfied in ap crganiretion thet has sxeellent
fringe bemefit plans because in his scheme of thaings, fringe henarits’
ar—e the ucst dmportarnt cutcoues that ‘me? i locking ter from ks job,
another !:ﬂplcyé’e in the sane sitvaticn mey not fecl very saitisfied bacause
ne attaches lesser importance to fringe bonelit: comparas to aﬁher job

factors. Thus, employese differ with regpect i¢- the percejvec impertance
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of various job factors they want o ihe job. Tt ag _prcposec'i nere that
the cognitive vaive system represemting employee'e per ceived .I;uoz*t.ance
of job factors rather than the =zpzri e-rtlal system repre ent:i.ng asgree

ntisrection wath various job factors (Fg-wu, 1973)-:‘.‘? izdluencec by

or

Lk

whe attituds of jeb rnwlnemarm. The employeaTs attitids of job involve-

* fa

ment weuld iifiuence selsctive peroegptior of drstrumertalitiss of the job
or what He awpects from the jofs ard therdby would determine ths velence

of various job facters for hin, Within any or garisation, there are zlvays
soms, an'g.:lof'ees vhe are mere job-imvolved rhan cthers, But all a.ﬁplo;srees
consider L'héir job ag belng instrmental in savisfying scme of their needs,
Diflerences in their job—imrolvemert stiitude . mey influence the employecs
to look at the same job in very difi‘arsnt perspeetives, and may direct them
to anpha.size different kinds of géal ctteinmerts: in the job. But their
satisfactions cn the jof: zay depend upon whataor or not the job actu
offers “hemn wo an a::x-squatc arteri whet they want and _f:o;z.g:irder Important.

L I .
wiil alpo louenu

L

The need shfangth in the caplovess Sor varicus job fagbors
on tpc'L. lzvel of satisfaciions 3: Trugtraidiors actunlly swperienced on the
job duwe to the tresencs or abgance of various Job Pactsn and not on thesie
Jjob irvelvement attitwic, |

Ir the contaxt of ! e alodts (1954 ) nsed cais ories aid theis hieras e,

the presemt study e dusi wguicnshins of job dxtvoloen-

mert to ervmarisgtial and within emnlcyess.

The tollovivy —esific u
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Bypothetis 1, The job~involved amployess will attach greater importance

to those judb facters or ouboames that tend to satisfy higher order neads
Like ego amd sslf-actualizaticn needq than To those jeb factors that fend
to -ss.t:.sfy Ilover -:‘vrd.er nseds like physisiogical, safetv, end cocial needs,
Hypothesis 2, Ths reverac of hypcthesis 't wiil be True for the job~
alierated ﬁ'aploye &z, |
Hypotd @iz 3, The job-involved and job-alienated empleyses will mot differ
gither with respect 1O their levels of satisfacticn or with respect %o theiv
need strength for the variovs job fectors. |
| An additional parpose of the study is to test some of tie dwplicaticns
of Masilow's (1954) theory of growth motivaticn in a culvursl getuwp differem
frun" {.}e gne o which Masjow's tﬁpory is mostly applied. T‘he prasen‘b study
:"uas corducted in a developlng cmmtry where for most of the emp_ayees the
Zower order needs are not adeguately met. Thus, it is expected that the
erployees -in gensral will show a greater concern for and exserience greater
;‘._Lssat"si"‘ctlm with these needs as compared to higher order needs. For
the sene Teasome, the strength of lower order needs ghonld be higher for
them than the strength of nighsr order ueecr which in ~ase of many eployes:
mey perhscs »3 peychologically son~existesnt. Thus, the [ollewing vhres
adrh*lonal mypetheses are formulated:
Byo othesg é,‘ The employees will show greatsr dissetisraction with job

factors that satisfy lower order zeeds then higher orfer needs.



-

Yypothesis 5. - Gor:se,quent"y the erployvees will show groater seed strengtl

far the lowsr than higher order needs,

Hypothesis 6. The ovarall job satisfaction of empioyess will Acpend more

or the satisfaction i lever than higher order reeds.

saamle

Iata vares collested from o watal of 40 emplpﬁraes b.-::Lon,::,--img TL T
aifferent :.n:iu.;ur.;.u. orgapizations; one loceted din nidW'-fstern ard the
other in the north-wertert regisn of Indiz. Witaip each argandisatico,
the wample irchuded the now-supervicory renk a.m file, and :uporvisory
lover and micdle ueregement persomiel, A deteiled o*ea.kdmn of the sa:'!p
with respect to variow «.=’w".n:3r‘_hc clmracircrlet"ce ers pmwnte)d in

Table 1.

TABIE 1 HZRE

 Taspection of the last columm of Table 1 weveals that the sarple was pre-

dominently warried adult melss, coming maizlyv fram wrpan ke ckzrownds, end

with more than bty years £ wmk evporiedce vitiadn *he orgwdization, dear _Hv

"

helf of the ronplie were coliege gradimtes =23 tra other awlf ‘ngh eChos?
graduete:, A high nercemiags of Theae velonge” to lover and Tower middle

class incrme categories, Adlthough *the samie does n:4: riprezent a wide

croga~zection of amplovess trreughout Indiec wilh respset te the demograshic

characteristics, the sampl. avpraimates veirs closely the tv 1ﬁ_ educated




Frogcedures - .
Thy sazk and £i1s menbers n the vemple wsra Lemvrvasier Ladivie

. . ) e © ‘
dually on tha basis of a juestiomgairs,” The meragement personnel

included in the rewple however, were agked to £i11-ir the qussisionnaire
themseives, and bo consult tae intem;—'zwér only when they faced 2y -.
probl=a with respoct %5 ary given item in the cuestiommaire.

The gquestiomnaire consisted of five parts. The first part was
intended 1o colleet percomal demogi'aphic data fpom the responfernts, such
es their age, ser, mariial status, urbangrural beckgeoumd, leved of
education, ipcome, and length of service within the érg"qm.ia'tion, Tre
second part listed I3 jor lfactars and the responfents ‘wers asked to rark
them by assigning mumbers 1 ta 13 according Yo the perceived importance
of these factors for them on the joh. These job factors represemtec the
five Maslow-type need categories. Three job factors, salary, fringe
benefits, and physical working condition, represented tphysiological!
need category. The lsafety' need eategory was represemted by fwe Jfob
facters, job security anmd m_anagem-an'E policy and pr&’.:{i cese The Vgsocizld'
psed category included three job factors, good imterporsomal peer reletions
op ths job, congsideraie, and technically coupetc:t mmervisore. The Tegol
necd eategory included two factors, recognition and responsibiliity on the
job, Firally, the 'self'-g-c"iualizatién“ need catogory was represenbe’ by
three Tactors; the interesting mature of work, cpportumity for EOVALOGAETT,

g achisvament,
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In part +hrec of e questiornaire, me '*eépoﬁisnbé'~kere asked
+o irdzcate their prestut 1ev-~1 of Zatisfaction or dissetisfaction
in vhedir jbb witn .:*:eapec”t"-'to eacs af the 13 1ob factoms, For this
purpoée, 5 si:c-po:i.frb scale was'jaaaﬁ. Crdinal *;Teighf;; of 1, 2, anm:

3 were sesignid to extremely, moceratoly and mildly Jissetisfizd and
weights of 4, 5, g 6 ware assignel te mildly, mederanely and oxtro-

*

mely satisfied pcints o ¢ the scals, regrectivily. Begifes the 15 ivems’
"-l’:' . P o ! L ’ .
for sach of ‘,zhich the resnondents were required to indicaue their levels
R ‘. ; - L . s )
of satizfaciion, there was anobher itsm that wae 1m:9r:de:1 e moaswes s

., - -

'-espond 's veml.. Job satis fa.ct:.or or. a ::1.:1'.1]3.[‘ a:r::—no Fais .;.oalh.
The fourth 1:::3.1"r cf the Cupstz.onnau:'e yas ac s:.gnef to measme s
strergty of the needs of the res:acmn,nt For sach of‘ L‘v_ "3 Job i‘ac.
tm, need strengt,h Was neasured by Qkuzg thc rﬂ-spoleun'l' 'Lc mi;ca. e -"Lfne
.amourt of change they wﬁvld l:uce to see on thc:LI Jcb For th.x..: purpose,

a nine-poiut fleating-anchor type scale was user;, in whic:h, the niddic

point with an ordinal weight of 5 indicated 'mo change' for each resnon-

Lo}
-

D
[N

dert, Each .responden*:l was inobructed whet for swy given iob fscter
e dpe: not vamt army change from what he oW H‘:e hocauze The iob Thetor

_ _ .

ze nresewtly xiste is all “haw he aeeds o work most effestiveiy, Ae WAz
respond by circling the midpoint of the s'.ca.L:s. I hewever, N ownnhe perme
or less of the job facter than whet his job pfeserrbly e, :1e.. may circls
appropriate poimbe to the right with dncrs esing n"o.:;:,al weighls cr left

with decroasing ordinel weights wespectively, The ascunc of dosires

change indicated on this :cole for eascn job Sactor was e atssuwe of ° i
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need strength, This method of mee.swing need strengin by providing a

f:l.oatf..ng nidpoint” anchor to esch ruponﬁmb i nams.dww& hehber Yhan

the ona derised bym{ﬂ&l g gana;ca.us :u.se:l iy cther imvesti-

ga'borel. Porter asked the Te@ondar'ts 'bo :url:.ca’c.e ‘mw um.h thers iz =2nd

) bow m_uéh there: showld -be*oft & job fac‘Qc;i, x'c._n o;_} sevan-poa.nt sqales N et

used the, diec':repa.ncy score at a 'méasﬁre.of need streng'th. However, sinece
snozxients may have vary:mg stc..nia.rdo .of ]udg:.n" on & seve n-point scale,

their perceptions of how much thers if of a ;;.;b factor, nhs. diserepancy

-score s Liable to be contaminated by regression effect.

The final part <f the quest:.ozma:.re conglated of 20 :Ltems of‘ 't.he
joo—involvement scule developed by Lodakl aud s\edner ('1965) The eepone
dents were. askec te :mia.cata, @ 8 foxm-no.mb scale (st.ronglj BTET, &FTCO,
Qdisagrse, strongly disa.gree}{_rt,h_a:i.;;.dag'fsgoi‘ ag_:r'aeapenit'o.. disagreement to
each item, |

RESUITS

In order.to- ‘best the first three h:;pothe 28, the re.soonﬂents wers
divided invo two groups of nn.gh aa‘.nfq low 3ob-.hnml\:emﬁrﬁ. Sinze L"lC job~
involvement scale had a possible range of scores from f:JOrtol 80, respon-
dunits who obtained a score of 50 or above were assigued to high job-
invelvemént groups. The high job=involved grovp (mean = 53.98
é ‘= Led2) consis;bed of &4 resporxiézxts, and tlic dew izwol’vec’:‘ Sooup
(_ﬂ 39.44 DD = 6.11). consisted of 77 respondents, The various
demographic cheratberistics of“the twe grouss are presenmtad in Tsble 1.

CHi~squere tests on the freguency date for each of the damtgrapiriv
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varisbles rmrea)er’. sigrificant I““ln.'tlcn in three easess High anvolved
~group t.encleh. to .ha;m ‘greater nmber ot réspanisnias who were marrisd
rather tha*; s:_'Lngle ('3‘- = L4922, & ( .C)) , and who ha.fl more job

. . hz
sxperience (. = 8.98, n (“,.01), ard more income ("; = 8.8, p <.M)
For the rest of the demograpluc va.r:n_z:,bles, the hagh and low mvclvemenu

groupe ‘seemec more. or less matcnad,

Job mvolveme ortznce of Needs

Frc.._ e reci:onses 1o *oart o of the questionnzire, [ive ﬁ;e;an
_.r_m:mg.. , one for each of the five sets of job factars corresponding
Lo the flve naod cawgovlw were caloulated for fioh re,pondent.-.'-‘ :
igsc az.alys:..; of veriance on “epeat'*d measures was performed on
thess meen ‘vark acares There were . tio 1evels of joh involvemert ard
i:Lve need categories. The main effect of need ca‘tegor:.ss (2 (4,695) =
51 %7, 2 /,”.01) and the :.rrbﬂ&cuon effect [ (1.,695) 550,

p - +05) were found to be o igrificant, inepection of the means =5

presanted in Table 2 shows, the nature oF the main ang _L:r.he-:a.ct.,_ca

effects. the evzt_re samole, the JI@CI“D.IIJCL, attache. Lo the five

édtegorz.e: of needs is arrangsd in the following wrdﬁr. .ael.u—act,u-.u-;
2ation, 20, safety, pirysiologiééfl anci s'oc'is.l.". Lict,ewe*"} when the "1_3‘*
and 1ows molvr-ment grouped are compa.rcu w:::th ons —ho*:,har, certam
interesting pa.‘t‘i}e‘rns QNETEE.. I+ will be nD"'lCu-L. ‘bh‘.l" socm; cxm
-mgs:_olog" cel needs arc Cons siderel by boﬁ“l the groap;; to bé ef‘,.l east
impertance, However, in the case of both the :n. .od ca uCQ‘CI‘leS 2 ‘the Lo,

irwelved groww considers them to be of grea‘bev- mromanc-= thar the hish



involved group. On the other hand with respect to self-actualisetion
need category which is ponsidered the most impertest by both the mrowps,
the high involvad gfcq:: attaches greater impertance to it than the low
involved growp. The high imfolvéﬁ growp also & tteches greater importance
to safety need category thap the lew irmvelved grow. These results only
partially suppert Hypotheses 1 and 2.

_ TABIE 2 HERE
It si;i‘en.:cr-that although vhe respordents i general vasue higher crasr aeed
u;;.‘tmfacta.on mare than lower order need satisfaction cn the gob, their
job :l_mfo_Lveme.nt attitudes seem to have some moderator inf{Juence on their
cognitive value eystenms. High job imvolvement ettitudes on the part of
the x:esnorﬂent-t terd to revult in a g:r'ea'ber emphasis on self-actualization
and safety med.a apd a lesser emphasis on sociel amd physiological needs,
where as low jah mvalvement attitudes seem to produce the opposite
*'\attern. Wl‘b"i respect to ege ncads, nhe difference ~mong the Hroe goups

is very mlm.mal.- Although the observed cllfxe;emes with respect to the

«
e

perceived importance of Lei;t-c.ctuﬂl:n.zatlon, secial and pl-j,fﬁwlorrlcaﬂ needs
are comsistant with Hypotheses 1 and 2, the greater ewphaeis placed on
safety need by high involved growp wes rather wnexpecvec. In Ingien

job market context, where the rate of unemiployment is very high, it is
quite reasomable to expeci: u greater :an:ortanco atvached to job security
by ell employees. But vhy should high involved growp attach greater
importance to it than the lov invelved group? One explanstion of this

Finding may be that for the on~the-job satisfaction of s:lf-actuzlization



needs which the high involvé& growup concider to e mosf important,
they Bave 1o heve their galfely aeeds met, In thesr cognitive valus
system, they may be considering their safe'by need sa‘tisfactidn as a
crucial step to their gel:f‘-ac‘bua..l.:.aatloj need satis féction. The
validity of this ‘explanstion, however, remains to be es'béd Iis.r‘ih*hixre

- pesearch.

Levels of actual sa‘c,:.s.uactlon derlved frcm the ;Job- with resnect
t-o each of the Live need. categories were calculataa for eachrx:esporﬂeni’a
from his responses to part three of the quest:.onma.re. A.ga_ma 2 x5
,_,a.mlys:.s of varisnce aipilar to the onz described earllq,r' was performed
_m the sat:.sfa.ct:.on scores, Ueither h:Lgh-low Ww: o
dis :.rcbera.ction with need categary gﬁgﬁb —y fomd to be significant.
This sipnarts ha-ﬂi'-hnnm 3 muj:hh respastt o agbenl levels of nosd
satisfaction the job~imvolved and ip't_»-alielea'bed emplcyees will not
diffcr from one anothexr, The arly m-ain effect thet was significent was
the need category effeck @iﬁéﬁﬁ)'b.%’h p_ £.01)., The mean sztis=
faction scores as presented in Tsble 2 reveals 't.hat both the grouws of
respordents are most satiéfieﬁ with social needs, znd next in order
comes safety end ego noeds. The needs that they are least saetdsiied
TABIE 3 HERE

with are in the areas of phys_j.ological ard self-actuelizaticon nsed
cetegories. These results do not suppert hypothesss 4. Although the
respordents are least satisfied with job fac‘tors 1ike sslary, fringe

benefit and working eenditions, they are 2lso lezs satisiied wath self-
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actualization goals such as interesting mature of werk, opportunity
far advancement, ea‘;c;, that theit job provides; Tt appeary ihet the
lack of og:portunity for lower order need satisfaetion does not nece-
ssarily mekec the higher ozﬂéf needs ps;ycholegically non~existent for
the respordents, The respondents seem to react to the presence or
zhsence of sach categéry of job factors. Due to +.hle underdsvelopet
mm of the economy, the employees feel a lack 6f.a.dequa.te satis~
-ﬁ;tion of physiclogical needss’ Bub at the same time, they also feel
the lack of sstisfaction of theiy self-eotualization needs. Ihis may
be caused by the traditional mancgement cystem of operation within the
prganization.

Part three of the questiommaire n.nghﬁed an item to measwrg the
pverell satisfaction experienced hy the regpondents on the job. Analysis
of the overall satisfection score revealed that the high imvolved growp
(mean = 4.68, _S_Q = 1.16) was nct different from the low involved growm

(mean =.4.6?., SD = 1,29), This again supporte hypotbesis 3, and is
consistent with the comparisons between the two groups with respect to

sach need category as presented in Teble 3;

Job Tovolvememt and Need Strength Bxperjepced on the Job

levels of noed strength of cach need c:ategor?y vas calewlatec, for
pach respondent from his responses to part four of the -uestionraire.
hiid ﬁa’y be recalled thet neod strength was measiured on a nine-point scale
in terms amowrt of desired change, eithsr more or less of a job factor,

from the existing level represented by a score of 5, ' Thus, farther away

.
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a scorc is from 5, greater was the need strength Analysis of varizn-c
was perfofmed qh.thefneed-sﬁrangth-sccres in’tﬁe 5amé mapner a8 was 4ons
for zatisfaction écores; Here agzin, no significant effect was obtained
either for the high ahd:law'involvement grour or for its interaction with
need categories., Thesé-results suppart hypothésis 3 tb&t the neec~-strenghbh
of high and Tow iﬂvolvéd.gféﬁps'will not differ from oue ancther., The main
effeet of need ca‘beéory, however, was foxﬁ}d tc be significamt (T (4,60%5) =
8,96, p < .01). The meen ﬁeéd;strength sccr;s are presented in Tabla L.

| TABIE .. HERE
For both high and low invalved groups, the social needs appear to have
least strength, and next in order comes cgo and safety nesds. The physio=-
ilbgﬁ.cé.l and self-actualization maed: categories are the strongest needs
éqn;ianoed by the respondents. The pattern of need strength as shown in
Tabls 4 ia quite consistent with the pattern of need satisfaction shown in
Tzble 3. |
| Those nesd categories that are shawn to have high levels of satis-
faction in Table 3, are the onmes thet have low strangth. These findings
are in line with the notion that need satisfaction dscrezses need strengih.
However, the finfings do not support hypothesis 5" that strength of lower
order neads will be greater thaﬁ thaﬁ of higher order needs. Although
paysiclogical needs appsar to be the strongest, next in stresgth comes
self:actualization nesds. The greater strength of these twe nesd categories
refiectz-greater erviromenteal &epfivatioﬁ of apprepriate gozls for mate-

rial comfart and personal growth.
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ion orf Qv = Job Satisfaction to Sevisfactions with Vi i
sl Catogorigs
" In order to test hypathegis 6 that the oversll job satisfaction
will depend mare on the satisiacticn of lower +hen higher order nead:,
the overell jch setisfastion soorag of tﬁe respozrlenté Qera correlated
with i:.hnir satisfaction with each of the job factors. The produet mmarnt
co.erehtion. &re pregsented in Pablc 5, Imspectian of Tatle 5 showe a
tm;;vxl opposite of hypothesis 6. The megaitude of correlations temd to be
higher for higher order neec oategories than far lower order nesd cate-
gories, This suggests thai eetisfection of 9go and selfeactualizetion
neads are bc‘btu'.p’edictora of overall job satdsfactian among the resyon=
dents than satisfaction of physiological and safety needs,

TABIE, 5 HERE

DISCUSS TON

The results of the present study provided support to the notion
that amployee's attitude of Job involvement ean act as & moderator varieble
and can influence arploveels cognitive evuluation of the importance of
various job factors. However, the joo imvolvewent attitude does not
influence either the actual exverience of satisfaction on the job ar the
suployeots strength of varicus neeis, Need satisfactions and need strengh'bs
are very much a fimection of the job and its ennrormem in which appropriate
goals for need satisfaction may be Pregent or absent in varying degreea,
Thus, high and low irnvolved employees did mot differ with regspect to their
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need satisfactione end need strengths, but Cid atbtach differertizl
importerce te job factors represemting higher and lo:rer order needs,

The responiznts in the present stucy heiorged %o Indii, a deve~
loping coumtry, where the lower order needs 2re dxpucted o de the most
salient force goverming 'theﬁ.r behavior, Cerirary *o such expectations,
the resulte rovealed that the respondunts in their coznivive evaluation
sonsider self-actuzlization on the job Lo be most i@ortant ard gocial
ard physiological need satisfaction to be least importaut (Table 2). The
respordents also exhibit e stronger cesire for self~actuelizetion neel
satisfactions alangside physialogical need satisfaction (Tzble 3 and 4).
Furthermore, their overall job savisfaetion is more strongly related to
higher order need satdgfaction than to lower order need satisfaction
(Table 5).- These findings provide lack of suyport for hypotheses 4,5,
apd 6 and thus cuestions +he validity and gemeralizability of Maslow's
need hiererchy concept. FPor instance, the need hierarchy concept carncl
explain how the self-actwlizaiion neat :.a.t.isf.‘act-im e desired so strougly
by the employees whan thsir lalaxrs-iological geods A 213, WOy 3STOIE. Lhe
presert results however are coneis--rt with the notisn thet verious nezds
co-exist within the employees with verying degrecs oL surength and et
the lsatisfaction ard strongsth of these needs arc : {unction of the cus

oroperties of tha job and its envircrment.
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For instance, two respondents may indicate their job perceptions
rmraspaﬂt.to"hmmthereiswﬁofﬁ.joh.ﬂactm:hycircling
3 ami 5 on the Fepoint scale, Wben they are again asked 4o
indicate "how much there showld be" of the same job factar alsé

on a 7-point scale, one respondent has 4 poimts to move to the
r:’.g}-xt of the scale where as the other has only helf ag ouch scope
for such movement, even if the latter nmay actually wamt squal
amount of change in the jeb faetar,



Table 1
Demographic Cheracteristics of Kespondegts Brpressec

Ormabioml level

Supervisery
Non-Supervisory

Job experience
Tess than 2 years
More than 2 yeusrs

Income level

lower (below Re 300)

Lower middle (Rs 300-699)
Upper middle (Rs 700=3,200)
Upper {&bove Rs 1,200)

Education
Less than High School
High School Grad.
College Grad.

Age
20=30 years

31=40 yoars
41=50 yoars

n

2 X

Male
Fenzle

Varitel Stztus
parried
Single

Background

Tural
Trban

U
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g- ;’erce&a,’ ]

ni%h Involvemernt

low Inrolvement

L= 64) (N=77)
37459 575
42,50 L.T5
1400 36,36
5.93 63.63
21037 2908'7
35493 4805
25,00 7.7
17.16 14.28

9.37 10,38
43.75 42.85
A&nS‘? 4'6'75
54,68 70,12
40,62 25.97

4.68 ?-89
G2.15 Al

T.81 15.5C
70, 21 51.94
?9.68 48105
3308 4De2l
62,53 AN /A

Total

(N =-41)

46431
53.60

26,24
7375

26.2/,

42455
15.60



Pergeived  Taportance cf Need Categorg

High Tavolvemer
Neod Cptegories @ sb
Physiclogical 722 2.8
Safety 5.93 2,04
Social 2.58 2.1
Ego 6.20  2.20
Self-actualization 56 1.59

Table 2

Low Ipvolvemert,

Moar 8D

6.93 2.3
6. 62 2.6
8.78 2.0
6.0,  R.45
5.97 2.0

7.06

6.31

9.15
6.11

SUTA

2.55
2.40
2.11
2.33
1.87

Note: Higher scores sipmify lower percéivad importance,



Table 3
Level of Need Sztiafection Fxperiwnced
S the iob

high Involvement lov Invelvement
Heod Categories esn 5D Mesy 5D
Physiological ba55 .99 4ol 1.02
Safety e 81 .95 LR 1,14
Saciall Le90 T.0 4.96 1.2
Fgo 471 1033 LT .22
Self-Actualization 450 77 452 1.20

Iotal
Moap L
4e33 1.
LeT6 1,05
493 1.06
La"Th 1.26
451 1.2

Note: Higher scores signify higher levils of satisfaction.
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Table 4
ovel of Need Stre: eriancec on the Job
igh olved Low Irvolved Total
tegarjes Main 8D - Majp -l Main &3
Physiclogical _6.80  1.16 AA1 148 ban. 1 ac
Safety butdy 19 6.22  1.26 6.2 1.2
Social . 5.96 1.3, 5.8 1""fgq_...ﬂ. 3539} - 1.27
Bgo 6.10 1.60 6.01 1.20 6.05 1.39
Self-Actualization 6.58 1.10 6.37 1.14 6.46  1.12

Note: Higher scores signify highor levels of nced strength,



Table 5

Correlations (product mament) betwesn overall
job satisfaction and satisfaction with specific
- -b a QA -, 1w vols A Z0 _:‘:

facto epI e

A St [)

Need Categories Job Factors z
FPhysjological: Salary 17
Fringe benefits .19
Physical working corditicns «35
safety: Security .29
Mepagemert policy & practices A
Sogial: Technicelly competemt supervision A
Considerate and supportive supervision A
Likeable coworksrs 51
Bgo: Recognition .60
Responsibility .63
Self Actualization: Advancement opportimity oD
Interesting work .60
Achievement . W50

Correlations are basad on N = 141. A eorrelztion of .19 or greater is

gignificamt at the 05 lavel of confildence,



