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The correlates of organizational communication to other
organizational constructs have been scarcely researched.

Two constructs of interest to management researchers and
practitioners are job performance and job satisfaction.
This interest arises from the fact that the guality of
organizational life and effectiveness may be determined by
the quality of the two constructs.

This study investigates the moderating influence of
organizaticnal communication on two models involving the
variables of performance and satisfaction: (1} the rela-
tionship between performance and satisfaction and (2) the
relationship between the congruence of the individual and
the job with performance and satisfaction. Organizational
communication is assessed in terms of ten dimensions:
trust in superiors; influence of superiors; accuracy of
information; desire for interaction; communication satis-
faction; overload and underload information; and upward,

downward, and lateral communication.
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Executives, research and middle management people,
office workers, and manufacturing individuals from two
firms provided the data for the study. An expected
'moderating influence was evaluated through differential
validity or differential predictability, as appropriate,
and moderated regression analysis.

Organizational communication received very weak support
as a moderator of both the relationship between the target
variables of performance and satisfaction and the individual-
job congruence association with the same target variables.
Accuracy of information, desire for interaction, and
directionaltiy of communication--upward, downward, and
lateral--received support as moderators of particular
performance/satisfaction relationships. Trust in superiors,
influence of superiors, accuracy of information, and desire
for interaction acted as moderators of specific individual-
job congruence relationships with performance and satis-
faction.

Organizational communication received moderate-to-strong
support as a predictor of the two relationships researched.
Thus, either as a moderator or as a predictor, communication
constitutes an avenue for improving the quality of organi-
zational life and effectiveness; the performance and
satisfaction of individuals may be fostered through

communication.
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CHAPTER I

INTRODUCTION

Mechanical systems are generally activated and coor-
dinated through electrical impulses. However, social
systems are different. They are activated and coordinated
mainly through communication. Consequently, the importance
of communication in organizational functioning is well
recognized by organizational theorists. Nevertheless,
there remains a noticeable need to relate organizational
comnunication measures to other organizational concepts
(56, 57). The correlates of organizational communication
to other organizational constructs have been scarcely
investigated.

Organization theory has to do with organizational
functioning, and organizational functioning depends on
communication (1, 2, 39). Therefore, as a field of study,
organization theory should provide for a better under-
standing of the role of communication in organizational
functioning. This research is intended to constitute an
essential step toward the improvement of such understanding.
It investigates the moderating impact of organizational
communication on two models: the relationship between job
performance and job satisfaction, and the individual-job

congruence relationship with both job performance and job




satisfaction, separately. The justification of this study
is highlighted below. It includes a description of the two

models investigated.

Justification of Research

The discussion of the appropriateness of the present
research begins by emphasizing the importance of communi-
cation in organizations. Iﬁ then turns to the need for
relating organizational communication to other organiza-
tional constructs. The discussion of this need includes
a description of the two basic models investigated, the
relétionship between job performance and job satisfaction,
and the individual-job congruence relationship with job
performance and job satisfaction. After these two models
are introduced, attention then focuses on the rationale for
investigating the moderating impact of organizational
communication on each one of them. The rationale for
investigating the moderating influence of organizational
communication on the job performance relationship with job
satisfaction is presented first, and is followed by the
reasonableness for studying the moderating impact of the
same variable on the individual-job congruence relationship

with performance and satisfaction.

Importance of Communication in Organizations

The importance of communication for organizational

functioning has been long recognized by behavioral and




organizational theorists. It has been argued that without
the capacity to obtain and disseminate information, the very
survival of an organization may be threatened. Communi-
cation has been viewed as being so vital for organizations
that several theorists have written extensively in this
area. Barnard, one of the first theorists to write about
the importance of communication in organizations, stated
that "in an exhaustive theory of organization, communication
would occupy a central place, because the structure, exten-
siveness, and scope of organization are almost entirely
determined by communication techniques" (1, p. 91).

Bavelas and Barrett theorized that it is entirely
acceptable to view an organization as "an elaborate system
for gathering, evaluating, recombining, and disseminating
information™ (2, p. 368). They argued that communication
should not be considered a secondary or derived aspect of
organizations, but the essence of all organized activity.
They viewed communication as a process out of which all
other functions are derived.

T.esikar, while considering the role of communication
in organizations, indicated that communication ". .. . is
vital to the functioning of organizations . . . {(and) we
could go so far as to say that organizations exist thxough
communication” (39, p. 4). This importance is further
recognized by Rogers and Rogers who argue that “communi-—

cation is the lifeblood of an organization; if we could




somehow remove communication flows from an organization, we
could not have an organization™ (59, P. 7). Numerous other
authorities also support this concept. Therefore, the
importance of communication in organizations is well estab-
lished.

The Need for Relating Organizational Communication
to Other Organizational Constructs

Inasmuch as the importance of communication in organi-
zations is well recognized, what remains is a need for
relating communication measures to more theoretically
established organizational concepts. This approach is
needed as an essential step in the process of theory develop-
ment in organizational communication. Porter and Roberts
concede that communication is an area rich in "contingent,
interactive effects," but that a "clarifying perspective"
does remain hidden. The need for a better understanding of
communication in organizations is presented by Porter and
Roberts as follows:

There have been some advances in the last decade or

so with respect to increasing our understanding of

communication as it is found in the organizational

context, but we are a very long way from achieving

adequate comprehension (56, p. 1554).

If communication is so important in organizational
functioning, as it has been argued, advances must take
place in the study and understanding of communication in

organizations. This increase in the understanding of

organizational communication, which is the purpose of this




research, should take place before a sound theory of orga-
nizational communication can be developed. Roberts and
O'Reilly have recognized this need and have stated that
"theories relevant to communication in organizations cannot
be developed until facets of organizational communication
are specified and some of their correlates identified."

Such mapping procedures, they emphasize, "have not been
carried out" (57, p. 42). The current research studies the
role of communication dimensions on the guality of organiza-
tional life and effectiveness.

The quality of organizational life and effectiveness
has been conceptualized in terms of high levels of employee
satisfaction and performance (10, 19, 45, 72). Consequently,
these two constructs, performance and satisfaction, have
come to be of interest to management researchers and
practitioners. This interest is because it has been argued
that the quality of these two variables within an organiza-
tion may determine the success or failure of it (72) .

As a consequence of the above interest, researchers in
particular have investigated the relationship between job
performance and job satisfaction, as well as the variables
that may predict such outcomes (4, 16, 22, 28, 77). Two of
the variables that have received attention, while procuring
the prediction of job performance and job satisfaction, are
job scope and growth need strength (20, 53). It has been

argued that an appropriate match between job characteristics




(job scope) and individual needs (growth need strength)
fosters high levels of the two outcome variables of
performance and satisfaction. From this conceptualization,
the individual-job congruence/job performance/job satis-
faction model has emerged (16, 28). So this model and

the relationship between the outcome variables themselves
have been widely investigated.

The investigations conducted, however, concerning the
relationship between the target variables of performance
and satisfaction and the individual-job congruence rela-
tionship with the same target variables are plagued with
inconsistent results. As a consequence, some researchers
have argued that moderators may be influencing these
results, and that such moderators should be identified (6,
45, 62). The "moderator approach" is a systematic way of
studying in what manner other organizational and/or indi-
vidual facets exert their influence and alter the relation-
ship between target variables, or how these facets operate
as boundary conditions beyond which discovered relationships
may not exist or may exist in a different form (18). This
investigation is conducted on the assumption that organi-
zational communication may be one of those organizational
variables that may exert a moderating effect on the two
models already described. Thus, the purpose of the present
research is to investigate the moderating impact of

organizational communication on the job performance/job




satisfaction relationship and on the individual job
congruence/job performance/job satisfaction model. Hope-
fully, this investigation will help to clarify the nature
of these two models as well as the role of communication in
organizations.

Having reviewed the importance of communication in
organizations and the need for relating it to other orga-
nizational constructs, the intent now is to discuss the
rationale for considering organizational communication as
a feasible moderator of the above two models. The rationale
for expecting organizational communication to moderate the
relationship between job performance and job satisfaction
is offered first. It is then followed by. the reasonableness
for expecting the same variable to influence the individual-
job congruence relationship with performance and satisfaction.

Rationale for Investigating the Moderating
Influence of Organizational Communication

on the Job Performance Relationship
with Job Satisfaction

The actual presentation of the rationale for expecting
organizational communication to moderate the relationship
between job performance and job satisfaction is enhanced by
reviewing two related aspects. First of all, the background
of the performance/satisfaction relationship is further
expanded. And secondly, a description of the moderating

approach for studying this same relationship is reviewed.




Background of the relationship between job performance

and job satisfaction.-—-Reviews of the literature concerning

the relationship between performance and satisfaction indi-
cate that attempts to find a consistent and meaningful
relationship between these variables have been largely
unsuccessful (4, 22, 77). This unsuccessful attempt has
been substantiated by reviews conducted by Brayfield and
Crockett (4); Herzberg, Mausner, Peterson, and Capwell (22):
and Vroom (77). The findings of these researchers are
synthesized below.

Brayfield and Crockett's (4) review, the first to be
conducted, has had a profound impact on later thinking and
research. In many respects newer theoretical models
concerning the job performance/job satisfaction relationship
are only restatements of their concepts in different terms.
After reviewing more than fifty studies, Brayfield and
Crockett made the following conclusion:

it appears that there is little evidence in the

available literature that employee attitudes of

the type usually measured in morale surveys bear

any simple-—or for that matter, appreciable--

relationship to performance on the job (4, p. 408).

The second major review was published by Herzberg,
Mausner, Peterson, and Capwell (22). They were somewhat
less restrictive in the kinds of studies they accepted as
supporting the job performance/job satisfaction relationship

and arrived at a more optimistic conclusion. Herzberg and

his colleagues concluded that "there is a frequent evidence




for the often suggested opinion that positive job attitudes
are favorable to increased productivity" (22, p. 103).
However, they recognized that such relationship was not
absolute. The studies that these authors reviewed reported
generally a weak, though usually positive, relationship
between job performance and job satisfaction.

The third significant review of the job performance/
job satisfaction relationship was contained in Vroom's (77)
text dealing with work motivation. Summarizing only those
investigations reporting a correlation coefficient between
performance and satisfaction, he found the median correlation
for twenty-three cases to be r = .14, Although the corre-
lations ranged from -.31 to +.86, twenty out of twenty-three
coefficients were positive. Vrxoom concluded that "there is
no simple relationship between job satisfaction and job
performance . . . and the median correlation of .14 has
little theoretical or practical significance"™ (77, p. 186).

Taken together, the above major reviews show that the
relationship between the target variables, job performance
and job satisfaction, is highly variable. However, they
also indicate that, on the average, the two constructs are
weakly or moderately related in the positive direction.
These conclusions have been substantiated by three more
recent reviews by Katzell, Barrett, and Parker (30); Fisher

{12); and Srivastva, Salipante, and Cummings (70).
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Schwab and Cummings (62} noted the highly variable and
weak or moderate relationship between the target variables.
They observed that these conditions may result from the
impact of organizational and/or individual moderators.
Consequently, they recommended additional research on the
identification of specific conditions that may moderate such
relationship. "We . . . urge researchers," they said, "to
obtain as much information about potential moderating
variables as their data sources and methodological skills

pernit” (62, p. 429).

The moderating approach to the study of the job

performance/job satisfaction relationship.--Schwab and

Cummings' view suggesting that.moderating variables may

be influencing the relationship between job performance and
job satisfaction has been supported by Srivastva, Salipante,
and Cummings (70). These last authors have observed that
the target variables, performance and satisfaction, may be
strongly and positively related in some situations, and
only weakly or even negatively related in other circum-
stances., Although the moderating approach to the study of
the relationship of the target variables has only been
implemented recently, the idea is not new., In 1955,
Brayfield and Crockett (4) had criticized researchers for
paying too little attention to individual and organizational
factors in job performance/job satisfaction relationship

studies,
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More recent studies concerning the relationship between
job performance and job satisfaction have also shown incon-
sistent results. For example, Greene and Organ (14),
LaFollette and Sims (35), Locke (40), Slocum (68}, and
Sheridan and Slocum {64) reported a positive relationship
between job performance and job satisfaction. On the other
hand, Friedlander and Greenberg (13}, Hulin (23), Lawler
and Hall (37), and Schneider and Snyder (61) reported a lack
of relationship. These discrepant findings could be due to
a variety of factors including differences in methodology,
but they do increase the plausibility that moderating
influences may be operating.

Research has already been conducted which points out
that the job performance/job satisfaction relationship may
indeed vary as a result of the moderating impact of some
variables. One of these variables is self-esteem., In an
experimental study, Korman (34) found that subijects' self-
esteem moderated the relationship between task success
(performance} and task liking (satisfaction). Subsequent
investigations have supported Korman's findings (15, 25,
42, 65).

In a study conducted among female first-level super-
visors in a large public utility, Steers {71) found that n
Ach (need for Achievement) was a moderator of the jobk
performance/job satisfaction relationship. Among other

researchers, Lawler and Porter (38); Kessleman, Wood, and
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Hagan (31); and Cherrington, Reitz, and Scott (9) have
presented data indicating that reward may represent another
important moderator of the performance~satisfaction rela-
tionship. Other researchers have also found that organi-
zational lewvel (18, 67, 74}, job fit (8}, organizational
pressure for performance and experienced time pressure (3),
as well as participation in decision making and task
characteristics (18} are potential moderators of the job
performance/job satisfaction relationship.

Taken together, the literature reviewed substantiates
the existence of eight moderators of the job performance/
job satisfaction relationship. They are highlighted in
Figure 1. Some researchers have suggested that further
investigations should be conducted in order to identify
other persocnal and situational variables that may be moder-
ating the proposed relationship (3, 26). Bhagot has
specifically emphasized the need for "further investigations
of situational contingencies that influence the strength of

Participation in Decision Making
Experienced Time Pressure
Pressure for Performance

Organizational Level
Need for Achievement
Task Characteristics

Self-Esteem
Rew?rds

|
|
A 4

JOB PERFORMANCE JOB SATISFACTION

Fig. l--Variables shown to moderate the relationship
between job performance and job satisfaction.
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performance-satisfaction relationships™ (3, p. 786}). The
present research intends to investigate the moderating
effect of organizational communication on the relationship

of {he two identified variables.

Organizational communication as an expected moderator

of the relationship between job performance and job satis-

faction.--The current investigation proposes that
organizational communication is one of those situational
variables that possibly exert a significant impact on the
job performance/job satisfaction relationship. Such
proposition emerges from two factors. First of all, Schwab
and Cummings (62) theorize that variables which differen-
tially affect satisfaction and performance become potential
moderators of satisfaction/performance relationships.
Since organizational communication has been shown to be
related to both job satisfaction and job performance (27,
29, 44, 48, 63), Schwab and Cummings' theory reasonably
makes the researcher expect organizational communication to
moderate the job performance/job satisfaction relationship.
Secondly, Porter and Lawler (54) hypothesized and
found support for the proposition that variations in job
performance are primarily responsible for variations in
satisfaction. Through a review of the literature, Schwab
and Cummings (62} found support for this proposition.

Therefore, since organizational communication has been shown
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to be related to job performance (24, 29, 32, 50, 51, 69),
it seems appropriate to expect organizational communication
to moderate the relationship between job performance and
job satisfaction. Additional theoretical and empirical
information for expecting organizational communication to
moderate the proposed relationship is presented in the
third chapter of this dissertation.

Rationale for Investigating the Moderating Influence

of Organigzational Communication on the Individual-

“Job Congruence Relationship with Job Performance
and Job Satisfaction

The reasonableness for expecting organizational
communication to moderate the individual-job congruence
relationship with performance and satisfaction is enriched
by considering two related factors. First, some further
background of the individual-job congruence/job performance/
job satisfaction model is presented. And second, a
description of the moderating approach for studying the

above model is offered.

Background of the individual-job congruence/job

performance/job satisfaction model.--There have been many

attempts to define the best way to operate organizations.
Until recently, the argument had been for a humanistic/
participative approach versus a bureaucratic/classical
approach. Morse and Lorsch indicated that "during the past
30 years, managers have been bombarded with two competing

approaches (classical versus participative} to the problem
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of human administration and organization" (43, p. 61). But
the fact is that most management theorists and practitioners
have had to contend with the inadequacy of universal prin-
ciples. Because no guidelines are offered regarding the
conditions under which a given principle may apply, universal
principles have become of little theoretical or practical
value (70). As a conseguence, the contingency approach to
management has emerged. It considers that "the task of
managers is to identify which technique will, in a particular
situation, under particular circumstances, and at a partic-
ular time, best contribute to the attainment of management
goals™ (73, p. 54). This new perspective has facilitated

the managerial task of dealing with diverse conditions.

In an attempt to deal with different conditions faced
by organizations, organizational and behavioral theorists
have developed several "contingency" models. Those models
are intended to respond to specific situations and to
specific individuals. They also have the expressed purpose
of improving organizational effectiveness and the quality
of work life. One of those contingency approaches is that
of the individual-job congruence model (16). Individual-
job congruence refers to the extent to which the growth
needs of the individual match the motivational character-
istics of the job being performed (16). This contingency
model suggests that individuals with strong growth needs

will respond favorably to high scope (enriched) jobs,
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whereas individuals with low growth need strength will
respond less favorably. More specifically, it has been
argued that a correct match between the employee’s needs
and the characteristics of the job should result in high
levels of performance and satisfaction. Therefore, high
levels of performance and satisfaction are predicted for
high growth need strength individuals in high scope jobs
and low growth need strength individuals in low scope jobs.
Consequently, the individual-job congruence model involves
two submodels, the high and the low individual-job congruence
submodels.

Some researchers have found support for the individual-
job congruence/job performance/job satisfaction approach.
Hackman and Lawler examined its appropriateness among 270
employees of an eastern telephone company and reported that
"higher order need strength do in fact show differential
responsiveness to jobs high on the core dimension” (20,

p. 278). Hackman and Lawler's conclusions also included the
following statement:

The results of this study suggest that there are

important interdependencies among the characteristics

of individuals and the characteristics of jobs which
must be taken account of in the development of any

full understanding of the impact of various kinds

of job designs (20, p. 280).

Hackman and Lawler's reported findings have been
substantiated by Wanous (78); O'Reilly (49); Brief and

Aldag (5); Hackman and Oldham (21); Sims and Szilagyi (66);

and Pierce, Dunham, and Blackburn (53). Consequently,
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the individual-job congruence model, based on a match between
job characteristics and individual growth need strengths,
has received general recognition (16, 28).

It should be noted, however, that the findings have
not always been consistent. In a job enrichment field
experiment, Lawler, Hackman, and Kaufman (36) found no
evidence of moderating effects for higher order need strength.
Similarly, Cummings and Griggs (11) found that higher order
need strength produced an inconsistent pattern of moderating
effects in a sample of fifty-six blue-collar employees with
nine months of experience in autonomous work groups. It
has also been shown that when individual growth need strength
scores were used to match jobs and employees, the effects
were more determinant on job satisfaction than on job
performance (76). Recent literature reviews have also
reported inconsistent results (17, 79). These inconsistent
findings have made some organizational theorists think that
further study within an expanding framework of the
individual-job congruence model should be conducted if
meaningful proportions of performance and satisfaction are
to be explained. This new conceptualization has resulted
in the moderating approach to the study of the described

model.

The moderating approach to the study of the individual-

job congruence/job performance/job satisfaction model.--

Several authors have called attention to the possibility
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that an individual's reaction to his or her job may be
influenced not only by the properties of the job and his or
her needs, aptitudes, and motives, but also by the nature
of the work context or organizational "milieu" surrounding
the job (6, 45, 55). As a result of this view, the
moderating approach to the study of the individual-job
congruence/job performance/job satisfaction model has
emerged.

In 1981, Clayton (10) stated that the empirical work
examining moderator effects on the individual-job congruence/
job performance/job satisfaction model was practically non-
existent. He reported that only Griffin (16) had examined
this approach. However, for the time of the current inves-
tigation, the present researcher was able to locate five
different studies concerning this area.

Oldham, Hackman, and Pearce {47} analyzed data from 210
respondents of a large metropolitan bank. The analysis
showed that contextual factors such as pay, security, inter-
personal relations, and supervision influenced the
individual-job congruence relationship with job performance.
Based on their findings, Oldham, Hackman, and Pearce arrived
at the following conclusion:

individuals are most likely to perform well on

an enriched job when they are desirous of growth

satisfactions and satisfied with the organiza-

tion's internal environment. If only one of these

two conditions is present, a less strong relation-

ship between the job characteristics and the
outcome measures is expected (47, p. 401}.
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Pierce, Dunham, and Blackburn (53) conducted a study
among 397 employees of an insurance company and found the
highest levels of performance and satisfaction among indi-
viduals with strong growth needs who performed complex jobs
within organic organizational units. They suggested that
"full effects of job design cannot be understood without
knowledge of both the worker (GNS) and the organization
(social system structure)" (53, p. 239). James (28) also
found support for this proposition.

Analyzing data from 171 employees of a multinational
corporation, Griffin {(16) found that predicted causal
inference relationships between leader behavior(s) and
performance and satisfaction were not supported for the
congruent situations. His interpretation of his finding
indicates that "when individual-task congruence is high,
there is little the leader can and/or should do" (16, p.
680). This conclusion was later substantiated by Clayton
(10) .

Clayton (10) investigated the moderating effect of
thirteen substitutes for leadership on the individual=-job
congruence/job performance/job satisfaction model. He
found that three of them influenced the individual-job
congruence relationship with job satisfaction. These three
potential moderators were identified as subordinate need
for independence, intrinsically, satisfying tasks, and

closely-knit, cohesive interdependent work groups.




20

In summary, the preceding review provides support for
eight variables as moderators of the individual-job congru-
ence/job performance/job satisfaction model. The moderating
influence of these eight variables is exerted differently
on the described model, as shown in Figure 2. Organiza-
tional structure, inter-perscnal relations, supervision,
security, and pay have received support as moderators of
the individual-job congruence relationship with job

JOB SCOPE Organizational Structure JOB PERFORMANCE
Inter-Personal Relations
Superxvision

Security
P?y

{

A\’

INDIVIDUAL-
JOB
CONGRUENCE
A
)
Need for Independence
Organizational Structure
Intrinsically Satisfying
GROWTH NEED Tasks
STRENGTH Closely-Knit, Cohesive JOB SATISFACTION
Interdependent Work
Groups

_ Fig. 2--Variables shown to differentially moderate the
individual-job congruence relationship with job performance
and job satisfaction.
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performance. On the other hand, the relationship between
the individual-job congruence and job satisfaction has been
reported to be moderated by organizational structure, need
for independence, intrinsically satisfying tasks, and
closely-knit, cohesive interdependent work groups. These
findings point to an expanded view of individual-job
relationships. Work outcomes, such as job performance and
job satisfaction, may depend on the job, the perscon, and
the broader work situation. It is considered that this
proposition needs further investigation before the proposed
contingency/congruence approach, the individual-job
congruence/job performance/job satisfaction model, is
abandoned for the more controversial "one-best-way"
approach (28). It is the contention of this research that
organizational communication may be one of those organiza-
tional variables that may exert a moderating effect on the

proposed contingency/congruence model.

Organizational communication as an expected moderatox

of the individual-job congruence relationship with job

performance and job satisfaction.--Recognizing the need

for a better approach to the study of the proposed
contingency-congruence model, some organizational theorists
(e.g., 45, 55) have expanded the individual-job congruence
model and have offered a more comprehensive model to predict

both performance and satisfaction. This model suggests that
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desired employee behavior and attitudes are contingent upon
the individual-job design-organizational structure congruence.
When organizational structure is considered eguivalent to
organizational communication, this new model serves as a
basis for expecting communication to moderate the individual-
job congruence/job performance/job satisfaction model. The
rationale for this view is presented below.

The individual-job design-organizational structure
congruence model has been theorized by Nemiroff and Ford
(45) and Porter, Lawler, and Hackman (55). Nemiroff and
Ford (45) hypothesized that task effectiveness, performance,
and human fulfillment would be highest and absenteeism
would be lowest under certain conditions: (1) when the
higher order need strength of the individual is high and
the bureaucratic orientation is low, when the job design is
complex and when the organizational structure is organic;
and (2) when the individual is low in higher order need
strength and high in bureaucratic orientation, when the job
design is simple, and when the organizational structure is
mechanistic. Likewise, the Porter, Lawler, and Hackman (55)
congruence nmodel predicted high guality performance, high
satisfaction, good attendance, and low turnover when the
individual is high in growth needs, when the job is enriched,
and when the organizational design is organic. The same
model also predicted that a congruent condition will be

present when the individual is low in growth needs, when
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the job is simple, and when the organizational design is
mechanistic.

Mechanistic and organic organizational structures have
been described by certain characteristics of communication
in organizations. In describing a mechanistic organization,
Burns and Stalker (7) first indicated that jobs and assign-
ments are broken down into specialties, or into something
less than can be identified as a whole job or assignment to
a particular problem. The authority and activities of each
position or role are precisely defined. The remainder of
the description of a mechanistic system treats mainly the
direction of information flow.

Interaction within management tends to be vertical,

i.e., between superior and subordinate. Operations

and working behavior are governed by instructions

and decisions issued by superiors. This command

hierarchy is maintained by the implicit assumption

that all knowledge about the situation of the firm
and its tasks is, or should be, available only to

the head of the firm. Management, often visualized

as the complex hierarchy familiar in organization

charts, operates a simple control system, with

information flowing up through a succession of
filters, and decisions and instructions flowing

downwards through a succession of amplifiers (7,

pP. 5).

On the other hand, in describing an organic organiza-
tion, Burns and Stalker pointed out that individuals in
such systems have to know the tasks or obijectives of the
firm as a whole in order to perform their assignments.
Again, as in the description of a mechanistic structure,

the remainder of the description of an organic structure

mainly concerned the direction of information flow.




24

Jobs lose much of their formal definition in terms

of methods, duties, and powers, which have to be

redefined continually by interaction with others

participating in a task. Inter-communication

between people of different ranks tends to resemble

lateral consultation rather than vertical command.

Omniscience can no longer be imputed to the head

of the concern (7, p. 6).

Nemiroff and Ford (45) and Porter, Lawler, and Hackman
(55) discuss the individual-job design-organizatiocnal
structure congruence model to predict performance and
satisfaction. Burns and Stalker (7} interpret organizational
structure in terms of information flow. When this inter-
pretation is considered, it seems appropriate to expect
organizational communication to moderate the individual-~
job congruence/job performance/job satisfaction model.

The fact that some researchers (e.g., 44, 50) have found
organizational communication to be related to both job
performance and job satisfaction offers additional support
to this expectation. An expanded view for expecting organi-
zational communication to moderate the individual-job
congruence/job performance/job satisfaction model is
presented in the third chapter.

The justification for conducting the present investi-
gation reaches its final stage. The importance of
communication in organizational functioning has been
reviewed as well as the need for relating it to other
organizational constructs. The constructs of job performance

and job satisfaction have been identified as the target

variables; and the reasonableness for studying the
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moderating influence of organizational communication on the
relationship of these target variables, performance and
satisfaction, and on the individual-job congruence rela-
tionship with the same variables has also been presented.
Attention now turns to the statement of the problem which
prompted the current research. The description of the
problem is followed by the delineation of the purpose of
the study, the research questions and hypotheses, the
significance of the investigation, the limitations, and the
scope of the current research, in that order. The first
chapter terminates with a summary and preview of the entire
dissertation. Hopefully, the content of these new sections
will expand the rationale and extent of the actual investi-

gation.

Statement of the Problem

As previously documented, the significance of communi-
cation in organizations is well recognized. What remains
is the need for conducting empirical work relating this
construct to more theoretically established organizational
concepts. This work 1is needed as a fundamental step in the
process of theory development in organizational communication.
The problem of this investigation is to analyze the
moderating impact of organizational communication on the
relationship between job performance and job satisfaction
and the individual-job congruence/job performance/job

satisfaction model.
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Purpose of the Study

The primary focus of this research is twofold. First
of all, the relationship between job performance and Jjob
satisfaction has itself become a focus of study, and recom-
mendations have been made to identify moderating variables
that may have an influence on such a relationship. This
study explores the impact of organizational communication
on the job performance/job satisfaction relationship. The
hypothesized impact of organizational communication on the
relationship between job performance and job satisfaction
is graphically presented in Figure 3.

Organizational
Commu?ication

I
|
v
JOB PERFORMANCE JOB SATISFACTION

Fig. 3--Conceptual impact of organizational communi-
cation on the job performance/job satisfaction relationship.

Another purpose of the primary focus of this research
is to explore the impact of organizational communication on
the individual-job congruence model. The extent of this
purpose is illustrated in Figure 4. In its original version,
the individual-job congruence approach--a match between job
and individual characteristics, as determined by job scope
and growth need strength, respectively--is utilized to
predict both job performance and job satisfaction,

separately. However, it is being criticized because the
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JOB SCOPE Organizational JOB PERFORMANCE
Communication

I
|
i
¥

INDIVIDUAL-
JOB

CONGRUENCE
A
t
)
i

GROWTH NEED Organizational

STRENGTH Communication JOB SATISFACTION

Fig. 4-—-Conceptual impact of organizational communi-
cation on the individual-job congruence/job performance/
job satisfaction model.
findings have not always been consistent. Defenders of the
contingency approach to management, on the other hand,
contend that further research of the individual-job
congruence approach should take place before it is abandoned
for the more controversial "“one best way" approach. This
study investigates the moderating impact of organizational
communication on the identified approach. More specifically,
study is given to the moderating effect of organizational
communication on the individual-job congruence relationship
with both job performance and job satisfaction, independently.

The secondary focus of this research is to compute and
briefly analyze the intercorrelations among the variables
being studied: organizational communication, job satis-
faction, job performance, growth need strength, and job
scope. Special attention is given to the relationship of

organigzational communication to each of the other variables.
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Research Questions and Hypotheses

The following three gquestions are investigated in this
research.

1. Does organizational communication moderate the
job performance/job satisfaction relationship?

2. Does organizational communication moderate the
individual-job congruence/job performance relationship?

3. Does organizational communication moderate the
individual-job congruence/job satisfaction relationship?
The first question relates to the first model being inves-
tigated, the relationship between the target variables of
job performance and Jjob satisfaction. On the other hand,
the last two refer to the second model, the individual-job
congruence relationship with the same target variables.

In order to procure responses to the three questions,
this researcher implemented the process of the scientific
approach for the study of organizational behavior, which
appears to be essential for the development of organiza-
tional theory. He followed the six steps identified by
Szilagyi and Wallace (75, p. 28). The six steps are (1)
recognition of the problem or idea, (2) review of theories
and models, (3) development of hypotheses, (4) selection of
research design and methodology, (5) actual observation-
test-experiment, and (6) interpretation of results.

Significantly, the delineation of acceptable

hypotheses {step 3) is preceded by a review of the
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pertinent literature (step 2). This sequence seens
reasonable inasmuch as the literature review concerning
pertinent theories and models serves to substantiate and
justify the hypotheses to be tested. Following this logical
procedure, the statements of the hypotheses researched in
this study appear in Chapter III. The third chapter
develops the conceptual framework for deriving the different

hypotheses that are investigated.

Significance of the Study

Behavioral and organizational theorists have recognized
the importance of communication in organizational functioning.
Bavelas and Barrett manifested that it is entirely acceptable
to view an organization as "an elaborate system for gathering,
evaluating, recombining, and disseminating information" (2,
p. 368). And Koontz and O'Donnel have indicated that "it is
no exaggeration to say that communication is the means by
which organized activity is unified™ (33, p. 536} . What
remains is a need for improving the understanding of the
impact of organizational communication on more established
organizational constructs. This research is intended to
constitute an improvement in this respect. It studies the
moderating effect of organizational communication on both
the job performance/job satisfaction relationship and on
the individual-job congruence/job performance/job satis-

faction model.




30

The fact that job performance and job satisfaction are
key variables of the two models being investigated increases
the relevance of this study. Management theorists and
practitioners are interested in the relationship between
job performance and job satisfaction as well as in the
variables that may predict such outcomes. This interest
results from the fact that performance and satisfaction are
frequently used to determine both the quality of organiza-
tional life and the level of organizational effectiveness.
Tt is expected that this investigation will expand the
understanding of the job performance/job satisfaction
relationship. Also, it should prove beneficial in under-
standing the prediction of both job performance and job
satisfaction from the individual-job (job scope/growth need
strength) congruence approach.

This contingency model, the individual-job congruence
approach, is being criticized because inconsistent findings
have been reported. However, it has been argued that an
individual's reaction to his or her job may be influenced
not only by the properties of the job and his or her needs,
aptitudes, and motives, but also by the nature of the work
context or organizational characteristics surrounding the
job. It is considered that the addition of the organiza-
tional communication construct into the model may improve
the practicality of such contingency congruence approach

for predicting job performance and job satisfaction.
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Besides evaluating the nature of the individual-job
congruence approach and the job performance/job satisfaction
relationship, this research may also have practical
managerial impact. It may provide some specific guidelines
in terms of what management may do to positively affect
the investigated models positively, thereby providing for
an increase in both organizational effectiveness and the
quality of organizational life. More specifically, deter-
mining the moderating effect of some facets of organizational
communication on the individual-job congruence approach may
aid in identifying the managerial skills needed for
increasing employee performance and satisfaction. For
example, if desire for interaction is identified as a
significant moderator of the individual-job congruence model,
then one possible alternative may be to strengthen the
manager's participative leadership skills where appropriate
(e.g., involving employees in matters that relate to their
work). Similarly, if overload communication, for example,
shows a significant moderating effect on the job performance/
job satisfaction relationship, then the managing information
load may become a focus area for enhancing organizational
effectiveness and the quality of organizational iife.

In summary, the strengths of this investigation are
as follows.

1. It increases the understanding of the job

performance/job satisfaction relationship.
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2. It improves the understanding concerning the
prediction of both job performance and job satisfaction
from the individual-job contingency approach.

3. It improves the understanding concerning the
impact of communication in organizational functioning.
Specifically, it provides knowledge on whether organizational
communication moderates the relationships investigated, the
job performance/job satisfaction relationship, and the
individual-job congruence relationship with job performance
and job satisfaction.

4. It impacts the practice of management by suggesting
what managers may do to affect positively the performance/
satisfaction and the individual-job congruence/job
performance/job satisfaction relationships. Such sugges-
tions may provide for an increase in both the quality of

organizational life and organizational effectiveness.

Limitations

The most recognizable limitation of this study is the
use of perceptual data. These data are collected through
self-description inventories. Locke explains that the use
of data collected through these instruments is dependent on
two assumptions (41, p. 1335). First, the assumption of
perfect (or at least reasonably good) self-insight, which
involves both the capacity and willingness to introspect;
and second, the assumption of a common core of meaning

across individuals in interpreting the scales or items.
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However, it is evident that not all individuals are
aware or able to identify their feelings and that not all
individuals interpret a given item in the same way. This
situation poses serious problems to the administration of
guestionnaires. Therefore, the accuracy of the data used
in this study is limited by the degree of participants'
frankness and truthfulness.

This study is also limited by the instruments that were
chosen to measure the different variables. The instruments
that were used had already been developed by previous
researchers and some of them had undergone considerable
psychometric testing; however, for some of the variables
there is little agreement among researchers as to the one
best way to measure the constructs. The actual developmental
stage of organizational theory, as a field of study, may be
the reason for this lack of agreement.

Finally, another less apparent limitation concerns the
validity of studying the moderating effect of organizational
communication on both the job performance/job satisfaction
and the individual-job congruence/job performance/job
satisfaction relationships. Some researchers have contended
that moderators do not exist (60). With regard to ability-
to-performance associations, for example, Schmidt and Hunter
{(60) indicated that if the variability in validity coeffi-
cients across a wide range of work situations was to be

accounted for by psychometric properties of measurement,
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then it could not be concluded that such differences were
due to systematic operation of moderators which explained
the differences between those work situations. They
examined a number of "statistical artifacts" (e.g., cri-
terion reliability, predictor reliability, range restriction,
etc.) and determined that from fifty to sixty-eight per cent
of the variability in validity coefficients can be explained
by such "statistical artifacts." Then Schmidt and Hunter
made three conclusions:

1. It is unlikely that moderators exist.

2. If moderators exist, they are not very strong
effects.

3., Since they represent very weak effects, then a
very large sample size will be required to detect them.

Thus, Schmidt and Hunter's conclusions, together with
White's (79) commentary that moderator effects in individual
differences and task design outcomes are generally minimal
and inconsistent, pose a bleak picture to the probability
of detecting moderator variables.

However, other authors have been more positive (46,
52, 58). O'Connor and his colleagues {46) discussed several
conceptual and methodological situations which could account
for Schmidt and Hunter's and White's conclusion. O'Connor
and. his colleagues argue for (1) using more objective (as
opposed to perceptual) measures of task characteristics,

(2) focusing research on complementary levels of individuals
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and task characteristics, and (3) utilizing larger samples
and/or less rigorous significance criteria to achieve the
necessary power for testing the moderating effects of indi-
vidual differences. The present research is in part justi-
fied by the somewhat large sample investigated--the sample

is described in Chapter IV. It is also enhanced by the
reasonableness of expecting organizational and individual
variables to moderate the job performance/job satisfaction
relationship as well as the individual-job congruence model .
In fact, empirical studies have already been conducted that
substantiate this moderating expectation. As previously
documented, specific moderators have already been identified.
Consequently, the investigation of organizational communi-
cation as a feasible moderator of the two described models
makes promise for practical management application. It is
the objective of this study to provide reasonable statistical
evidence to support or refute specific hypotheses predicting

moderating effects.

Scope of Study
The present research is essentially an exploratory type
of investigation. This exploratory approach occurs because
of a scarcity of research literature directly related to the
current study.
While evaluating the moderating effect of organizational
communication on the strength of the job performance rela-

tionship with job satisfaction, the direction of the
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relationship of the target variables is not considered. On
the other hand, in the individual-job congruence/job
performance/job satisfaction model, the variables deter-
mining the congruent situations, job scope and growth need
strength, represent the independent variables. It should
be recalled that these two variables, job scope and growth
need strength, serve to measure job and individual charac-
teristics, respectively. A match between job and individual
characteristics is then used to predict both target
variables, performance and satisfaction. Consequently,
these last two variables are dependent ones. This research
explores the impact of different levels of organizational
communication facets on levels of job performance and job
satisfaction of high growth need strength individuals in
high scope jobs and low growth need strength individuals in
low scope jobs.

In analyzing the intercorrelations among the research
variables, special attention is given to the relationship of
organizational communication with the other research
variables, job satisfaction, job performance, job scope,
and growth need strength. A need to identify and better
understand the correlates of some of the facets of organi-

zational communication justifies this position (57).

Summary and Preview of Dissertation
The justification for conducting the present research

has been delineated in this first chapter. The research
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problem and its relevance as well as the purpose, the
research questions, the significance, the limitations, and
the scope pertaining to this investigation have also been
considered. While doing so, it has become apparent that
the picture concerning the iimitations and scope of the
current study needs further consideration. It is ocbvious
that the variables and the dimensions of the variables that
are included in this research further delimit its scope.
When the limitations of the study were reviewed, it was
stated that the set of instruments that were finally chosen
to measure the different variables would also delimit the
scope of the research. Therefore, it appears appropriate
to continue reviewing the variables and measurement instru-
ments that have been adopted in this investigation. Besides
enriching the scope of the present study, this review will
also facilitate the comprehension of the hypotheses that are
developed in Chapter III. However, before turning to such a
review, it seems reasonable to finalize the current chapter
with a preview of the entire dissertation.

Having established the background of the present
research in Chapter I, attention is given in Chapter II
to the definition and déscription of the variables adopted
in this research. It also identifies the measurement instru-
ments utilized to assess the adopted variables.

Chapter III reviews some of the more significant

literature related tc the study being conducted. Specific
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hypotheses are developed concerning the expected moderating
effect of organizational communication on the relationship
between job performance and job satisfaction and on the
individual—-job congruence/job performance/job satisfaction
model. These hypotheses were developed for testing purposes
and are presented along with the literature review. Chapter
IV, one the other hand, includes a detailed presentation of
the methodology implemented in this investigation. It also
provides a description of the means that have been used for
collecting and analyzing the data.

Chapters V and VI highlight the results of the analysis
of the data collected. Chapter V presents the findings
concerning the expected moderating impact of organizational
communication on the job performance relationship with job
satisfaction. Chapter VI shows the results pertaining to
the expected moderating effect of the same proposed
moderator, organizational communication, on the individual-
job congruence relationship with performance and satisfac-
tion.

Finally, Chapter VII provides an overall summary of
the research, along with an analysis and discussion cf some
of its findings. Some of the implications for management

practice and research are also discussed.
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CHAPTER II

RESEARCH VARIABLES AND MEASUREMENT INSTRUMENTS

The definition and the description of each research
variable are the focus of attention in this chapter. The
instrument{s) used to measure each construct is (are) also
identified. The purpose for placing these considerations
at this stage is twofold. First of all, they improve the
understanding of the limitations and scope of the actual
investigation in terms of the variables and the measurement
instruments adopted. And secondly, they facilitate the
comprehension of the hypotheses that are developed and
tested. These hypotheses are presented in the next chapter.

Five different variables constitute the framework
within which this investigation takes place. These variables
are job satisfaction, job performance, job scope, growth need
strength, and organizational communication. Two models
partially or completely representing this set of variables
are researched. First, the expected moderating influence of
organizational communication on the job performance/job
satisfaction relationship is studied. And second, the
proposed moderating effect of organizational communication
on the individual-job congruence/job performance/job satis-

faction model is also investigated.
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Within the context of the individual-job congruence/job
performance/job satisfaction model, the dependent variables
are job performance and job satisfaction, separately. These
variables are discussed first. The independent variables are
job scope and growth need strength; these will be reviewed
next. Job scope and growth need strength are the variables
utilized for assessing job and individual characteristics,
respectively. The congruence of these characteristics are
utilized for predicting the outcome variables of performance
and satisfaction. Finally, the proposed moderating variable,

organizational communication, is presented.

Job Satisfaction

Much ambiguity has been reported to exist among
theorists concerning the definition of job satisfaction.
Schwab and Cummings identify three partially overlapping
issues as being responsible for this ambivalence: (1) it
is frequently unclear whether job satisfaction is being used
in a "narrow," need deprivation sense, or in a "hroad," atti-
tudinal sense; (2) it is generally not clear which needs or
which attitudinal referents are being considered; and ({(3)
there is a question whether feelings of job satisfaction are
generated with or without reference to conditions on other
jobs (33, p. 421). The identified ambiguity has resulted in
the preparation of a great diversity of “personalized measure-
ment instruments™ (24, p. 18), which make the interpretation

and generalization of many empirical relationships difficult.
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Locke's definition of job satisfaction is adopted in
this study. The analytical background of his definition, as
shown below, justifies the selection made. He has defined
satisfaction as "a pleasurable or poéitive emotional state
resulting from the appraisal of one's job or job experience"
(20, p. 1300). Locke distinguishes job satisfaction from
the concepts of morale and job involvement. Relying on
Viteles' definition of morale, which says that "morale is an
attitude of satisfaction with, desire to continue in, and
willingness to strive for the goals of a particular group or
organization" (41, p. 284), Locke identifies two differences
between job satisfaction and morale.

First, while discussing these differences between job
satisfaction and morale, Locke says that morale is more
future~oriented, while satisfaction is more present and
past-oriented; and second, he argues that morale often has
a group referent (based on a sense of common purpose and the
belief that group goals can be attained and are compatible
with individual goals), while job satisfaction typically
refers to the appraisal made by a single individual of his/
her job situation. Based on this interpretation of the
difference between job satisfaction and morale, Locke views
morale as being caused, in part, by job satisfaction. He
considers that a person who achieves his/her job goals or
is making progress toward them should feel more confident

about the future than one who is not so successful.
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In distinguishing job satisfaction from job involvement,
Locke considers that a "person who is involved in his job is
one who takes it seriously, for whom important values are at
stake in the job, whose moods and feelings are significantly
affected by his job experiences, and who is mentally pre-
occupied with his job" (20, p. 1301). He also explains that
a person who is highly involved in his task should be more
likely to feel extremely satisfied or extremely dissatisfied
with it (depending upon his/her degree of success) than an
uninvolved person would be. An uninvolved person is expected
to have less extreme emotional reactions to the same or
similar job experience. Therefore, according to Locke, a
person's level of job satisfaction appears to be determined
by his/her level of job involvement. And this relationship
is furtherly influenced by the individual's degree of
success.,

A controversy also exists regardihg whether or not job
satisfaction and organizational climate are redundant con-
cepts (15). Research indicates that the two concepts are
highly related (7). The concept of job satisfaction includes
many of the same elements of the organizational climate
concept, but the first concept views these elements differ-
ently. Theoretically, organizational climate represents
objective descriptions of the work environment, and job
satisfaction represents affective or emotional responses to

the environment (38).
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In an investigation involving the relationship between
job satisfaction and organizational climate, Sharbrough
found that "there is little of the variance in either of
the concepts that may be explained by variance in the other”
(34, p. 60). Based on this finding, Sharbrough concluded
that job satisfaction and organizational climate, although
related concepts, refer and measure different aspects of
organizations. LaFollette and Sims (19) also found support
for this conclusion. These researchers found that although
climate and satisfaction were related, the two constructs
were not related to performance in the same fashion. They
argued that because these constructs, climate and satis-
faction, did not relate to the third variable, performance,
in a similar fashion, then it was difficult to defend the
contention that they do represent the same construct.
Evidently, there seems to be a strong relationship between
job satisfaction and organizational climate. However, it
has been shown that the two concepts are not redundant.
Therefore, the unigueness of job satisfaction appears to be
preserved.

As noted earlier, a great diversity of instruments have
been developed to measure job satisfaction; this lack of
standardization has led to a lack of uniformity in job
satisfaction measurement. The most widely used instrument,
the Job Descriptive Index (37), was used in only 99 of the

346 studies which were reported between 1973 and 1978 by
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O'Connor, Peters, and Gordon (24}. This represents only 28.6
per cent of the reported reseaxch.

The Job Descriptive Index has been described as one of
the most carefully developed scales measuring job satis-
faction (42). Its continuous reliability makes it the index
with the greatest acceptance among students of organizational
behavior (34). Therefore, the concept of job satisfaction,
as used in this investigation, is measured with this instru-
ment.

The Job Descriptive Index classifies job satisfaction
into five different dimensions: (1) satisfaction with work,
(2) satisfaction with supervision, (3) satisfaction with pay,
(4) satisfaction with promotions, and (5) satisfaction with
co-workers. Smith, Kendall, and Hulin (37) have defined
these facets of job satisfaction as noted in Table I. The
measure of job satisfaction through these five facets or
dimensions is enriched with an overall measure of job satis-
faction. The purpose of this additional assessment of
satisfaction is to facilitate a general interpretation of
the analysis of the research data.

The overall mecasure of job satisfaction is attained by
summing up the responses to two global, direct guestions
included in a five-point Likert-type of scale developed by
Wanous (44). These questions are (1) Generally speaking,
how satisfied are you with your job, and (2) How character-

istic is this statement of you? Taking everything into




53

TABLE I
DEFINITION OF JOB SATISFACTION FACETS*

Facet of Job Satisfaction Definition

Satisfaction with work . . . . . . Perceived satisfaction
with the work itself;
i.e., the nature of the
respondent's job

Satisfaction with pay . . . . . . . Perceived satisfaction
with the level of pay in
the respondent's job

Satisfaction with promotions . . . Perceived satisfaction
with the respondent's
opportunity for promo-
tions with the organi-
zation

Satisfaction with supervision . . . Perceived satisfaction
with the method of
supervision of the
respondent

Satisfaction with people . . . . . Perceived satisfaction
with co-workers, peers,
i.e., the people the
respondent works with

*Source: Smith, Kendall, and Hulin {(37).

account, I am very satisfied with my job. Wanous reported a
correlation of .73 between these two items.

In sum, six dimensions of job satisfaction are included
in this investigation. The Job Descriptive Index (37) is
used to assess five of them: (1) satisfaction with work,

(2) satisfaction with supervision, (3) satisfaction with pay,
(4) satisfaction with promotions, and (5) satisfaction with

co~workers. The other dimension, an overall measure of job
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satisfaction, is attained through a Likert-type of scale

developed by Wanous (44}.

Job Per formance

performance is that variable which is the key to
evaluating the effectiveness of individuals, groups, organi-
zations, and leaders (40). The most frequently used forms
of performance measurement are based on traditional methods
and "usually take one of two basic forms: rating or
ranking" (40, p. 458). This research adopts the rating
method of performance measurement. This method seems to be
the one more generally used by organizational researchers
(9, 13, 14, 43).

An individual's performance is assessed in terms of
quality and quantity. These are two of the more traditional
measures that are attained. The assessment of guality and
guantity of performance by researchers (106, 25, 36, 44) uses
both self-rated performance scores and supervisory rating
scores. Both the employee and his/her immediate supervisor
are to respond to quality and quantity items that are rated
on a seven-point Likert-type scale. This scale range is
frequently used by students of organizational theory (10,
25). The scale range from very poor to excellent is
presented below.

1. Very Poor

2. Poor

3. Fair
4. Average
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5. Good

6. Very Good

7. Excellent

There are two questions concerning the guality of
performance that are to be administered to each respondent.
Two other gquestions are related to the quantity of perform-
ance. The phraseology that is utilized in these guestions
concerning quality and quantity is intended to increase an
individual's objectivity while rating his/her performance.
He/she is not only asked to assess his/her performance based
on his/her own judgment, but also on his/her supervisor's.
The quality items are (1) How would you rate the quality
(think about gquality only) of your own performance in your
job? and (2) How do you think your supervisor would rate
the quality of your performance? The quantity guestions
are (1) .In terms of guantity (think abou£ guantity only)
of work being done by you in your job, how would you rate
your own performance? and (2) How do you think your super-
visor would rate the guantity of work being done by you in
your job? On the other hand, supervisors are asked to
simply rate the performance of his/her employees, using the
described scale, in terms of quality and quantity.

Self-rating and supervisory rating scores are combined
to arrive at the final measures of quality and guantity of
performance. This combination has also the purpose of
enhancing performance rating objectivity (4). The attained

measures of guality and quantity are in turn averaged for
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an overall assessment of job performance (44). Together
with the previously introduced overall measure of satis-
faction, the overall measure of performance has the purpose
of facilitating the general interpretation of the findings
of the present investigation.

In conclusion, three measures of performance are
obtained, using a seven-point Likert-type scale: quality,
quantity, and overall job performance. The measures
attained represent combinations of self-rating and super-
visory rating scores. The combination of these scores has
the intention of increasing the objectivity of the actual

measures of performance.

Job Scope

What is meant by the term job scope? Stone (39) has
defined it in terms of the degree to which a job is enriched.
High scope jobs are perceived by employees as having rela~
tively high degrees of variety, identity, significance,
autonomy, and feedback. These are classified as enriched
jobs. Simplified jobs, on the other hand, are those with
low scope; that is, low degrees of variety, identity, sig-
nificance, autonomy, and feedback. Hackman and Oldham's
(11} Job Diagnostic Survey provides the most widely used
perceptual measure of job scope (27).

Specifically, Hackman and Oldham (11) combine the
elements previocusly indicated--variety, identify, signifi-

cance, autonomy, and feedback--into a single index, called
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the Motivating Potential Score, to reflect the overall level
of job scope. The Motivating Potential Score or MPS is
determined through a subscale of the Job Diagnostic Survey
that has fourteen items and a formula that integrates the

five stated elements as follows:

 — s m—

skill task task
MPS = variety + identity + significance pld

kvt am———and

autonomy x feedback
The MPS index is used to identify participants'
perceptions of job scope. The elements of this index are

described in Table II.

Growth Need Strength

Growth need strength refers to an employee's desire to
obtain "growth" satisfactions from his or her work (11).
Individual growth need strength is measured by a subscale
of the Job Diagnostic Survey developed by Hackman and Oldham
(11) . These authors' subscale provides "two separate
measures of growth need strength . . . one from items in a
‘would like' format, and one from items in a 'job choice'
format" (11, p. 163). This research utilizes the "jcb
choice" format, which is constituted by a subscale of twelve
items. The "job choice" measure of growth need strength is
adopted because it offers a more specific measure of an

individual's preference for specific job characteristics
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TABLE II

DEFINITION OF THE ELEMENTS OF THE MOTIVATING
POTENTIAL SCORE (MPS)*

Elements of MPS Definition

Skill variety . . . . . . . . . The degree to which a ijob
requires a variety of dif-
ferent activities in carrying
out the work, which involves
the use of a number of dif-
ferent skills and talents of
the employee

Task identity . . . . . . . . . The degree to which the job
requires completion of a
"whole"” and identifiable
piece of work--~that is, doing
a job from beginning to end
with a visible outcome

Task significance . . . . . . . The degree to which the job
has a substantial impact on
the lives or work of other
people-~whether in the imme-
diate organization or in the
external environment

Autonomy . . « . . .+ + « + . . The degree to which a job
provides substantial freedom,
independence, and discretion
to the individual in
scheduling the work and in
determining the procedures
to be used in carrying it out

Feedback . . . . . . . . . . . The degree to which carrying
out the activities required
by a job results in the indi=-
vidual obtaining direct and
clear information about the
effectiveness of his or her
per formance

*Source: Hackman and Oldham (11).




59

(1, 4). Additionally, it has been shown to be internally
consistent by Hackman and Oldham (11). The "job choice™
subscale provides an index of strength of higher order needs
relative to lower order needs. This index is viewed as a
"malleable" individual difference characteristic, which is
then used to predict how an employee will respond to the
characteristics of a job--job scope. Specifically, some
researchers have shown that an appropriate match between
job and individual characteristics conduces to high levels
of performance and satisfaction.

Recapitulation: the "job choice” index is incorporated
in the present research to measure the preference of specific
job characteristics-~growth need strength. It has twelve

items and is part of a subscale of the Job Diagnostic Survey.

Organizational Communication

Organizational communication has been classified as a
very "elusive and pervasive" organizational concept {22,
29). It is argued that the very extensiveness of communi-
cation in today's social world is at the root of the problem
involved in studying, analyzing, and understanding it.
Porter and Roberts indicate that "since communication is
everywhere in organizations, it is consequently very hard
to find, in the sense of trying to separate it out as a
phenomenon for investigation” (29, p. 1554) ., They also

concede that organizational communication is frequently
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confounded with other topical areas. The organizational
communication identity crisis has also been recognized by
other scholars.

Roberts, O'Neilly, Bretton, and Porter (32) state that
researchers have confounded communication in organizations
with a host of other phenomena such as leadership, control,
authority, and motivation. However, they argue that these
phenomena "are clearly not aspects of communication but are
expressed through communication” (32, p. 503). A system
view of organizations may help one to conceive the rela-
tionship of the organizational communication concept with
other constructs while retaining its uniqueness.

The elusiveness and pervasiveness of the organizational
communication construct is increased by the difficulty in
identifying the elements of such a variable. Interpersonal
communication theorists have not agreed on the elements of
the concept communication. In a review of the literature
concerning the definition of communication, Dance (6} found
ninety-five different definitions. After being unable to
integrate the somewhat disparate themes which emerged from
those definitions into a cohesive definition, he was forced
to conclude that "we are trying to make the concept communi-
cation do tco much for us" (6, p. 210).

Organizational communication theorists have also failed
in providing an agreeable definition of communication. These

theorists have recognized the importance of communication in
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organizations (e.g., 2, 3, 12}, but have not provided an
integrated approach to studying such a concept in organi-
zations (8).

The difficulty in providing an agreeable definition of
organizational communication has also resulted in a vast
numper of operationalizations-~the actual dimensions or
elements incorporated in the organizational communication
construct. In their review of the literature, Daly and
Korinek found "over 180 operationalizations of oxganizational
communication" (5, p. 30). This situation poses a problem
to the development of a sound theory of organizational
communication. To confront this problem effectively, one
thing seems necessary: agreement among organizational
communication theorists concerning the way to operationalize
and define the variable of organizational communication.
Without this kind of agreement the order that is essential
for the effective accumulation of knowledge may not be
reached.

Although difficulties in defining organizational
communication have been recognized, Roberts, O'Reilly.,
Bretton, and Porter report that almost all definitions of
the terms "communication" and "organizational communication®
have the concepts of information exchange and transfer of
meaning in common (32, p. 501). Beyond this, not much
similarity exists among the different definitions, according

to these authors. They further indicate that communication
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operates differently at different levels of organizational
functioning, and that the level of investigation will impact
the definition attached to organizational communication.
They have identified three levels of analysis of organiza-
tional functioning: first, the interpersonal level;

second, within and between organizational sub-units; and
third, organizational-environment (32, p. 502).

The current investigation incorporates Roberts and
O'Reilly's (30) operationalization of organizational communi-
cation which, although it is highly interpersonal oriented
(21, p. 188), appears to be very comprehensive. In a review
of the literature related to the communication facets
frequently investigated, they identified eight broad communi-
cation dimensions. Roberts and O'Reilly also identified
three respondent-oriented facets, which have been repeatedly
shown to influence individual communication in organizations.

The organizational communication construct, as concep-
tualized by Roberts and O'Reilly, includes the following
facets or dimensions: (1) directionality of information
flow (upward, downward, and lateral), (2) accuracy of
information, (3) mode of information transfer (written,
face-to-face, telephone and other), (4) gatekeeping of
information, (5) information overload, (6) satisfaction
with communication, (7) desire for interaction with others,
and (8) summarization. The three respondent-oriented

dimensions included are: (1) trust in superior, (2)
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perceived influence of the superior, and (3) mobility
aspirations of the respondent.

In a follow-up of their investigation, Roberts and
O'Reilly (31) expanded the list of communication facets
within the organizational communication concept. The
following dimensions were added: (1) information underload,
{2) openness, (3) redundancy, and (4) withholding of infor-
mation. With the addition of these new items, the list of
fifteen facets within the instrument appears quite compre-
hensive.

Roberts and O'Reilly (30} reported that their instrument
had desirable psychometric properties and .in general proved
to be a useful measure of organizational communication. A
subsequent revision of the Roberts and O'Reilly communication
guestionnaire by Muchinsky (21) also yielded guarded support
for the instrument.

In a series of supplementary notes concerning their own
questionnaire, Roberts and O'Reilly (31) have suggested,
among other things, that for research purposes it may be
wise to select those communication facets of particular
interest. It should be recalled that this study relies, at
least in part, on two theories. First, the theory that
indicates that variables which differently affect satis-
faction and performance become potential moderators of
satisfaction-performance relationships (33}, and second,

the theory which expects both job performance and job
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satisfaction to result from a congruence among job design,
growth need strength, and system structure. In this last
theory, system structure, organic or mechanistic, is viewed
as determined by the directionality of communication (17,

23, 28). These two theories serve as the basis for selecting
the facets of communication that are investigated in this
research.

The directionality dimension of communication is
included in the current investigation because it has been
shown to influence the individual job congruence relation-
ship with performance and satisfaction (17, 23, 28). This
selection is supplemented with those additional communica-
tion dimensions that have been found to be independently
related to the target variables of job performance and job
satisfaction. Trust in supericrs, perceived influence,
accuracy, desire for interaction with others, information
load, and satisfaction with communication are facets of
communication which have been shown to be related to job
satisfaction {21, 26, 34). The same facets have also been
shown to be related to job performance (16, 18, 26, 35, 45).
Consequently, these last facets of communication are inte-
grated with the directionality dimension--upward, downward,
and lateral--to constitute the organizational communication
construct as it is wused throughout this investigation.

In sum, the current research studies the conceptually

expected moderating influence of ten aspects of
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organizational communication: (1) directionality of
communication flow--upward, (2} directionality of communi-
cation flow--downward, (3) directionality of communication
flow--lateral, (4) trust in superiors, (5) perceived
influence,. (6) accuracy of information, (7} desire for
interaction with others, (8) information overload, (9)
information underload, and (10) satisfaction with communi-
cation. These facets of communication are interpreted and
defined in Table III. The conceptualization of the expected
moderating influence of each one of the incorporated
communication dimensions on each one of the two models that

are investigated is elaborated in the next chapter.

Summary

The current research involves six dimensions of job
satisfaction, three of job performance, and ten of cormmuni-
cation. It also includes the variables of job scope and
growth need strength. The measurement instruments selected
are the Job Descriptive Index, Wanous' questionnaire of
overall job satisfaction, a job performance rating scale
prepared for this research, two subscales of the Jcb
Diagnostic Survey, and the Roberts and O'Reilly guestion-
naire of organizational communication. Attention now turns
to the reviewing of the pertinent literature and the

conceptualization of the hypotheses that are investigated.
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TABLE III

DEFINITION OF THE ADOPTED FACETS OF ORGANI-
ZATIONAL COMMUNICATION*

Facet of Organizational
Communication Definition

Directionality of communication

Upward . . ». + + » - + + « . Perceived percentage of
upward communication flow

Downward . . . . « « « . . . Perceived percentage of
downward communication flow

Lateral . . . . .+ .« « . . . Perceived percentage of
lateral communication flow

Trust in superiors . . . . . . . Perceived trust in super-
visors

Perceived influence . . . . . . . Perceived influence of
supervisors

ACCuracy « « o+ s+ + o « » o +« « o Perceived accuracy of
communication

Desire for interaction . . . . . Respondent's desire for

interaction with others
Information load
Overload . . . . . . . . . . Perceived degree to which
too much information is

received by the respondent

Underload . . . . . . . . . Respondent's preference
for more information

Communication satisfaction .. . . Perceived overall satis-
faction with communication

*Source: Roberts and O'Reilly (30, 31}.
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CHAPTER III

SYNTHESIS OF RELATED LITERATURE AND HYPOTHESES

Two models receive attention in the present literature,
the job performance relationship with Jjob satisfaction, the
first model, and the individual-job congruence relationship
with performance and satisfaction, the second model. And
the conceptualized proposed moderating influence of organi-
zational communication on each is investigated. The aim of
the current chapter is to provide an overview of the
literature that has prompted the development of the specific
propositions that are evaluated. The literature pertaining
to the rationale for expecting organizational communication
to moderate the first model is discussed first. Related
hypotheses are included along with the discussion. Then the
literature pertaining to the rationale for expecting organi-
zational communication to moderate the relationships embedded
in the second model is reviewed. The expectations or
hypotheses that are made are presented along with the review
that is conducted. An effort has been made in both the
first and the second models to delineate appropriate direc-
tional hypotheses. Stating directional hypotheses may reduce
the possibility of reporting chance relationships (16).

In proposing directional hypotheses, three types of

support are generally used. A review of these types of
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support before beginning with the first section of the
present chapter will prove to be beneficial. First, there
are cases in which previous researchers have examined a
particular variable for its influence on a given relation-
ship. Findings from such studies offer the strongest
reasons for predicting certain relationships in a new
sample. Second, hypotheses may be proposed on the basis
of existent "theoretical models." And third, there are
occasions in which the plausibility of a hypothesis is
bolstered by what is known concerning the nature of the
relationship of the potential moderator with the different
variables of the model being investigated (16).

The investigation being conducted depends heavily on
the second and third alternatives above for developing
directional hypotheses. Previous studies concerning the
moderating impact of organizational communication on the
job performance/job satisfaction relationship and the
individual-job congruence/job performance/job satisfaction
model are practically nonexistent. Consequently, the actual
study relies more on "theoretical models" and previous
findings concerning the relationship of organizational
communication with the criterion variables of job performance
and job satisfaction for conceptualizing specific direc-
tional hypotheses than in prior related research. These
criteria are further discussed and implemented below along
with the evaluating of the literature concerning the two

models investigated.
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First Model: Literature Review and Hypotheses

The empirical work concerning the relationship between
job performance and job satisfaction is first reviewed and a
reasonable hypothesis concerning such association is
developed. This first hypothesis is followed by four more
propositions. These propositions relate to the expected
moderating influence of organizational communication on the
first model--the relationship between performance and satis-
faction. This expected moderating influence is substantiated
through "theoretical models" and previous findings concerning
the relationship of organizational communication with both
job performance and satisfaction. The reason for this
posture is that previous research directly related to the
present one is virtually nonexistent. There is only one
study that could be identified by the present researcher and
which is indirectly related to the moderating influence of
communication on the performance relationship with satis-
faction. Including the job-related information concept as
part of the definition of the facilitative/inhibiting
situational variable, Peters, O'Connor, and Rudolf (41)
encountered support for the facilitative/inhibiting
construct as a moderator of the relationship between
performance and satisfaction.

Because of the detected lack of previous empirical work
pertaining to the moderating influence of organizational

communication on the job performance/job satisfaction
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relationship, the propositions that are made in the present
investigation are conceptualized based on the literature
concerning the organizational communication relationship
with performance, first, and satisfaction, second. The
rationale for this approach is twofold. First, it has been
theorized and shown that variables which differentially
affect performance and satisfaction become potential moder-
ators of performance/satisfaction relationships (14, 26, 46).
And second, it has been hypothesized and supported that
variations in job performance are primarily responsible for
variations in job satisfaction (43, 46) .1 Aadditionally,
Gross (16) has pointed out that the plausibility of a
hypothesis may be bolstered by what is known concerning the
nature of the relationship of the potential moderator to the
different variables of the model being investigated.
Therefore, a given proposition concerning the expected
moderating influence of a particular dimension of communi-
cation on the first model emerges from what is known about
the relationship of that particular communication dimension
with performance, first, and satisfaction, second. This
approach reflects the exploratory nature of the present
investigation. It also shows the relatively limited

conceptual understanding that organizational theorists have

lAlthough causality between job performance and job
satisfaction is implied in Porter and Lawler and Schwab and
Cummings' argument, the present investigation deals with
cross—-sectional data and therefore questions of causality
are not addressed.
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concerning the impact of organizational communication in
organizational functioning.

The procedure outlined above is implemented, and
hypothesis two is stated. Hypothesis two pertains to the
expected moderating influence of trust in superiors,
influence of superiors, accuracy of information, desire
for interaction, and satisfaction with communication on
the relationship between performance and satisfaction. The
dimensions in hypothesis two are conceptualized together
because each one of them has shown the same general rela-
tionship with the target wvariables of performance and
satisfaction. The focus then turns to the expected influ-
ence of the multidimensional facet of communication load--
overload and underload communication--and hypothesis three.
Finally, the literature concerning directionality of
communication--upward, downward, and lateral--is reviewed
and hypotheses four and five are delineated.

The Job Performance Relationship with
Job Satisfaction

The empirical work concerning the relationship between
the target variables of performance and satisfaction was
synthesized in the first chapter of this dissertation. It
should be recalled that literature reviews conducted by
Brayfield and Crockett (2); Herzberg, Mausner, Peterson,
and Capwell (22); Vroom (54); and others (11, 28) show that

the relationship between the target variables is highly
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variable, but on the average the two factors appear to be
weakly or moderately related in the positive direction.
Consequently, the following hypothesis seems reasonable.

Hypothesis one--Job performance measures will be

directly and moderately related to job satisfaction
dimensions.

The reported highly variable relationship between
performance and satisfaction (2, 22, 54) has prompted some
organizational theorists to turn their attention toward the
identification of situational variables that may be influ-
encing the strength of such a relationship (46, 50).
Researchers have already found that potential moderators of
the performance/satisfaction association are self-esteem,
rewards, job fit, organizational pressure for performance,
experienced time pressure, organizational level, partici-
pation in decision making, initiating structure, and locus
of control (1, 7, 16, 30, 51). The need for further
investigation of other organizational dimensions that may
also influence the relationship between job performance and
job satisfaction has been established (1, 46). The next
and subsequent subsections review literature which serves
to substantiate specific propositions concerning the
expected moderating impact of organizational communication

on the job performance/job satisfaction relationship.
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Trust in Superiors, Influence of Superiors, Accuracy,
Desire for Interaction, Communication Satisfaction,
and Their Expected Influence on the First Model

The determination of the expected moderating influence
of trust in superiors, influence of superiors, accuracy,
desire for interaction, and satisfaction with communication
on the performance/satisfaction relationship is based on
what is known about the specific relationship of each
communication dimension with performance, first, and satis-
faction, second. Consequently, the empirical work concerning
such relationship is reviewed below. The relationship of
the proposed communication moderators with performance is
evaluated first and is followed by their relationship to job

satisfaction.

Communication dimensions relationship with job

performance .--Certain dimensions of communication not com-

parable to the ones presently researched and their rela-
tionship with job performance have been studied by some
regsearchers (19, 20, 24, 29, 39). And among others, open-
ness in communication, frankness, brevity, managerial
communication, performance information, and task communi-
cation have been shown to be directly related to job
performance. These findings increase the reasonableness

for expecting organizational communication to moderate the
performance/satisfaction association. However, they are not

meaningful when intending to delineate directional hypotheses




79

in the present study. Consequently, attention turns to the
studies dealing, partially or totally, with the dimensions
being considered in the present subsection and their rela-
tionship with performance.

In general, researchers have shown that trust in
superiors, influence of superiors, accuracy, desire for
interaction, and satisfaction with communication have a
direct relationship with job performance. Jenkins (26)
found a correlation between supervisory communicative
effectiveness--conceptualized in terms of perceived trust,
perceived influence, accuracy of information, and desire
for interaction--and worker performance. O'Reilly and
Roberts (38), employing two sample populations of a military
personnel, demonstrated empirically that desire for inter-
action was significantly and directly related to job
performance. The same authors reported an insignificant,
positive correlation between accuracy and performance in
the first sample population and a significant, positive
correlation in the second one. Additionally, in a survey
conducted among graduates of an M.B.A. program of a state
university, Caldwell and O'Reilly (6) investigated the
relationship of accurate information to turnover (a measure
of performance}. Results for ninety-seven participants
indicate that a two-year turnover was reduced for those
individuals who had accurate job information. The communi-

cation satisfaction dimension has been shown to be directly
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related to job performance by O'Reilly and Roberts (38} ;
Roberts and O'Reilly (44); Goodnight, Crary, Balthrop, and
Hazan (12); and Hazen and Balthrop (21).

The above reported empirical works support the existence
of a consistent direct relationship of trust in superiors,
perceived influence, accuracy, desire for interaction, and
satigfaction with communication with job'pefformance. So
research concerning the relationship between organizational
communication and job performance offers support for
suggesting that high perceptions of organizational communi-
cation, as denoted by the above five facets of communication,
will result in a stronger relationship between job perform-
ance and job satisfaction. The reasonableness for this
proposition is strengthened by the fact that these same five
facets of organizational communication have also been shown

to be directly related to job satisfaction.

Communication dimensions relationship with job satis-

faction.-~Trust in superiors, perceived influence, accuracy
of information, desire for interaction, and. .communication
satisfaction have been shown to be directly related to job
satisfaction. These relationships have been investigated
by Muchinsky (32) and Sharbrough (47). First of all, in an
exploratory study conducted among a random sample of 1,160
employees of a large public company, Muchinsky (32) found

that trust in superiors, perceived influence, accuracy,




81l

desire for interaction, and satisfaction with communication
were significantly and positively related to job satis-
faction.

Sharbrough (47), on the other hand, analyzed the data
collected from a random sample of approximately 175
employees of a government agency in order to review the
relationship of organizational communication to job satis-
faction. The first canonical function showed trust in
superiors and perceived influence to be positively related
to job satisfaction. However, the other three facets,
accuracy, desire for interaction, and satisfaction with
communication, registered a negative association with Jjob
satisfaction. The second cancnical function, on the other
hand, showed positive correlations of trust in superiors,
influence of superiors, and satisfaction with communication
with job satisfaction. Accuracy and desire for interaction
maintained their negative relationship to job satisfaction.

Sharbrough called attention to the fact that the more
positively organizational communication was perceived, the
lowest tended to be the levels of the different dimensions
of job satisfaction. He noted that such a result could be
a consequence of the statistical procedure used. He recog-
nized that it was doubtful that positive communication could
be related to low levels of satisfaction. Sharbrough's
interpretation appears reasonable inasmuch as Green (13)
and Nicholson (34) had found, separately, that communication

satisfaction was positively related to job satisfaction.
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Taken together, the direct relationship generally
reported between the pertinent organizational communication
dimensions and job performance, first, and job satisfaction,
second, reasonably makes one to expect higher performance/
satisfaction relationships when high perceived levels of
trust in superiors, influence of superiors, accuracy,
desire for interaction, and communication satisfaction are
reported than when low perceived levels of the same dimen-
sions are reported. Consequently, the following directional
hypothesis appears reasonable.

Hypothesis two--Job performance dimensions will be

directly and more strongly related to job satisfaction
dimensions under conditions in which respondents report high
perceived levels of trust in superiors, influence of
superiors, accuracy, desire for interaction, and satis-
faction with communication than when they report low
perceived levels of the same facets of organizational
communication.

Information Load and Its Expected Moderating
Influence on the First Model

Information load embraces two facets of communication,
overload and underioad communication. The empirical work
concerning the association of these two facets with perform-
ance, first, and satisfaction, second, is reviewed and the
reported findings are utilized for determining their expected
moderating influence on the performance/satisfaction relation-

ship.
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Information load relationship with job performance.-—The

reported findings concerning the relationship of information
load to performance show the existence of an inverse rela-
tionship between overload information and the target variable
of job performance and a direct correlation between underload
communication and the same target variable. In the two
samples investigated by O'Reilly and Roberts (38), they found
overload communication to have a significant and inverse
relationship with Jjob performance in the first group. No
relationship between the two facets was encountered in the
second group. On the other hand, underload communication
was reported to have a significant, positive correlation
with job performance for the first group, and a significant,
negative association for the second group. In an experi-
mental investigation, Evangelista (10) examined the
association between amount of information (information
load) and decision accuracy (performance). It was hypothe-
sized that information load would have a curvilinear
association with job performance. It was found that the
hypothesis was not compatible with the empirical data.
O'Reilly (36) reported two other field studies
conducted among the personnel assigned to three navy
aviation units and respondents employed in four branch
locations of a county welfare agency. The results of both
studies showed that information underload was associated

with high levels of performance.
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Taken together, the above reported findings show a
tendency. Overload communication tends to be inversely
related to performance, while underload communication
appears to be directly related to the same target variable.
A revision of the association of communication load to
satisfaction may improve the expectation of the moderating
influence of communication load on the job performance

relationship with job satisfaction.

Information load relationship with job satisfaction.--

The reported findings concerning the relationship of infor-
mation load to satisfaction are very inconsistent. The
field studies conducted by 0'Reilly (36) showed that infor-
mation overload was related to high levels of job
satisfaction. Muchinsky (32) found that overload communi-
cation was not related to job satisfaction. Sharbrough (47},
on the other hand, reported a positive correlation between
underload communication and job satisfaction when the first
canonical function was computed. The second canonical
function showed a negative association between the two
variables. On the other hand, a negative association
between overload communication and satisfaction was
reflected by the first canonical function, while a positive
correlation was shown by the second one.

Although the relationship of information load to job

satisfaction is plagued with a contradictory body of
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research, it appears that a direct relationship between
overload communication and satisfaction and an inverse
correlation between underload informatien and:job satis-
faction receive some support. This conclusion, together
with the reported positive correlation between underload
communication and performance and the inverse association
between overload information and job performance, provides
the rationale for the following hypothesis.

Hypothesis three--Job performance measures will be

inversely and more strongly related to job satisfaction
dimensions under conditions in which respondents report
high levels of perceived underload and overload communi-
cation than when they report low perceived levels of the
same facets of organizational communicaticn.
Directionality of Communication Flow and Its

Expected Moderating Effect on the
First Model

The directionality of communication involves three
dimensions: upward, downward, and lateral communication.
So the empirical literature regarding the relationship of
these facets of directionality of communication to perform-
ance and satisfaction is reviewed below. The review
conducted is used as a background for determining the
expected moderating impact of the identified facets on the

performance/satisfaction relationship.
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Directionality of communication relationship with job

verformance .-—The two sample populations of military

personnel investigated by O'Reilly and Roberts (38) showed
mixed results concerning the relationship of upward, down-
ward, and lateral communication with job performance. The
researchers found a positive, significant correlation
between downward communication and job performance in one
group and an insignificant, negative correlation in another
one. They reported a negative, significant correlation of
upward communication to Jjob performance for the first group,
and an insignificant, positive correlation for the second
group. Finally, O'Reilly and Roberts encountered that
lateral communication had an insignificant and negative
correlation with job performance in both groups. Smith and
Brown (49) found that both upward communication and downward
and/or multidirectional communication were positively
related to job performance.

The conflicting results above tend to support a
positive correlation of upward and downward communication
to performance and a negative relationship between lateral
communication and job performance. A review of the limited
literature concerning the relationship of communication
directionality to job satisfaction may proﬁide more light
about the expected role of this multi-dimensional variable

on the job performance/job satisfaction relationship.
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Directionality of communication relationship with job

satisfaction.--In an exploratory study, Muchinsky (32)

reported that upward and downward communication were found
to be directly related to job satisfaction. On the other
hand, lateral communication was encountered to have a
significant, negative association with job satisfaction.
Sharbrough (47) reported insignificant, negative correlations
between the various facets of communication directionality
and job satisfaction. When Sharbrough's questioning of the
appropriateness of the statistical procedures he used is
taken into consideration, one finds that the tendency is for
a positive relationship between job satisfaction and both
upward and downward communication and a negative correlation
between satisfaction and lateral communication. This con-
clusion is similar to the one made concerning the relation-
ship of communication directionality and job performance.
Therefore, the following directional hypotheses seem
appropriate,

Hypothesis four--Job performance measures will be

directly and more strongly related to job satisfaction
dimensions under conditions in which respondents report
high levels of perceived upward and downward communication
than when they report low perceived levels of these same
facets of organizational communication.

Hypothesis five--Job performance measures will be

inversely and more strongly related to job satisfaction
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dimensions under conditions in which respondents report
high levels of perceived lateral communication than when
they report low perceived levels of the same facet of
communication.

In summary, directional hypotheses concerning the
expected relationship between job performance and job satis-
faction and the predicted moderating influence of organiza-
tional communication on such association have been formulated.
Hypothesis one related to the predicted relationship of the
target variables: performance and satisfaction. Hypothesis
two concerns the conceptual, expected influence of trust in
superiors, influence of superiors, accuracy of information,
desire for interaction, and communication satisfaction on
the relationship of the identified target variables. The
predicted moderating impact of information load--overload
and underload--is delineated in hypothesis three., Finally,
hypotheses four and five formulate the expected moderating
effect of communication flow--upward, downward, and lateral--
on the job performance/job satisfaction relationship. The
propositions concerning the proposed moderating influence
of organizational communication on the first model are
summarized in Table IV.

Column one of Table IV lists each hypothesis, and
column two identifies the organizational communication
dimension(s) included in the actual hypothesis. The sub-

group of individuals predicted to show the strongest
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TABLE IV

SUMMARY OF THE PROPOSED EFFECT OF ORGANIZATIONAL
COMMUNICATION ON THE JOB PERFORMANCE/JOB
SATISFACTION RELATIONSHIP*

Subgroup Predicted
to Show a Stronger Nature of
Job Performance/Job | the Rela-

Hypoth~ | - Communication Ssatisfaction Rela- tionship
esis Facet tionship Expected
(1) (2) (3) (4)

2 Trust in superiors High Positive

Perceived influence
of superiors High Positive

Perceived accuracy High Positive

Desire for intexr-

action High Positive
Communication
satisfaction High Positive
3 Underload
communication High Negative
Overload
communication High Negative
4 Perceived upward
communication High Positive

Perceived downward

communication High Positive
5 Perceived lateral
conmmunication High Negative

*Job performance dimensions were predicted to be
directly and moderately related to job satisfaction measures
(hypothesis one).
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performance/satisfaction relationship is denoted in column
three. The last column presents the nature of the expected
relationship--positive or negative. The first line of the
described table indicates that hypothesis two (column one)
predicts that respondents scoring high (column three) in
trust in superiors (column two) are expected to show a
positive (column four) and higher correlation between the
target variables of performance and satisfaction than those

scoring low.

Second Model: Literature Review and Hypotheses

The present section begins reviewing the empirical
work pertaining to the individual-job congruence relation-
ship with job performance and job satisfaction, and a set of
two related, appropriate directional hypotheses--hypotheses
six and seven--are stated. It then turns to consider the
literature which serves to substantiate the delineation of
six propositions concerning the expected moderating
influence of organizational communication on the second
model~-the individual-job congruence relationship with both
job performance and job satisfaction. The different
organizational communication dimensions and their conceptua-
lized, expected moderating influence on the second model
are presented in the same order in which they were reviewed
while stating the various propositions concerning the first

model.
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Hypothesis eight presents the predicted moderating
influence of trust in superiors, accuracy, and satisfaction
with communication on the second model. These facets of
communication are conceptualized together because of their
similarity in their relationship with the outcome variables
of job performance and job satisfaction. The nature of the
relationship of these communication dimensions with both
performance and satisfaction is used as a rationale for
determining their expected moderating influence on the
second investigated model. The predicted moderating impact
of desire for interaction on the second model is delineated
in hypotheses nine and ten. The reasonableness of the
propositions are based on previous findings concerning
social density (distance between offices) and its rela-
tionship with performance and satisfaction.

Hypotheses eleven and twelve include the proposed
moderating influence of directionality of communication=--
upward, downward, and lateral--on the second model. The
rationale for the expected influence of communication
directionality emerges from a review of the theoretical
and empirical literature pertaining to the impact of
organizational structure on the investigated model. As
will be discussed, organizational structure is characterized
by certain elements of directionality of communication.
Empirical work concerning the relationship of information

load, both overload and underload, to performance and
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satisfaction is used for stating its expected moderating
impact on the individual-job congruence relationship with
job performance and job satisfaction. The expected
influence of information load is offered in hypotheses

thirteen and fourteen.

The Individual-Job Congruence Relationship with
Job Performance and Job Satisfaction

As indicated in the first chapter of this dissertation,
individual-job congruence refers to the extent to which the
growth needs of the individual match the perceived moti-
vational characteristics of the job being performed. This
contingency/congruence model suggests that a correct match
between the employee's needs and the characteristics of
the job should result in high levels of performance and
satisfaction. The same referenced chapter documents that
some researchers have found support for the above propo-
sition (e.g., 3, 17, 18, 37, 48, 55).

Significantly, however, it is reported that some
investigators have encountered inconsistent results
concerning the expected outcomes of the individual-job
congruence apprecach (e.g., %, 15, 31, 53, 56). For example,
some of the findings have shown that the impact of the
individual-job congruence approach is more influential on
job satisfaction than on job performance (15, 53). The
levels of job satisfaction for individuals in congruence

situations appear to be higher than those for people in
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incongruent conditions. The same cannot be said, however,
about job performance. Therefore, the following two propo-
sitions are made.

Hypothesis six--Individuals' perception of job satis-

faction will be higher under conditions of congruence than
under conditions of incongruence.

Hypothesis seven—--The rated level of job performance

of employees under conditions of congruence will not differ
from that of employees under conditions of incongruence.

The inconsistent reported results concerning the
individual-job congruence relationship with performance and
satisfaction have conduced some organizational theorists to
call attention to the possibility that an individual's
reaction to his or her job may be influenced not only by
the properties of the job and his/her needs, aptitudes, and
motives, but also by the nature of the work context of
organizational "milieu" surrounding the job (4, 33, 43).

As a result of this view, some studies investigating the
moderating impact of various variables on the individual-job
congruence/job performance/job satisfaction model have been
conducted (8, 14, 35, 42). These studies have shown that the
moderating approach to the study of the individual-job
congruence/job performance/job satisfaction model may indeed
increase the understanding and practicality of such a model.
The present research contends that organizational communi-

cation may be another moderator of the proposed
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contingency/congruence model. Therefore, as outlined in
the introduction of the current subsection, attention now
focuses on the literature review which serves to substan-
tiate the specific expected influence of communication on
the described model.
Trust in Superiors, Influence of Superiors, Accuracy
of Information, Satisfactlion with Communication,

and Their Predicted Influence on the
Second Model

The nature of the relationship of trust in superiors,
influence of superiors, accuracy of information, and
comnunication satisfaction with the outcome variables of
performance and satisfaction is utilized to determine their
expected moderating influence on the second model--the
individual-job congruence relationship with job performance
and job satisfaction. The general nature of the rela-
tionship of the above communication dimensions with the
stated outcome variables is summarized below. The nature
of this relationship was more fully discussed in the first
part of the current chapter.

Favorable levels of trust in superiors, perceived
influence of supervisors, perceived accuracy of information,
and perceived satisfaction with communication have been
shown to be positively related to both job performance and
job satisfaction (26, 32, 37, 47). This evidence plus a
little common sense suggest that favorable levels on these

same communication dimensions may enhance the expected
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outcomes, performance, and satisfaction, of the proposed
contingency/congruence model, the individual-job congruence
approach. So the following exploratory multiple hypothesis
seems justifiable.

Hypothesis eight--Both high growth need strength

individuals in high scope jobs and low growth need strength
individuals in low scope jobs reporting high perceived
levels of trust in superiors, influence of superiors,
accuracy of information, and satisfaction with communi-
cation will be rated with higher levels of job performance
and will report higher levels of job satisfaction than
when low perceived levels of the same facets of communi-
cation are reported.

Desire for Interaction and Its Expected Moderating
Influence on the Second Model

Szilagyi and Holland's (52} work on social density
(distance between offices) seems to provide some limited
support for expecting the communication dimension of desire
for interaction to moderate the proposed contingency/
congruence model. Szilagyi and Holland found that with
highly skilled professional employees of a divisional head-
quarters unit of a large petroleum related company, an
increase in social density (reduced distance between offices)
led to a significant decrease in role ambiguity, role
conflict, and job autcnomy, as well as significant increases

in job feedback, friendship opportunities, work satisfaction,
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information exchange, and task facilitation. The opposite
results were found with social density decreases. Thus it
seems that when highly skilled individuals with high levels
of desire for interaction are placed in complex work situ-
ations, positive outcomes are enhanced. Of course, this
positive reaction assumes that the need for interaction 1is
satisfied. Based on this assumption, the following hypoth-
eses concerning the communication dimension of desire for
interaction appear reasonable.

Hypothesis nine--High growth need strength individuals

in high scope jobs reporting high levels of desire for
interaction will be rated as having higher levels of job
performance and will report higher levels of job satis-
faction than when low levels of the same facet of communi-
cation are reported.

Hypothesis ten--Low growth need strength individuals

in low scope jobs reporting low levels of desire for
interaction will be rated as having higher levels of job
performance and will report higher levels of job satis-
faction than when high levels of the same facet of
communication are reported.

Information Load and Its Expected Moderating
Influence on the Second Model

The expected moderating effect of information lcad--
underload and overload--on the job performance relationship

with Jjob satisfaction was stated on the assumption that
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underload information enhances job performance while over-
load communication enhances job satisfaction. This
assumption is substantiated by empirical data (36, 37). If
the same assumption is retained, it then appears reasonable
to state the following hypotheses concerning information
load and its expected moderating effect on the outcomes of
the proposed contingency/congruence model.

Hypothesis eleven--Both high growth need strength

individuals in high scope jobs and low growth need strength
individuals in low scope Jjobs perceiving high levels of
underload communication will be rated as having higher
levels of job performance than when low perceived levels

of the same facet of communication are reported.

Hypothesis twelve--Both high growth need strength

individuals in high scope jobs and low growth need strength
individuals in low scope jobs perceiving high levels of
overload communication will report higher levels of job
satisfaction than when low perceived levels of the same
facet of communication are reported.

Hypotheses eight through twelve concerning the expected
moderating influence of organizational communication on the
second model are of the same nature. The communication
dimensions in these identified hypotheses are used for
dichotomizing respondents into two groups: high and low.
The dichotomization procedure is fully explained in the

next chapter. This similarity facilitates the process of
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synthesizing in table form the indicated hypotheses. Conse-
guently, before considering the expected moderating impact
of directionality of communication on the second model,
Table V is presented. It synthesizes hypotheses eight
through twelve concerning the expected moderating influence
trust in superiors, influence of superiors, accuracy,
satisfaction with communication, desire for interaction,

and information load--underload and overload--on the
individual-job congruence relationship with job performance
and job satisfaction.

Column one identifies each hypothesis and the organi-
zational communication dimension(s) that is (are) included
in the actual proposition. The level of communication
dimension that is expected to show the predicted outcome
is presented in one of columns two through nine. Each
prediction made is presented at the top of a pair of columns,
beginhing with columns two and three and ending with columns
eight and nine. For instance, at the top of columns two and
three appears the predicted level of job performance for
high growth need strength individuals in high scope jobs.
The first X-mark in column two means that the predicted high
level of job performance from high growth need strength
individuals in high job scope is expected to take place
among individuals scoring high (H) (column two) in trust

in superiors (column one).
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TABLE V

PARTIAL PROPOSED EXPLORATCRY HYPOTHESES CONCERNING THE EXPECTED
MODERATING EFFECT OF ORGANIZATIONAL COMMUNICATION ON THE
INDIVIDUAL-JOBR CONGRUENCE/JOB PERFORMANCE/JOB
SATISFACTION MODEL*

Level of Row Organizational Communication
Dimension in Which Hypothesized
Prediction Is Expected to Take Place
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Hypotheses and Related Row -
Communication Dimensiong H¥® | T*%*% H L H L H L
(1) (2)]{3) (4)] (5) (6) | (6) (7)) (8)
Hypothesis 8 (&)
Trust in superiors X X X X
Influence of superiors X X X X
Accuracy of information X X X X
Communication satisfaction X X X X
Hypothesis 9 (B)
Desire for interaction X X
Hypothesis 10 (C)
Desire for interaction X X
Hypothesig 11 (D)
Underload communication X X
Hypothesis 12 (E}
Overload communication X X

*This table summarizes hypotheses eight through twelve. Job
satisfaction was predicted to be hidgher for individuals under conditions
of congruence than for those under conditions of incongruence. Job per-
formance was predicted to be similar for employees under both congruent
and incongruent conditions (hypotheses 6 and 7).

**High level of row communication dimension.

**%*Tow level of row communication dimension.
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Directionality of Communication and Its Expected
Moderating Influence on the Second Model

Contrary to the predicted moderating influence of the
communication dimensions previously discussed, the expected
moderating effect of directionality of communication on the
individual-job congruence relationship with performance and
satisfaction emerges from more direct theoretical and
empirical work. So time and space are provided for
reviewing the pertinent literature.

As indicated in the first chapter of the current
thesis, organizational structure has been characterized
by certain fashions of communication in organizations. It
appears that a mechanistic structure results in formal task
communication being essentially vertical in nature, between
superiors and subordinates, while on the other hand, an
organic system results in communication being principally
lateral. This view was offered by Burns and Stalker (5)
and more recently expressed by Schuler in the following
manner .

Organization structure which is called organic is

characterized here by high intergroup cooperation,

frequent task feedback, open communication

channels, low formalization of rules and procedures,

and lack of adherence to the chain of command.

The term mechanistic structure refers to an orga-

nization with communication primarily directed

downward, high formalization of rules and

procedures, adherence to the chain of command,

low intergroup cooperation, and infrequent task
feedback (45, p. 68).
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Of significance to the present investigation is the
fact that the dimensions of communication that have been
reported to characterize mechanistic and organic systems
have also been found to correlate with certain character-
istics of job design. It is considered that a review of
some of the theoretical and empirical literature concerning
the specific dimensions of communication that have been
reported to characterize different job designs may prove
beneficial in enhancing the feasibility of expecting
directionality of communication to moderate individual-job
congruence/job performance/job satisfaction relationship.

Burns and Stalker (5) classified twenty Scottish and
English firms into one of two types of structures: mecha-
nistic or organic. Companies with mechanistic structure
were found to have well defined rules, policies, procedures,
and clear pyramidal communication lines. Companies with
organic structures evidenced more loosely defined rules and
were characterized by both horizontal and vertical communi-
cation. The most important finding of Burns and Stalker,
at least for this study, was that mechanistic structures,
characterized by written and vertical communication, were
more effective for unchanging, simple tasks, while organic
structures, characterized by both horizontal and vertical
communication, were effective with changing, complex tasks.
Burns and Stalker's findings were substantiated by Woodward

(57) . Woodward emphasized the concept that a firm's
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effectiveness depends on the appropriate mesh between the
certainty of its tasks and its communication network, or
supporting structure.

More recently, Huseman and Alexander (23) have
attempted to develop a model of the relationship between
work technology and the patterning of organizational
communication. According to Huseman and Alexander, work
unit technology (operationally defined as task analyzability
and task variability) determines the information processing
demands on the work group. In turn, information processing
demands dictate the patterning of communication. The model
suggests that in routine technologies (high analyzability
and low variability), information processing demands are
low, and that downward communication is appropriate (a
characteristic of mechanistic structures). On the other
hand, the model postulates that as technology becomes less
routine, information processing demands increase with more
emphasis on vertical communication, and finally on lateral
communication (a characteristic of organic structures).

Huseman and Alexander’'s (23} model was empirically
evaluated by Penley and Alexander (40). These last
researchers found some support for the following proposition:
"as work group technology becomes less routine (higher
variability and lower analyzability), emphasis shifts from
downward to upward communication and finally to lateral

communication" (40, p. 332).
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Equating organizational structure, organic vs. mecha-
nistic, with communication structure, lateral vs. vertical,
and advocating a correlation between task characteristics
and communication network, James (25) investigated the
effects of vertical and lateral formal task information
flow on the individual-job contingency/congruence model.
Analyzing data from 128 undergraduate students who partici-
pated in an experiment, James found strong evidence 1n
support of main effects of growth need strength and
communication structure on measures of satisfaction.

The fact that James' study was a laboratory investi=-
gation and that Katz (27) had found that job characteristics
may reqguire as long as three months to have an impact on
employee satisfaction may account for the lack of suppoert
of the effect of job scope on satisfaction. However, when
all dependent measures were included in a canonical corre-
lational analysis, the results provided some support for
the contingency congruence model based on the independent
measures of lateral communication, task complexity, and
job related needs.

In conclusion, the above theoretical and empirical
review gives support to the feasibility of expecting
communication directionality to moderate the second model.
It seems that individuals in complex jobs exposed to high
levels of lateral and upward communication tend to show

high levels of lateral and upward communication tend to
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show high levels of the outcome variables of performance and
satisfaction. The same high levels of the outcome variables
appear to result from individuals who are performing routine
jobs, and who are exposed to working environments charac-
terized by high levels of downward communication. Hence,
the following two directional hypotheses involving the
multidimensional variable of directionality of communication
appear reasonable.

Hypothesis thirteen--In the high congruence situation

(high growth need strength individuals in high scope Jjobs),
lateral and upward communication will be directly related
to job performance and job satisfaction.

Hypothesis fourteen--In the low congruence situation

(low growth need strength individuals in low scope jobs),
downward communication will be directly related to job
performance and Jjob satisfaction.

The above two hypotheses, thirteen and fourteen, are
summarized in Table VI. The hypotheses are listed in column
one. Columns two, three, and four list the three facets
of directionality of communication~-lateral, upward, and
downward. The X-mark in column two indicates that lateral
communication is predicted to show a direct relationship
with performance and satisfaction, separately, for high
growth need strength individuals in high scope jobs {(column

one) .
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TABLE VI

PRUPOSED EXPLORATORY HYPOTHESES OF THE EXPECTED MODERATING
EFFECT OF DIRECTIOWALITY OF COMMUNICATION ON THE
INDIVIDUAL-JOB CONGRUENCE/JOB PERFORMANCE/JOB
SATISFACTION MODEL*

Facet of Directionality of
Communication Predicted to
Show a Direct Relationship
with Job Performance and Job
Satisfaction Under Different
Conditions of Congruence

Contingency/Congruence
Condition Lateral Upward Downward

(1) ' (2) (3) (4)

Hypothesis 13 (A)
High growth need strength
individuals in high
scope jobs X X !

Hypothesis 14 (B)
Low growth need strength
individuals in low .
scope jobs : X

*This tablie summarizes hypotheses thirteen and
fourteen.

In synthesis, the current section of the present
chapter has reviewed the appropriate literature for stating
reasonable hypotheses concerning the individual-job
congruence relationship with the outcome variables of job
performance and job satisfaction--second model--as well as
regarding the expected moderating influence of organizational
communication on the same model. Specifically, hypotheses

six and seven refer to the contingency/congruence model, the
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individual-job congruence relationship with the investigated
outcome variables. The different delineated propositions
concerning the expected moderating influence of organiza-
tional communication on the second model appear in hypotheses
eight through fourteen.

The expected moderating effect of trust in superiors,
influence of superiors, accuracy of information, and satis-
faction with communication is stated in hypothesis eight.
Hypotheses nine and ten present the proposed moderating
impact of desire for interaction. Hypotheses eleven and
twelve delineate the expected moderating effect of infor-
mation load--overload and underlocad., Lastly, the predicted
moderating influence of directionality of communication--
upward, downward, and lateral--appears in hypotheses thirteen
and fourteen. Hypotheses six through twelve are summarized
in Table V and hypotheses thirteen and fourteen in Table VI.
Procedures for interpreting these two tables were presented

at the time they were introduced.

Summary
Divided into two main sections, the finalized chapter
reviews literature concerning the job performance rela-
tionship with job satisfaction, first, and the individual-job
congruence association with performance and satisfaction,
second, The first section presents the current research

propositions regarding the expected relationship between
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the target variables of performance and satisfaction and the
predicted moderating influence of organizational communi-
cation on the relationship of the same target variables.

The related propositions are present in hypotheses one
through five.

On the other hand, propositions concerning the
individual-job congruence relationship with the outcome
variables of performance and satisfaction and the expected
moderating influence of organizational communication on the
same relationship appear in the second section. These last
propositions are shown in hypotheses six through fourteen.

Having delineated the different hypotheses that are
investigated in the present study, it is now reasonable to
focus on the methodology that is used to assess each one of
them. The presentation of such methodology is the aim of

the next chapter.
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CHAPTER IV
METHODOLOGY AND DESCRIPTIVE STATISTICS

Two sections constitute the current chapter. The first
one discusses the procedures used to collect the data. It
describes the sample and the specific steps which were
implemented for collecting the research data as well as
some of the sample related descriptive statistics. The
second section presents the procedures utilized for ana-
lyzing the data collected. It provides a synthesis of the
research design implemented in the present study and a
description of the general statistical procedures used. It

also presents the specific techniques employed to test each

hypothesis.

Procedures for Collection of Data

The Sample

The sample of this study consisted of a total of 629
employees from two different firms. All twenty-seven
employees working at the headgquarters of Company A, and 602
out of 657 workers of Company B formed the sample [27 +
(657 - 55) = 629].

There were fifty-five employees from Company B who
were not included in the sample because they had an eighth

grade education or less. This elimination took place
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because Hackman and ©Oldham (7), authors of the Job Diag-
nostic Survey (JDS), recommend that those who respond to
their instrument must be moderately literate. They specifi-
cally indicate that "the use of the JDS is not recommended
for individuals with an eighth grade education or less" (7,
p. 308). It should be recalled that two subscales of the
JDS were used to measure two of the variables included in
the present investigation, growth need strength and job
scope. Therefore, Hackman and Oldham's observation was
implemented.

The nature of the firms for which the members of the
sample work is as follows. Company A manufactures and
markets a comprehensive line of heavy duty premium quality
lubricants. These lubricants are widely used by industrial,
commercial, government, institutional, and agricultural
customers throughout the United States and in many other
nations. Company B, on the other hand, is a division of a
multinational firm. It deals with the research, design,
engineering, and manufacturing of rotary blast hole bits,
downhole percussion bits, hammers, raise reaming heads, and
cutters. These products are used in mining, quarrying,
water well drilling, and shallow ©il and gas well drilling.
Both organizations, A and B, are situated within a diameter
of no more than forty miles in a large metropolitan area of

the southern section of the United States.
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Steps to Get the Data and Characteristics of
T Actual Respondents

The research variables as well as the measurement
instruments utilized were introduced, for logical reasons,
in the second chapter of the current dissertation. The
investigated variables are job satisfaction, job performance,
job scope, growth need strength, and organizational communi-
cation. And the measurement instruments are the Job
Descriptive Index, Wanous' questionnaire of overall job
satisfaction, a job performance rating scale developed for
the purpose of this investigation, two subscales of the Job
Diagnostic Survey, and the Roberts and O'Reilly's question-
naire of organizational communication. These measuremnent
instruments together with the assessed variables are
presented in summary form in Table VII. The right section
of the table presents the instruments utilized to measuxe
the variables listed on the left side.

For research purposes the described instruments and
six demographic items were integrated into a unified
questionnaire. The readability of the whole instrument
was tested by administering ten copies of it to an equal
number of graduate students in a statistics class. Seven
guestionnaires were completed, returned, and evaluated.

After securing copies of the lists of employees of
the participating firms, a specific copy of the research

instrument was assigned to each member of the sample.
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RESEARCH VARIABLES AND MEASUREMENT INSTRUMENTS

Research Variable

Job Satisfaction . . . . . . .
Job Performance . . . . . o &
JOD SCOPEe v « « + s & s+ s s s
Growth need strength . . . . .

Organizational communication .

This was achieved by assigning

The number was in turn written

Measurement Instrument(s)

Job Descriptive Index and
Wanous' questionnaire

Rating scale prepared by
the researcher

Subscale of the Job
Diagnostic Survey

Subscale of the Job
Diagnostic Survey

Roberts and O'Reilly's
questionnaire

a number to each individual.

on the back of the first

page of the questionnaire. Each participating individual

was told that the number on his/her questionnaire would be

used only as a mean for matching statistical data, and that

no one else would see the number except the investigator.

In fact, thnis number was later used to identify each

respondent's supervisor., Supervisors were later asked to

rate the performance of their subordinates--those who had

completed and returned the research questionnaire.

The internal mail system of each one of the partici-

pating organizations was used to deliver the research

instrument and related materials.

Each enployee of Company

A received an envelope including the research questionnaire,

an introductory letter signed by the researcher and his
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academic adviser, and a stamped pre-addressed envelope. The
enclosed letter explained the scope of the study being
conducted, assured participants' confidentiality, and
requested their participation. The stamped, pre-addressed
envelobe was to be returned with the completed guestionnaire.
The completed questionnaire would be received by the Depart-
ment of Management of the College of Business of North Texas
State University.

Besides the documents sent to the employees of Company
A, the employees of Company B received a letter from the
Personnel Manager of the firm. 1In it, he indicated that the
researcher had been granted permission to conduct his study
in the organization and encouraged employee participation.

A copy of the research questionnaire and related materials
appears in Appendix A.

Employees were given two weeks to respond. The
researcher picked up returned guestionnaires from the
Department of Management as they arrived and began the
scoring and coding procedures, After two weeks, 247
guestionnaires had been received. An extension of one more
week, communicated through notes placed on bulletin boards
of both companies and signed by their respective personnel
directors, resulted in sixtyfnine more responses. So a
total of 316 (247 + 69} employees completed and returned
their questionnaires. Seventeen guestionnaires were not

delivered because of business trips, sickness, and/or
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vacations. This reduced the actual sample to 612 indi-
viduals (629 - 17).

Of the 316 returned guestionnaires, there were seven
whose identification numbers had been cut or erased. Two
others were improperly answered. Consequently, 307 usable
questionnaires (316 - 9} were left. The task then was to
request supervisors to rate respondents' performance.

With the assistance of the Director of Personnel of
each participating firm, the immediate supervisors of the
respondents were identified using the number assigned to
each returned guestionnaire. Seventy-nine supervisors were
found to be associated with the respondents. And again,
the internal mail systems of the participating organizations
were used to deliver the performance scale to the super-
visors. Each supervisor of Company A received an envelope
inciuding an introductory letter from the researcher and his
dissertation adviser, the performance scale including the
name (s) of the participating subordinate(s) whose performance
was to be evaluated, and a stamped, pre-addressed envelope
for returning the completed scale. Supervisors of Company B
received the materials sent to those of Company A and a
letter by the firm's Director of Personnel. A copy of the
performance scale along with the related letters appears in
Appendix B.

The performance scales returned by the supervisors

followed the same pattern originally followed by the
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questionnaires returned by the employees. They were
received in the Department of Management and picked up by
the researcher for proper matching, scoring, and coding
procedures.

Supervisors were given one week to respond. By the
end of the week, fifty-eight scales, involving 215
employees, had been returned. An extension of one more
week, communicated through telephone calls made from the
personnel offices of the participating companies, resulted
in nineteen more responses. Only one supervisor involving
three individual respondents did not return the performance
scale. It was also found that one of the original respon-
dents had resigned his post, while another one had been
dismissed. So these last two cases were dropped from the
list of actual respondents. No performance evaluations
were provided by their supervisors. Therefore, there were
302 (307 - 5) cases included in this study. They represented
usable questionnaires returned by employees for whom super-
visors provided performance evaluations. This group of
cases, hereafter referred to as respondents or participants,
represents an overall rate of return of 49.35 per cent (302 ;
612). This rate of return is considered acceptable. 1In a
subjective manner, Babbie says that "a response rate of at
least 50 per cent is adequate for analysis and reporting”

(1, p. 165).
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Company B classifies its employees into four general
categories: (1) executives, (2) exempted (research and
nmiddle management people), (3} non-exempted (office workers) ,
and (4) hourly workers (manufacturing individuals). Using
this categorization and treating Company A as a unit in
itself, it is then possible to summarize the sample and
the respondents of the current research as shown in Table
VIII. Column one identifies the groups of employees, and
column two shows the actual number of individuals in each
group at the time of conducting the investigation. The
number of workers in column three, representing workers with
an eighth grade education or less, is deducted from the
number in column two, and the initial group sample emerges
as indicated in column four. The number of individuails
who did not receive the research instrument because of
business trips, sickness, and/or vacation is shown in
column five. These individuals are deducted from the
initial sample (column four} and the net sample is attained
and noted in column six. The actual number of individuals
that responded, per group, is shown in column seven, while
the related rate of return is presented in the last column.
Column totals appear at the bottom of the table.

Some of the characteristics of the respondents were
obtained through the demographic section of the research
questionnaire. Information was requested concerning

respondents' sex, age, education, years in the organization,
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years in present position, and whether their positions were
or were not managerial. Respondents' characteristics are
summarized in Table IX. The frequency percentage and
cummulated percentage of the different categories of each
demographic characteristic are presented in coluwmns two,
three, and four, respectively. The demographic character-
igtics with their different categories are delineated in
column one and presented vertically. It is shown that 249
of the respondents were male and 53 were female. Only one
respondent indicated that he/she was twenty years old or
less; thirty-five participants said they were fifty-five
years old or more. One hundred twenty participants reported
that they had completed between nine and twelve years of
school; only thirty-two reported having more than seventeen
years of formal education. When individuals were asked
about the length of time they had been working for their
actual employer, fifteen respondents indicated a period of
less than one year; one hundred participants marked sixteen
years or more. Thirty-eight employees indicated being in
the same job for one year or less and seventy-two partici-
pants for ten years or more. Sixty-one respondents
classified themselves as managerial employeces and 241 as

non-managerial workers.

Descriptive Statistics

As previously discussed, five variables were included

in the present research. They were job satisfaction, job
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TABLE IX
DEMOGRAPHIC CHARACTTERISTICS OF RESPONDENTS
(n = 302)
Cummulated
Demographic Characteristic | Frequency | Percentage Percentage
(L) (2)_ (3) (4)

Sex

Males 249 82.5 82.5

Females 53 17.5 100.0
Age

Less than 20 years 1 .3 .3

20—-24 years 19 6.3 6.6

25-29 years 41 13.6 20.2

3034 years 36 11.9 32.1

35-39 years 48 15.9 48.0

40-44 vears 43 14.2 62.3

45-49 years 38 12.6 74.8

50-54 years 41 13.6 88.4

55 years or more 35 11.6 100.0
Education

9-12 years of school 120 39.7 39.7

13-16 years 150 49,7 89.4

17 years oxr more 32 lQ.G_ 100.0
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Cumnmulated
Demographic Characteristic | Frequency ! Percentage | Percentage
(1) (2} (3)_ (4)

Time in organization

Less than one year 15 5.0 5.0

1-3 years 27 8.9 13.9

4-6 years S50 16.6 30.5

7-9 years 43 14.2 44.7

10-12 years 35 11.6 56.3

13-15 years 32 10.6 66.9

16 years or more 100 35.1 10§g.0
Time in present job

Less than one year 38 12.6 12.6

1-3 years 75 24.8 37.4

4-6 years 73 24,2 61.6

7-9 years 44 14.6 76.2

10 years or more 72 23.8 100.0
Type of job held

Managerial 61 20.2 20.2

Nonmanagerial 241 79.8 100.0
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performance, job scope, growth need strength, and organi-
zational communication. These variables in turn involved
twenty-one different dimensions. The identified variables
and their respective dimensions together with four different
descriptive statistics are presented in Table X. The
research variables and their dimensions are presented in
sections A through D of column one, in vertical form.
Column two offers the range value of the scales used to
measure each variable. Finally, columns three, four, five,
and six present the descriptive measures of mean, standard
deviation, median, and mode, respectively. Some of the
descriptive statistics concerning the mean and standard
deviation are reviewed as follows.

The mean of the overall measure of job satisfaction
was 4.84 and the related standard deviation was 1.31. Of
the other five measures of job satisfaction, satisfaction
with supervision showed the highest mean (40.43} with a
standard deviation of 10.88. The lowest mean (18.40) was
reflected by the measure of satisfaction with promotions
with a standard deviation of 16.16.

The quality of performance mean was higher (5.39) than
the quantity mean (5.21). The standard deviations were .79
and .81, respectively. The mean of the job scope variable
was 148.53, and the related standard deviation was 73.90.
Growth need strength had a mean of 4.25 and a standard

deviation of .8L.
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TABLE X
RESEARCH VARIABLES AND DESCRIPTIVE STATISTICS
{n = 302)
Research Variables
and Dimensions Scale Mean 5.D. Median Mode
(1) (2} {3} (4) (5) (6)
Job satisfaction (A)
Satisfaction with
work 0-54 34,421 11.11 36.00 42,00
Satisfaction with
supervision 0-54 40.43] 10.88 43.00 54.00
Satisfaction with pay! 0-54 29.881 13.12 32.00 36.00
Satisfaction with
promotions 0-54 18.40) 16.16 13.00 00.00
Satisfaction with
co-workers 0-54 33.41) 11.42 42,00 54.00
Overall job satis- -
faction 1-7 4.84 1.31 4,75 5.50
Job performance (B}
Quality 1-7 5.39 .79 5.50 6.00
Quantity 1-7 5.21 .81 5.25 5.50
Overall job
performance 1-7 5.30 .72 5.37 5.50
Job scope and growth
need strength (C}
Job scope 1-3431148.53| 73.90( 151.961( 172.76
Growth need strength 1-7 4,25 .81 4,25 4,13
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Research Variables
and Dimensions Scale Mean S.D. | Median Mode
(1) (2) {3) (4) _ (5) (6)
Organizational
communication (D) ?
Upward communication * 34.06 | 21.90 | 32.17 ! 10.00
Downward communication * 25.99 24 .08 20,00 ! 00.00
Lateral communication * 39,92 24 .09 36.67 { 50.00
Trust in superiors i-7 5.04 1.49 5.33 5.67
Perceived influence 1-7 4.68 1.45 4.67 5.67
Accuracy 1-7 4.99 1.07 5.00 6.00
Desire for inter-
action 1-7 5.02 1.26 5.00 4.00
Information overload 1-7 2.34 1.19 2.00 1.00
Information underload 1~7 3.22 1.22 3.00 2.33
Satisfaction with
communication 1-7 4.91 1.26 5.00 5,00

*A11l communication in which a respondent was involved
(100%) was distributed among upward, downward, and lateral

communication.

Of the facets of directionality of communication,

lateral communication showed the highest mean (39.92); the

lowest one was reflected by downward communication (25.99).

The related standard deviations were 24.09 and 24.08,

respectively.

The highest mean level (5.04) among the

other seven measures of organizational communication was
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shown by trust in superiors with a standard deviation of
1.49. The lowest mean level encountered (2,34) was computed
on information overload; the associated standard deviation
was 1.19. The median and mode figures in Table X are
presented to supplement the information concerning the

mean and standard deviation of the different research
variables' dimensions.

Although not included in the descriptive statistics
presented in the table reviewed, it should be indicated
that the collected data concerning the self rated performance
and the supervisory rated performance are very discrepant.
The data analyzed yielded a moderate, significant (p < .01)
relationship between the self rating of quality of perform-
ance and the supervisory rating of the same facet of
performance (r = .32). An even more moderate but still
significant (p < .01) relationship was also found between
the two measures of quantity attained in the same fashion--
one provided by supervisors and another by respondents
themselves (r = ,19).

In a study conducted by Clayton (3), she found a
moderate, significant (p < .01) relationship between a
measure of a self rated performance and a supervisory rated
performance (r = .34). The discrepancy between the two
measures of performance and the need for more objective

measures of performance made Clayton utilize the supervisory
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ratings of performance and not a combination of both super-
visory and self-rating of performance (3, p. 117)}.

The present researcher does not share Clayton's view.
Instead, he adopts Brayfield and Crockett's assessment.
These last researchers indicate that "performance . . . is
less easily disguised by the individual and less readily
distorted by the observer than are attitudes" (2, p. 396).
Hence, the integration of both self rated performance and
supervisory rated performance may represent a more objective
measure of performance. Therefore, such integration, as
originally planned, was implemented in the current inves-
tigation. The data of the present study reflected a
significant (p < .0l) correlation between the performance
dimensions of gquality and quantity (r = .62)--of course,
after the integration of supervisory and self-ratings of
performance took place.

Up to this point, the current chapter has reviewed
some of the methodology utilized in the present investi-
gation. Such revision has included descriptions of the
sample, the steps implemented to collect the research data,
and some of the sample related descriptive statistics. Now,
the matter of delineating the statistical procedures adopted

for the analysis of the data will be presented.

Procedures for Analysis of Data
Logically, the aim of this section is to describe the

statistical procedures used to test the different
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propositions investigated in the current research. 1In
pursuing this goal, the research design adopted is discussed
first. Then the general statistical techniques selected for
data analysis are identified and described. Finally, the
specific procedures used for testing the proposed research
hypotheses are presented. This last subsection begins
reviewing the statistical procedures utilized to test the
hypotheses related to the proposed effect of organizational
communication on the performance/satisfaction relationship.
It concludes with a description of the steps followed to
test the hypotheses concerning the suggested impact of
organizational communication on the individual-job

congruence/job performance/job satisfaction model,

Research Design

The investigation conducted was essentially an
exploratory research. It inveoclved comparison of corre-
lations, while searching for the proposed effect of
organizational communication on the relationship between
job performance and job satisfaction. Also, it included
comparison of means as well as correlation coefficients,
while searching for the proposed moderating effect of
organizational communication on the individual-job
congruence/job performance/job satisfaction relationship.
Appropriate moderated regression analyses to cross-validate

the results attained through comparison of correlations and
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means were also conducted. The Statistical Package for the
Social Sciences or SPSS (1ll1l) was utilized to execute the

required statistical computations.

Statistical Procedures Used

Three different statistical technigues for detecting
and quantifying moderator influences have been delineated
by Zedeck (12). These techniques are as follows: (1)
differential validity, (2) moderated regression, and (3)
differential predictability. These approaches have in
common the basic concept that a moderator is a variable
which influences the relationship between two or more
variables.,.

Zedeck's taxonomy is rooted in predictor-criterion
terminology because moderator technigues are usually
employed in cases in which one of the variables is the
criterion or dependent, the variance of which is to be
explicated or predicted in terms of other variable({s).
Although causality was not investigated while studying the
relationship between job performance and job satisfaction,
job satisfaction was treated, for the purpose of this
investigation, as the dependent variable. The objective
in doing so was only to assess the degree to which potential
communication dimensions did, in fact, moderate the job
performance/job satisfaction relationship. Concerning the

individual-job congruence/job performance/job satisfaction
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model, and as indicated in the second chapter, job scope and
growth need strength were considered as independent
variables, and job performance and job satisfaction were
treated as dependent variables. So Zedeck's taxonomy,
rooted in predictor-criterion terminology, seems appropriate
for the research conducted.

Differential wvalidity is the most freguently used
approach in moderator research. The moderator in this
technique is usually treated as a subgrouping variable.

"A subgrouping variable is the basis for splitting a sample
into subgroups with the result that the validity coefficient
of the predictor variable for one subgroup is significantly
different from the coefficient of the other group" (12,

p. 296). The other two moderator approaches, moderated
regression analysis and predictability, are used less often.

Moderated regression analysis, introduced by Saunders
(10), is applied by regressing the dependent variable on a
linear combination of predictors, moderators, and predictor-
moderator interactions. It is obvious that this last
technique assumes the presence of a linear relationship
among the variables. A true moderator effect is said to
exXist only in situations in which a predictor-moderator
interaction term accounts for a significant amount of
criterion variance after both predictor and moderator
variables have entered the regression eguation and explained

that criterion variance which they can explain as separate
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independent variables. Morxe specifically, this assessment
is attained by examining three regression equations.

1. Y =a + bX

N
b
I

a + bi1X + bz

3. Y =a + bjX + bpZ2 + b3XZ

Zedeck states that "if Equations 2 and 3 are signifi-
cantly different from Equation 1, but not from each other,
then the variable (the suggested moderator), is an inde-
pendent predictor and not a moderator variable™” (12, p. 304).

The differential predictability technique is comparable
to subgroup analysis except that research participants are
differentiated in terms of predictability rather than in
terms of moderator scores (5). In differential predicta-
bility, the researchers would first group research
participants on the basis of predictability, the strength
of the target relationship, and then search for variables
{moderators) which predicted the predictability group (6).

Zedeck (12) has warned of the pitfalls of conducting
moderator variable investigations based on separate corre-
lational analyses of subgroups determined by position on
continuously distributed moderator variables. Because of
possible distortions caused by abnormal distributions, non-
linear relationships, and other factors, Zedeck suggested
that results obtained in this way should be cross-validated.
Consequently, this research uses regression analysis (10)

as a way of cross-validating the results attained through
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subgroup analysis (differential validity and/or differential
predictability). Thus, the three statistical techniques
delineated by Zedeck (12) were utilized as appropriate.

The appropriateness of each technique is introduced below,
while describing the actual procedures utilized for testing

the hypotheses investigated.

Procedures for Testing Hypotheses

The statistical procedures used for testing the actual
research hypotheses are presented as follows. The statis-
tical procedures which constitute the means for testing the
proposed moderating influence of organizational communi-
cation on the first model, the job performance/job satis-
faction relationship, are considered first. Then the
statistical procedures are presented that are used for
testing the proposed moderating impact of organizational
communication on the second model, the individual~job
congruence/job performance/job satisfaction model.

Before offering the statistical testing procedures
concerning the first model, it should be indicated that
the P value of each significant test is to be reported.
"The P value gives the probability of obtaining a value of
the test statistic 'at least' as unfavorable to H, as the
observed value" (9, p. 28). Levels of significance of .ld,

.05, and .01 are reported on all tests conducted,
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Testing the hypotheses related to the proposed effect

of organizational communication on the job performance/job

satisfaction relationship.-—-Hypothesis one was tested by

simply noting whether the correlation between job perform-
ance and job satisfaction for the whole sample was positive
and significant (8, p. 483). Hypotheses two through five,
on the other hand, were primarily tested using the statis-
tical technique of differential wvalidity. This technique
was used because the proposed moderator, organizational
communication, was treated as a subgrouping variable. For
cross-validating purposes, and as a secondary technique,
moderator regression technique was applied to these same
hypotheses. The secondary statistical procedure provided

a means for assessing the relative strength of the various
moderators’' influences tested., Thus, hypotheses two through
five were evaluated using the specific procedures outlined
below.

First, all respondents were dichotomized on the basis
of moderators (each organizational communication dimension)
scores into high and low groups; the median was used for
distinguishing participants scoring high from those scoring
low. Specifically, respondents whose scores were equal or
greater than the median constituted the group classified as
high, while those whose scores were below 1t were identified

as the low group.
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Second, correlations between job performance and job
satisfaction for each subgroup were computed. Third, the
job performance/job satisfaction correlations for the high
and low subgroups were compared using Fisher's 2 transfor-
rmation {9, pp. 106-108). The Z values were computed

utilizing the following mathematical equation:

1/2 log %_.i.f_i - 1/2 log L * o
- Iy 1 - rp

1 1
\V/na -3 " np - 3

where rz and rp denoted the correlation coefficients for

the high and low subgroups, respectively, and ng and np
referred to the number of respondents in each subgroup,

high and low, respectively. Since all hypotheses were
directional, one-tailed significance tests were conducted
(9, p. 107)., Fourth, step three was repeated for the three
dimensions of performance and the six facets of satisfaction
researched to detect organizational communication moderating
effects that might be peculiar to a particular type of
relationship between performance and satisfaction.

Fifth, the same hypotheses tested using steps one
through four above were also tested utilizing the secondary
technique of moderated regression analysis. This secondary
analysis served to assess the results previously attained.
Satisfaction scores were regressed on performance, the
proposed moderator, and the performance-moderator inter-

action, in that order. The performance-moderator
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interaction was the simple product of performance and
moderator scores. Since a moderator exists only in situ-
ations in which a predictor-moderator interaction term
accounts for a significant amount of criterion variance
after both predictor and moderator variables have entered
the regression equation, the interaction term becomes a
measure of the proposed moderator influence. The signifi-
cance of its influence was assessed by considering
whether or not the change in R square (R2) after including
such interaction was zero. The ¥ value concerning the
increase in R2 was used to make this evaluation (9, p. 1l64).
Finally, the appropriateness of the regression models
developed in step six was evaluated through graphical
analyses of residuals (9, pp. 235-240). Some specific
assumptions are made when performing a regression analysis.
The usual assumptions which are made are that the errors
(the discrepancy between observed and predicted values)
are ilndependent., have zero mean, have a common variance,
and follow a normal distribution (9, p. 236). If a model
developed through regression analysis is appropriate for the
data under analysis, it is reasonable to expect that the
observed residuals exhibit properties not at odds with the

stated assumptions.

Testing hypotheses related to the proposed impact of

organizational communication on the individual-job congruence/

job performance/job satisfaction model.--Respondents who
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scored either low in both job scope and growth need strength,
or high on both of these same variables were considered for
testing the hypotheses concerning the proposed moderating
effect of organizational communication on the individual-job
congruence/job performance/job satisfaction model (8, p. 21).
The median was used for dichotomizing respondents into high
and low groups based on their scores on job scope and growth
need strength. Individuals whose scores were equal or
greater than the medians of job scope and growth need
strength, respectively, constituted the high-congruent.
group. The low-congruent group, likewise, was formed by
those whose scores were less than the medians of the same
variables.

Hypothesis six was tested by considering whether the
computed mean level of job satisfaction of individuals in
congruent situations was significantly higher than that of
employees in incongruent situations., This assessment took
place using the t statistic for inferences concerning two
independent means. Since hypothesis six was a directional
proposition, a one-tailed test was used (8, p. 353).
Hypothesis seven predicting no difference between the job
performance level of individuals in congruence situations
and that of employees in incongruent situations was subject
to a two-tailed t-test.

Hypotheses eight through twelve were tested mainly by

using the differential validity statistical method. This
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method was used because the hypothesized moderator, orga-
nizational communication, was treated as a subgrouping
variable. In essence, the following steps delineate the
procedures used for testing hypotheses eight through twelve.
First, respondents of the two congruent situations
were classified in terms of either high growth need strength
individuals in high scope jobs or low growth need strength
individuals in low scope jobs. Again, the median was used
for distinguishing respondents scoring low from those
scoring high on these two variables, growth need strength
and job scope. Second, selected participants were further
dichotomized on the basis of organizational communication
scores into high and low groups. Third, job satisfaction
and job performance means were computed for each subgroup
in congruence situations, as appropriate. Fourth, the job
satisfaction and job performance means of the high and low
subgroups within appropriate congruence situations were
compared using the t statistic for inferences concerning
two independent means (7, p. 353). Since propositions eight
through twelve represented directional hypotheses, one-
tailed tests were undertaken. Step four was repeated for
the different facets of job satisfaction and job performance
in order to detect organizational communication moderating
effects that might be peculiar to particular measures of

these last two variables.
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Hypotheses thirteen and fourteen were primarily tested
using the differential predictability statistical technique.
This technique was utilized because research respondents were
differentiated in terms of predictability rather than in
terms of moderator scores. The results attained through
differential predictability were later cross-validated
using the secondary technique of moderated regression
analysis. More specifically, hypotheses thirteen and four-
teen were tested as follows.

First of all, respondents of the two congruent situ-
ations were identified. This is, high growth need strength
individuals in high scope jobs and low growth need strength
individuals in low scope jobs were selected and properly
classified. The median was used, as previously indicated,
as the criterion for making this categorization. Secondly,
the significance as well as the direction of the correlation
of lateral and upward communication with job performance and
job satisfaction dimensions for individuals in the high
congruence group were assessed. Also, the significance and
the direction of the correlation of downward communication
with performance and satisfaction measures for individuals
in the low congruence group were reviewed. Since the
directionality of these relationships had been proposed,
one-tailed tests were conducted (8, p. 483).

Finally, after testing hypotheses eight through

fourteen with the primary statistical technigues described,
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these same propositions were also evaluated, for cross-
validation purposes, using the secondary procedure of
moderated regression analysis. This analysis constituted

a means for assessing the relative strength of the various
communication moderators' influences tested. Job satis-
faction and job performance scores were regressed,
separately, on growth need strength and job scope, the
proposed moderator and the growth need strength-moderator
and job scope-moderator interactions, in that order. The
interaction terms were considered a measure of the moderator
influence and their significance was assessed by evaluating
the change in G resulting by adding the interaction terms
to the equation. The F value was used to determine whether
the change in RZ2 was equal to zero (9, p. 164). The
residuals related to the different regression equations
developed and assessed were graphically evaluated. The
evaluation served to determine the appropriateness of the
regression models developed.

The present investigation also intended to observe the
intercorrelations among the research variables. This was
accomplished by checking if the correlation coefficients
encountered were significantly different from zero.

Special attention was given to the relationship of orga-
nizational communication to each one of the other variables

investigated.
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In essence, the primary statistical technique used for
assessing the proposed moderating impact of organizational
communication on the relationship between job performance
and job satisfaction was differential validity. Both the
differential predictability statistical technique and the
differential validity statistical method, on the other hand,
were the primary approaches utilized when evaluating the
proposed impact of organizational communication on the
individual-job congruence/job performance/job satisfaction
model., The secondary statistical technique of moderated
regression analysis was also applied in order to assess the
strength of the moderator influences evaluated on both of
the investigated models.

An important interpretative concept concerning the
term "moderator" variable should be restated. For the
purpose of this investigation, the term "moderator" variable
refers to "a variable v which interacts with another so as
to enhance predictability of criterion" (4, p. 2%5). The
interactions investigated were developed through moderated
regression analysis, the secondary statistical technique.
The significance of a particular interaction term was
evaluated by assessing the change in R2 after adding such
an interaction term to the appropriate regression equation.
Nevertheless, for a proposed moderator to be classified as
a true moderator, the proposed moderator had to receive

support from both the primary statistical technique,
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differential validity or differential predictability, and
the secondary statistical analysis, moderated regression
analysis. If it received support from only one of the
statistical methods, it was then said that the proposed

moderator received partial support.

Summary

The methodology implemented in the current investi-
gation has been delineated. The sample, the procedures
employed for collecting the data, and some of the sample
related descriptive statistics have been reviewed. This
researcher has identified both the primary statistical
techniques, either differential validity or differential
predictability, and the secondary statistical technique,
moderated regression analysis. They have been employed
for assessing the proposed moderating influence of orga-
nizational communication on the performance/satisfaction
relationship, which is considered as the first model, and
on the individual-job congruence relationship with perform-
ance and satisfaction, which is considexed as the second
model. The specific steps performed while applying the
appropriate statistical techniques have also been reviewed.
The focus now turns to the actual results of this investi-
gation. Results pertaining to the first model are presented
in the next chapter, and findings concerning the second

model appear in Chapter VI.
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CHAPTER V

RESULTS CONCERNING THE EXPECTED MODERATING IMPACT OF
ORGANIZATIONAL COMMUNICATICN ON THE RELATIONSHIP

BETWEEN JOB PERFORMANCE AND JOB SATISFACTION

Hypotheses one through five refer to the expected
relationship between job performance and job satisfaction
and the proposed moderating influence or organizational
communication on the same relationship. Results concerning
these f;ve hypotheses are introduced below. However, before
presenting such results, the relationship between organi-
zational communication dimensions and each of the other
research variables is briefly reviewed. This revision
corresponds to the secondary purpose of the current research.
Results concerning hypotheses six through fourteen regarding
the expected effect of organizational communication on the
individual-job congruence model will be reported in the next
chapter.

Relationship Between Organizational Communication
and Other Research Variables

Besides the proposed moderator of organizational
communication, four other variables were investigated: Jjob
satisfaction, job performance, growth need strength, and
job scope. Results pertaining to the relationship between

the proposed moderator and job satisfaction are presented

146
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first, and are followed by those concerning the relationship
between organizational communication and job performance.
Lastly, findings regarding the organizational communication
relationship to both growth need strength and job scope

are introduced. Whenever possible, current findings are
interpreted in terms of results formerly reported.

Relationship Between Organizational Communication
and Job satisfaction: Findings

In general, the data analyzed showed that organiza-
tional communication and job satisfaction are related. The
data in Table XI indicate that forty-four out of the sixty
computed correlation coefficients were significant. Thirty-
two of the forty-four significant coefficients were in the
positive direction. Specifically, trust in superiors,
perceived influence, accuracy of information, desire for
interaction, and communication satisfaction were found to
be directly and significantly related to each of the six
dimensions of job satisfaction. These findings are similar
to those previously reported by Muchinsky (5) and are also
very similar to those found by Sharbrough (11}, Green {2),
and Nicholson (6).

The correlation analysis also reflected an inverse
relationship between the two facets of information locad--
overload and underload--and the six measures of satisfaction.
All of these last correlations were significant except those

concerning the relationship of information overload with
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satisfaction with promotions and overall job satisfaction.
The results involving the communication dimension of infor-
mation underload have some similarity with those reported

by Muchinsky (5). However, the inverse relationship between
information overload and job satisfaction is contrary to
that reported by O'Reilly (8}.

Results regarding directionality of communication
indicate that downward communication reflected a direct and
significant relationship with two dimensions of satisfaction,
satisfaction with work and satisfaction with promotions.

The relationships between upward communication and satis-
faction with work and lateral communication with satisfaction
with promotions were inverse and significant. Of these last
relationships, those involving lateral and downward communi-
cation were as previously found by Muchinsky (5). The
current finding reflecting an inverse relationship between
upward communication and satisfaction with work is contrary
to that reported by the same researcher.

In synthesis, current results concerning the relation-
ship between organizational communication and job satis-
faction tend to corroborate earlier findings: the two
constructs are related. The overall nature of this

relationship is positive.

Relationship Between Organizational Communication
and Job Performance: Findings

Overall, the sample data gave evidence of a favorable

relationship between organizational communication and job
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performance. Table XII summarizes the computed correlation
coefficients. It shows that eighteen of the thirty calcu-
lated coefficients were significant. More specifically,
trust in superiors, perceived influence, accuracy of infor-
mation, desire for interaction, and satisfaction with
communication yielded a significant, positive relationship
with the three measures of performance, quality, guantity,
and overall job performance. Prior empirical work by
Jenkins (3) and O'Reilly and Roberts (%) had shown similar
results.

The facet of downward communication was the only
dimension of directionality of communication to show a
significant association with performance. This communi-
cation dimension was found to have a significant, direct
relationship with both guantity and overall job performance.
This finding somewhat resembles that of O'Reilly and Roberts
(2), as well as that of Smith and Brown {(12). The present
investigation alsc showed an inverse relationship between
information overload and the three measures of performance.
However, the association between information overload and
gquality was the only significant correlation detected. But
even so, the overall negative relationship that was found is
consistent with previous reported findings (9).

Overall, the preceding data indicate that organizational
communication and job performance are related. Favorable
levels of communication dimensions seem to be related to

favorable levels of job performance measures.
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RELATIONSHIP BETWEEN ORGANIZATIONAL COMMUNICATION
DIMENSIONS AND JOB PERFORMANCE MEASURES

Job Performance Measures
_ Overall Job
Communication Dimension Quality | Quantity | Performance
Upward communication .01 -.03 -.01
Downward communication .06 L11%* .10%*
Lateral communication -.07 -.08 -,09
Trust in superiors 24 %K% L14%% J21ERE
Perceived influence L20%%% L18%%% J22% %%
Accuracy of information R JI1E SA5***
Desire for interaction 27 FKX J14** L22%kKk
Information overload -.13%* -.04 -.,09
Information underload -.02 -.05 -.04
Communication satisfaction LA2%% L10% L12%%*
*Significant at the .10 level.
**Significant at the .05 level.
***Significant at the .01 level.

Relationship Between Organigzational Communication and
Growth Need Strength and Job Scope: Findings .

Organizational communication relationship with job scope
was stronger than with growth need strength. Six dimensions
of communication were found to be significantly related to
job scope and four to growth need strength, as shown in
Table XIII. Downward communication, desire for interaction,
and information underload were found to have a significant,
direct relationship with growth need strength. This last
variable was also found to be inversely and significantly

related to upward communication.
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RELATIONSHIP BETWEEN ORGANIZATIONAL COMMUNICATION

DIMENSIONS AND GROWTH NEED STRENGTH AND

JOB SCOPE
Growth Need Job
Communication Dimension Strength Scope
Upward communication ~.10% -.14%%
Downward communication J11* W22%%%
Lateral communication -,02 -.09
Trust in superiors .04 c1O¥Ek
Perceived influence 07 P 26 % %%
Accuracy of information .06 .08
Desire for interaction 15 %** L2B %%k
Information overload -.06 -.06
Information underload J23FE% -.05
Communication satisfaction .00 f22FF%

*Significant at the .10 level.

**Significant at the

.05 level.

***Significant at the .01 level.

Upward communication also showed a significant, inverse

relationship with job scope.

Six other communication dimen-

sions, downward communication, trust in superiors, perceived
influence, desire for interaction, and communication satis-
faction, reflected a significant, positive association with
job scope. It should be noted that the relationship found
between the three dimensions of directionality of communi-
cation and job scope did not resemble prior findings by
Burns and Stalker (1) and Woodward (14). Lateral and upward
communication were expected to show a direct relationship
with job scope, while downward communication was supposed

to reflect an inverse association with the same variable
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of job scope. The opposite results in the present sample
investigated may be due to a lack of congruence between
actual perceived job designs and expected communication
networks. However, the overall current results indicate
that facilitative communication conditions are more strongly
related to job scope than to growth need strength.

The foregoing findings indicate that organizational
communication has shown an overall relationship with job
satisfaction, job performance, growth need strength, and
job scope. In general, the communication dimensions more
strongly related to the above variables have been trust in
superiors, perceived influence, accuracy of information,
desire for interaction, and satisfaction with communication.
Growth need strength showed the weakest relationship with
organizational communication. This finding appears logical
inasmuch as an individual's growth need strength represents
needs which may be basically determined by factors that are
external to the organization where he/she works.

Before concluding the present section, it should be
indicated that the intercorrelations among the different
research variables were also computed. The actual corre-
lation coefficients appear in Table XIV. As it can be
noted, the highest direct relationship (r = .90, p < .01)
encountered was between quantity of performance and overall
job performance. The highest inverse association (r = -.58,

P < .0l) was between downward and lateral communication.




154

*ToA3T

T0°

9Y3} 3B JUBOTITUDTISyx«

*T9A®T G0° 99Ul 3 JUBDTFTUBTIS4y

*TISA9T 0T ®Y3 3B JURDTITUDIS,
00* vouvwagprad gof [1wIeAQ ‘12
nen0b" [+ 38 4 ovourwacgied jJo Ayjurnd g2
_.-&Q. wnel9” 06 1) aouemroyxad Jo £ytyend ‘61
TeneSZt | wenlZT | wsafZ” 001 odoaw qor ‘gt
i o 90° | weaST" | see2(” 00" 1 yyFuaaie past UInoIy U1
wsul1" | woull” | eneGl" | musly” co* 00" 1 uoyIoT s [1ee qof TI¥18AQ 91
S 90" 01 | ees?” 10" | westf® 00" UOYIOTIITIIW RISRIAN-3] "G
Panall™ {manSt' [ uesfl | sea6Z" Jawnil’ | enal(’ fowntl’ 001 uet10¥ 8110 UOI0N0ZE "hl
| w0t <o’ so2l” | uweS2 |asa02’ | wsaity’ |2e882° |eonf(" o0t votydRatyes Aey (1
FYY 2o &0° | wamil’ |uemuti2® {0° | eesOh’ |nasin® |suegl" | ane02” 00"t u0113¥JITITE uaiejazedng 2%
oot | wss81" | 6a52" | w0829 [aeatC' | waagS" [aunt" |euelh' [wnoth’ [ ouabl” 00" | UNTORISTITS MTON CTT
Y2 N 01" Y240 YT 14 00" | aenO' |ueelC’ |anst2’ 0a52" | puaPf® aanb(* 00" UOTOMIPTITI CIUNWNOD O]
"o - $0°~ 20" - 0" ~|ses€Z” | waslZ -] ewelZ | eat1'— L) 20 FYY 200 SENPTe] S5 PP ol 0"y TOtIIpUM U TWITFUL 6
&0°-|  w0'-| sel1°-|  90°=| 90"~ 4O =l waeyl - 11110 sIT°=]  SIT's} o01°- <o’- 90° 00't PrO(aaA0 uoyITWIOBul '@
nesZ2' | asht’ navl2” | 3n0G2° fenefT" wue1Z” |onnCR’ |nwa9Z® | owelZ” [ enelZ" [avel(" {pasZ2 20" | sanli*~ 001 HoyIPEIR U] Toj aX1eaq /
seebl’ | auif’ | aea9y” wo* 90" | e0aB1" |wanS2® | wabl” | @unll® Javal2" |wealt’ fanatf” 3 aualZ°~]ansl2"~|auer2Z* 00" g USTITWIOJUT JO KaRaTOIY
2e322' Jeasll’ #0402" | weeDZ” 0 aenGf" |nanbZ® Januly’ wesll’ Jauolh’ |unsSh' analZ’ weefZ*- 90" = |uaef(" ewugZ® 00" 1 wingrxins pa esuen) ju| ¢
vael2” o’ snatZ® | suubl* 1 2au0n” [vanZC® Jaeet(” wnolZ’ | wne2ld® [40alD" Jounly FYTY s A2 FYTYA LU FRWe ad sun0(" | nungS” [+538 4 @10112dn@ uf UNIL ‘%
8o°-| g0~ to'-|  60°-3 Z0°- 00" H0' [enall'= 60’ -~} (o-] (o~ - fo-| o~ 10" suvgt'~| w0U'- 00° 1 BOIITOTUMWNAD {Rrals] f
POl & of1" D" | seslZ” 13 L O - [eanb)” 10"~ (O -] ae21° o110 - 03" 20" €o" 00" | =ehI’ 20°~1 wanlS"- 00" HOTILI[UNWWOD prtAuaqr] "7
10~ - 10 satyi®~ 01"~ "= Do’ o~ go’- 90* =07 =] walt’ 60"~ 0" - w0 - 2017 so* anf 1" enGh -] aenbh~ . vopIwTUnewea prendn |
1z ® 61 B 21 1 <t L) {1 2t 13 ] 6 ] [4 9 9 4 € z palquUTIVA Uouwanay

SHTIVIYVYA HOUVHSHE ONOWY SNOTLVTIIIOOMAINI

ATX dTIVYL




155

The remaining data in the same table are not further
reviewed because they lack significance for the purpose of
the present investigation. Instead, attention turns to the
results related to the first model--hypotheses one through
five, as previously planned.

The Relationship Between Job Performance and Job

Satisfaction and the Influence of Organiza-
tional Communication: Results

Results concerning hypothesis one are first presented
and interpreted. The interpretation takes place in terms
of the actual proposition and earlier findings by some other
researchers. Findings pertaining to hypotheses two, three,
four, and five, in this order, are then shown and evaluated.
These hypotheses relate to the expected moderating influence
of organizational communication on the job performance
relationship with job satisfaction. Due to the lack of
previous empirical work directly related to the propositions
embraced by these last hypotheses, results are only evaluated
in terms of the conceptualized expectations, as denoted by

each hypothesis.

Hypothesis One

The predicted moderate and direct relationship between
job performance and job satisfaction received strong support.
Eighteen correlation coefficients were computed, as presented

in Table XV, and all of them were in the expected direction.
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‘Sixteen out of the eighteen computed coefficients were
significant. All six dimensions of job satisfaction were
significantly related to the measures of quality (abbreviated
form for "quality of performance"”) and overall job perform-
ance; and four of the same dimensions, satisfaction with
work, with supervision, with promotions, and overall job

satisfaction, were significantly associated with guantity

(abbreviated form for "quantity of performance").

TABLE XV

CORRELATION COEFFICIENTS OF THE RELATIONSHIP
BETWEEN MEASURES OF JOB PERFORMANCE AND JOB
SATISFACTION DIMENSIONS

(n = 302)
Job Performance Dimension
Overall Job
Job Satisfaction Dimension Quality Quantity | Pexrformance
Satisfaction with work 26K %% gk W 24%%%
Satisfaction with
supervision 18X %% .09* L 15 %**
Satisfaction with pay L 13%* .05 L, LO**
Satisfaction with
promotions JA1S*k* JIS5k*x JATHNK
Satisfaction with
co-workers L10*% .06 .09%
Overall job satisfaction J18%** ATREN 1N k%
*Significant at the .10 level.
**Significant at the .05 level.
***Significant at the .01 level.

It is interesting to note that the median as well as

the mean of all eighteen computed correlations

concerning
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the relationship between performance measures and satis-
faction dimensions were egual to .15. This finding is very
similar to the median correlation {(r = .14} reported by
Vroom (13) and the average correlation (r = .14} more
recently detected, through meta-analysis, a statistical
technique used to cumulate research findings across studies,
by Petty, McGee, and Cavender (10)}). In addition, the
highest correlation found in the present investigation was
between quality and satisfaction with work (r = .26, p <
.01), while the lowest one was between quantity and satis-
faction with pay (r = .05). Taken together, the preceding
findings indicate that job performance and job satisfaction

are directly related.

Hypothesis Two

The findings concerning hypothesis two are presented
in Tables XVI and XVII, which offer results by subgrcup and
moderated regression analyses, respectively. Because the
statistical computations concerning hypotheses three through
five are identical to those related to hypothesis two,
results pertaining to these last hypotheses are also
summarized in the same identified tables. Consequently,
before reviewing results concerning hypothesis two, a
brief explication about how to read the content of these
tables appears justifiable.

As stated earlier, the primary statistical procedure

utilized to test hypotheses two through five was moderator




158

subgroup analysis. Results from this procedure are
presented in Table XVI. Each correlation coefficient (r)
represents the strength of association between a particular
measure of performance and a particular dimension of job
satisfaction for respondents in a unique proposed moderator
subgroup, low or high (columns two, three, five, six, eight,
and nine). The difference between correlation coefficients
of low and high subgroups is assessed, and the associated
standard error of difference between two independent
correlations in terms of Fisher Z scores (Z) is reported
(columns four, seven, and ten). For instance, the first
correlation coefficient reported (r = .23) in column two
refers to the association between quality and satisfaction
with work for the 139 respondents with low scores in trust
in superiors. The first correlation coefficient in column
three (r = .18), on the other hand, refers to the same
association for the 163 respondents with high scores in

the same proposed moderator. The Fisher Z score (z = -.45)
concerning the difference of the two identified correlation
coefficients appears in column four.

The secondary statistical technique used to test
hypotheses two through five was moderated regression analysis.
Results from this technique are presented in Table XVIT.
Each dimension of job satisfaction in column eight was
regressed on each performance measure in columns two

through seven, separately, the moderator in column one,
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and the performance-moderator interaction term. The
critical value was the increase in R2 by adding the inter-
action term to the regression model already containing the
other two variables~-performance and moderator, The sig~
nificance of this increase in R? was evaluated using the F
value. For example, the first value in Table XVII (R? =
-065) refers to the change in R2 after including the inde-
pendent variable (quality of performance) into the model
(column two). When the moderator is added, the change is
denoted by the second value (RZ = .008) in the second column.
Finally, when the interaction is integrated, the change is
indicated by the third value (R? = .002) in the same column.
The F value (F = .55) associated with the increase in R2 as
a result of adding the interaction term appears in column
three.

A final note involving two procedural aspects should
be reviewed before turning to the findings concerning
hypothesis two. First of all, for the purpose of the present
investigation, a true moderator was one that received support
from both the primary statistical technique, subgroup
analysis, and the secondary statistical method, moderated
regression analysis. The evaluation of the results from
this last statistical technique was conducted by using
Zedeck's indication. He explains that if the regression
equation involving the proposed moderator and the original

predictor and the regression model including the interaction
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term, the proposed moderator, and the predictor are different
from the equation including only the predictor, but if they
are not different from each other, then the proposed
moderator is an independent predictor and not a moderator
variable. Secondly, the three measures of job performance
and the six dimensions of job satisfaction investigated
provided eighteen different relationships to be assessed.
Therefore, the proposed moderating influence of each one

of the ten investigated dimensions of communication on each
one of the eighteen different relationships between measures
of performance and satisfaction was evaluated. Each one of
these different relationships is referred to as a unigue
relationship.

Having presented both the guidelines for interpreting
Tables XVI and XVII and the terms true moderator and unigue
relationship, it is now time to identify the results
associated with hypothesis two. This hypothesis predicted
that job performance measures would be directly and more
strongly related to job satisfaction dimensions under
conditions in which respondents reported high perceived
levels of trust in superiors, influence of superiors,
accuracy, desire for interaction, and satisfaction with
communication than when they reported low perceived levels
of the same facets of organizational communication. Clearly,

this hypothesis involved five dimensions of communication.
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All of them were expected to moderate the relationship
between job performance and job satisfaction in the same
fashion. With the purpose of enhancing readability, the
findings concerning the moderating influence on each one of
these dimensions on such relationship are reviewed sepa-

rately.

Trust in superiors.--The proposed moderator received no

support as a true moderator of the relationship between job
performance and job satisfaction; it only received a very
weak and partial support. Section A of Table XVT shows

that the primary statistical technique of subgroup analysis
provided no support for trust in superiors as a moderator

of the investigated relationship. No one difference between
the eighteen pairs of correlations compared was statisti-
cally significant. It was only the secondary statistical
technique of moderated regression analysis which gave some
weak support to trust in superiors as a moderator. As shown
in Table XVII, the proposed moderator reflected a signifi-
cant (p < .10) influence on the unique relationship of
quantity and satisfaction with supervision (R2 = .005).

So it was only one of the eighteen different evaluated
relationships between performance measures and satisfaction
dimensions that showed significant moderating effects from
the proposed moderator, as reflected by moderated regression

analysis. This finding represented only a very weak and
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partial support to trust in superiors as a moderator.
Significantly, however, the same statistical technique
showed that trust in superiors operated as a main predictor
of all the other seventeen assessed relationships, as indi-
cated in Table XVII. Therefore, while trust in superiors
received no support as a true moderator of the performance/
satisfaction relationship, it was strongly supported as a

main predictor of the same relationship.

Influence of superiors.--The sample investigated gave

no support to influence of superiors as a moderator of the
association between performance and satisfaction. Subgroup
analysis showed, as presented in Table XVI, that the largest
insignificant difference (r = .13) between group corre-
lations had to do with the relationship of quantity with
satisfaction with supervision. The proposed mederator
received no support from moderated regression analysis
either. However, Table XVII shows that the exXpected
moderator acted as a main predictor of the investigated
relationship; all eighteen unique performance/satisfaction
relationships evidenced the presence of main effects.
Consequently, perceived influence of superiors received no
support as a moderator of the job performance relationship
with job satisfaction; however, it received complete

support as a predictor of the same relationship.
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Information accuracy.--Both statistical techniques

employed, subgroup and moderated regression analyses,
provided moderate support to accuracy of information as a
moderator of the relationship between performance and
satisfaction. Subgroup analysis revealed, as shown in
Table XVI, that seven out of the eighteen pairs of corre-
lation coefficients compared were significantly different
and in the predicted direction. In these significant
differences, the correlation coefficients computed on
respondents scoring high on accuracy of information were
higher than those computed on those individuals who scored
low on the same variable; More specifically, accuracy was
found to be a strong moderator of the relationship between
the three measures of performance, gquality, guantity and
overall job performance, and satisfaction with work (rg =
.08 and .36, p < .01; rg = .02 and .27, P < .05; and rg =
.06 and .35, p < .01, regpectively). It was alsoc shown to
be a moderator of the relationship between the performance
measures of quantity and overall job performance with
satisfaction with supervisors and satisfaction with co-
workers (rg = ~,04 and .17, p < .05; s = .03 and .20, p <
.10; rg = -.09 and .14, p < .05; and r¢ = =-.04 and .14, p <
.10, respectively).

The preceding data give support to accuracy of infor-
mation as a true moderator of five of the eighteen unique

relationships assessed. Specifically, accuracy was shown
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to be a moderator of the relationship between the three
measures of performance, guality, quantity, and overall

job performance, and satisfaction with work. It also
received support as a moderator of quantity relationship

with two dimensions of job satisfaction, satisfaction with
supervisors and satisfaction with co-workers. It should

also be noted that results from moderated regression analysis
showed the proposed moderator functioning as a main predictor
in ten of the eighteen unique relationships evaluated. As a
consequence, although accuracy of information received some
support as a moderator of the performance/satisfaction

relationship, it received a stronger support as a predictor.

Desire for interaction.--The expected moderating

influence of desire for interaction on the relationship
between performance and satisfaction received only weak
support. The primary statistical technique of subgroup
analysis detected some moderate, partial influences that
were later shown to represent main effects by the secondary
method of moderated regression analysis.

As detected by subgroup analysis and shown in Table
XVI, six of the eighteen pairs of correlations evaluated
were significantly different. The difference between
correlations in four of these situations was in the
predicted direction while in the other two it was contrary

to the expectation. Desire for interaction received support
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as a moderator of the relationship between the investigated

dimensions of performance, quality, quantity and overall

performance, and satisfaction with work (rg = .09 and .29,
p < .05; rg = .05 and .22, p < .10; and rg = .08 and .28,
p < .05, respectively). It also received support as a

moderator of the relationship of quantity and overall job
performance with overall job satisfaction (rg = .05 and .23,

p < .10; and r .08 and .24, p < .10, respectively).

g =

Opposite to the original predicted direction, subgroup
analysis also provided support for the same dimension,
desire for interaction, as a moderator of the relationship
of guantity and overall job performance with satisfaction
with pay {rg = .17 and -.07, p < .05; and rg = ,l6 and
-.03, p < .10, respectively). When the results through
moderated regression analysis in Table XVII are assessed,
one finds that the expected moderator received support only
as a moderator of one of the eighteen relationships inves-
tigated: the relationship between guantity and satisfaction
with pay (R? = 010, p < .10).

The preceding analysis indicates that only one of the
eighteen unique relationships between measures of perform-
ance and dimensions of satisfaction was truly moderated by
desire for interaction. That particular moderated rela-
tionship was between quantity and satisfaction with pay.

However, the data in Table XVII show that desire for
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interaction acted as a main predictor on the other seventeen
evaluated unique relationships. Hence, the actual findings
indicate that desire for interaction received very weak
support as a moderator and very strong support as a main

predictor of the performance/satisfaction relationship.

Satisfaction with communication.--Communication satis~

faction was only weakly and partially supported as a
moderator of the performance/satisfaction relationship.

It received no support as a true moderator. Results
attained through subgroup analysis, as highlighted in

Table XVI, denote that there was only one pair of
coefficients whose difference was significant and in the
expected direction. The correlation between overall
performance and satisfaction with pay was somewhat stronger
(p < .10) for respondents who manifested higher levels of
satisfaction with communication (r = .29) than for partici-
pants who reported lower levels of satisfaction with
communication (r = .14). This specific finding was not
supported by moderated regression analysis, as shown in
Table XVII. However, this last analysis gave support to
the proposed moderating effect of communication satigfaction
on the relationship between job performance dimensions,
quality, quantity, and overall job performance, and overall
job satisfaction (RZ = .007, p < .10; R%® = 011, p < .05;

RZ = 011, p < .05, respectively), as denoted by the
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increase in R? after adding the interaction term to the
different regression equations. Evidently, each statistical
technique employed supported unique moderating effects.

Findings shown in Table XVII indicate that communication
satisfaction acted as a predictor of fifteen of the inves-
tigated unique relationships in the sample researched. Thus,
although satisfaction with communication received no support
as a true moderator, it received strong support as a pre-
dictor of the relationship between the target variables of
performance and satisfaction.

In synthesis, and in general, hypothesis two proposing
that trust in superiors, influence of superiors, accuracy
of information, and satisfaction with communication would
act as moderators of the relationship between job perform-
ance and job satisfaction received only weak support. In
fact, only accuracy of information and desire for inter-
action received support as true moderators of unigue
performance/satisfaction relationships.

Accuracy was found to act as a moderator between the
relationship of job performance measures, quality, quantity,
and overall job performance, and satisfaction with work.

The same moderator was also shown to influence the rela-
tionship of quality with both satisfaction with supervisors
and satisfaction with co-workers. Desire for interaction,
on the other hand, was shown to moderate the relationship

between guantity and satisfaction with pay. Apart from




191

these six unique relationships showing the presence of
moderating effects concurrently substantiated by subgroup
analysis and moderated regression procedures, no other
moderating influences received complete support. However,
the proposed moderators received strong support as main
predictors. Seventy-six of the ninety unique relationships
evaluated while assessing the results concerning hypothesis
two showed different proposed moderators acting as inde-

pendent predictors.

Hypothesis Three

Performance measures were expected to be inversely and
more strongly related to job satisfaction dimensions under
conditions in which respondents reported high levels of
perceived underload and overload communication than when
they reported low perceived levels of the same facets of
organizational communication. Results of the analyses

undertaken to test this proposition are reviewed below.

Underload communication.--The proposed moderating

influence of underlcad communication on the relationship
between job performance and job satisfaction received no
support. However, in the unexpected direction, the pre-
dicted moderator received weak, partial support; it was
supported by only one of the two applied statistical
techniques. The support found was detected by subgroup

analysis. As denoted in Table XVI, the relationship
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between the three measures of performance, quality, gquantity,
and overall job performance, and satisfaction with pay was
significantly higher for the 130 individuals scoring low in
underload cormunication than for the 172 respondents scoring
high on the same communication dimension. Although
moderated regression analysis did not substantiate the

above finding, it showed the proposed moderator, as indi-
cated in Table XVII, functioning as a predictor in sixteen
of the eighteen unique relationships evaluated. Therefore,
underload communication was mainly supported as a predictor
of the investigated relationship. The same communication
dimension received only weak, partial support as a moderator,
in the unexpected direction, of the performance/satisfaction

relationship.

Overload communication.--0Overload communication

received very weak, partial support as a moderator of the
relationship researched. Thus, 1in essence, the proposed
moderator received no support as a true moderator. The
primary statistical technique of subgroup analysis detected
no moderating effects from the expected moderator, as data
in Table XVI indicate. It was only the secondary method,
moderated regression analysis, which provided support to
overload communication, as shown in Table XVII, as a
moderator of one of the eighteen unique relationships

assessed; the relationship between quality and satisfaction




193

with supervision (R2 = .01l4, p < .05). This last statis-
tical technique showed the proposed moderator acting as a
main predictor in eight of the eighteen relationships
evaluated. Nence, overload communication was not supported
as a true moderator; however, it was moderately supported
as a main predictor.

In summary, hypothesis three, proposing that underload
and overload communication would moderate the relationship
between performance and satisfaction, received very weak,
partial support. No true moderating influences by either
one of these proposed moderators were detected. However,
the moderated regression analysis conducted showed the two
expected moderators functioning as main predictors in
twenty-four of the thirty-six evaluated unique relationships

between measures of performance and satisfaction.

Hypothesis Four

Hypothesis four predicted that job performance measures
would be directly and more strongly related to job satis-
faction dimensions under conditions in which respondents
reported high levels of perceived upward and downward
communication than when they reported low perceived levels
of these same facets of organizational communication. The
findings associated with the moderating influences of
upward and downward communication as proposed in this

hypothesis are considered below.
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Upward communication.--The proposed directional

moderating influence of upward communication on the rela-
tionship between performance and satisfaction received
very weak support. However, in the unpredicted direction,
it received moderate support as a moderator of the same
relationship.

Results from subgroup analysis in Table XVI show that
upward communication acted as expected in two of the
eighteen unique relationships evaluated. The relationship
of two measures of performance, quantity and overall job
performance, with satisfaction with pay was found to be
significantly higher for the 151 respondents scoring high
in upward communication than that reflected by the 151
participants scoring low (rg = -.10 and .19, p < .0l; and
rg = .00 and .18, p < .10, respectively), as predicted.

It is important to note that six of the fifteen pairs
of correlations that did not yield the expected direction
in their internal differences were statistically significant.
Therefore, although not in the expected direction, upward
communication received support as a moderator of the rela-
tionship between quality and four of the six investigated
dimensions of job satisfaction, satisfaction with work,
satisfaction with supervision, satisfaction with promotions,
and satisfaction with co-workers (rg = .37 and .14, p < .05;
rs = .29 and .08, p < .05; rg = .25 and .04, p < .05; and

rs = .20 and .00, p < .05, respectively). Also, this same
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moderator received support in the same unexpected fashion
on the relationship of overall performance with satisfaction
with work and satisfaction with supervision (rg = .33 and
15, p < .05; and rg = .23 and .08, p < ,10, respectively).
Findings through moderated regression analysis in
Table XVII offered support to upward communication as a
moderator of the relationship of quantity and overall
performance with satisfaction with pay (R2 = .023, p < .01;
and R2 = .009, p < .10, respectively). They also supported
the moderating influence of this same communication dimension
on the relationship between guality and four different
dimensions of satisfaction, satisfaction with work, satis-
faction with promotions, satisfaction with co-workers, and
overall job satisfaction (RZ = .018, p < .05; RZ = .014,
p < .05; R? = 010, p < .10; and R2 = .009, p < .10,
respectively).
In sum, upward communication received support as a
true moderator of five of the eighteen unique performance/
satisfaction relationships assessed. It received support
as a moderator of the relationship between two measures of
performance, quality and overall job performance, and
satisfaction with pay. It was also found to be a moderator
of quality of performance relationship with three dimensions
of job satisfaction: satisfaction with work, satisfaction
with promotions, and satisfaction with co-workers. Only

two unique relationships, as seen in Table XVII, showed
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the proposed moderator acting as a main predictor. There-
fore, upward communication received moderate support as a
moderator of the relationship between the target variables

of job performance and job satisfaction.

Downward communication.--The analyses c¢onducted

provided moderate support to downward communication as a
moderator of the relationship of the two target variables
investigated. Results from subgroup analysis in Table XVI
show that the internal difference of four of the eighteen
pairs of coefficients compared were significant and in the
predicted direction. Quality was found to be significantly
influenced by downward communication on its relationship
with satisfaction with work, satisfaction with pay, satis-~
faction with promotions, and overall job satisfaction (rg =
.13 and .37, p < .05; rg = .05 and .20, p < .10; rg = .04
and .22, p < .10; and rg = .05 and .28, p < .05, respec-
tively) .

The above results through subgroup analysis were
virtually substantiated through moderated regression
analysis. Table XVII shows that this second technique
provided support for three of the four associations
previously found to be moderated by downward communication.
The relationship of guality with satisfaction with work,
satisfaction with pay, and overall job satisfaction was

found to be moderated by the present dimension of
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comnmunication (R2 = ,012, p < .05; RZ = .010, p < .1l0; and
RZ = .015, p < .05, respectively).

The foregoing analysis indicates that three of the
eighteen unique relationships evaluated showed that the
proposed moderator was indeed functioning as one. Downward
communication was found to act as a moderator of the rela-
tionship between quality and three dimensions of job
satisfaction: satisfaction with work, satisfaction with
pay, and overall job satisfaction. Five other unique
relationships, as indicated in Table XVII, showed the
proposed moderator operating as a main predictor. Conse-
quently, although downward communication was moderately
supported as a moderator of the performance/satisfaction
relationship, it received a stronger support as a predictor
of the same association.

In conclusion, hypothesis four, predicting that upward
and downward communication would moderate the relationship
between job performance and job satisfaction, received
moderate support. The proposed moderators received support
as true moderators of eight of the thirty-six unique
relationships assessed. More..specifically, upward communi-
cation was found to moderate the relationship of two
measures of performance, quantity and overall job perform-
ance, with satisfaction with pay. The same proposed
moderator was also shown to influence the relationship of

quality with satisfaction with work, satisfaction with
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promotions, and satisfaction with co-workers. Downward
communication, on the other hand, was shown moderating the
relationship of gquality and three measures of satisfaction:
satisfaction with work, satisfaction with pay, and overall
job satisfaction. The proposed moderators also received
support as main predictors of seven other unique associations

between performance and satisfaction.

Hypothesis Five

Hypothesis five received no support. It predicted
that job performance measures would be inversely and more
strongly related to Jjob satisfaction dimensions in situ-
ations in which respondents reported high levels of
perceived lateral communication than in situations in which
they reported low perceived levels of the same facet of
organizational communication. Lateral communication,
however, did receive some support, although in the
unexpected fashion, as a moderator of the relationship
investigated. Two of the eighteen pairs of correlations
compared through subgroup analysis were found to be sig-
nificantly different and in the unpredicted direction.

More specifically, the relationship of quantity and overall
performance with satisfaction with pay was significantly
influenced by lateral communication {(rg = .18 and -.08,

p < .05; and rg = .20 and .00, p < .05, respectively) in

the unexpected fashion. This finding was fully supported
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by moderated regression analysis as shown in Table XVII.
Actually, the relationship of the three measures of
performance, guality, quantity, and overall performance,
with satisfaction with pay was found to be moderated by
lateral communication, as evidenced by the increase in R2
(R = .009, p < .10; R2 = ,015, p < .05; and RZ = .014, p <
.05, respectively). So although the predicted direction

of the proposed moderating influence of lateral communi-
cation on the performance/satisfaction relationship was not
supported, the proposed moderator did receive some support,
in the unpredicted fashion. It received support as a true
moderator of the relationship of two measures of performance,
quantity and overall job performance, with satisfaction with
pay. Three other unique relationships showed the expected

moderator operating as a main predictor.

Graphical Analysis of Residuals

Five hundred and forty moderated regression equations
were developed and analyzed in the search for the proposed
moderating influence of organizational communication on the
relationship between job performance and job satisfaction.
This analysis was undertaken with the presumption that the
assumptions of multiple regression analysis were not
violated. 1In an attempt to discern if such presumption
was appropriate, a graphical analysis of residuals was

conducted.
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The usual assumptions made about the residuals {errors)
when performing regression analysis are that the errors are
independent, have zero mean, have a common variance, and
follow a normal distribution. So for a regression model
to he considered appropriate, the observed residuals should
exhibit properties not at odds with the previous assumptions.
The graphical analysis performed for assessing the appro-
priateness of the moderated regression models developed
included constructing plots of the standardized residuals
versus the values of each independent variable investigated
and reviewing the pattern of the points on each plot. A
horizontal band of points similar to the one in Figure S
is expected, with no hint of the presence of any systematic
trend, when all basic assumptions hold (4, p. 239).

A revision of the graphs plotted suggested that the
pattern of points on each one mimicked the expected hori-
zontal line. ©No marked departures from the assumptions
were perceived. Of course, these statements are necessarily
qualitative in nature, and they should be interpreted as
such. A randomly selected sample of fifteen of the graphs
can be reviewed in Appendix C.

A last observation concerning the analysis of residuals
undertaken should be made. The plotting of the standardized
residuals and the values of the various independent variables
gave evidence of the existence of few outliers (see Appendix

C). An outlier among a set of residuals is one that is much




201

Fig. 5--Expected pattern of residuals when basic
regression assumptions hold.
larger than the rest in absolute value, perhaps lyving as
many as three or more standard deviations away from the
mean of the residuals (4, p. 24). Obviously, an outlier
may affect the least-squares fitting model. Consequently,
it was important to consider whether the few outliers
detected could be discarded.

Since there was no evidence indicating that the actual
outliers resulted from mistakes (e.g., errors in data
collecting) or from some other cause independent of the
process under study (e.g., malfunctioning of instruments),
the elimination of the few outliers was not immediately
warranted. It was hoped that the existence of few outliers
in a relatively high sample size, like the one investigated
in this study, would not significantly affect the least-

square fittings of the different models developed. Of
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course, further statistical analyses of these outliers could
conduce to more refined models (4, p. 241). 'This last

venture wag not pursued.

Summary of Hypotheses One Through Five

Before beginning to synthesize results concerning
hypotheses one through five, a brief summary is presented
of the findings regarding the relationship of organizational
communication with the other research constructs. These
findings relate to the secondary purpose of the present
study.

While reviewing the relationship of organizational
communication with both performance and satisfaction, it
was found that trust in superiors, perceived influence,
accuracy of information, desire for interaction, and
satisfaction with communication were significantly and
directly related to the investigated measures of job
performance and job satisfaction, separately. This finding
resembled prior findings by Muchinsky (5), Green (2},
Jenkins (3), O'Reilly and Roberts (9), and others.
Communication load=--overload and underload--was found
to be inversely associated with all researched measures of
performance and satisfaction. The negative relationships
of overload communication with performance measures and of
underload communication with job satisfaction dimensions

resembled previous empirical work (5, 7). However, the
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inverse associations of underload communication with perform-
ance and of overload communication with satisfaction were
contrary to prior research (5, 7). Directionality of
communication-~upward, downward, and lateral--related
differently to performance and satisfaction dimensions.
Downward communication replicated previous findings by
O'Reilly and Roberts (9), Smith and Brown (12), and
Muchinsky (5) by showing a significant, direct relationship
with guantity and overall job performance and also with
satisfaction with work and satisfaction with promotions.
The relationships of upward communication with satisfaction
with work and of lateral communication with satisfaction
with promotions were inverse and significant. The inverse
association involving lateral communication was identical
to that found in previous empirical work; however, the one
including upward communication was not comparable to prior
research (5).

When considering the relationship of organizational
communication with both growth need strength and job scope,
upward communication was found to be inversely and sig-
nificantly associated with both of them. Three dimensions
of communication, underload communication, desire for
interaction, and downward communication, were directly and
significantly related to the variable of growth need strength.
And five dimensions were shown to be significantly and

directly associated to job scope: downward communication,
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trust in superiors, perceived influence, desire for inter-
action, and communication satisfaction. Significantly,
however, it should be observed that the relationship of
directionality of communication--upward, downward, and
lateral--to job scope did not resemble the expected rela-
tionship based on prior theoretical and empirical work by
Burns and Stalker (1) and Woodward (14)}. Lateral and
upward communication were expected to reflect a direct
relationship with job scope, and downward communication
was expected to reflect an inverse association. However,
the contrary was found in the present study. This finding
may be an indication of a lack of agreement between
perceived job designs and appropriate communication net-
works in the sample investigated.

The proposed moderate and direct relationship between
job performance measures and job satisfaction dimensions
received strong support, All performance measures were
found to be directly and moderately related to satisfaction
dimensions. Sixteen out of the eighteen correlation
coefficients were significant. The highest coefficient
computed resulted from the relationship between quality of
performance and satisfaction with work {(r = .28, p < .01).
The lowest one was the insignificant relationship between
quantity and satisfaction with pay (r = .05). The median
and the mean of the eighteen unique correlations between

performance and satisfaction were equal to .15. This last
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finding was similar to the median correlation (r = .14)
reported by Vroom (13} and the average coefficient (r = .14)
more recently reported by Petty, McGee, and Cavender (10).

Five of the ten ¢ommunication dimensions investigated
received support as true moderators of particular
performance/satisfaction relationships. These five
communication dimensions, which received support as
moderators from subgroup and moderated regression analyses,
were accuracy, upward communication, downward communication,
lateral communication, and desire for interaction. The
specific performance/satisfaction relationships influenced
by each of these five moderators are as follows.

Accuracy of information was shown to moderate the
relationship of the three measures of performance, quality,
quantity and overall job performance with satisfaction with
work. It also received support as a moderator of the
relationship between quality and two other dimensions of
satisfaction, satisfaction with supervisors and satisfaction
with co-workers. Upward communication, on the other hand,
was supporxted as a moderator of the relationship between
quality and three facets of job satisfaction: satisfaction
with work, satisfaction with promotions, and satisfaction
with co-workers. The same communication dimension also
received support as a moderator of the relationship of two
measures of performance, quality and overall performance,

with satisfaction with pay.
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The relationship of quality of performance with satis-
faction with work, satisfaction with pay, and overall job
satisfaction was found to be influenced by downward communi-
cation. Lateral communication was shown to influence the
relationship of quantity and overall performance with
satisfaction with pay. Finally, desire for interaction was
shown to be a moderator of the association between quality
of performance and satisfaction with pay.

Only 16 of the 180 investigated unigue relationships
showed the presence of moderating influences. Obviously,
one gquestion arises. Why did the general moderating impact
of organizational communication dimensions on performance/
satisfaction relationships appear so weak? The fact that
such dimensions received strong support as independent
predictors may represent a sound explication to this
question. One hundred eleven of the 180 unigque associations
researched showed that the integrated communication dimen-
sions acted as predictors. This finding indicates that
moderator dimensions performed very well as independent
predictors. Zedeck (15) suggested that moderators are
very difficult to find when the change in R? after adding
the proposed moderator to the regression equation is high
to start with. Occasionally, the change in R? resulting
from the addition of the proposed moderator to a particular

model was higher than .40,
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From the foregoing summary of the results concerning
the relationship between job performance and job satisfaction
and the expected moderating influence of organizational
communication on such relationship, the following three
findings appear evident.

1. Job performance and job satisfaction were found
to be moderately and directly related.

2. Organizational communication received weak support
as a moderator of the job performance/job satisfaction
relationship.

3. Organizational communication received strong
support as an independent predictor of the relationship
between job performance and job satisfaction.

Having presented the results concerning the first model,

the focus of the present investigation now turns to the
results of the investigated impact of organizational communi-
cation on the second model-~the individual-job congruence
relationship with the ocutcome variables of performance and

satisfaction.
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CHAPTER VI

RESULTS CONCERNING THE PROPOSED MODERATING
INFLUENCE OF ORGANIZATIONAL COMMUNICATION

ON THE INDIVIDUAL-JOB CCNGRUENCE MODEL

It should be recalled that the individual-job
congruence model embraces two different features or sub-
models concerning the prediction of performance and
satisfaction. The first submodel is the high individual-
job congruence condition and the second one is the low
individual-job congruence situation. This conceptualization
is used as a justification for presenting the f£indings
concerning the proposed impact of organizational communi-
cation on the individual-job congruence model in two
different sections. One section will show the findings
concerning the moderating effect of communication dimensions
on the prediction of both performance and satisfaction for
individuals scoring high on both job scope and growth need
strength (n = 96)--the high individual-job congruence
submodel. Another section will present the results regarding
the expected influence of organizational communication on
the prediction of the same outcomes, performance and satis-
faction, for respondents scoring low on the same matching
variables, job scope and growth need strength (n = 1%)--the

low individual-job congruence submodel.
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In order to facilitate the presentation of the results
concerning the influence of communication on the individual-
job congruence model as ocutlined above, some background
considerations need to be reviewed. These considerations
include the structure of the hypotheses investigated, the
structure of the dependent and proposed moderator variables,
the statistical methods utilized, the criterion for deter-
mining a moderator, the interpretation of results, and the
results related to hypotheses six and seven, which did not
consider the proposed moderating effect of communication.
These background considerations are reviewed before the
presentation of the results concerning the proposed
moderating impact of organizational communication on the
first submodel of the individual-job congruence approach.

Interpretative Background and Findings Related
to Hypotheses Six and Seven

A word of caution should be presented regarding the
structure of the hypotheses related to the expected impact
of communication on the individual-job congruence model.
Most of these hypotheses--hypotheses eight through fourteen--
referred to the high as well as to the low individual-job
congruence submodel. Consequently, virtually the same
hypotheses reviewed while highlighting the results of the
impact of communication on the first submodel, the high
congruence feature, are also considered when presenting

the findings of the same moderator on the second submodel.
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For instance, hypothesis twelve predicted that both high
growth need strength individuals in high scope jobs (high
congruence submodel} and low growth need individuals in low
scope jobs {low congruence submodel) perceiving high levels
of underload communication would be rated as having higher
levels of job performance than when low perceived levels of
the same facet of communication were reported. Clearly,
this hypothesis related separately to the two submodels
identified. Therefore, this same hypothesis is referred to
when presenting the findings of the impact of underload
communication on each of the two submodels described.
Another aspect concerning the structure of the
hypotheses needs to be clarified. Not all hypotheses
related to the two submodels of the individual-job congruence
feature. Consequently, each submodel related propositions
were evaluated separately. For instance, hypothesis thirteen
proposed that lateral communication would moderate the high
congruence submodel relationship with the outcome variables
of performance and satisfaction, while hypothesis fourteen
expected downward communication to moderate. the association
between the low congruence submodel with the same cutcome
variables. Hence, results regarding hypothesis thirteen
are reviewed while presenting findings concerning the high
congruence submodel; however, results pertaining to

hypothesis fourteen are not considered. These last results
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are presented when highlighting findings concerning the low
congruence submodel.,

The current research multidimensional approach to the
study of the dependent and the proposed moderator variables
should be recalled before initiating the presentation of the
results concerning the second model investigated. Three
measures of performance and six of satisfaction--the depen-
dent variables--and ten of organizational communication--the
proposed moderator--were assessed. Therefore, the proposed
moderating influence of a particular dimension of communi-
cation on either the high or low congruence submodel rela-
tionship with job satisfaction was evaluated six times--one
for each dimension of satisfaction or unique relationship.
When the expected moderating impact of a facet of communi-
cation on either the high or low congruence submodel
relationship with job performance was considered, the
evaluation took place three times--one for each measure of
performance or unique relationship.

It should be also understood that the three statistical
procedures for detecting and gquantifying moderator
influences, as described in the fourth chapter, were
utilized, as appropriate, while assessing the influence
of organizational communication on the individual-job
congruence model. These statistical techniques were differ-
ential predictability and differential validity--primary
statistical procedures-—-and moderated regression analysis--a

Secondary statistical model. When the differential
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predictability method was implemented, correlation coeffi-
cients were computed and their significance assessed (6,
p. 483). Results in Tables XXI, XXV, XXIX, and XXXIII, in
the present chapter, correspond to the application of the
differential predictability procedure. The actual tables
are presented along the hypotheses they are intended to
support.

The application of differential validity or moderator
subgroup analysis required the computation of performance
and satisfaction means for low and high subgroups as related
to a particular proposed moderator. The significance of
the difference of these means was then assessed using the t
statistic for inferences concerning two independent means
{6, p. 353). The data in Table XIX illustrate the imple-
mentation of this last statistical procedure. The first
mean level reported (X = 42,41) is the mean of satisfaction
with work for fifty-one respondents on the high congruence
situation scoring high on the proposed moderator, desire
for interaction. The mean value at the right side of the
previous one (X = 40.07) corresponds to the level of satis-
faction with work for the forty-five respondents scoring
low on the same moderator. The difference between these
two means (2.34) is in column four; and the t value (t =
1.57) concerning this difference is in the last column.

Results from the same statistical technigue also appear in




215

Tables XXIII, XXVII, and XXXI. They should be interpreted
in the same manner.

The third statistical procedure, moderated regression
analysis, required that performance and satisfaction were
regressed, separately, on job scope and growth need strength,
the moderator, and the job scope-~moderator growth need
strength-moderator interaction terms, in this order. The
critical value was the increase in R? that resulted from
adding the interaction terms to the regression model
already containing the other three variables: job scope,
growth need strength, and moderator. The significance of
this increase in R? was assessed using the related F value
(7, p. 164). The results in Table XX correspond to this
type of analysis. The first value on this table (R2 = .109}
refers to the change in R? after including the independent
variables, job scope and growth need strength, into the
model. When the suggested moderator is integrated, the
change in R? is denoted by the first value (R? = .000) in
column three. The inclusion of the interaction terms yields
the increase at the top of the fourth column (R2 = .,002).
Lastly, the F value (F = .08) associated with the increase
in R? after adding the interaction terms appears in column
five. The data in Tables XX, XXIV, XXVI, XXVIII, XXX, XXXII,
and XXXIV also resulted from moderated regression analysis

and should be interpreted as indicated above.
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While determining if a dimension of the proposed
moderator, organizational communication, actually operated
as a moderator in the sample investigated, results from the
primary and the secondary applied statistical procedures
were evaluated. Specifically, 2 communication dimension
is classified as a true moderator only if it has been
supported as such by both the primary statistical method
impiemented, differential predictability or differential
validity, and the secondary statistical technique, moderated
regression analysis. The assessment of the results from
this last statistical method, moderated regression analysis,
was made following Zedeck's observation. He indicates that
if the regression model containing the proposed moderator
and the predictors and the equation containing the inter-
action terms, the proposed moderator and the predictors
are different from the equation including only the pre-
dictors, but if they are not different from each other,
then the proposed moderator is an independent predictor
and not an actual moderator (11, p. 304).

Whenever possible, the interpretation of the results
concerning a given hypothesis is enriched with prior
reported research findings. However, it should be remem-—
bered that the current study is essentially an exploratory
type of research. Previous empirical work directly related
to the present one is almost nonexistent. Hence, mest inter-

pretations are only in terms of the original predictions made.
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Finally, before turning the attention to the findings
related to the influence of communication on the high
congruence submodel, it seems appropriate to check the
results concerning hypotheses six and seven. Data in
Table XVIII relate to these two hypotheses, which deal with
the individual-job congruence relationship with performance
and satisfaction. The prediction of hypothesis six, that
individuals' perception of job satisfaction would be higher
under conditions of congruence than under conditions of
incongruence, received moderate support. Section A of
Table XVIII shows that the differences encountered in three
of the dimensions of job satisfaction, satisfaction with pay,
satisfaction with promotions, and overall job satisfaction,
were significant (Xg = 31.48 and 27.27, p < .0l; Xg = 20.51
and 14.96, p < .01l and X5 = 4.98 and 4.62, p < .05,
respectively) and in the expected fashion. Hypothesis
seven, on the other hand, predicted that the rated level
of job performance of employees under conditions of
congruence would not differ from that of individuals under
conditions of incongruence. This prediction received only
weak support. In fact, two measures of performance--
quality and overall job performance--as shown in Table XVIII,
vielded unexpected significant differences (Xg = 5.47 and
5.25, p < .05; and Xg = 5.36 and 5.20, p < .05, respec-

tively). The rated levels of these last two measures of
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performance were higher for individuals under congruence
conditions than for those under incongruent situations.

The above results concerning hypotheses six and seven
indicate that both performance and job satisfaction tend to
be higher for individuals in congruent situations than for
individuals in incongruent conditions. This finding gives
support to previous research suggesting that a match between
individual and job characteristics promotes high levels of
performance and satisfaction (3, 4). It also suggests high
correlation levels between performance and satisfaction
measures for individuals in congruent conditions. This last
aspect offers some support to job fit as a moderator of the
performance/satisfaction relationship (2). Another important
aspect should be noted. The major impact of job fit was on
guality and not on quantity of performance. This finding
substantiates previous work by Hackman and Lawler (4) and
Umstot, Bell, and Mitchell (9). Organizational theorists
and practitioners need to identify other organizational
variables that may enhance quantity of performance as well
as gquality. The present investigation procured, at least
in part, such identification. It studied the moderating
impact of organizational communication on the individual-job
congruence relationship with performance as well as with
satisfaction. Thus, attention now turns to the findings

concerning such proposed moderating infiluence on the high
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individual-job congruence submodel--high growth need strength
individuals in high scope jobs.

Findings of the Impact of Organizational Communi-

cation on the High Individual-Job Congruence
Submodel

In presenting the results involving the moderating
impact of organizational communication on the high
individual-job congruence relationship with the dependent
variables of job satisfaction and job performance, the
findings concerning the relationship with job satisfaction
are reviewed first. Then the effect of communication on
the high congruence relationship with job performance
follows. The intention of this further subdivision is to
enhance clarity and readability.

Impact of Communication on the High Individual-Job

Congruence Relationship with Job' Satisfactions:
" Results

Hypotheses eight, nine, twelve, and thirteen related to
the expected influence of organizational communication on
the relaticonship between the high individual-job congruence
submodel and job satisfaction. These four hypotheses
sunmarized the expected influence of eight communication
dimensions on the described relationship. Data concerning
hypotheses eight, nine, and twelve appear in Tables XIX
(subgroup analysis data) and XX (moderated regression
analysis data). On the other hand, results in Table XXI,

which deals with correlation coefficients, and Table XXIT,
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which deals with moderated regression data, relate to
hypothesis thirteen. The proposed moderators were trust

in superiors, influence of superiors, accuracy, satis-
faction with communication, desire for interaction, overload
communication, and lateral and upward communication.
Therefore, the findings implicating the above hypotheses,

or at least portions of each one of them, as appropriate,

are reviewed below.

Hypothesis eight.--It was predicted that individuals

in the high congruence submodel reporting high perceived
levels of trust in superiors, influence of superiors,
accuracy of information, and satisfaction with communication
would report higher levels of job satisfaction than when low
perceived levels of the same facets of communication were
reported. The detected moderating influence of each one of
the four communication dimensions included in hypothesis
eight is discussed, separatelv, as follows.

First of all, trust in superiors recz2ived no support
as a true nmoderator of the high congruence relationship with
job satisfaction. The proposed moderator only received
partial support from subgroup analysis, as shown in Table
XIX. The primary statistical technique of subgroup analysis
showed that the levels of satisfaction with work, satis-
faction with supervision, satisfaction with promotion,

satisfaction with co-workers, and overall job satisfaction
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were significantly higher for individuals scoring high on
the proposed moderator than for those scoring lOW'{ié =
42.35 and 40.36, p < .10; Xg = 48.15 and 37.24, p < .01;
Xg = 32.17 and 20.80, p < .01; Xg = 43.78 and 40.58, p <
.10; and Xg = 5.62 and 5.07, p < .01, respectively).
Significantly, neither one of these findings received
support by the moderated regression data in Table XX.
However, the secondary statistical method of moderated
regression analysis showed that the above five moderating
effects detected by primary analysis were actually main
predicting influences. Conseguently, trust in superiors
received no support as a moderator of the relationship
between the high individual-job congruence relationship
with satisfaction. Instead, it received strong support as
a main predictor of the investigated relationship.
Secondly, influence of superiors was weakly supported
as a moderator of the high submodel relationship with
satisfaction. Subgroup analysis detected significant
predicted differences in all six satisfaction dimensions:
satisfaction with work, with supervision, with pay, with
promotions, with co-workers, and overall job satisfaction
(X = 42.93 and 39.24, p < .01, Xg = 45.46 and 38.62, p <
.01; Xg = 37.41 and 33.62, p < .05; Xg = 32.74 and 17.90,
p < .01; Xg = 43.76 and 40.00, p < .05; and Xg = 5.56 and
5.04, p < .01, respectively). As shown in Table XIX, the

levels of these satisfaction dimensions were significantly
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higher for respondents scoring high on perceived influence
of superiors than for those scoring low. Two of the
described findings also received support by the secondary
statistical technique used, moderated regression analysis,
as indicated in Table XX. The relationship of the high
submodel with two dimensions of the outcome variable,
satisfaction with co-workerxrs and overall job satisfaction,
was found to be significantly moderated by influence of
superiors (R2 = .061, p < .05; and R2 = .055, p < .10,
respectively). Three other unique relationships reflected
that the proposed moderator was operating as a main
predictor.

The foregoing data give weak support to influence of
superiors as a moderator of the relationship between job
satisfaction and the high congruence submodel. The proposed
moderator was specifically supported as a moderator of the
high submodel association with two dimensions of satis-
faction, satisfaction with co-workers and overall job
satisfaction. The expected moderator acted as a main
predictor in three unique relationships.

Thirdly, the investigated submodel relationship with
job satisfaction was found to be very weakly moderated by
accuracy of information, despite the strong, partial support
given by subgroup analysis to accuracy as a moderator.
Most findings through the primary statistical technigue

were not cross-validated through moderated regression
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analysis. Specifically, data from subgroup analysis in
Table XIX show that accuracy was supported as a moderator
of the relationship between the high congruence condition
and five dimensions of satisfaction: satisfaction with
work, satisfaction with supervision, satisfaction with pay,
satisfaction with promotion, and satisfaction with
co-workers (Xg = 43.72 and 39.90, p < .05; Xg = 44.35 and
40.58, p < .05; Xg = 37.67 and 33.83, p < .05; Xg = 29.75
and 22.75, p < .05; and Xg = 44.90 and 39.33, p < .01,
respectively). However, only one of these findings through
subgroup analysis was supported by moderated regression
computations as shown in Table XX. It can be noted that
accuracy of information showed a significant impact on the
prediction of satisfaction With promotion (R2 = ,052, p <
.10). Additionally, the data of the same table indicate
that accuracy was found to be operating as a main predictor
in three different relationships. Therefore, the proposed
noderator received very weak support as such; it was only
found to be a moderator of one of the six different unique
relationships between the high submodel and job satisfaction.
Specifically, it was shown to be a moderator of the submodel
relationship with satisfaction with promotions. However,
accuracy received moderate support as an independent
predictor of the high subgroup relationship with job

satisfaction.
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Lastly, satisfaction with communication was not
supported as a moderator of the high congruence feature
relationship with job satisfaction, in spite of the strong,
partial support provided to it by subgroup analysis. But
such strong support was not substantiated by regression
analysis. Data from the primary statistical procedure in
Table XIX indicate that the proposed moderator influenced
the high submodel relationship with five of the six dimen-
sions of satisfaction. More specifically, the levels of
satisfaction with work, satisfaction with supervision,
satisfaction with pay, satisfaction with co-workers, and
overall job satisfaction were significantly higher (Xg =
42.29 and 38.69, p < .05; Xg = 44.03 and 38.27, p < .05;
Xg = 36.71 and 33.15, p < .10; Xg = 44.36 and 36.08, p <
.01; and Xg = 5.56 and 4.72, p < .01, respectively) for
respondents scoring high on the proposed moderator than
for those scoring low. However, none of these findings
was supported by data from regression analysis, as shown
in Table XX. These data do show that communication satis-
faction acted as a predictor in three of the relationships
evaluated.

The foregoing analysis shows that satisfaction with
communication received no support as a true moderator of
the high congruence submodel association with job satis-—
faction. However, it received moderate support as an

independent predictor.
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In synthesis, one of the four dimensions of communi-
cation included in hypothesis eight received weak support
as a moderator of the high congruence submodel relationship
with job satisfaction; another received very weak support.
They were influence of superiors and accuracy of infor-
mation, respectively. Influence of superiors moderated
the submodel relationship with satisfaction with co-workexrs
and overall job satisfaction. The submodel relationship
with satisfaction with promotions was found to be moderated
by accuracy of information. The other proposed moderators
in the same hypothesis--trust in superiors and satisfaction
with communication--received no support as moderators. It
should be noted, however, that sixteen of the twenty-four
unigque relationships evaluated showed the above four
proposed moderators acting, differently, as independent

predictors.

Hypothesis nine.--Desire for interaction received very

weak support as a moderator. The proposed moderator was
found, by subgroup analysis, to impact two of the six
relationships between the high submodel and the dimensions
of job satisfaction. Only cne of these two relationships
was later cross-validated through moderated regression
analysis. Data from the primary analysis in Table XIX show
that satisfaction with work and satisfaction with promotions

were significantly higher for the fifty-one individuals
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scoring high on the proposed moderator than for the forty-
five scoring low (Xg = 42.41 and 40.07, p < .10; and Xg =
29.49 and 22.58, p < .05, respectively). The moderating
impact of desire for interaction on the high congruence
submodel relationship with satisfaction with promotions

(R2 = ,068, p <« .05) was substantiated by moderated
regression procedures, as denoted in Table XX. Hence,
desire for interaction received very weak support as a
moderator. It was shown to be a true moderator of only one
of the six relationships evaluated: the relationship
between the high submodel and satisfaction with promotions.
The proposed moderator was hot detected operating as an

independent predictor.

Hypothesis twelve.--The proposed moderating impact of

overload communication on the evaluated high submodel
relationship with job satisfaction received no support.

The proposition was that high growth need strength indi-
viduals in high scope jobs perceiving high levels of
overload communication would report higher levels of job
satisfaction than those perceiving low levels of the same
facet of communication. Neither one of the statistical
techniques utilized, subgroup and moderated regression
analyses, provided support for this proposition as denoted
in Tables XIX and XX. Contrary to this prediction, however,

subgroup analysis gave overload communication some partial
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support as a moderator of the relationship between the
investigated submodel and satisfaction with pay and satis-
faction with co-workers (ig = 34.66 and 37.66, p < .10; and
Xg = 40.40 and 45.03, p < .05, respectively). This
unexpected finding was not supported by moderated regression
analysis. Consequently, the proposed moderator of overload
communication was not supported as a true moderator of any
of the six relationships assessed between the high con-
gruence submodel and job satisfaction. Nor did it show

evidence of acting as a main predictor.

Hypothesis thirteen.--Neither lateral nor upward

communication received support as a moderator. The expected
direct relationship between the dimensions of lateral and
upward communication with job satisfaction received no
support. However, data in Table XXI show that nine of the
twelve computed correlations among individuals in the high
congruence submodel were negative; and two of those nine
inverse correlates were significant. These significant
correlations corresponded to the relationship between upward
communication and both satisfaction with pay and satisfaction
with promotions (r = -.31, p < .01; and r = -.23, p < .05,
respectively). This moderating influence of upward communi~
cation, in the unpredicted fashion, was not substantiated

by moderated regression analysis. Data from this last

analysis in Table XXII show that the previously identified
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TABLE XXIT

RELATIONSHIP OF LATERAL AND UPWARD COMMUNICATION
WITH JOB SATISFACTION DIMENSIONS FOR INDI-
VIDUALS IN THE HIGH CONGRUENCE SUBMODEL2

{(n = 96)
Upwarad Lateral

Job Satisfaction Dimension Communication ; Communication

(1) (2) (3)
Satisfaction with work -.01 -.07
Satisfacticon with supervision -.01 -.04
Satisfaction with pay - 31**% .16
Satisfaction with promotions - 23%% -.07
Satisfaction with co-workers -.16 .15
Overall job satisfaction -.04 .02

aHigh growth need strength individuals in high scope
jobs.

*3ignificant at the .10 level.
**Significant at the .05 level.

¥**Significant at the .01 level.

moderating effects were actually main effects. Upward
communication was found to be an independent predictor of
the high submodel relationship with both satisfaction with
pay and satisfaction with promotions. Therefore, as
moderators of the high congruence submodel relationship
with satisfaction, both lateral and upward communication
lacked support.

The foregoing finding is contrary to the conceptuali-
zation made that was based on prior theory and empirical work.

Theory and empirical work by Burns and Stalker (1}, Woodward
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(10), Huseman and Alexander (5}, and Penley and Alexander

(8) suggest that high scope jobs are characterized by lateral
and upward communication networks. This background was used
for predicting high levels of job satisfaction when the high
individual-job congruence was characterized by the expected
communication networks--lateral and upward. Clearly, this
expectation received no support in the present study. It
there was any support, it was in the unpredicted fashion,

as denoted by the nine negative computed correlations
between the high submodel and job satisfaction (see Table

XXI) .

Summary of the moderating impact of communication on

the relationship between the high congruence condition and

satisfaction.--Eight of the ten facets of communication

studied were predicted to moderate the relationship between
the high congruence situation and the six investigated
dimensions of job satisfaction. These eight communication
dimensions were trust in superiors, influence of superiors,
accuracy, satisfaction with communication, desire for
interaction, overload communication, and lateral and upward
communication. Three of these dimensions were found to be
true moderators of four of the forty-eight assessed unigue
relationships between the high congruence submodel and job
satisfaction. These dimensions were desire for interaction,

accuracy of information, and influence of superiors. Their
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moderating influences were as follows: perceived influence
of superiors was shown to be a moderator of the relationship
between the identified high submodel and two dimensions of
satisfaction, satisfaction with co-workers and overall job
satisfaction; and the association between the submodel and
satisfaction with promotions was found to be influenced by
both accuracy of information and desire for interaction.
Impact of Communication on the High Individual- -Job

Congruence Relationship with Job Performance:
Results

Eight of the ten investigated dimensions of communi-
cation were expected to moderate the relationship between
the high congruence submodel, high growth need strength
individuals in high scope jobs, and the outcome variable of
job performance. These eight dimensions were trust in
superiors, perceived influence of superiors, accuracy of
information, satisfaction with communication, desire for
interaction, underload communication, and lateral and upward
communication. The proposed moderating effects of these
facets of communication were included in at least portions
of hypotneses eight, nine, eleven, and thirteen. The

results concerning these propositions are revealed below.

Hypothesis eight.--The section of hypothesis eight

related to the high congruence submodel relationship with
job performance predicted that individuals in the high

congruence condition scoring high in trust in superiors,
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perceived influence of superiors, accuracy of information,
and satisfaction with communication would reflect higher
levels of performance than those scoring low on the same
facets of communication. Results concerning the expected
influence of each proposed moderator are reviewed as follows.

Trust in superiors received no support as a moderator
of the high individual-job congruence relationship with job
performance. Subgroup analysis showed some moderate,
partial support to trust in superiors as a moderator;
however, such support was not cross-validated by moderated
regression analysis. Specifically, data in Table XXIIIX
indicate that subgroup analysis showed the proposed moderator
influencing the relationship of the high submodel with two
of the three measures of performance, quality and overall
job performance (Xg = 5.84 and 5.53, p < .01; and Xg = 5.65
and 5.42, p < .05, respectively). This finding, however,
was not supported by regression analysis, as highlighted
in Table XXIV. Consequently, trust in superiors received
no support as a true moderator of the high submodel asso-
ciation with job performance. But it was supported as a
main predictor of one of the three unique relationships
assessed.

The proposed moderating impact of influence of
superiors and accuracy of information was not supported.
Data from subgroup analysis in Table XXIII indicate that

the two proposed moderators, influence of superiors and




241

TT® zo* g€ G ov° S A3T3ueny
xx0T°C Lee vS" S 18°¢ A3 TTRND
(8% = u ‘mOT gy = u ‘ybry)
(D) uUOTFEDTUNUMOD JO ADRINODY
01" T A 10 A 65° S souvemzozaad qol TTea®A0
vye LO" Ge" g vt s A3T3uend
x09°T zz” GG° g LL"G KaTTend
(zp = u ‘moT {pg = u ‘UybtH)
(g) sxzotxedns JO =20ULDNFUI
»29L° T €e” Zy" s G9°¢ oouemzogzaad qol TTeISA0
68" o €€ g 9% g A3Tauend
»xx6E°C ¢’ €G° S 78S A3rTend
(0 = u ‘MOT 9% = U ‘UbTH)
{¢) sxoTaedns UuT 3Isnir
(G} (%) {€) (2} (1)
qenTeA 22IYL pue I0FRIDPOW JO3ReIJPON SINSESY DOUBWIOT IDJ
2 oM SUUMTOD MOY UT MO Ut pue dnoxbgng I103RISPOW
usemyag Mo butaoog UybTtH HUTxO0g
20UsIaIITIA sjuspuodsay sjuspuodssy
JO (X) uedy Jo (X) uesy
DINSEIW 2aInsesy
oouURWIOI IDJ SDURPWIOTISG

HONYIWHOAYHEd g0 HLIM
JIHSNOIIYTIHY »TAAOWANS HONINYONOD HOTH HHIL NO SNOISNEWIJ

ITIXX HTIdVY.L

NOIIVOINAKWOD QIELOITIS J0 IONANTINI ONILYYEAOW dHL A0 SISATYNY dOOEDEAS




242

(LY
= U ‘MmOT g% = U ‘UyBTH)
(J) USTIBOTUNWUIOD PROTISPUf

AN AN ApRe vG°'S sourmrogaad gol fTexdaAQ
§9° - 01"’ Ty s 7E*S AyTauend
L6" €1° T19°9 vLtS A3TTRNO
(GP
= u ‘MmOT (TG = U ‘YybTH)
(F) uUoT3IdEBILDIUT IOTF SITSI¥J
TE 0" 96° g 726°G sourwxogaad qol TTeasAQ
A 90° €P°S LE™S A3 T3uend
60° - T0" 89°6G L9°S KZtTend
(9 = u ‘Mot
0L = U ‘ubtH} (Q)
UOTIORISTIBS UOTIED TUNUWOD
1T AN " g 09°'§ souruzogaad qol TTea=A0
(G) (%) (€) (T) (1)

goNTeA 99IYL puU® IO RIDPON IO eIDPON 3INSEI) SOULWIOIIDJ
e oM SUUNTOD M09 UT MOy uT pue dnoxbqng I03RISPONW

ussmiag mop butaoosg ybty bBuTtIODS

oousIaIIIJ sjuspuodssy sjuspuodsay

Jo amv Uuesm Jo ﬁmu uesiy

sansesy 2aNSEON
S0UBWIOCT 12d SOURWIOTI I

PIUTIUOD-~TTIXX ATHVL




243

*sqol adoos ybty ut

“ISAaST 1067

‘TeAST GO°

9U3 3® JURDTITUDTSyxx

9U3 je JUeDdTITUDTSxx

*T9AST QT° 9U3 3° JUBDTITUBTSy

*PeIONPUCD 3B PITTEI~-BUQq

STeNPTATPUT RDLUSIYS podu yimoabh ybiHp

8¢ " - A 65° S 15°§ apuewrozaad qol TTeILA0
90" T- 9T " Ly°S T€° ¢ AyTauvend
%2 90" ¥o g 0L" ¢S Aatrend
(G) (%) (€) (2) (T)
genTRA 291U pue I03RISDOW IO RIDSPON 2INSLON SJDOURWIOIIDT
3 oMY, sSUUNTOD MOy Uut MOy UT pue dnoabdqng I03IRIOPOW
usamlog MOT BUTIODS UybTH hUTIOODG
aousI9III( sauspuodsay sjuspuodsay
3O (X) uesW Jo (X) uesy
2INnsesoy 3aInseay
JOURWIOT IS 2OUBWIOT AT

PeNUTIUCD—~TTIXX HTGVL




244

accuracy, initially received weak, partial support as
influencers of the high submodel relationship with quality
of performance (Xs = 5.77 and 5.55, p < .10; and Xg = 5.81
and 5.54, p < .05, respectively). However, these findings
were not supported by moderated regression analysis, as
shown in Table XXIV. What this last statistical technique
detected was that the previously reported moderating effect
of accuracy of information on the high submodel association
with gquality was actually a main effect. Therefore, neither
influence of superiors nor accuracy received support as a
moderator of the relationship between the high congruence
submodel relationship and job performance.

Lastly, satisfaction with communication received no
support as a moderator, either. None of the three assessed
unique relationships between the high congruence submodel
and job performance was detected as being moderated by the
proposed communication moderator despite the fact that
noderated regression analysis showed that communication
satisfaction, as indicated in Table XXIV, moderated the
higli submodel relationship with two measures of performance,
guality and overall job performance (R? = .071, p < .05;
and R? = .065, p < .05, respectively). These detected
effects had not been supported by subgroup analysis.
Therefore, communication satisfaction received no support
as a true moderator of the relationship between performance

and the high congruence feature. However, a word of caution
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should be noted. There were seventy respondents scoring
high on the proposed moderator and only twenty-six scoring
low. This discrepancy between the numerical composition of
the high and the low subgroups may have accounted for the
lack of moderating influence detected by subgroup analysis.
In sum, however, hypothesis eight received no support.
Trust in superiors, influence of superiors, accuracy of
information, and satisfaction with communication lacked
support as moderators of the high congruence submodel
relationship with job performance. Trust in superiors,
and accuracy received support as main predictors of the
high submodel relationship with the measure of gquality of

performance.

Hypothesis nine.--Desire for interaction was not

supported as a moderator of the high submodel association
with performance. The prediction was that high growth need
strength individuals in high scope jobs reporting high
levels of desire for interaction would be rated as having
higher levels of performance than those reporting low levels
of the same communication facet. This expectation was
supported neither by subgroup analysis nor by moderated
regression computations as indicated in Tables XXIII and
XXIV, respectively. By subgroup analysis, desire for
interaction showed its greatest insignificant influence on

the prediction of quality {(Xg = 5.74 and 5.61). This
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insignificant moderating impact was later shown to represent
a significant main effect by moderated regression analysis.
HHence, desire for interaction received no support as a true
moderator of the high congruence relationship with the

outcome variable of job performance.

Hypothesis eleven.--The expected moderating influence

of overload communication received no support. Individuals
in the high congruence submodel perceiving high levels of
underload communication were expected to reflect higher
levels of performance than those perceiving low lewvels of
the same facet of communication. Data from subgroup analysis
in Table XXIII show that the performance measure levels of
the forty-nine respondents scoring high on underload
communication were not different from those obtained from
the forty-seven participants scoring low on the same dimen-
sion. The highest insignificant difference was in quantity
of performance (Xg = 5.31 and 5.47). The highest insig-
nificant RZ resulting from the addition of the interaction
terms to the regression models was shown in the relationship
between the high congruence relationship with quality (R? =
.015) . Consequently, because of the insignificant findings,
underload communication was left without support as a
moderator of the high submodel association with Jjob

performance.
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Hypothesis thirteen.--Neither lateral nox upward

communication received support as a moderator of the high
congruence feature association with job performance.
Lateral and upward communication were hypothesized to
moderate the high congruence-job performance relationship
so that both communication variables would be directly
related to performance measures. Contrary to the expec-
tation, data in Table XXV show that although insignificant,
five of the six computed correlations were negative. The
lack of the moderating effect detected through the differ-
ential predictability statistical technique was also
substantiated through moderated regression analysis, as
shown in Table XXVI. However, this last technique did
show lateral communication acting as a predictor of the
investigated submodel relationship with two measures of
performance, quantity and overall job performance.

The above data provide no support to lateral and
upward communication as moderators of the relationship
between the high submodel and job performance. And as
indicated in the previous subsection when discussing the
findings concerning the moderating influence of the same
comnmunication dimensions on the prediction of job satis-
faction, the current results do not support the conceptu-
alization made based in prior theoretical and empirical
research. Theoretical and empirical work by Burns and

Stalker (l), Woodward (3), and Huseman and Alexander (5)




TABLE XXV

RELATIONSHIP OF LATERAL AND UPWARD COMMUNICATION WITH JO3
PERFORMANCE MEASURES FOR INDIVIDUALS IN THE HIGH
CONGRUENCE SUBMODEL2
(n = 96}

Job Performance Measure

Overall Job

Communication DimensionP Quality Quantity Performance
(1) (2} (3) (4)
Lateral communication ~-.13 -a17 -.17
Upward communication -.05 .03 -.01

aIndividuals scoring high on both job scope and growth
need strength.

Pyo significant correlation found between communication
and performance dimensions.
characterizing organic systems with lateral and upward
communication prompted the current researcher to delineate
the proposition evaluated above. But it seems, from the
current results, that high levels of lateral and upward
communication are not determinant of high levels of
performance for high growth need strength individuals in

high scope jobs--organic situations,

Summary of the moderating impact of communication on

the relationship between the high congruence submodel and

job performance .--The communication dimensions of trust of

superiors, influence of superiors, accuracy of information,
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communication satisfaction, desire for interaction, underload
communication, and lateral and upward communication were
expected to moderate the high congruence relationship with
job performance. This expectation received no support.
None of the above communication dimensions was found to be
a true moderator of one of the twenty-four unique relation-
ships evaluated. However, trust in superiors, accuracy of
information, desire for interaction, and lateral communi-
cation were shown operating as main predictors on five
unigue relationships between the high submodel and the
measures of performance.
Findings of the Impact of Organizational
Communication on the Low Individual-Job
Congruence Subrodel

The moderating influence of organizational communication
on the low congruence submodel relationship with both job
satisfaction and job performance was researched. Results
concerning the expected moderating influence of communi-
cation on the low submodel relationship with job satisfaction
are offered first. Then, findings concerning the proposed
moderating influence on the relationship of the same submodel
and job performance are presented. Again, the purpose of
this further subdivision is to improve the clarity and

readability of the results.
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Impact of Communication on the Low Individual-Job
Congruence Relationship with Job
Satisfaction: ~Results

The low congruence submodel relationship with job
satisfaction was expected to be moderated by seven of the
ten facets of communication studied. These proposed
communication moderators were trust in superiors, influence
of superiors, accuracy, communication satisfaction, desire
for interaction, overload communication, and downward
communication. The expected moderating effects of these
communication dimensions were delineated in hypotheses
eight, ten, twelve, and fourteen. Findings involving these
hypotheses, or the appropriate portions of them, are shown

below.

Hypothesis eight.--Respondents in the low congruence

feature scoring high in trust in superiors, perceived
influence of superiors, accuracy of information, and satis-
faction with communication were predicted to report higher
levels of satisfaction than those scoring low on the same
four communication facets. Findings pertaining to each of
these proposed moderators are presented as follows.

First, trust in superiors received no support as a
moderator of the low congruence submodel relationship with
job satisfaction. The proposed moderator received some
partial support from both subgroup and moderated regression

analyses, separately. However, the two statistical
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techniques did not substantiate similar moderating effects,
leaving the expected moderator without support by the
criterion of the present study.

The partial support offered by subgroup analysis to
trust in superiors is reflected in Table XXVII. The thirty-
nine participants scoring high on the proposed moderator
showed significantly higher levels of satisfaction with
supervision and satisfaction with promotions than the
fifty-two respondents scoring low {(Xg = 45.13 and 33.10,

b < .0l; and Xg = 17.79 and 11.96, p < .05, respectively).
These findings, however, were not supported by moderated
regression computations. But this last statistical tech-
nique yielded support for trust in superiors as a moderator
of the submodel association with overall job satisfaction
(R2 = .090, p < .05), as reflected in Table XXVIII.
Obviously, each one of the statistical procedures utilized
supported different moderator effects. Consequently,
trust of superiors was left without support as a true
moderator of the low submodel relationship with job satis-
faction. Interestingly, however, the proposed meoderator
was detected operating as a main predictor in five of the
six unique relationships assessed.

Second, influence of superiors received weak support
as a moderator of the low congruence feature association
with the outcome variable of job satisfaction. Subgroup

analysis showed the proposed moderator acting as such in
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all six unique relationships between the submodel and
satisfaction dimensions. But only two of these mederating
effects were cross-validated through moderated regression
analysis. More specifically, perceived influence of
superiors received support as a moderator, from subgroup
analysis, of the low submodel relationships with satis-
faction with work, satisfaction with supervision, satis-
faction with promotions, satisfaction with co-workers,

and overall job satisfaction (Xg = 30.24 and 25.23, p <
.05; ¥, = 42.47 and 32.88, p < .0l; Xg = 19.49 and 8.05,

p < .0l; X5 = 38.88 and 35.78, p < .10; and Xg = 4.8l and
4.34, p < .05, respectively), as indicated in Table XXVII.
The preceding significant moderating impact of influence
of superiors on the relationship of the submodel with
satisfaction with supervision and satisfaction with co-
workers was cross-validated by moderated regression
analysis (R2 = .064, p < .05; and R® = .063, p < .10,
respectively}, as shown in Table XXVIII. To recapitulate:
influence of superiors received weak support as a moderator
of the low congruence feature relationship with job satis-
faction. It was supported specifically as a moderator of
the low submodel association with two of the six measures
of satisfaction, satisfaction with supervision and satis-
faction with co-workers. The expected moderator was also
shown to operate as a main predictor of three of the unique

relationships evaluated.
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Third, accuracy of information, on the other hand,
was not supported as a moderator. Each statistical tech-
nigue, subgroup and moderated regression analysis, showed
the expected moderator influencing different relationships.
This disparity left the proposed moderator without true
support. Data in Table XXVII indicate that subgroup analysis
supported the investigated communication dimension of
accuracy as a moderator of the low submodel relationship
with only one dimension of satisfaction, satisfaction with
supervision. Specifically, the level of satisfaction with
supervision of the forty-nine individuals scoring high in
accuracy of information was significantly higher than that
of the forty-two participants scoring low on the same
dimension (ig = 40.20 and 35.98, p < .05). This finding
by subgroup analysis received no support from moderated
regression analysis. However, this last technique supported
different moderating effects, as shown in Table XXVIII.
Accuracy was found to moderate significantly the submodel
relationship with satisfaction with work and satisfaction
with co-workers (R2 = .081, p < .01l; and R? = 112, p < .01,
respectively). Consequently, accuracy of information lacked
support as a true moderator of the low congruence relation-
ship with job satisfaction. Accuracy of information also
lacked support as a main predictor, as can be noted in

Table XXVIII.




Finally, satisfaction with communication received no
support as a moderator of the low submodel association with
job satisfaction, even though the subgroup analysis showed
the proposed moderator influencing all six assessed unigue
relationships. Moderated regression analysis later showed
that the identified influences were actually main effects.
Data from subgroup analysis, in Table XXVII indicate that
the levels of satisfaction with work, satisfaction with
supervision, satisfaction with pay, satisfaction with
promotion, satisfaction with co-workers, and overall job
satisfaction were significantly higher for the fifty-four
individuals scoring high on the proposed moderator than
those of the thirty-seven persons scoring low (Xg = 31.65
and 22.76, p < .0l; Xg = 42.1% and 32.51, p < .01; Xg =
29.81 and 22.84, p < .0l; X; = 18.04 and 9.24, p < .01;

Xg = 41.33 and 31.95, p < .01; and Xg = 5.01 and 4.00, p <
.01, respectively). None of these findings received
support from moderated regression analysis, as shown in
Table XXVIII. Significantly, however, this last technique
gave support to satisfaction with communication as a
predictor of all six unique relationships between the low
submodel and job satisfaction. Therefore, communication
satisfaction was left without support as a true moderator
of the investigated low submodel association with job

satisfaction.
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fn conclusion, of the four proposed moderators in
hypothesis eight, only influence of superiors received some
weak support. This communication dimension was found to
moderate the low congruence submodel relationship with two
satisfaction dimensions, satisfaction with supervision and
satisfaction with co-workers. Trust in superiors, accuracy
of information, and communication satisfaction lacked support
as moderators of the investigated relationship. Signifi-
cantly, however, trust in superiors, influence of superiors,
and satisfaction with communication acted as main predictors,
but differently, in fourteen of the twenty-four evaluated

relationships in hypothesis eight.

lypothesis ten.--The expected moderating influence of

desire for interaction lacked support. Individuals in the
low congruence submodel scoring low in desire for inter-
action did not report higher levels of job satisfaction
than those scoring high, as predicted. Subgroup analysis
did provide some very weak, partial support to the proposed
modlerator, as shown in Table XXVII, as an influencer of the
low submodel relationship with one of the six dimensions of
satisfaction, satisfaction with promotions (Xg = 12.52 and
16.83, p < .10). iHowever, this finding was not Cross-
validated by moderated regression analysis. Results from
this last technique, in Table XXVII, showed the proposed

moderator operating as a main predictor in one of the six
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unique relationships assessed., Hevertheless, desire for
interaction was left without support as a true moderator

of the low subimodel association with job satisfaction.

iiypothesis twelve.--Overload communication was not

supported as a moderator of the low congruence feature rela-
tionship with job satisfaction. As expected, low growth
need strength individuals in low scope jobs perceiving high
levels of overload information did not report higher levels
of job satisfaction than those perceiving low levels of the
sane facet of communication. In fact, although insignificant,
results from subgcoup analysis presented in Table XXVII
indicate that individuals scoring low in the proposed
moderator reported higher levels of five satisfaction
dimensions than individuals scoring high. Moderated regres-
sion analysis showed overload communication acting as a
moderator in the low submodel association with satisfaction
with supervision (R2 = ,059, p < .10}). However, this
finding had not been supported by subgroup analysis.
Consequently, overload information received no support

as a true moderator of the low congruence submodel rela-

tionship with job satisfaction.

Hypothesis fourteen.--The predicted moderating

influence of downward communication was not substantiated.
The expectation that under conditions of low congruence,

downward communication would be directly related to job
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satisfaction received no support. . Significantly, however,
all six computed correlations, as shown in Table XIX, were
negative. Those related to satisfaction with work, satis-
faction with pay, and satisfaction with co-workers were
significant (r = -.22, p < .05; r = -.19, p < .10; and x =
-.29, p < .01, respectively). These three moderating
effects by the proposed moderator were later shown to
represent main effects by moderated regression analysis,

as indicated in Table XXX. This last statistical procedure
also showed downward communication moderating the low sub-
model relationship with overall job satisfaction. However,

this detection was not supported by subgroup analysis. As

TABLE XXIX

RELATIONSHIP BETWEEN DOWNWARD COMMUNICATION AND JOB
SATISFACTION FOR RESPONDENTS IN THE LOW
CONGRUENCE SUBMODEL&

(n = 91)

Job Satisfaction Downward Communication

Dimension Dimension
Satisfaction with WOTK v « 4 &+ o « « o o o o = 22%%
Satisfaction with supervision . . . . . . . =.09
Satisfaction with PaAy .« =« « « « o « « « « « =.19%
Satisfaction with promotions . . . . . . . . -.06
Satisfaction With CO-WOTKELS . 4« v « « 2 o o =,29%%%
Overall job satisfaction . . . . . . . . . . =.1l1

dPhe low congruence situation was formed by respondents
scoring low on both job scope and growth need strength.

*Significant at the .10 level.
**gignificant at the .05 level.

***gijgnificant at the .01 level.
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a conseguence, downward communication was left without
support as a true moderator of the low congruence associ-
ation with satisfaction.

Again, the preceding finding is contrary to the con-
ceptualized influence of directionality of communication
on the individual=-job congruence relationship with job
satisfaction. Prior theory and research suggest that the
environment of high scope jobs is characterized by lateral
and upward communication networks, while that of low scope
jobs is characterized by downward communication (1, 3, 5).
A match between individual-job characteristics and communi-
cation networks, were expected to enhance job satisfaction.
Results from the current investigation did not support the
expectation. Actually, the desired communication networks

impacted the levels of job satisfaction inversely.

Summary of the moderating impact of communication on

the relationship between the low congruence submodel and

job satisfaction.--Seven facets of communication were

expected to moderate the low congruence submodel relationship
with job satisfaction. These communication dimensions were
trust in superiors, influence of superiors, accuracy of
information, satisfaction with communication, desire for
interaction, overload communication, and downward communi-
cation. Only influence of superiors received some weak

support as a moderator. This last communication dimension
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was shown to moderate the low submodel relationship with two
of the six dimensions of satisfaction, satisfaction with
supervision and satisfaction with co-workers. However, five
of the seven communication dimensions--trust in superiors,
influence of superiors, communication satisfaction, desire
for interaction, and downward communication--were detected
operating as independent predictors, differently, in
eighteen of the forty-two evaluated relationships between
the low submodel and the six dimensions of job satisfaction.
Inmpact of Communication on the Low Individual-Job

Congruence Relationship with Job Performance:
Results

The communication dimensions of trust in superiors,
influence of superiors, accuracy of information, communi-
cation satisfaction, desire for interaction, underload
communication, and downward communication were proposed to
moderate the relationship between job performance and the
low congruence condition. The theoretical expectation
concerning the moderating influeﬁce of these communication
facets on such a relationship was expressed in hypotheses
eight, ten, eleven, and fourteen. Results pertaining to
these propositions, or portions of them, as appropriate,

are presented below.

Hypothesis eight.--Trust in superiors, influence of

superiors, accuracy of information, and satisfaction with

communication were predicted to moderate the low congruence
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submodel relationship with job performance. It was
hypothesized that individuals scoring high in these four
communication dimensions, separately, would be rated with
higher levels of performance than those scoring low.
Findings concerning the influence of each one of these four
proposed moderators are highlighted as follows.

First of all, trust in superiors received moderate
support as a moderator. Two of the three evaluated rela-
tionships between the low submodel and job performance were
found to be moderated by the proposed moderator. Data from
subgroup analysis in Table XXXI indicate that thirty-nine
participants scoring high in trust in superiors showed
significant, higher levels of quality, guantity, and overall
job performance than the fifty-two respondents scoring low
(X¢ = 5.53 and 5.05, p < .01; Xg = 5.29 and 4.96, p < .05;
and X5 = 5.41 and 5.00, p < .01, respectively). Results
from regression analysis in Table XXXII cross-validated two
of the preceding moderating effects. The low congruence
submodel relationship with guantity and overall job satis-
faction was found to be significantly moderated by trust
in superiors (R2 = 066, p < .05; and RZ = ,060, p < .10,
respectively) as determined by the increase in RZ2 after
adding the interaction terms to the appropriate regression
equations. The moderating effect involving the impact of
the proposed moderator on the prediction of quality was

shown to be a main effect by the same technique of moderated
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regression analysis. In sum, however, trust in superiors
received moderate support as a moderator of the low
congruence submodel association with job performance. It
specifically was substantiated as a moderator on the pre-
dictions of quantity and overall job performance.

Secondly, influence of superiors was not supported as
a moderator of the low submodel relationship with job
performance, in spite of detecting some partial support
through subgroup analysis. This statistical technique, as
indicated in Table XXXI, showed that individuals scoring
high on the proposed moderator had significant higher
levels of guantity and overall job performance than those
scoring low (Xg = 5.22 and 4.96, p < .10; X4 = 5.28 and
5.04, p < .10, respectively). These findings, however, were
not supported by moderated regression analysis as reflected
by the data in Table XXXII. But this secondary statistical
technique showed the proposed moderator acting as a main
predictor in two of the three evaluated relationships.
Yet, influence of superiors was left without support as a
moderator of the low submodel association with performance.

Thirdly, accuracy of information also lacked support
as a moderator. Neither the primary statistical technique
of subgroup analysis, as shown in Table XXXI, nor the
secondary method of moderated regression analysis, as

indicated in Table XXXII, preovided any evidence of accuracy
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as a moderator of the low submodel association with perform-
ance. The expectation was that individuals scoring high on
the proposed moderator would be rated with higher levels of
performance than those scoring low. Subgroup analysis
showed, as indicated in Table XXXI, that the highest insig-
nificant difference encountered was in quality of performance
(Xg = 5.33 and 5.17). However, the highest, insignificant
RZ shown by moderated regression analysis after adding the
interaction terms to the different equations was on the
prediction of quantity (R2 = ,030). Nevertheless, accuracy
of information lacked support as a significant moderator of
the low individual-job congruence relationship with job
performance.

Lastly, the proposed moderating effect of communication
satisfaction received no support, either. No significant
differences were detected between the levels of performance
of individuals scoring high on the proposed moderator and
those of individuals scoring low. Data in Table XXXI
indicate that subgroup analysis showed quality of perform-
ance reflecting the highest insignificant difference (Xg =
5.29 and 5.20). Results in Table XXXII show that moderated
regression analysis detected the strongest, insignificant
moderating influence on the prediction of guantity (RZ =
.048) . Notwithstanding, satisfaction with communication
received no support as a moderator of the low submodel

relationship with job performance.
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In summary, only one of the four proposed moderators in
hypothesis eight received some support as a moderator of the
low congruence submodel relationship with job performance.
Trust in superiors received moderate support as a moderator
on the prediction of two of the three measures of perform-
ance, quantity and overall job performance. Influence of
superiors, accuracy of information, and communication satis-
faction were left without support as moderators. Influence
of superiors and trust in superiors were also shown to be
main predictors, differently, of three of twelve evaluated

unique relationships.

Hypothesis ten.--The predicted moderating influence of

desire for interaction on the low submodel relationship with
performance received no support. Individuals in the low
congruence condition scoring low in desire for interaction
were expected to reflect higher leve;s of performance than
those scoring high. Data from subgreup analysis in Table
XXXI indicate that the differences detected were all
contrary to the expectation. The fifty individuals scoring
high on the proposed moderator had significantly higher
levels of quality, quantity, and overall job performance
than the forty-one employees scoring. low (X¢ = 5.53 and
4.92, p < .01; Xg = 5.27 and 4.90, p. < .05; and Xg = 5.40
and 4.91, p < .01, respectively). Moderated regressiocon

analysis, however, did not support these findings, as shown
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in Table XXXIT. Two of the preceding detected moderating
effects were later shown to represent main influences.
Consequently, desire for interaction lacked support as a
true moderator of the low submodel relationship with job

performance.

Hypothesis eleven.--Underload communication showed no

moderating influence on the low congruence feature asso-
ciation with performance as expected. The proposition that
low growth need strength individuals in low scope jobs
perceiving high levels of the proposed moderator would be
rated with higher levels of performance than those per-
ceiving low levels received no support either by subgroup
analysis or by moderated regression computations, as shown
in Tables XXXI and XXXII. The highest insignificant dif-
ferences detected by subgroup analysis concerned the
measure of quantity (¥g = 5.18 and 5.01). The strongest
insignificant moderating impact of underload information

as detected by regression analysis was on the prediction of
overall job performance (R2 = .029). But in spite of the
above findings, the proposed moderator lacked significant
support as an influencer of the low submodel association

with job performance.

Hypothesis fourteen.--The predicted moderating impact

of downward communication on the low submodel association

with job performance received no support. It was exXpected
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that under the low congruence condition, downward communi-
cation would be directly related to job performance. The
results in Table XXXIII indicate that, although insignifi-
cant, there was only one correlation as predicted--positive;
it was the correlation between the proposed moderator and
quantity (r = .06). The other two correlations, also
insignificant, involving the measures of quality and
overall job performance, were unexpectedly negative (rg =
-.16 and -.06, respectively).

On the other hand, regression analysis gave downward
communication some partial support as a moderator of the
low congruence feature relationship with guantity and overall
job performance (R? = .051, p < .10; and R2'= .052, p < .10,
respectively), as shown in Table XXXIV. But these findings
had not been detected by correlation analysis. As a
consequence, downward communication was left without
support as a true moderator of the low submodel relationship
with job performance. Of importance, however, it should
be noted that the insignificant moderating influences
detected by correlation analysis were contrary to the
conceptualization made. Downward communication tended to
maintain an inverse rather than a positive relationship with

performance in the low congruence condition.

Summary of the moderating impact of communication on the

relationship between the low congruence submodel and job

performance.-~Trust in superiors, perceived influence of
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TABLE XXXITIT

RELATIONSHIP BETWEEN DOWNWARD COMMUNICATION AND JOB
PERFORMANCE FOR RESPONDENTS IN THE LOW
CONGRUENCE SITUATION*

(n = 91)
Measures of Job Downward Communication
Performance Dimension*#*
QUALIEY « « v 4 4 s e e e e e e e s e e s . —.16
Quantity .+ ¢ ¢ 4 0 4 b 4 e e e e e s e e .06
Overall job performance . . . . + + + +» . . =.06

*The low congruence situation was composed by respon-
dents scoring low on both job scope and growth need
strength.

**No significant correlation encountered between down-
ward communication and job performance dimensions.
superiors, accuracy of information, satisfaction with
communication, desire for interaction, underload communi-
cation, and downward communication were predicted to
moderate the low congruence submodel relationship with job
performance. Only the first proposed communication dimen-
sion on the preceding list, trust in superiors, received
some support as a moderator., It was shown to moderate the
low submodel relationship with two of the three measures of
performance, quantity and overall job performance. Addi-
tionally, trust in superiors, influence of superiors, and
desire for interaction were shown to operate differently
as main predictors of five of the twenty-one assessed

unigque relationships.
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Graphical Analysis of Residuals

The secondary statistical approach implemented for
identifying and cross-validating the presence of communi-
cation moderating effects on the individual-job congruence
relationship with job satisfaction and Jjob performance was
moderated regression analysis. This statistical approach
resulted in the analysis of four hundred and five different
multivariable regression equations. The analysis conducted
assumed that the characteristics of the multiple regression
models developed conformed to the expected characteristics
of suitable regression equations., These characteristics
include independence of errors, zero mean, common variance,
and normal distribution. A graphical analysis of residuals
(errors) was undertaken to determine if the actual regression
lines analyzed resembled the expected characteristics.

The graphical analysis conducted involved constructing
plots of the standaxrdized residuals versus the values of
each independent variable of each model developed. The
pattern of the points on each plot was then analyzed. A
horizontal band of points is expected as stated and illus-
trated in the previous chapter, with no hint of the presence
of any systematic trend, when all basic characteristics are
present.

The general finding of the analysis conducted was
similar to the one previously reported when reviewing the

appropriateness of the regression models developed while
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considering the impact of communication on the first model--
the relationship between job performance and job satis-
faction. The graphs plotted showed that the pattern of
points on each one tended to conform to the expected
horizontal line. So the desired regression characteristics
appeared to be present. A sample of sixteen of the graphs
plotted appears in Appendix D.

The graphs in Appendix D still show the existence of
very few outliers~—an outlier is a residual or error larger
than the rest in absclute value. However, because of the
reasons discussed in the preceding chapter when evaluating
the outliers on the graphs of the regression lines of the
first model, these apparent extreme values were not elimi-
nated from the data analyzed. It was hoped that the
existence of these few outliers would not significantly
affect the least-squares fittings of the different equations

developed.

Summary of Hypotheses Six Through Fourteen
Individuals in congruent conditions were predicted to
show higher levels of job satisfaction dimensions than those
in incongruent situations. All six assessed dimensions of
satisfaction but satisfaction with supervision yielded
differences as expected. And three of these expected
differences, involving the dimensions of satisfaction with

pay, satisfaction with promotions, and overall job
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satisfaction, were significant. Because some prior research
had indicated that conditions of congruence were more
influential on job satisfaction than on job performance,

the current researcher hypothesized that levels of job
performance between individuals under conditions of con-
gruence and persons under incongruent situations would not
differ. This proposition received weak support. The levels
of gquantity were somewhat as expected. However, the levels
of gquality and overall job performance were found to be
significantly higher for the 187 respondents in congruent
situations than for the 115 participants in incongruent
conditions. These last findings, although contrary to the
current research expectation, do provide support to the
individual-job congruence model. A match between individual
and job characteristics may result in high levels of job
performance as well as in high levels of job satisfaction
(3, 4). These findings involving levels of satisfaction

and performance related to hypotheses six and seven.

Results concerning hypotheses eight through fourteen are
synthesized as follows.

Four communication dimensions received support as true
moderators of particular individual-job congruence rela-
tionships with job performance and satisfaction. These
communication moderators were accuracy of information,
desire for interaction, trust in superiors, and perceived

influence of superiors. These four communication dimensions
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acted as moderators in eight of the 135 unique relationships
evaluated. The moderating effects of these communication
dimensions included the following influences. Influence of
superiors was found to moderate the high individual-job
congruence relationship with satisfaction with co-workers
and overall job satisfaction. It also moderated the rela-
tionship of the low congruence submodel with satisfaction
with supervision and satisfaction with co—-workers. The low
submodel relationship with quantity and overall job
performance was shown, on the other hand, tc be impacted

by trust in superiors. Finally, both desire for interaction
and accuracy of information received support as moderators
of the high congruence association with satisfaction with
promotions. It should be mentioned that thirty-five of the
135 unique relationships assessed showed the proposed
moderator, organizational communication, operating as a
main predictor.

From the preceding synthesis of the findings concerning
the individual-job congruence relationship with both job
performance and job satisfaction and the proposed moderating
influence of organizational commuhication on such rela-
tionship, the following three conclusions appear reasonable.

1. Overall, the individual-job congruence/job
performance/job satisfaction model received support. The

levels of the outcome variables of performance and




291

satisfaction were higher for individuals in congruent situ-
ations than for individuals in incongruent conditions.

2. Organizational communication received very weak
support as a moderator of the individual-jolr congruence
relationship with job performance and job satisfaction.

3. Organizational communication received moderate
support as a main predictor of individual-jcb congruence/
job performance/job satisfaction relationships. Its main
predicting influences were on the prediction of job satis-
faction dimensions. (This finding will be more evident in
the discussion of the results in the next chapter.)

This synthesis of the findings concerning hypotheses
six through fourteen, which included the expected moderating
impact of communication on the second model investigated,
concludes the presentation of the results of the current
study. Chapter VII now becomes the focus of attention.

It provides an overall summary of the present research and
analyzes and discusses some of its findings. Some of the
implications for management practice and research are also

explored.
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CHAPTER VII

SUMMARY, CONCLUSIONS, AND INTERPRETATIONS

One of the characteristics of this investigation is its
comprehensiveness. The proposed moderating influence of ten
facets of organizational communication on two different
models characterized by multidimensional variables has been
studied. Thus, in order to facilitate the discussion of the
current research f£indings and their interpretation, an
abbreviated and schematic background of the investigation
is presented first. This abbreviated summary is followed
by research findings and interpretations, implications for
management practioners and researchers, and concluding

remarks, in that order,

Abbreviated Background of Present Study
Some of the most important aspects concerning the
background of the study conducted are presented here, §Six
subsections cover these important factors. They are the
regsearch problem and its significance, purpose and questions,
limitations and scope, related literature, the sample, and
statistical methodology. These subsections are introduced

in the order that they have been presented.

293
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Research Problem and Its Significance

Although the importance of communication in organi-
zations is well recognized, there remains a noticeable need
for relating organizational communication measures to other
organizational concepts. The correlates of organizational
communication to other organizational constructs have been
scarcely researched. Thus, the problem of the investigation
conducted was to assess the moderating impact of organiza-
tional communication on the relationship between job
performance and satisfaction and on the individual-job
congruence association with the outcome variables of
performance and satisfaction. Hopefully, the study of the
problem delineated would enhance the understanding of the
impact of communication in organizational functioning. It
would also improve the understanding of the two models

included in the investigation.

Purpose and Questions

As implicated in the statement of the problem above,
the primary purpose of the study was twofold. First of all,
it explored the moderating influence of organizational
communication on the performance/satisfaction association.
And secondly, it investigated the moderating impact of the
same proposed moderator--organizational communication--on
the individual-job congruence relationship with job

performance and job satisfaction. The secondary purpose
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was to assess the relationship of organizational communi-
cation with the other research variables: job performance,
job satisfaction, growth need strength, and job scope.

The foregoing research purpose had the aim of responding
to three posed gquestions: (1) Does organizational communi-
cation moderate the job performance/job satisfaction
relationship?, (2) Does organizational communication
moderate the individual-job congruence relationship with
job performance?, and (3} Does organizational communication
moderate the individual-job congruence association with job

satisfaction?

Limitations and Scope

Two of the limitations of the current study were
determined by the use of perceptual data and the selected
instruments to assess the various research variables. The
use of perceptual data constituted a limitation because not
all individuals are aware or able to identify their feelings
and not all people interpret a given item in the same way.
The selected instruments became a problem because for most
of the current research variables, there is little agreement
among researchers as to the one best way to measure the
constructs.

The scope of the investigation conducted was determined,
among other things, by the five variables adopted. Three of

these variables were characterized by their multidimensional
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nature. Organizational communication included a set of ten
facets; there were three measures of performance and six
dimensions of satisfaction. The other two variables were
growth need strength and job scope. While exploring the
moderating impact of communication on the individual-job
congyruence model, only congruent conditions were evaluated.
These were high growth need strength individuals in high
scope jobs, and low growth need strength individuals in low
scope jobs. In dealing with the conceptualized influence of
communication on the job performance relationship with job
satisfaction, the direction of this relationship was not
considered. Finally, the present research was essentially

an exploratory type of study.

Related Literature

Because of a scarcity in prior empirical work directly
related to the current study, the literature selected and
reviewed was based on two theories. The first theory indi-
cates that variables which differentially affect performance
and satisfaction become potential moderators of performance/
satisfaction associations. The second theoretical view
suggests that variations in job performance are primarily
responsible for variations in job satisfaction. Conse-
quently, prior empirical work concerning the relationship
of organizational communication with job performance and
job satisfaction was assessed and used for conceptualizing

the different hypotheses stated and evaluated.
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The Sample

The sample of the current research consisted of a
total of 612 employees from two different firms situated
in a large metropolitan area of the southern section of the
United States. Employees~-executives, research and middle
management people, office workers, and manufacturing
individuals-~representing the various hierarchical levels
of the participating firms formed the sample investigated.
Three hundred and two members of the sample (49 per cent)
completed and returned the research instrument. Two hundred
and forty-nine respondents were male and fifty-three were
female. Sixty-one participants indicated that their jobs
were managerial; and two hundred forty-one individuals said

their jobs were nonmanagerial.

Statistical Methodology

There were two evaluations for four hypotheses dealing
with the proposed moderating influence of organizational
communication on the job performance relationship with job
satisfaction, and two evaluations, likewise, on seven
hypotheses dealing with the proposed moderating influence
of organizational communication on the individual-job
congruence association with job performance and 3job satis-~
faction. First, a particular proposed moderating influence
was assessed through the appropriate primary statistical

method, differential validity or differential predictability.
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Second, moderated regression analysis was conducted as a
cross-validating technique. A particular communication
dimension became a true moderator only if its expected
moderating influence was substantiated by both primary and
secondary analyses.

zedeck's guidelines were implemented for assessing the
results from moderated regression analysis. He explains
that if the regression equation including the proposed
moderator and the predictor(s) and the regression model
involving the interaction term(s), the proposed moderator,
and the predictor(s) are different from the regression line
including only the predictor(s), but if they are not
different from each other, then the proposed moderator is
an independent predictor and not a moderator variable (22,
p. 304). When only predicting effects were detected, they
were also reported. This information could enhance the
understanding of the impact of communication on the two

models investigated as well as in organizational functioning.

Research Findings and Interpretation
In discussing the results of the current investigation,
findings concerning the first model, the proposed moderating
effect of organizational communication on the relationship
between performance and satisfaction, are presented and
interpreted first. Then results pertaining to the second

model, the moderating influence of the same proposed
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moderator on the individual-job congruence association with
both performance and satisfaction, are highlighted and

discussed.

First Model: Findings and Interpretation

The presentation of the findings concerning the proposed
moderating impact of organizational communication on the
performance/satisfaction relationship takes place in three
stages. The findings placed first are those involving the
communication dimensions of trust in superiofs, influence
of superiors, accuracy of information, desire for inter-
action, and communication satisfaction. These facets of
communication are considered together because they were
conceptualized, based on theoretical and empirical work,
to similarly moderate the performance/satisfaction asso-
ciation. Then the discussion turns to the findings
concerning the expected moderating influence of communi-
cation load--underload and overload. Results involving
the dimension of directionality of communication--upward,
downward, and lateral--are presented in third place.

The reported findings concerning the proposed moderating
impact of organizational communication, involving the ten
investigated communication dimensions, are then interpreted
in relation to the question posed in the first chapter:

Does organizational communication moderate the job

performance/job satisfaction relationship? The overall
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findings are also interpreted in terms of the theoretical
work that served as a basis for originally proposing
particular moderating influences.

Before beginning the discussion of the findings
concerning the proposed moderating influence of organiza-
tional communication on the relationship between job
performance and satisfaction as outlined above, two aspects
need attention. First, findings pertaining to the
performance/satisfaction relationship should be reviewed;
and second, Tables XXXV and XXXVI, which include data to
be referred to while pursuing the purpose of the current
subsection, need to be described.

The present study showed that job performance is
directly and moderately, and sometimes weakly, related to
job satisfaction. Eighteen unique relationships between
three measures of job performance and six of job satis-
faction were assessed, and all correlations were positive.
Also sixteen of the eighteen computed correlation coeffi-
cients were significant. The highest correlation computed
in the sample investigated was between quality of perform-
ance and satisfaction with work (r = .26}, and the lowest
one was between quantity of performance and satisfaction
with pay (r = .05). Both the median and the mean of all
eighteen calculated correlations were egqual to .15. This
dual finding is virtually parallel to the median corre-

lation (r = .14) reported by Vroom (20) and the average
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correlation (r = .14) more currently found, through meta-
analysis——-a statistical method used to accumulate research
findings across studies--by Petty, McGee, and Cavender (14).

Current findings concerning the relationship between
performance and satisfaction resemble the general tendency
of prior empirical work. Major literature reviews have
shown that, on the average, job performance and 3job satis-
faction are weakly or moderately associated in the positive
direction (1, 4, 7, 1G, 18, 20). Thus, prior and current
findings suggest that changes in one of the two variables--
performance or satisfaction--may only weakly or moderately
impact the other.

Tables XXXV and XXXVI summarize data pertaining to the
moderating influence of organizational communication on the
performance/satisfaction relationship. The first table
presents, numerically, the moderating and predicting
effects that were detected while assessing the proposed
moderating influence of organizational communication on the
relationship of the target variables of performance and
satisfaction. The dimensions of the proposed moderator
are listed in the first column, and the number of unigue
relationships between performance and satisfaction measures
{from a total of 18) on which a particular communication
dimension acted as a moderator is shown in column two.

The number of occasions in which the same communication

dimension operated as a main predictor is offered in the
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TABLE XXXV

NUMERICAL SUMMARY OF MODERATING AND PREDICTING INFLUENCES
OF ORGANIZATIONAL COMMUNICATION ON PERFORMANCE/
SATISFACTION RELATIONSHIPS*

Number of
Performance/ Numher of
Satisfaction Performance/
Relationships Satisfaction
in Which Relationships
Moderating in Which Main
Proposed Communication Effects Were Effects Were
Moderator Detected Detected
(1) (2) {3)
Trust in superiors 0 i7
Influence of superiors 0 18
Accuracy of information 5 10
Desire for interaction 1 17
Communication satisfaction 0 15
Underload communication g 16
Overload communication 0 8
Upward communication 5 2
Downward communication 3 5
Lateral communication 2 3
Total** 16 111

*Based on three measures of job performance and six of
job satisfaction, there were eighteen relationships inves-
tigated.

**The integration of the ten investigated dimensions of
communication into performance/satisfaction relationships
provided 180 (18 x 10} unigque relationships for evaluation
purposes.
last column. For example, the first line of the table
indicates that while trust in superiors (column one) did

not moderate any one of the described unique relationships

{(column two), it acted as a predictor in seventeen (column
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three) of the eighteen evaluated relationships between
performance and satisfaction.

Table XXXVI, on the other hand, summarizes the communi-
cation dimensions which received support, in the investi-
gation conducted, as moderators of particular relationships
between performance and satisfaction dimensions. Column one
lists each one of the six researched dimensions of job
satisfaction, and column two presents and repeats the three
measures of performance in such a way as to resemble their
relationship to the satisfaction dimension listed in the
previous column. The third column of the same table shows
the identified moderators of the relationships represented
by columns one and two. For instance, the first line of the
described table indicates that the relationship between
satisfaction with work (column one) and quality of perform-
ance (column two) was shown to be moderated by accuracy of
information (column three).

Inasmuch as the current research findings concerning
the performance/satisfaction relationship have been inter-
preted, and inasmuch as Tables XXXV and XXXVI have been
described, attention returns to the proposed presentation
and interpretation of the findings pertaining to the
moderating impact of organizational communication on the
first model, as outlined earlier. Data in these two tables
serve to support the discussion and interpretation to be

presented.
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ENCOUNTERED MODERATING IMPACT OF ORGANIZATIONAL
COMMUNICATION ON THE JOB PERFORMANCE
RELATIONSHIP WITH JOB SATISFACTION

Type of Relationship

Dimension of

Measure of

Moderator(s)

Satisfaction Performance Identified*
(1) (2) (3)
Satisfaction with
work (A) Quality of Accuracy of information
performance Upward communication

Quantity of
performance

Overall job

Downward communication

Accuracy of information

Accuracy of information

per formance
Satisfaction with
supervision (B) Quality of None
per formance

Quantity of

Accuracy of information

performance
Overall job None
performance
Satisfaction with
pay (C) Quality of Downward communication
performance

Quantity of
per formance

Overall job
performance

Desire for interaction
Upward communication
Lateral communication

Upward communication
Lateral communication
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TABLE XXXVI--Continued

Type of Relationship

Dimension of

Measure of

Moderator (s)

Satisfaction Performance Identified*
(1) (2} (3)
Satisfaction with
promotion (D) Quality of Upward communication
performance
Quantity of None
performance
Overall 7job None
performance
Satisfaction with
co-workers (E) Quality of Upward communication
performance

Quantity of

Accuracy of information

performance
Overall job None
per formance
Overall job satis-
faction (F) Quality of Downward comnmunication
performance

Quantity of
performance

sOverall job
performance

None

None

*To be classified as a moderator,

a communication

dimension had to be supported by both subgroup and
moderated regression analyses.
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Trust in superiors, influence of superiors, accuracy of

information, desire for interaction, and communication satis-

faction.--0f the five proposed communication dimensions
included in the current subsection, only accuracy of infor-
mation and desire for interaction received some support as
moderators of the job performance relationship with job
satisfaction. Accuracy of information received a somewhat
moderate support and desire for interaction received a very
weak support. Specifically, accuracy was shown to moderate
five of the eighteen assessed unique relationships between
the target variables, as indicated in Table XXXV. And as
shown in Table XXXVI, these five moderating effects of
accuracy had to do with the relationship between the three
measures of performance--quality, quantity, and overall job
performance--and satisfaction with work, first, and, second,
the association between quantity and two dimensions of job
satisfaction-~satisfaction with supervision and satisfaction
with co-workers.

Data in Table XXXV show that desire for interaction
moderated only one of the eighteen relationships evaluated.
It was the association between guantity of performance and
satisfaction with pay. All detected moderating effects
from accuracy and desire for interaction were as predicted.
Job performance dimensions were directly and more strongly
related to job satisfaction dimensions under conditions in

which respondents reported high perceived levels of accuracy
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of information and desire for interaction than when they
reported low perceived levels of the same two facets of
communication.

Of significance for this research, Table XXXV shows
that the five proposed communication moderators did very
well as independent predictors. Each trust in superiors
and desire for interaction appeared as a main predictor of
seventeen of the eighteen evaluated relationships between
performance and satisfaction dimensions. Influence of
superiors acted as a predictor of all eighteen associations.
Accuracy of information operated as a main predictor in ten
relationships and satisfaction with communication in fifteen.
Obviously, trust in superiors, influence of superiors,
accuracy of information, desire for interaction, and satis-
faction with communication did better as predictors than as
moderators of the association between performance and satis-

faction.

Communication load.--The expected moderating influence

of communication load on the performance/satisfaction rela-
tionship received no support. There are two subfacets of
communication load: underload and overload communication.
Neither one of these two subfacets received support as a
moderator of the relationship between the target variables
of performance and satisfaction, as indicated in Table XXXV.

Significantly, however, the same table shows that underload
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communication acted as a main predictor of sixteen of the
eighteen evaluated unique relationships between the target
variables. On the other hand, eight of the eighteen rela-
tionships were moderated by overload communication. Thus,
communication load was strongly supported as a main pre-
dictor of the job performance relationship with job
satisfaction. However, it lacked support as a moderator

of the same relationship.

Directionality of communication.--The proposed

moderating influence of directionality of communication

on the performance association with satisfaction received
some support. Table XXXV shows that the three subfacets

of directionality of communication--upward, downward, and
lateral--received weak support as moderators of the perform~
ance/satisfaction relationship. As the data in Table XXXVI
indicate, downward communication was shown moderating five
of the eighteen relationships between performance and
satisfaction measure. More specifically, this last
proposed moderator was found to moderate the relationship
between two measures of performance, quantity and overall
job performance, and satisfaction with pay. The same sub-
facet of communication was also found moderating the
relationship between quality of performance and threé
measures of satisfaction, satisfaction with work, satis-

faction with promotions, and satisfaction with co-workers.
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Downward communication, on the other hand, was shown
moderating the relationship of guality and three measures
of satisfaction: satisfaction with work, satisfaction with
pay, and overall job satisfaction. Finally, lateral communi-
cation was detected operating as a moderator of the asso-
ciation of two measures of performance, quantity and overall
job performance, with satisfaction with pay.

Directionality of communication also received support
as a main predictor of some of the relationships investi-
gated between performance and satisfaction dimensions. As
shown in Table XXXV, upward communication operated as a main
predictor in two of the eighteen evaluated unigue relation-
ships, downward communication in five, and lateral
communication in three. Altogether, directionality of
communication received similar support as moderator and
predictor; it operated as a moderator in ten performance/
satisfaction relationships and acted as a main predictor in

an equivalent number of associations.

Interpretation.-~-Does organizational communication

moderate the job performance/job satisfaction relationship?
This research sought a response to this question. Conse-
quently, the preceding findings are first interpreted in
relation to such a question, and are followed by a discussion
in terms of the theoretical viewpoint that was adopted for
expecting organizational communication to moderate the

relationship investigated.
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The results summarized in the preceding subsection
indicate that organizational communication received very
weak support as a moderator of the relationship of the
target variables of performance and satisfaction. This
finding was not because the investigated construct lacked
support as an influencer of the association of the target
variables, but because such influence was mainly through
independent predicting effects.

Five communication dimensions were detected moderating
particular performance/satisfaction relationships. These
communication dimensions were accuracy of information,
desire for interaction, and upward, downward, and lateral
communication. The integration of the different communi-
cation, performance, and satisfaction dimensions provided
a total of 180 unique performance/satisfaction relationships
to be evaluated. Only sixteen {9 per cent) of the total
number of unique relationships showed the presence of
moderating influences. These moderating influences were
exerted by accuracy of information, desire for interaction,
and upward, downward, and lateral communication., Accuracy
of information and upward communication received the
strongest support as moderators. Each of these two communi-
cation dimensions moderated five performance/satisfaction
relationships, from a maximum of eighteen.

The investigated proposed moderator, organizational

communication, received strong support as a main predictor.
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The different investigated communication dimensions acted as
main predictors in 111 (63 per cent}) of the 180 unique
relationships assessed. The communication dimensions with
the strongest support as main predictors were trust in
superiors, influence of superiors, accuracy of information,
desire for interaction, satisfaction with communication,
and underload communication. These communication dimensions
acted as main predictors in seventeen, eighteen, ten,
seventeen, fifteen, and sixteen unique performance/
satisfaction associations, respectively.

Does organizational communication moderate the
performance/satisfaction relationship? The preceding
analysis indicates that the detected overall moderating
impact of organizational communication on the relationship
between job performance and satisfaction was practically
nonexistent. The detected moderating influence appeared
to be very weak, and it seemed to be exerted by basically
two communication dimensions, accuracy of information and
upward communication. Thus, the answer to the guestion
raised tends to be negative. Organizational communication
appears not to be an important moderator of the association
between performance and satisfaction.

The strong support that organizational communication
received as an independent predictor may constitute the
reason why the same construct received such weak support as

a moderator. Zedeck (22) explained that moderators are
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very difficult to find when the change in R2 is high to
start with--after adding the proposed moderator, as a
predictor, to the regression equation. As reported in
Chapter V, on some occasions, the change in RZ resulting
from the addition of the proposed moderator to particular
regression equations was higher than .40. These high values
in RZ2, on the other hand, increased the possibility of
detecting main effects from the proposed moderator. Zedeck
indicated that if the regression lines including the
proposed moderator and the original predictor and the
regression equation involving the interaction term, the
proposed moderator, and the predictor are different from
the model including only the predictor, but if they are not
different from each other, then the proposed moderator is
an independent predictor and not a moderator variable (22).
Evidently, the application of Zedeck's view to the data
investigated provided the proposed moderator with a strong
support as a main predictor. Therefore, as a predictor of
the job performance relationship with job satisfaction,
organizational communication deserves appropriate attention
from management practitioners and researchers.

It should be recalled that because of the lack of prior
empirical work pertaining to the moderating infiuence of
organizational communication on the performance/satisfaction
association, most of the propositions that were assessed in

the current investigation were basically conceptualized in
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relation to previous work concerning the organizational
communication association with performance and satisfaction.
The theoretical view that prompted this approach was that
which indicates that variables which differentially affect
performance and satisfaction become potential moderators

of performance/satisfaction relationships (5, 9, 16). The
fact that most ¢f the communication dimensions investigated
under this theory were shown to be strong predictors of the
relationship researched may constitute the basis for a new
postulate. Variables which differentially affect performance
and satisfaction become potential predictors of the rela-
tionship between these last two constructs. Of course, this
postulate raises the question of causality between perform-—
ance and satisfaction.

Although the causality of the association between
performance and satisfaction was not investigated in the
current study, an important fact should be stated. This
study showed that the relationship of organizational
communication and job performance was similar to the
relationship of organizational communication and job satis-
faction. If the measures of overall job performance. and
overall job satisfaction are used, this similarity can be
illustrated as follows. The communication dimensions of
trust in superiors, perceived influence, accuracy of infor-
mation, desire for interaction, and communication were

found to be significantly and directly related to both
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overall job performance and satisfaction. Communication
load-~underload and overload--was shown to be inversely
related to the same two constructs. Upward communication
and downward communication showed inverse and direct
relationships with the same target variables, respectively.
Only lateral communication provided different associations.
It had an inverse correlation with overall -job performance
and showed no correlation with overall job satisfaction.
Yet, the described relationships between organizational
communication and the two constructs investigated reflected
parallel patterns. Virtually each dimension of communi-
cation investigated related to both job performance and
job satisfaction in the same manner,

What the above similarity may indicate, among other
things, is that the detected organizational communication
main effects are compatible with. the three main theories
concerning the causal relationship between performance and
satisfaction: (1) job performance —» job satisfaction, (2)
job satisfaction-—->job performance, and (3) mutual causality.
For example, high levels of accuracy of information may lead
to high levels of performance, and successful performance
may facilitate job satisfaction. The sequence may also
function the other way around. High levels of accuracy of
communication may lead to high levels of job satisfaction,
and favorable perception of satisfaction may enhance job

performance. Also, it may be that the above two causal
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mechanisms operate simultaneously, in which case, performance
and satisfaction foster each other; in other words, there is
mutual causality. Of course, the above comments are
subjective in nature. What appears evident from the current
research is that no matter what the direction of the
relation, organizational communication is an important
predictor of the job performance relationship with job
satisfaction.

Taken together, the findings and interpretations con-
ducted concerning the proposed moderating impact of orga-
nizational communication on the job performance relationship
with job satisfaction provide the background for the
following conclusions.

1. Organizational communication received very weak
support as a moderator of the performance/satisfaction
relationship. The communication dimensions with the
strongest support as moderators were accuracy of information
and directionality of communication--upward, downward, and
lateral.

2, Organizational communication received strong
support as a main predictor of the job performance asso-—
ciation with job satisfaction. Each one of the ten
communication dimensions constituting the construct of
organizational communication as used in the present research
received some support as a predictor. The communication

dimensions with the strongest support were trust in
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superiors, influence of superiors, accuracy of information,
desire for interaction, communication satisfaction, and
underload communication.

3. The detected predicting influences of organizational
communication on the relationship between performance and
satisfaction are compatible with the performance —»satis-
faction, the satisfaction—sperformance, and the mutual
causality viewpoints concerning the causal association of
the two constructs. Organizational communication correlates
with measures of performance and dimensions of satisfaction

were virtually alike.

Second Model: Findings and Interpretation

Findings concerning the proposed moderating impact of
organizational communication on the individual-job congruence
relationship with the outcome variables of performance and
satisfaction are discussed in four different stages. The
results pertaining to the proposed moderating influence of
trust in superiors, influence of superiors, accuracy of
information, and satisfaction with communication are
presented and interpreted first, and are followed by the
moderating results from desire for interaction. This
grouping of variables is based on the similarity of the
expected moderating influences. The findings regarding
the expected moderating effect of communication load are
discussed later, followed by those concerning directionality

of communication.
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In addition to the interpretation embedded in the
presentation of the findings, as outlined above, the overall
results regarding the expected moderating effect of orga-
nizational communication on the individual-job congruence
relationships with performance and satisfaction are also
interpreted in relation to two pertaining questions posed
in the first chapter. These two questions are: (1) Does
organizational communication moderate the individual-job
congruence/job performance relationship? and (2) Does
organizational communication moderate the individual-job
conqruence/job satisfaction relationship?

Before focusing in the discussion of the findings con-
cerning the expected moderating influence of organizational
communication on the second model, two factors need to be
considered. First, the results pertaining to the individual-
job congruence relationship with job performance and satis-
faction should be presented and interpreted; and second,
Tables XXXVII and XXXVIII, which show data to be referenced
while pursuing the aim of the present subsection, should be
described.

Five of the six investigated dimensions of job satis-
faction and the three researched measures of job performance
were found to be higher for individuals in congruent condi-
tions than for individuals in incongruent situations. The
levels of satisfaction with work, with pay, with promotions,

with co-workers, and overall job satisfaction, and the levels
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of quality, quantity, and overall job performance were
higher for the 187 respondents in congruent conditions than
those for the 115 participants in incongruent situations.
Three satisfaction dimensions, satisfaction with pay, satis-
faction with promotions, and overall job satisfaction, and
two measures of performance, quality and overall Jjob
performance, reflected significant differences. These
significant findings increase the reasonableness of the
individual-job congruence approach.

Clearly, the preceding findings give support to the
contingency/congruence model. This contingency model
postulates that an appropriate match between employees'
needs and job characteristics should result in high levels
of performance and satisfaction (5, 6). Current research
results alsc suggest the presence of high correlation levels
between performance and satisfaction dimensions for indi-
viduals in congruent conditions. In such a case, the
findings also offer support to job fit as a moderator of
the job performance relationship with job satisfaction (3).
Another important finding should be noted. The most
significant impact of the individual-job congruence approach
was on quality of performance. This finding substantiates
previous work by Hackman and Lawler (6) and Umstot, Bell,
and Mitchell (19). It also encourages the need for
exploring organizational variables that may foster quantity

of performance as well as quality,
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Data in Tables XXXVII and XXXVIII relate to the
findings concerning the proposed moderating influence of
organizational communication on the individual-job
congruence relationship with job performance and job
satisfaction. Before discussing the data in these two
tables, the task of indicating how to read them is first
undertaken.

Table XXXVII presents some statistics concerning the
actual moderating and predicting influences detected.
Column one lists the investigated relationship and the
proposed moderator dimensions. The number of unique rela-
tionships researched is presented in column two, and is
followed by the number of unique relationships shown to be
moderated by a particular proposed moderator. Column four
offers the number of unigue relationships in which a
particular proposed moderator acted as a main predictor.
The number of unique detected influences is shown by
particular relationships. For instance, the first data
line in the table described relates to trust in superiors,
as a moderator of the high individual-job congruence
association with job satisfaction (column one) and its
influences on the six unique relationships evaluated
(column two). It is shown that none of the unique rela-
tionships was moderated by the proposed moderator {(column
three); however, the expected moderator operated as a main
predictor of five of the sgsix investigated dimensions (column

four) .
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NUMERICAL SUMMARY OF MODERATING AND PREDICTING INFLUENCES
OF ORGANIZATIONAL COMMUNICATION ON THE INDIVIDUAL-JOB
CONGRUENCE RELATIONSHIP WITH JOB PERFORMANCE

AND JOB SATISFACTION

Number of
Relationships Number of

Type of Dimensions in Which Relationships
Relationships in Moderating in Which Main
and Proposed Predicted Effects Were Effects Were
Moderators Variable Detected Detected

(1) {2) (3) (4)
High individual-

job congruence*
relationship with
job satisfaction
dimensions (A)
Trust in

superiors 6 0 5
Influence of

superiors 6 2 3
Accuracy of

information 6 1 3
Satisfaction with

communication 6 0 3
Desire for inter-

action 6 1 0
Overload communi-

cation 6 0 0
Lateral communi-

cation 6 0 0
Upward communi-

cation 6 0 2

First Subtotal 48 4 16

Low individual-job

congruence**
relationship with
job satisfaction

dimensions (B)




TABLE XXXVII--Continued

321

Nunmber of
Relationships Number of
Type of Dimensions in Which Relationships
Relationships in Moderating in Which Main
and Proposed Predicted Effects Were Effects Were
Moderators Variable Detected Detected
(1) (2) (3) (4)
Trust in
superiors 6 0 5
Influence of
superiors 6 2 3
Accuracy of
information 6 0 0
Satisfaction with
communication 6 0 6
Desire for
interaction 6 0 1
Overload communi-
cation 6 0 0
Downward communi-
cation 6 0 3
Second
Subtotal 42 2 18
Total of First
and Second
Subtotals 90 6 34
High individual-job
congruence rela-
tionship with job
performance
dimensions (C)
Trust in
superiors 3 C 1
Influence of
superiors 3 0 0
Accuracy of
information 3 0 1
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Number of
Relationships Number of
Type of Dimensions in Which Relationships
Relationships in Moderating in Which Main
and Proposed Predicted Effects Were Effects Were
Moderators Variable Detected Detected
(1) (2) (3) (4)
Satisfaction with
communication 3 0 0
Desire for
interaction 3 0 1
Underload
communication 3 0 1
Lateral communi~—
cation 3 0 2
Upward communi-
cation 3 0 0
Third
Subtotal 24 0 5
Low individual-job
congruence
relationship
with djob
performance
dimensions (D)
Trust in
superiors 3 2 1
Influence of
superiors 3 0 2
Accuracy of
information 3 0 0
Satisfaction with
communication 3 0 0
Desire for
interaction 3 0 2
Underload
communication 3 0 0
Downward
communication 3 0 0
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TABLE XXXVII--Continued

Number of
Relationships Number of
Type of Dimensions in Which ‘Relationships
Relationships in Moderating in Which Main
and Proposed Predicted Effects Were Effects Were
Moderators Variable Detected Detected
(1) (2) (3} (4)
Fourth Subtotal 21 2 5
Total of Third
and Fourth
Subtotals 45 2 10
Grand Total 135 8 44

*High growth need strength individuals in high scope
jobs.

**Low growth need strength individuals in low scope jobs.

Communication dimensions found to moderate particular
individual-job congruence relationships are highlighted in
Table XXXVIII. Column one identifies the nature of each
congruence condition, followed by the predicted cutcome
variables in column two. Column three presents the communi-
cation dimension(s) shown to moderate the relationship
represented by columns one and two. For example, the first
line indicates that the high individual-job congruence
(first column) relationship with satisfaction with work
(column two) was found not to be moderated by any one of the

proposed communication moderators {column three).
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The findings concerning the individual-~-job congruence
relationship with job performance and satisfaction have been
presented and evaluated, and Tables XXXVII and XXXVITII have
been introduced. Having accomplished these last two aspects,
attention now refocuses on the proposed presentation and
interpretation of the results regarding the moderating
influence of organizational communication on the second

model, as outlined at the beginning of this subsection.

Trust in superiors, influence of superiors, accuracy

of information, and communication satisfaction.--Three of

the current communication dimensions received some very weak
support as moderators; they were trust in superiors,
influence of superiors, and accuracy of information. The
strongest detected moderating effects of these three
communication dimensions were exerted on the prediction of
job satisfaction. Trust in superiors appeared, as shown
in Table XXXVIII, moderating the relationship between the
low congruence submodel and two measures of performance,
quantity and overall job performance. These were the only
detected moderating effects on associations involving the
prediction of performance. Influence of superiocrs, on the
other hand, was shown moderating the high submodel rela-
tionship with two of the six dimensions of satisfaction,
satisfaction with co-workers and overall job satisfaction.

The same related communication dimension was found to
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IMPACT OF ORGANIZATIONAL COMMUNICATION

ON THE INDIVIDUAL-JOB CONGRUENCE RELATIONSHIP WITH
JOB PERFORMANCE AND JOB SATISEFACTION

Type of Relationship

Congruence Qutcome Variable Moderator {s)
Condition Dimensions Identified
(1) (2} (3)
High individual-job
congruence* (A} Satisfaction with work | None
Satisfaction with
supervision None
Satisfaction with pay Neone

Satisfaction with
promotions

Satisfaction with

co-workers

Overall job satis-
faction

Desire for
interaction

Accuracy of
information

Influence of
superiors

Influence of
superiors

Low individual-job
congruence** (B)

Satisfaction with work

Satisfaction with
supervision

Satisfaction with pay

Satisfaction with
promotions

None
Influence of
superiors

None

None




TABLE XXXVIII--Continued

326

Type of Relationship

Congruence Outcome Variable Moderxator(s)
Condition Dimensions Identified
(1) (2) {3)
Satisfaction with
promotions None

Satisfaction with
co-workers

Influence of

superiors
Overall job satis-
faction None
High individual-job
congruence (C) Quality of
per formance None
| Quantity of
performance None
Overall ijob
performance None
Low individual-job
congruence (D) Quality of
performance None
Quantity of
performance Trust 1in
superiors
Overall job
performance Trust in
superiors
*High growth need strength individuals in.high'scope

jobs.,

**Low growth need strength individuals in low scope

jobs.
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moderate the association between the low individual-job
congruence and both satisfaction with supervision and
satisfaction with co-workers. Finally, accuracy of infor-
mation received support as a moderator of the high individual-
job congruence relationship with satisfaction with promotion.
Therefore, the encountered moderating effects of trust in
superiors, influence of superiors, and accuracy of infor-
matzon on the individual-job congruence model were more
influential on the prediction of job satisfaction than on

the prediction of job performance.

Trust in superiors, influence of superiors, accuracy,
and communication satisfaction received more support as
predictors than as moderators of the individual-job con-
gruence relationship with job performance and satisfaction.
The detected main effects were alsoc more influential on the
prediction of job satisfaction than on the prediction of,
job performance. When the proposed moderating impact of the
four described communication dimensions on the individual-job
congruence association with both the three measures of
performance and the six dimensions of satisfaction was
assessed, seventy-two uniqgue relationships were evaluated.

It is important to note that only seven of them, 9 per cent,
showed the presence of moderating influences. However, a
total of thirty-three unique relationships, 47 per cent,
showed particular proposed moderators operating as main

predictors, as highlighted in Table XXXVII. And even more
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interestingly, of the thirty-three detected predicting
effects, twenty-eight were on the prediction of job satis-~
faction, 58 per cent of the forty-eight evaluated rela-
tionships including the prediction of job satisfaction,
and five on the prediction of job performance, 21 per cent
of the twenty-four assessed associations involving the
prediction of performance. Thus, trust in superiors,
influence of superiors, accuracy of information, and satis-~
faction with communication received more support as pre-
dictors than as moderators. As predictors, they exerted
their strongest influence on the prediction of job satis-
faction.

The above results show that either through moderating
or predicting effects, the proposed communication moderators
somewhat influenced the individual-job congruence approach
relationship with the outcome variables of performance and
satisfaction. Consequently, trust in superiors, influence
of superiors, accuracy of information, and satisfaction with
communication become important factors in the prediction of
such outcomes,

The proposed expected impact of the current communi-
cation dimensions on the contingency/congruence model
emerged from previous empirical work concerning the rela-
tionship of the investigated facets of communication with
performance and satisfaction. Favorable levels of trust

in superiors, perceived influence of superiors, accuracy of
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information, and satisfaction with communication had been
shown to be directly related to high levels of job perform-
ance and job satisfaction (9, 11, 12, 17). These reported
empirical findings were utilized for proposing that
favorable levels of the same communication dimensions might
foster the investigated outcomes of the individual-job
congruence model, performance and satisfaction. Forty,

56 per cent, of the seventy unique relationships assessed
while evaluating the delineated proposition showed that
either through moderating or predicting influences, high
levels of trust in superiors, influence of superiors,
accuracy of information, and communication satisfaction
enhanced the contingency/congruence association with
performance and satisfaction. The strongest influence of
these communication dimensions was on the prediction of

job satisfaction, as presented above. Yet, in sum, the
conceptualization made concerning the impact of high levels
of the described facets of communication on the second model
received reasonable support. Favorable levels of trust in
superiors, influence of superiors, accuracy of information,
and satisfaction with communication seem to promote high
levels of satisfaction and performance for individuals in

congruent conditions.

Desire for interaction.--The proposed moderating

influence of desire for interaction on the individual-job
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congruence association with performance and satisfaction
received very weak support. The expected moderating effect
of the present communication dimension was investigated in
eighteen unigque relationships, and only one of them showed
the proposed moderator acting as predicted. Data in Table
XXXVIII indicate that the proposed moderator operated as
expected on the high individual-job association with satis-
faction with promotion. High growth need strength
individuals in high scope jobs scoring high in desire for
interaction were associated with high levels of satisfaction
with promotion. The same proposed moderator was also
associated with high levels of four other satisfaction and
performance dimensions, but as a predictor, as reflected in
Table XXXVII. It acted as an independent predictor of job
performance in three of the six assessed relationships,

50 per cent, involving this outcome variable. Desire for
interaction operated as a main predictor of only one of
twelve evaluated associations, 8 per cent, including the
job satisfaction construct.

The proposed moderating influence of desire for inter-
action on the second model was based on the assumption that
when high growth need strength individuals with high levels
of desire for interaction were placed in high scope jobs,
the outcomes of performance and satisfaction would be
enhanced. Low growth need strength individuals with low

levels of desire for interaction in low scope jobs were
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expected to have high levels of the same outcomes. The
results above indicate that in both the high and the low
congruence submodels, performance and satisfaction were
only sometimes fostered by high levels of desire for inter-
action. The strongest impact of desire for interaction was
on the prediction of job performance. It may be that the
desirability for interacting with co-workers may enhance or

restrain performance.

Communication load.--Neither overload nor underioad

communication received support as a moderator. The load of
communication appeared not to moderate the individual-job
congruence relationship with job performance and satisfac-
tion. Also, the same proposed moderator did lack support
as a predictor.

O'Reilly and Roberts (13) had reported direct rela-
tionships between overload communication and job satisfaction
and between underload communication and job performance.
These findings prompted the proposition that high levels of
overload communication would enhance the individual-job
congruence relationship with job satisfaction, while high
levels of underload communication would foster the model
association with performance. Obviously, the foregoing
findings did not support the expectations made. The
expectations were that overload communication would promote
job satisfaction while underload communication would enhance

job performance.
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Directionality of communication.--Neither one of the

three subdimensions of directionality of communication--
upward, downward, and lateral--was supported as a moderator
of the individual-job congruence relationship with perform-
ance and satisfaction, as shown in Table XXXVII. Upward
and lateral communication were predicted to moderate the
high congruence submodel relationship with the outcomes of
performance and satisfaction. Downward communication, on
the other hand, was expected to moderate the low individual-
job congruence submodel association with the same outcome
variables. As indicated, these expectations received no
support.

However, as denoted in Table XXXVII, downward communi-
cation received support as a predictor of the low individual-
job congruence relationship with three measures of
satisfaction, 50 per cent of the six assessed relationships
involving the prediction of job satisfaction. Upward
communication was shown to act as a main predictor of the
high congruence submodel association with two measures of
satisfaction, 33 per cent of the six evaluated relationships
including the outcome variable of satisfaction. Lateral
communication, on the other hand, received support as a
predictor of the high congruence feature relationship with
two measures of performance, 66 per cent of the three
assessed relationships involving the prediction of perform-

ance.
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Another important finding in relation to directionality
of communication should be noted. The proposed high levels
of upward, downward, and lateral communication. for particular
individual~job congruence features did not seem to be
associated with high levels of performance and satisfaction.
Upward and lateral communication, which were expected to
foster the levels of performance and satisfaction of high
growth need strength individuals in high scope jobs, showed
a general inverse relationship with both outcome variables.
More specifically, upward communication was found to be
inversely related with all the six investigated measures
of satisfaction and with two of the three dimensions of
job performance, Lateral communication, on the other hand,
was shown to be negatively related with the three assessed
measures of performance and with three of the six dimensions
of job satisfaction. Finally, downward communication was
expected to enhance the levels of performance and satis-
faction of low growth need strength individuals in low scope
jobs. However, the proposed moderator had a negative
association with all six measures of satisfaction and with
two of the three measures of performance. This last
analysis suggests that the detected main effects of
directionality of communication on the individual-job
congruence relationship with performance and satisfaction,
as reported above, do not relate to high levels of the

outcome variables. On the contrary, the nature of the
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relationships reviewed indicate that directionality of
communication may actually restrain favorable levels of
the investigated outcomes.

The preceding interpretation is contrary to the propo-
cition originally made. Upward and lateral communication
were expected to be related to favorable levels of perform-
ance and satisfaction of high growth need strength
individuals in high scope jobs. High levels of downward
communication were expected, on +he other hand, to be
associated with high levels of the same outcome variables
of performance and satisfaction of low growth need strength
individuals in low scope jobs. These conceptualizations
originated from prior theoretical and empirical work by
Burns and Stalker (2), Woodward (21}, and Huseman and
Alexander (8). These researchers have shown that organic
structures (expected to include high scope jobs) are
characterized by upward and lateral communication networks,
while mechanistic systems ({(expected to involve low scope
jobs) are distinguished by downward communication netwoxk.
The current research has revealed that a match between job
characteristics and expected communication networks does
not necessarily relate to high levels of performance and
satisfaction. It appears that the described communication
networks serve only to characterize particular organizational

structures and lack a direct impact on the furtherance of
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performance and satisfaction of individuals in congruent

conditions.

Interpretation.--The present investigation was intended

to generate information for responding appropriately to two
guestions concerning organizational communication and the
individual-job congruence model. The two questions,
originally stated in the first chapter, are as follows:
(1) Does organizational communication moderate the individual-
job congruence/job performance relationship? and (2) Does
organizational communication moderate the individual-job
congruence/job satisfaction relationship? Thus, the
findings and interpretations presented above are enhanced
by an interpretation in relation to the two stated questions.
The findings reviewed in the preceding subsections show
that organizational communication was virtually not supported
as a moderator of the individual-job congruence relationship
with job performance. There were forty-five unigque rela-
tionships involving the prediction of job performance on
which the moderating effects of eight communication dimen-
sions were investigated. However, only two of those unique
relationships, 4 per cent, showed the presence of certain
moderating influences, and the moderating influences detected
were exerted by the same communication dimension. Trust in
superiors was found to moderate the low individual-job

congruence relationship with both quantity of performance
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and overall job performance. If trust in superiors 1is
considered a dimension only indirectly related to organi-
zational communication, as indicated by Roberts and O'Reilly
(15), then one can actually conclude that organizational
communication lacked support as a moderator of the
contingency/congruence relationship with job performance.
Yet, it should be indicated that there were four communi-
cation dimensions operating as main predictors in ten of

the forty-five assessed unique relationships involving the
prediction of job performance. These communication predictors
were: trust in superiors, influence of superiors, accuracy
of information, and desire for interaction.

TIn relation to its proposed moderating influence on the
individual-job congruence relationship with job satisfaction,
organizational communication received some support, but still,
it was a very weak support. There were ninety unigque rela-
tionships evaluated concerning the prediction of job
satisfaction and only six, 6 per cent, of them reflected
the presence of moderating effects. The six detected
moderating effects were exerted by influence of superiors,
accuracy of information, and desire for interaction.
Influence of superiors was found to moderate the high
individual-job congruence relationship with satisfaction
with co-workers and overall job satisfaction. The same
proposed moderator acted as such on the low individual-job

congruence relationship with satisfaction with supervision
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and satisfaction with co~-workers. Finally, accuracy of
information and desire for interaction received support as
moderators of the high congruence submodel association with
satisfaction with promotion. Thus the above results
concede some very weak support to organizational communi-
cation as a moderator of the individual-job congruence
association with job satisfaction. Additionally, seven of
the ten investigated communication moderators of the rela-
tionship between the individual-job congruence and job
satisfaction received support as independent predictors of
thirty-four, 38 per cent, of the ninety unique relationships
assessed. These independent predictors were trust in
superiors, influence of superiors, accuracy of information,
satisfaction with communication, desire for interaction,
upward communication, and downward communication.

It should be noted that the very weak moderating
influence of organizational communication on the individual-
job relationship with both performance and satisfaction may
be due, at least in part, to the somewhat moderate support
that the proposed moderator received as a predictor. Zedeck
(22) has indicated that moderators are very difficult to
find when the change in R? is very high to start with, after
adding the proposed moderator, as a predictor, to the
regression model. As shown in Chapter VI, in some instances,

2

the change in R after adding the proposed moderator to
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particular regression lines was .20 or more. In a couple of
instances, the change in R? was over .50.

The above discussion also shows that the. impact of
organizational communication on the individual-job congruence
relationship with job satisfaction was greater than its
impact on the relationship of the same congruence model with
job performance. When encountered moderating and main
effects on the prediction of job satisfaction are added,
one finds that forty, 44 per cent, of the ninety evaluated
unique relationships involving the prediction of job satis-
faction were somehow influenced by particular organizational
communication dimensions. However, only twelve, 27 per cent,
of the forty-five unigque relationships involving the pre-
diction of job performance were found to be either moderated
or predicted by certain facets of communication. Hence, it
appears that organizational communication was more influ-
ential on the prediction of satisfaction than on the
prediction of performance.

From the foregoing findings and interpretations, the
following three conclusions emerge,

1. Organizational communication was virtually not
supported as a moderator of the individual-job congruence
relationship with job performance. Only the dimension of
trust in superiors received some weak support.

2. Organizational communication received very weak

support as a moderator of the individual-job congruence
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association with job satisfaction. Only the dimensions of
influence of superiors, accuracy of informaticon, and desire
for interaction received weak support.

3. The proposed moderator--organizational communi-
cation--received moderate support as a predictor of the
individual-job congruence association with performance and
satisfaction. The strongest main effect was exerted on
the prediction of job satisfaction; the dimensions
with the strongest support as predictors were trust in
superiors, influence of superiors, accuracy of information,
and satisfaction with communication.

Having synthesized and interpreted the current research
findings, their implications for management practitioners

and researchers become the focus of interest.

Implications for Management Practitioners

In reviewing some of the current research implications
for managers, pertinent recommendations relating to the
performance/satisfaction relationship and the influence of
organizational communication on such relationship are
presented first. Implications connected to the individual-
job congruence association with performance and satisfaction
and the influence of organizational communication are

presented next.
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Implications Concerning the Relationship Between
Job Performance and Job Satisfaction

Managers should note that increases in either job
performance or job satisfaction may not be compensated by
comparable increases in the other construct. The sanmple
investigated in the current research showed a consistent
weak or moderate relationship between measures of performance
and satisfaction. This finding was a replication of prior
research endeavors. Yet, the present research also demon-
strated that the relationship of the same two variables may
be enhanced or restrained by other organizational construct.
More specifically, certain dimensions of organizational
communication were detected as exerting strong predicting
influences on the relationship described. It appears that
if particular organizational communication dimensions are
stressed, managers are likely to positively influence the
prediction of both job performance and job satisfaction.

Implications Concerning the Individual-Job

Congruence Relationship with Job
Performance and Job Satisfaction

Again, the sample investigated showed that individuals
in congruent situations--high growth need strength indi-
viduals in high scope jobs and low growth need strength
individuals in low scope jobs--had virtually higher levels
of both job performance and job satisfaction than those in
incongruent conditions. As a consequence, the individual-

job congruence relationship with the outcome variables of
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performance and satisfaction received support. Management
practitioners may enhance the quality of organizational 1life
and effectiveness by implementing the investigated
contingency/congruence model.

In an investigation conducted by Griffin (5), he failed
to find significant influences from leader behavior variables
on the individual-job congruence relationship. His con-
clusion indicates that "there is little the leader can and/or
should do to enhance (particularly} individual satisfaction"
(5, p. 680). The current research shows that there is at
least one thing leaders may do, and that is to administer
communication in organizations properly. Certain organi=-
zational variables have been shown to be important
influencers of the prediction of satisfaction., Conse-
quently, if particular dimensions of communication are
stressed in particular individual-job congruence situations,
leaders are likely to positively influence job satisfaction
and possibly performance, too. Communication is one of the
avenues opened to leaders for them to enhance individuals'

performance and satisfaction.

Implications for Management Researchers
Some research implications prompted by the present
investigation are synthesized here. The current study was
essentially an exploratory type of research. It explored

the moderating influence of organizational communication on
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two models, the performance/satisfaction relationship and
the individual job congruence relationship with performance
and satisfaction. In pursuing the aim of the research,

a multidimensional approach to the study of job performance,
job satisfaction, and organizational communication was
adopted. It appears now appropriate to recommend that
future investigations be conducted involving selected
dimensions of particular variables. For instance, detected
moderating or predicting influences of particular communi-
cation dimensions on the prediction of particular
relationships between performance and satisfaction measures
may be reevaluated.

The present research has shown that organizational
communication is more influential on the prediction of job
satisfaction than on the prediction of job performance.

This finding not only signals the possibility of detecting
other organizational constructs that may foster the
individual-job congruence relationship with both performance
and satisfaction, but it alsc points to the need of
specifically detecting organizational constructs that may

be favorable to the prediction of job performance, and
especially quantity ©of performance. This last identified
need emerges from the fact that the present researcher

found the contingency/congruence model to be more influential

on guality of performance than on quantity.
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The present exploratory research utilized perceptive
data. Future related investigations using hard data in at
least some of the investigated variables, for example, job
performance and job scope, should prove beneficial in
furthering the understanding of the impact of organizational
communication in organizational functioning. This type of
investigation may also pave the way for augmenting the
guality of organizational life and effectiveness. The
expressed desired objectives may also be enhanced by con-
ducting appropriate longitudinal studies and controclled

experiments.

Concluding Remarks

The current research endeavor was prompted by a lack
of comprehension concerning the impact of organizational
communication in organizational functioning. There is a
recognizable need for relating organizational communication
to other individual and organizational constructs. This
need combined with the necessity for improving the under-
standing of the job performance relationship with job
satisfaction and the individual-job congruence association
with job performance and satisfaction constituted the basis
for the investigation undertaken.

Organizational communication was conceptualized as a
feasible moderator and its expected moderating influence

on both the performance/satisfaction relationship and the
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individual-job congruence relationship with job performance
and job satisfaction was investigated. Besides promoting
the understanding of the influence of the proposed moderator
in organizational functioning, the present research gives
promise of the possibility of paving the way for improving
the quality of organizational life and effectiveness. The
key variables of the two investigated relationships are

job performance and job satisfaction, and these two con-
structs are important determinants of the quality of
organizational life and effectiveness. It has been argued
that the quality of these two variables, performance and
satisfaction, within an organization may determine the
success or failure of it.

The aim of the present investigation was undertaken and
its results have been reported in this dissertation. This
thesis has taken an important step toward the comprehension
of the impact of organizational communication in ocrgani-
zational functioning. As a field of study, improving the
understanding of organizational functioning constitutes the

main focus of organization theory.
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SECURITY DIVISION, DRESSER INDUSTRIES, INC. P. O. BOX 24647, DALLAS, TEXAS 75224 214/333-3211 TELEX 73-2623

October 22, 1984

Security Division
Dresser Industries, Inc.

You have been selected to participate in a study being conducted by

a doctoral student from North Texas State University. Please complete
the questionnaire being attached and mail it in the stamped, self-
addressed envelope provided for this purpose by November 2, 1984.

Follow the instructions while answering each question. If you have

any questions, contact Margie Lee at extension 211. Your individual
answers will be kept completely confidential. The data of the completed
questionnaire will be summarized in statistical form so that an
individual cannot be identified.

Please respond promptly. Thank you for your attention to this
special request.

Sincerely yours,

/ N
N
b
_ L = ad
“Stanley DUZin

Personnel Manager

SDZ:ml




NORTH TEXAS STATE UNIVERSITY

P.O. Box 13677 349
DENTON, TEXAS 76203-3677

DEPARTMENT OF MANAGEMENT
COLLEGE OF BUSINESS ADMINISTRATION

IMPORTANT!
Piease read this introduction before completing this questionnaire.

INTRODUCTION

This questionnaire is part of a dissertation study being conducted in
the College of Business of North Texas State University in conjunction
with your organization. In essense, the study is investigating the
relationships among communication, performance, and satisfaction. And
we need your responses to complete the investigation.

You probably will gomplete the questionnaire in less than 25 minutes.
A simple check (p/ﬁ will suffice for most answers.

0f course, if this study is to be helpful, it is important that you
answer each question as thoughtfully and frankly as possible. Please
remember that this guestionnaire is not a test. Consequently, there are
no right or wrong answers,

Your individual answers will be kept completely confidential, and you will

not be identified with your responses. The data of the completed question-
naires will be summarized in statistical tables so that individuals cannot

be identified. The number at the top of the second page will only be used

as a mean for matching statistical data. No one else will see this number

except us (the University researchers). '

Please be sure to return the questionnaire in the enclosed paid envelope
by  November 2, 1984 . Thank you for your participation in this study.

Sincerely yours,

L) L /ﬂ
Jose R.'Goris John D. Pettit, Jr.,

Ph.D. Candidate Professor of Business
North Texas State University North Texas State University
(817) 641-3554 Graduate Student Advisor

(817} 565-3145

AC B17-565-3140 L4 DALLAS-FY. WORTH METRO 267-2832
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INSTRUCTIONS

SECTION ONE

This part of the questionnaire asks you to describe your job as
objectively as you can.

Please do not use this part of the questionnaire to show how much
you like or disiike your job. Instead, try to make your descriptions
as accurate and as objective as you possibly can.

A sample question is given below.

A. To what extent dces your job require you to work with mechanical

equipment?

[PORR— S U R TR 4.5 — 7
Very little; the job Moderately Very much; the job
requires almost no requires almost
contact with constant work with
mechanical eguipment mechanical equipment.

of any kind.

You are to circle the number which is the most accurate description of
your job.

If, for example, your job reguires you to work with mechanical equip-

ment a good deal of the time--but also requires some paperwork--you
might ¢ircle the number six, as was done in the sample above.

Begin with question number one

1. How much autonomy is there in your job? That is, to what extent does
your job permit you to decide on your own how to go about doing the

work?

e Qumammmammm K il L O fommmmmmam 7
Very little; the job Moderate autonomy; many Very much; the job
gives me almost no things are standardized gives me almost
personal “say" about and not under my control, complete responsi-
how and when the work but I can make some bility for deciding
is done. decisijons about the work. how and when the

work is done.
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To what extent does your job involve doing a "whole" and identifiable
piece of work? That is, is the job a complete piece of work that has
an obvious beginning and end? Or is it only a small part of the
overall piece of work, which is finished by other people or by auto-
matic machines?

Tommmmama 2mmme e m K e L i T i Bovmmmmmmm 7

My job is only a My job is a moderate- My job involves

tiny part of the sized “"chunk" of the doing the whole

overall piece of overall piece of work; piece of work, from

work; the results my own contribution can start to finish;

of my activities be seen in the final the results of my

cannot be seen in outcome. activities are

the final product easily seen in the

or service. final product or
service,

How much variety is there in your job? That is, to what extent does
the job require you to do many different things at work, using a
variety of your skills and talents?

Tosmemmeme 2mm e R ettt L ettt Do e e 7
Very little; the job Moderate variety. Very much; the job
requires me to do - requires me to do
the same routine many different
things over and over things, using a
again. number of different

skills and talents.

In general, how significant or important is your job? That is, are
the results of your work likely to significantly affect the Tives or
well-being of other people?

R A 3 e e ittt e S 7
Not very significant; Moderately significant. Highly significant;
the outcomes of my the outcomes of my
work are not likely work can affect

to have important other people in very
effects on other important ways.

people.
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To what extent does doing the job itself provide you with information
about your work performance? That is, does the actual work itself
provide clues about how well you are doing--aside from any "feedback"
co-workers or supervisors provide?

Jrmm e R K et L Buwmmmmmmmm Bommm oo 7
Very Tittley the job Moderately; sometimes Very much; the job
itself is set up so doing the job provides is set up so that I
I could work forever "feedback" to me; some- get almost constant
without finding out times it does not. "feedback" as I work
how well I am doing. about how well I am

doing.
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INSTRUCTIONS

SECTION TWO

Listed below are a number of statements which could be used to
describe a job.

You are to indicate whether each statement is an accurate or an
inaccurate description of your job.

Once again, please try to be as objective as you can in deciding
how accurately each statement describes your job--regardiess of
whether you l1ike or disiike the job.

Write a number in the blank beside each statement, based on the following
scale:

How accurate is the statement in
describing your job?

1 2 3 & 5 6 7
Very Mostly Slightly Uncertain Slightly Mostly Very
Inaccurate Inaccurate Inaccurate Accurate Accurate Accurate

1. The job requires me to use a number of complex or high-Tevel
skills.

2. The job is arranged so that I do not have the chance to do an
entire piece of work from beginning to end.

3. Just doing the work required by the job provides many chances for
me to figure out how weil I am doing.

4. The job is quite simple and repetitive.

5. This job is one where a 1ot of other people can be affected by
how well the work gets done.

6. The job denies me any chance to use my personal initiative or
Jjudgment in carrying out the work.

7. The job provides me the chance to compietely finish the pieces
of work I begin.

8. The job itself provides very few clues about whether or not I
am performing well,
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The job gives me considerable opportunity for independence and
freedom in how I do the work.

The job itself is not very significant or important in the
broader scheme of things.
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SECTION THREE

This part of the questionnaire has six s
instructions for each subsection as pres

ubsections. Foliow the
ented below.

Subsection 1

Think of your present work. What is
it Tike most of the time? 1In the
blank besides each word given below,
write

,2 for "Yes" if it describes
your work

ZY for "No" if it does NOT
describe it

? if you cannot decide

WORK ON PRESENT JOB

Fascinating __ Challenging
__ Routine —_ On your feet
___ Satisfying _ Frustrating
___ Boring ______Simple
. Good _Endless
___ Creative ____Gives sense of

accomplishment

______Respected

Hot
_____Pleasant
____Useful
___Tiresome

Healthful

THIS SECTION IS PROTECTED BY
COPYRIGHT, 1975, BowLING GREEN
STATE UNIVERSITY. IT IS USED
WITH PERMISSION.

Subsection 2

Think of the pay you get now.
How well does each of the
following words describe your
present pay? In the blank
beside each work, put

2 if it describes your pay
/V if it does NOT describe it
? if you cannot decide

PRESENT PAY

Income adequate for normal
expenses

____Satisfactory profit sharing
__ Barely Tive on income
___Bad

_____Income provides luxuries
__Insecure

_ lLless than I deserve

____ Highly paid

Underpaid
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Subsection 3

Think of the majority of the people

that you work with now or the people

you meet in connection with your __ Subsection 4

work. How well does each of the

following words describe these people? Think of the opportunities for pro-

In the blank beside each work below motion that you have now. How well
put does each of the following words
describe these? In the blank
ﬁ){ if it describes the people beside each word put
you work with )/

for "Yes" if it describes

/Y if it does NOT describe them your opportunities for
promotion

1? if you cannot decide M for "o if it d NOT
_____________________________________ or "No" if it does

PEOPLE ON YOUR PRESENT JOB describe them
Stimulating Loyal ? if you cannot decide
Boring Hard to meet OPPORTUNITIES FOR PROMOTION
Slow Good opportunity for
advancement
Ambitious
Opportunity somewhat 1imited
Stupid
Promotion on ability
Responsible
Dead-end job
Fast
Good chance for promotion
Intelligent

Unfair promotion policy
Easy to make enemies

Infrequent promotions
Talk too much

Reqular promotions

Smart
Fairly good chance for
lLazy promotion
Unpleasant
No Privacy
Active

Narrow Interests
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Subsection 5

Think cf the kind of supervision that you get
on your job. How well does each of the
folTowing words describe this supervision? In
the blank beside each word below, put

y if it describes the supervision you get
on your job

/@l if 1t does NOT describe it

? if you cannot decide

A e v v v v . A R R R e e e E W BN W RN AR AR e e b e —

IMMEDIATE SUPERVISION ON PRESENT JOB

Asks my advice Up-to-date Knows job well
Hard to please Doesn't supervise Bad
enough
Impolite Intelligent
Quick tempered
Praises good work Leaves me on my
Tells me where I own
Tactful stand
Lazy
Influential Annoying

Around when needed
Stubborn

Subsection 6

Please select your best answer to
the following statement.

- o - S Wl v - e R e A AR e ey

How characteristic (or appropriate is this statement of you?: Taking

everything into account, I am very satisfied with my job. (Circle your
answer).

[ Y 3o L 5

Very Inappro- Moderately Appropriate Very
Inappropriate priate Appropriate Appropriate
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INSTRUCTIQNS

SECTION FQUR

This is a series of questions about how people communicate at work.
Imagine a typical weeK at WOr¥K on your current job, and answer the
questions accordingly. Please attempt To answer all the questions.

Some questions ask you to fill in an answer. Others have seven point
scales on which to answer. On these questions, please check the point
that represents most closely how you feel. For instance, to the ques-
tion, "How rich do you want to be?" you might answer

| X |
o 71

7

VYery Poor .I | | | | Very Rich

[3 1475

1. Is the total amount of information you receive in a typical work week
enough to meet the information requirements of your job?

Not enough l l | | ] | | | Too much
at all |V 12345 1677
2. Nhg;e working, what percentage of the time do you spend interacting
with:
a) Immediate superiors %
b) Subordinates %
¢} Peers {others at the

same job level) %

TOTAL 100% __(the total must equal 100%)

3. How free do you feel to discuss with your immediate superior the pro-
blems and difficulties you have in your job without jeopardizing your
position or having it "held against" you later?

Completely l I , | | | | ‘
free l 1

Very cautious
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Sometimes at work you may receive more information than you can
efficiently use. Other times, however, you may feel that you are
not receiving all the information you need. How often during a week
would you say this lack of information arises?

Very often I | | I I l | Not often

|
R ERER R EA

How desirable do you feel it is in your organization to interact
frequently with:

Immediate supericrs

a) Very | | ‘ | | Completely

desirable |1 | [ 31 41y 51 7 undesirable
Subordinates

b) Very [ Completely

desirable 1 2 3 415 1 6 7 undesirable

Peers {others at the same job level)

c) Very | Completely
desirable 1 2 3 2l s l 6 | 7 undesirable

How often do you find the amount of available information hinders
rather than helps ycur performance?

Almost never i I % } l { ! | Have too much
have too much . information
information ! ¢ 304 > 6 17 | fairly often

Of the total time you spend sending information at work, what per-
centage goes to:

a) Immediate superiors %
b) Subordinates %
¢} Peers (others at the
same level) %
TOTAL.......... 100% (The total must equal
100%)
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8. Do you ever feel that you receive more information than you can
efficiently use?

Never L b L mays

9. 1In a typical work week, approximately how often do you have less
than the amount of information you could consistently handie for
making the best possible work-related decisions?

Very often l | | i I l | | Not often
v tel3fals el

10, To what extent do you have confidence and trust in your immediate
superior regarding his general fairness?

Have {ittle L | I | l ] l l Have complete con-
confidenceorf1 | 2 | 3|4 |5 [ 5| 71 fidence and trust
trust

11. How often is your immediate superior successful in overcoming restric-

tions {such as regulations or quotes) in getting you the things you
need in your job, such as equipment, personnel, etc.?

Always I | l \ | l I I Never
successful |1 |2z [ 3|4 [s | 617 | successful

12. In general, how much do you feel that your immediate superior can do
to further your career in the organization?

Much Lo b b Littie

13. Immediate superiors at times must make decisions which seem to be
against the interests of their subordinates. When this happens to
you as a subordinate, how much trust do you have that your immediate
superior's decision was justified by other considerations?

Trust l | I | | Feel very
completely |1 t2 [ 31 a{ 50617 | distrustful
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14. How much weight would your immediate superior's recommendation have
in any decision which would affect your standing in the organization,
such as promotions, transfers, etc.?

Important | l I | | I | | Unimportant
v T 2ls 1a]5sTe V7

15. Of the total time you spend receiving information at work, what
percentage comes from:

a) Immediate superiors %
b) Subordinates %
c) Peers (others at the
same level) 9%
TOTAL.....venne.. 100% (the total must equal
100%)

16. When receiving information from the sources listed below, how
accurate would you estimate it usually is:

Immediate superiors

a) Completely | | \ \ | | ‘ | Completely

accurate Py | 0 ‘3 | s |5 ! 6 | 7 | Inaccurate
Subordinates

b) Completely I ] | ] | [ | | Completely

accurate E ] I 5 | 3 | 4 | 5 | 6 | - | Inaccurate

c) Completely | | | | | | || completely
accurate [ 11 !3 [ 2 ’ 5 | 6 } 7 | Inaccurate

17. Put a check under the face that expresses how you feel about communi-
cation in general, including the amount of information you receive,
contacts with your immediate superior and others, the accuracy of
information available, etc.

= — —
LR T i R =hE
& /:_'\j = (2
o~
N
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INSTRUCTIONS

SECTION FIVE

People giffer in the kinds of jobs they would most 1like to hold. .The
questions in this section gives you a chance to say just what it is
about a job that is most important to you.

For each question, two different kinds of jobs are briefly
described. You are to indicate which of the jobs you
personally would prefer--if you had to make a choice.

In answering each guestion, assume that everything else about the jobs
is the same.. Pay attention oniy to the characteristics actually
listed.

First of all, review the two samples given below.

Example 1
JOB A JOB B
A job requiring work with A job requiring work with
mechanical equipment most other people most of the day.
of the day.
Jrmm e R &7 L T TR 5
Strongly STightly Neutral Slightly Strongly
Prefer A Prefer A Prefer B Prefer B

If you Vike working with people and working with equipment equally well,
you would circle the number 3, as has been done in example 1.

Esample 2
(This example asks for a harder choice--between two jobs which both

have some undesirable features).

JOB A J0B B
A job requiring you to expose A job located 200 miles from
yourself to considerable phy- your home and family.
sical danger.
T mmm e (;;l ------------ Jocmmmmm e et 5
Strongly Slightly Neutral Slightly Strongly
Prefer A Prefer A Prefer B Prefer B

If you would slightly prefer risking physical danger to working far from
your home, you would circle number 2, as has been done in example 2.
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NOW IS YOUR TURN
CIRCLE YQUR ANSWERS

JOB A
1. A job where the pay is
very good.

L Tl 2emmmmm i —— K
Strongly STightly Neutral
Prefer A Prefer A

JOB A
2. A job where you are often
required to make important
decisions.

L TP 2mmnmmm - Bummmnn
Strongly STightly Neutral
Prefer A Prefer A

JOB A

3. A job in which greater responsi-
bility is given to those who do
the best work.

LR s e J-mmmem
Strongly Slightly Neutral
Prefer A Prefer A

JOB A

4, A job in an organization which
is in financial trouble--and
might have to close down within

the year.
Tom e e lmmmmm—mwmmm——— e
Strongly ST1ightly Neutral
Prefer A Prefer A

JiB B

A job where there is conside-
rable opportunity to be
creative and innovative.

-------- L LR T
Slightly Strongly
Prefer B Prefer B

JOB B

A job with many pleasant people
to work with,

-------- L R B LT S LR
Slightly Strongly
Prefer B Prefer B

JOoB B

A job in which greater respon-
sibility is given to loyal
emptoyees who have the most
seniority.

———————— T
Slightly Strongly
Prefer B Prefer B

JOB B

A job in which you are not
allowed to have any say
whatever in how your work is
scheduled, or in the procedure
to be used in carrying it out.

-------- Sy
Stightly Strongly
Prefer B Prefer B




JOB A

5. A very routine job.

Jome e 2ummmmm e I
Strongly Slightly Neutral
Prefer A Prefer A

JoB A

6. A job with a supervisor who is
often very critical of you and
your work in front of other people

R e LT Y ittt 3emmme=
Strongly Slightly Neutral
Prefer A Prefer A

JOB A

7. A job with a supervisor
who respects you and treats
you fairly.

Jommmmrmcceeem e K Jpp
Strongly Slightly Neutral
Prefer A Prefer A

J0B A

8. A job where there is a real
chance you could be laid off.

| T 2 mmmam————— Jemaaam
Strongly STightty Neutral
Prefer A Prefer A
JOB A

9. A job in which there is real
chance for you to develop new
skills and advance in the

organization.
Trommsmmemee e Qo e = Jumman
Strongly Slightly Neutral
Prefer A Prefer A
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JOB B

A job where your co-workers
are not very friendly.

-------- T T T
Slightly Strongly
Prefer B Prefer B

JOB B

A job which prevents you from
using a number of skills that
you worked hard to develop.

-------- T T,
Slightly Strongly
Prefer B Prefer B

JOB B

A job which provides constant
opportunities for you to learn
new and interesting things.

———————— L !
STightly Strongly
Prefer B Prefer B

Jos B

A job with very 1ittle chance
to do challenging work.

-------- |
Stightly Strongly
Prefer B Prefer B

JOB B

A job which provides lots of
vacation time and an excellent
fringe benefit package.

———————— fomeeecemena-b

Stightly
Prefer B

Strongly
Prefer B




J0B A

10. A job with 1ittle freedom and
independence to do your work
in the way you think best.

| B el e P
Strongly Slightly Neutral
Prefer A Prefer A

JOB A
11. A job with very satisfying

teamwork.,

L e adatale e e 3-meamn
Strongly STightly Neutral
Prefer A Prefer A

JOB A

12. A job which offers littie or
no challenge.

T Zomummm e T
Strongly Stightly Neutral
Prefer A Prefer A
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JOB B

A job where the working condi-
tions are poor.

-------- Bomeemmcemmmaa2)
Slightly Strongly
Prefer B Prefer B

JOB B

A job which allows you to use
your skills and abilities to
the fuliest extent.

-------- . SO
STightly Strongly
Prefer B Prefer B

J0B B

A job which requires you to be
completely isolated from
co-workers.

-------- ocomrmcracnnaab
Stightly Strongly
Prefer B Prefer B

13. At this moment, think about your own job. Generally speaking, how

satisfied are you with your job?

| T T Qemmmrmm K JETSTPRT
Moderately

Very Littie Little

Satisfied

(Circle your answer)

-------- fomcmrmmemumenh

Much Very much
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INSTRUCTIONS

SECTION SIX

Use this section to rate your own performance. Please try to
be as objective as possible.

1. How would you rate the quality (think about quality only) of your
own performance in your job? Circle ycur answer.

| T K O D B R 7
Very Poor Fair Average Good Very Excellent
Poor Good

2. In terms of the quantity {think about quantity only) of work being
done by you in your job, how would you rate your own performance?
Circle your answer.

lommrccamae 2mm e K ettt ommacmeene T G---mmm - 7
Very Poor Fair Average Good Very Excellent
Poor Good

3. How do you think your supervisor would rate the guality of your
performance? Circle your answer.

[ e 2w K el T R 7
Very Poor Fair Average Good Very Excellent
Poor Good

4, How do you think your supervisor would rate the quantity of work
being done by you in your job? Circle your answer.

| EEETE R 2mmmmrm e K e L e e B 7
Very Poor Fair Average Good Very Excellent
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INSTRUCTIONS

SECTION SEVEN

Finally, the following information is requested in order to know
how different types of people perceive the issues being examined.
Please check (V) the appropriate answer.

Sex: Male Female

Age (Check one)

under 20 30 - 34 45 - 49
20 - 24 35 - 39 50 - 54
25 - 29 40 - 44 55 or over

Education: Number of years of formal education (Check one)

0 -8 years 13 -16 years

9 ~ 12 years 17 or more years

How long have you worked for your present organization? (Check one}
less than 1 year 4 - 6 years 10 - 12 years
1 - 3 years 1 -9 years 13 - [5 years

16 years or more

How Tong have you been in your present position? {Check one)

Tess than 1 year 7 - 9 years
1 - 3 years 10 years or more
4 - 6 years

The position you hold in your organization is (Check one)
a managerial position

a non-managerial position




APPENDIX B

PERFORMANCE SCALE AND RELATED MATERIALS




369

SECURITY DIVISION, DRESSER INDUSTRIES, INC. P.G. BOX 24647, DALLAS, TEXAS 75224 214/333-321%1  TELEX 73-2623

November 26, 1984

As you may already know, Mr. Jose R. Goris and Dr. John Pettit from
the College of Business of North Texas State University are conducting
a dissertation study. They are researching the relationship among
organizational communication, performance and satisfaction.

We have granted them permission to conduct their research in our
organization. Consequently, a group of our employees have completed

and returned their dissertation questionnajre. In order for Mr. Goris
and Dr. Pettit to complete the data required for statistical analysis,
they need a global rating of performance of each employee who completed
the questionnaire. Since immediate supervisors are in a better position
for providing more objective information concerning this evaluation, they
are requesting that you rate the performance of your subordinates.

Mr. Goris and Dr, Pettit will only use this information for statistical
analysis in their study. The data provided will be kept completely
confidential and will never be identified.

Your support will certainly be appreciated. Thank you for your
cooperation.

Sincerely yours,

Stanley D.
Personnel Manager

SDZ:ml




NORTH TEXAS STATE UNIVERSITY

P.O. Box 13677 370
DENTON, TEXAS 76203-3677

DEPARYMENT OF MANAGEMENT
COLLEGE OF BUSINESS ADMINISTRATION

November26, 1984

In order to complete the data that we need to finalize our
dissertation study, we are respectfully requesting that you
rate the performance of your subordinates: those who completed
and returned the dissertation questionnaires that we previously
distributed.

These data will only be used for statistical analysis related
to our research, which investigates the relationship among
communication, performance, and satisfaction. Your individual
evaltuations will be kept completely confidential and whatever
relationships are found among communication, performance and
satisfaction will be reported in the aggregate.

Your objectivity in providing us with a global rating of
performance of your subordinates will certainly increase the
validity and the reliability of our study, and we appreciate this.

Thank you for the continuing support you have shown us while we
have been conducting this study.

Sincerely yours,

7 /ML N e

JosedR, Goris John D, Pettit, Jr. Ph.D.
Ph.D. Candidate Professor of Business

P.S.: Please return the attached performance scale in the stamped
self-addressed envelope provided for this purpose by
November 30, 1984. Thank you.

L]

AC 817-565-3140 ® DALLAS-FT. WORTH METRO 267-2832




371

INSTRUCTIONS: Please evaluate the performance of each of the following

employees in terms of quality and quantity. Using the
seven-point scale as shown, write in two numbers for each

employee.
For Example: Employee Name: Trim Trial
QUALITY: 6
(enter number)
QUANTITY: 4

{enter number)

If you think that the Quality of the work performed by Trim Trial
is Very Good, you would write the number 6 in the blank beside
Qualtity. On the other hand, if you consider that the Quantity of
work generated by this employee is Average, you would write 4 in

the blank beside Quantity.

QUALITY and QUANTITY Performance Scale

Very Poor
Poor

Fair
Average
Good

Very Good
Excellent

~NOYOTRE W N -
e e e 1 ¢ a =

Employee Name:

QUALITY:

(enter number)
QUANTITY:

{enter number)

Employee Name:

QUALITY:

(enter number)
QUANTITY
(enter number)

Employee Name:

QUALITY:

(enter number)
QUANTITY:

(enter number)




Employee Mame:

QUALITY and QUANTITY Performance Scale

~SocgrpPwnn -
« » o« 1 a4 e »

Yery Poor
Poor

Fair
Average
Good

Very Good
Excellent

QUALITY:

(enter
QUANTITY:

number)

{enter

Employee Name:

number )

QUALITY:

{enter
QUANTITY:

number )

{enter

Employee Name:

number)

QUALITY:

(enter
QUANTITY:

number}

(enter

Employee Name:

number )

QUALITY:

{enter
QUANTITY:

number }

(enter

" Employee Name:

number )

QUALITY:

{enter
QUANTITY:

number )

{enter

number )

372




APPENDIX C

SCHEMES OF RESIDUALS: SAMPLE OF PLOTS RELATED

TO THE FIRST MODEL INVESTIGATED
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APPENDIX D

SCHEMES OF RESIDUALS: SAMPLE OF PLOTS RELATED

TO THE SECOND MODEL INVESTIGATED
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