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ABSTRACT 

This study investigated the effect of participative management initiatives 

on both management and non-management employees in casual dining 

restaurants. The participants completed a self-administered questionnaire 

containing questions pertaining to employee perceptions about job 

satisfaction, communication satisfaction, organizational commitment, and the 

intent to turnover. 

Based upon a review of the literature 7 research questions were 

formulated to analyse two different variables of interest. The first part of this 

study was designed to determine whether the level of job satisfaction, 

communication satisfaction, and organizational commitment of the employees 

in a casual dining restaurant was affected by participative management by the 

restaurant.  The second area of attention of this study was to determine if 

increased employee participation caused a decrease in an employee’s intent 

to turnover.   

Various methods were adopted to collect and analyse the data.  Data 

was obtained from both primary and secondary sources. The data was then 

examined using correlation and ANOVA analysis. Results indicate that the 

greatest problem facing organizations today is how best to motivate their 

employees and consequently increase their job satisfaction. 
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CHAPTER I 

INTRODUCTION 

Management perceptions regarding the role of employees in 

organizational decision making have changed over the years.  At one time, our 

country was entrenched in the philosophy of classical theory; however it has 

slowly experienced a shift to more worker-centered approaches (Kreps, 1990).  

Software Services International Director Sunil Vadehra stated “It is important to 

involve every employee, at every level, in every decision, from the training they 

need, to a helping hand in selecting applicants (May and Patillo-McCoy, 2000).  

All levels of employees are now being asked to take part in the decision-making 

process, from determining production schedules to deciding which contracts to 

bid on each year (Stack, 1994). 

This shift is also designed to create more open communication in an effort 

to channel valuable ideas and feedback up from the front-line worker to top 

management (Pepper, 1995).  Employees are encouraged and sometimes 

rewarded for making suggestions on how the business can run more effectively, 

efficiently and, most importantly, with greater profitability (Ransom, 1994). 

These increases in decision making responsibility and communication 

raise a variety of questions.  What effect does added responsibility and control 

have on employee job satisfaction?  Do workers appreciate the chance to be part 

of the process or do they only want to do their jobs and go home?  Does the 
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increase in the amount and levels of communication that comes from being 

involved result in higher levels of communication satisfaction; or does workers 

become dissatisfied with the volume of communication?  Does greater 

participation result in higher levels of organizational commitment, or do workers 

become less interested in the organization as work responsibility increases? 

These questions revolve around three employee variables consistently 

found to impact participation initiatives: job satisfaction, communication 

satisfaction, and organizational commitment.  The answers to these questions 

provide a clearer understanding of the relationship between these variables and 

participation.  Management could predict that participative management practices 

will result in long- term benefits and lead to increased employee morale and a 

reduction of problems such as higher turnover, less job commitment, and 

consequently loss of profits.  The study was designed to investigate the 

relationship between these variables and provide answers to these questions in 

order to discover any potential negative effects of this new management 

approach.  This study’s findings will help managers in the service industry 

address those negative effects before they result in lower employee satisfaction 

and decreased company profits. 

Rationale for the Study 

Historical Review 

The classical theory model of management, popular from about 1900 to 

the 1930s, formed the foundation of formal organizational design and theory 
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(Pepper, 1995).  This approach viewed workers and management as extensions 

of the machines they operated during the industrial revolution (Taylor, 1919). The 

emphasis was on division, specialization, efficiency, and fine-tuning the workers 

(Pepper, 1995).  It was believed that the main obstacle to efficiency was the 

ability of management to control worker output and provide adequate rewards for 

high productivity (Taylor, 1919).  Workers at this time were discouraged from 

sharing their own ideas and groups were seen as disadvantageous.  Human 

behavior did not fit neatly into the orderly scientific system of this approach.  

Therefore, classical theorists avoided human traits in analyzing organizational 

behavior (Kreps, 1990).  Workers clearly resented this approach to their work as 

evidenced by the increased number of labor movements and unions in our 

country in the early 1900s (Pepper, 1995). 

The human relations perspective was developed by theorists who rejected 

the foundational doctrine of the classical theory which they viewed as insensitive 

to the individual social needs of organization members (Barnard, 1938; Mayo, 

1938).  Several studies conducted by Mayo (1938), starting in 1925 and lasting 

for about three years, had a profound effect on the legitimacy of this new 

approach to managing people.  

The Hawthorne studies investigated how changes in the work environment 

(such as decreased lighting), workers’ feelings about themselves, their jobs, their 

work groups, and social influences affected worker productivity (Kreps, 1990).  

Three key implications resulted from the Hawthorne studies: (a) human 
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communication is a powerful influence on organization member behavior (in fact, 

the simple fact that participants were being observed had an effect on their 

productivity), (b) worker ability to vent their frustrations resulted in positive effects 

which led to the recognition of upward communication as a useful organizational 

tool, and (c) identification of the presence and influence of informal channels of 

communication.  The Hawthorne studies were the first to identify informal 

interaction, horizontal communication, and social factors as important influences 

on worker productivity (Goldhaber, 1986).  The study also showed that workers 

had needs beyond money and that paying attention to those needs was a way to 

increase productivity (Pepper, 1995).  The studies reflected the inability of the 

classical theory to consider the influence of employees in the organization.  The 

failure to consider the employee’s influence ultimately leads to questioning the 

validity of classical scientific management theories (Kreps, 1990).  Theorists then 

started focusing their study directly on the employee’s role in the organizations 

(Goldhaber, 1986). 

As a result of the strength of the Hawthorne studies, a new perspective of 

work and workers emerged: the human relations theory (Pepper, 1995).  This 

approach which was popular from the 1930s to the beginning of the 1960s, 

perceived employees as children who had needs that caregivers attempted to 

meet.  Managers were seen as parents, directing workers but trying to do so in a 

compassionate way (Pepper, 1995).  With this approach, communication was 

increased and workers were asked to participate in matters of limited impact to 
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increase cohesiveness and morale and in turn productivity and cooperation 

(Barnard, 1938; Follett, 1940/1925).  This approach identified human beings as 

mature individuals who participated actively in organizational activities when 

given the opportunity and proper reinforcement (Kreps, 1990).  It viewed 

employee and managerial communication as essential to meet the needs of both 

the employee and the organization (Pepper, 1995).  The focal point of this 

approach was based upon fulfilling the needs of employees.  It was believed that 

if they were satisfied with their company, they would more likely work on its 

behalf by demonstrating greater motivation and productivity (Kreps, 1990).  This 

was obviously a huge paradigm shift from the classical theory. 

The dramatic change in approach to human relations from the previous 

classical theory made some managers educated in the earlier system 

uncomfortable (Kreps, 1990).  As a result, they were slow to adopt some of its 

ideas.  Some critics accused managers using this approach of treating workers 

as pawns to be manipulated toward their own ends, while others called 

managers who attempted to implement its tenets "the happiness boys" (Pepper, 

1995; Goldhaber, 1986).  The superficial implementation of the human relations 

approach by hesitant managers and the resulting disappointment of workers who 

expected to be treated as important, because they were told they would be, 

resulted in alienated workers, decreased productivity, and lower motivation 

(Kreps, 1990).  Eventually, adjustments made in the participative management 
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approach to respond to the concerns which have resulted in new approaches to 

the human resources (Pepper, 1995). 

Raymond Miles (1965) introduced the human resources model which 

compared the human relations model with a contemporary view of management-

worker relationships.  Miles (1965) claimed that the human relations model 

asserted that participative management resulted in improved employee 

satisfaction and morale.  The result was lower resistance by employees and 

improved acquiescence with authority.  In contrast, Miles (1965) stated that the 

human resources model argues that participation results in (a) improved decision 

making and control which brings about (b) improved subordinate satisfaction and 

morale which again produces (a) improved decision making and control which 

results in even more (b) improved subordinate satisfaction and morale.  Miles 

also outlined many of the concerns regarding the human relations model and 

articulated the specifics of the human resources model, a slightly updated 

version of its predecessor. 

While the human relations perspective views workers as children with 

needs, the human resources approach sees them as workers who obtain 

satisfaction from the workplace (Pepper, 1995).  Workers are seen as vital, 

contributing forces within the organization team which can be relied upon and 

utilized by the company.  This approach is viewed by many as a more 

progressive approach for meeting the needs of organization members and for 

increasing employee participation in company activities (Kreps, 1990). 
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Supporters believed that better ideas surfaced through a participative 

approach (Pepper, 1995).  It emphasizes genuine participation and attempts to 

do more than just make workers happy.  It tries to maximize the resources of the 

entire work force (Kreps, 1990).  Redding (1973) summarized the propositions of 

the human resource approach as (a) managers should trust their workers to 

perform their jobs responsibly, (b) managers should allow workers to participate 

in the management of their own jobs, and (c) management should remove all 

mechanistic approaches to work and should replace them with humanistic 

approaches. 

Clearly, participative management is a key component of the human 

relations perspective (Kreps, 1990).  Supporters proclaim that when employees 

are involved in the organizational decision making process, the more likely they 

develop an understanding of the issues facing the organization, as well as an 

appreciation for management’s role (Follett, 1925/1940; Argyris, 1957, 1964; 

Likert, 1961).  Argyris (1964) suggested that a participative approach can amplify 

the congruence between the goals of employee’s and the organization.  He 

argued that employees involved in the decision making process are likely to 

identify with the organization and adopt its goals as their own.  As a result of goal 

congruence, Argyris said that workers will be more likely to work in the best 

interests of the organization.  He also warned against ignoring this idea, stating 

that a lack of goal congruence can result in psychological distance and a feeling 

of competition between workers and management (Argyris, 1964).  Workers may 
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even develop anti-organizational views due to lack of involvement in the decision 

making process.  In addition, the participative management approach increases 

upward, downward, horizontal, and informal communication, because open 

channels are seen as essential for eliciting worker-management communication 

(Barnard, 1938; Follett, 1940/1925; Likert, 1961). 

Participation is seen by some as the defining strength of the human 

resources' approach as well as its potential weakness (Pepper, 1995). 

Organizations that wish to implement the human resources approach must 

include participation, but when companies attempt this change they often find 

employees unable or unwilling to accept new responsibilities (Eisenberg & 

Goodall, 1993).  Employee buy-in can be achieved when the initiative is culturally 

embedded through the communication practices of the organization (Marshall 

and Stohl, 1993).  This entrenchment hinges on the extent to which supporters 

are empowered and involved in the process.  Participation needs to include 

employee-initiated ideas and must allow for all employees’ involvement in the 

communication network.  Participation focuses on manager and worker as a 

team and without these elements theorists claim it is doubtful the initiative will 

result in positive effects (Pepper, 1995). 

Implementation of Participative Management  

In the more than 30 years since its introduction, participative management 

supporters have argued that workers are not only important, but also valuable 

resources in the decision making process.  By creating an environment that is 
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conducive to employee personal and professional growth through participation in 

the company will reap the benefits of worker experiences, talent, and 

perspective.  Slate and Vogel (1997), Uzzi (1993), Black and Gregersen (1997), and 

Lawler (1986) claim that this new approach will result in improved employee 

morale, pride in work, productivity, and longevity. 

Many companies that sought these benefits changed their processes to 

incorporate team work and employee feedback into their management 

philosophy.  The U.S. Department of Commerce and Labor report from the 

Commission on the Future of Worker-Management Relations (1995) noted an 

increase from 80% in 1987 to 86% in 1995 in the number of large firms in the 

manufacturing and service sectors that reported some experience with employee 

involvement.  Cohen, Ledford, and Spreitzer (1996) found that 47% of Fortune 

1000 companies reported using self-managing work teams compared to 28% in 

1987.  As employee involvement has increased over the numerous decades, it 

has been mentioned under numerous labels such as participative management, 

participative environment, employee empowerment, employee involvement 

teams, self-managing work teams, and open-book management (Stack, 1994). 

Examples of Participative Management 

As companies bought into the participative management philosophy they 

often observed marked improvement throughout their organizations.  Mia (1987) 

found that increased involvement in budgetary decision making led to improved 

attitudes toward the company and job.  Mia (1987) found employees reported 
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less difficulty in understanding their job requirements when they were involved in 

guiding the course of their work, and that "positive employee attitude toward job 

and company consistently is associated with a decrease in absenteeism and 

turnover.  This resulted in an increase in employee productivity" (p. 547-548).  

Scully, Kirkpatrick, and Locke (1995) found that both supervisors and subordinates 

reported more positive effects and perceptions under participatory management 

and that their performance improved.  Cohen, Ledford, and Spreitzer (1996) 

reported that self-managing work teams were more effective than traditionally 

managed work teams and that the new approach resulted in increased 

productivity, cost savings, manager and self ratings, and employee satisfaction.  

Many employees have become comfortable with increased responsibility and 

have responded positively, both personally and on the job.  Kennish (1994) 

stated that "workers have higher levels of motivation when they perceive that 

management cares about their welfare, when they are involved in the 

management process, and when the total management-worker environment is 

positive" (p. 22). 

While some studies show that participatory management practices have 

improved employee satisfaction, motivation, and loyalty, the results of this 

approach are also seen in the company's financial statements.  The U. S. 

Department of Commerce and Labor 1995 report showed that companies 

surveyed in their investigation reported partnerships between management and 

employees are favored by line employees but are a vital part of being competitive 
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in manufacturing industries and the economic marketplace.  A 1994 study 

showed that companies that frequently involved workers in decision making 

enjoyed stronger market valuations than those that did not (Mitchell, 1989).  

Collingwood (1996) asked managers at more than 3,000 U.S. companies about 

their management practices.  His results showed companies that adopted 

participatory practices saw bottom-line results very quickly.  Collingwood (1996) 

surveyed companies and found that the substantial gains were derived from an 

effect of lower turnover and increased efficiency.  The firms with high-

performance practices were likely to do better financially than comparable firms 

with no such practices.  May and Flannery (1995) found that employee 

involvement can lead to a decrease in waste which can save the company 

money as well as positively impact the environment. 

Perhaps one of the best known examples of the positive results of such an 

approach is the Springfield Remanufacturing Corporation (SRC) of Springfield, 

Missouri (Stack, 1994).  Stack (1994), president and CEO of SRC, boasted the 

success of his company since they utilized the communication and directions 

suggested when utilizing open-book management.  Stack (1994) taught his 

employees how to read and interpret the company's financial statements so the 

individual could take responsibility for the success and failures of their 

department’s profit and loss. Stack (1994) stated that SRC workforce has created 

an atmosphere where they have a career not just a job.  SRC's success is 

certainly noteworthy.  From 1983 to 1986, the company's sales grew by more 



Texas Tech University, Eric Tobin, August, 2011  
 

12 

than 30 percent a year, while the company went from a loss of $60,488 in the 

first year to pretax earnings of $2.7 million in the fourth year.  The success of 

SRC has been accredited to encompassing every employee in the process of 

creating policies and the results of the organization (Stack, 1994).  

Whirlpool has also seen improvements in the bottom line at a number of 

their plants as a result of implementing participative management practices.  

Smith (1995) stated that Whirlpool created a new world-class manufacturing 

facility in Tulsa, Oklahoma, which opened with a goal to incorporate employee 

involvement from the first day.  Numerous examples of success stories 

associated with employee involvement have been documented and provide other 

managers with blue prints on how to incorporate the same ideas into their 

companies. 

Opponents of Participative Management 

While many have hailed the praises of participatory principles, some 

managers have resisted the implementation claiming that the concept simply 

cannot work.  These reluctant supervisors stated that participative management 

is too difficult to facilitate and it provides limited benefits.  One outspoken 

opponent of open-book management is Robert R. Falconi, chief financial officer 

of Planning Systems, Inc., a high-tech scientific and engineering firm in McLean, 

Virginia.  Falconi (1995) claimed "these days, most jobs—including finance and 

accounting—require specialized training and education.  It's not something 

people can just pick up" (p. 15).  While participative management may take many 
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forms, Falconi's (1995) point is that it would be difficult and time-consuming, if not 

impossible, to explain the company's finances to every employee or even most 

employees.  Regarding the idea of changing some workers' attitudes toward 

management, Falconi (1995) responded, "Do you honestly think their 

perspective, which has taken their whole lives to develop, will change when 

they're armed with this new data?" (p. 16). 

Falconi (1995) also cited the fact that Americans are currently saving 

significantly less than they will need for retirement as proof that today's worker is 

not ready to take on the responsibility of corporate decision making, especially 

decisions involving financial matters.  Falconi (1995) claimed that participative 

management is a fad which will fade away just like the total quality management 

movement.  While it may seem that Falconi (1995) has a narrow interpretation of 

participative management and its benefits, recent research findings may support 

his opinion.  The results of a multi-employer survey (2,600 employees from 16 

major U.S. companies) reporting  workers' perspectives on employee 

involvement performed by Industrial Relations Counselors (1994) showed that 

65% of the respondents felt that their managers did not try to allow for decision 

making at the lowest practical level.  While only 38 percent of the respondents 

felt that their managers saw their contributions as "essential."  

Uzzi (1993/94) agreed that participative management is not always the 

answer and cited three potential drawbacks of the system as (a) it is time-

consuming, (b) it takes away from production time, and (c) it makes employees 
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aware that managers don't have all the answers.  Managers can also find it 

difficult to accept the new relationships forged through participation. 

Perline and Sexton (1994) showed that managers who perceived their 

relationship with the union as cooperative were least likely to believe that the 

union should have input into decisions made within the corporation.  These 

managers felt a cooperative relationship with union members, but they were still 

less likely to support decision making by the unions.   

Need for the Study 

The theoretical progression of management theory and the resulting 

emphasis on the employee’s participation in the workplace reflects the need to 

know more about participative management strategies.  The successful 

implementation of a participative management initiative requires a complete 

understanding of the variables impacting the job satisfaction process.  More 

specifically, it needs to be determined if participative management strategies 

have a positive impact on the following work variables; job satisfaction, 

communication satisfaction, and organizational commitment.  The previous 

sections reflect the differing opinions and outcomes of participative management 

initiatives in today's organizations.  The varied results described by researchers 

and practitioners leave many questions unanswered.  Some organizational 

leaders hail the impact of participative management while others claim the 

approach produces negative results.  There is clearly a need for clarification 



Texas Tech University, Eric Tobin, August, 2011  
 

15 

regarding the true impact of this initiative and how companies can most 

effectively implement this strategy. 

The complexity of today's work force and organizational culture also 

reflects a need for continued study of participative management.  As America's 

workers encounter participative initiatives, respond to the presence, and react to 

the effect, research needs to be performed to investigate the changing climate of 

participation.  The investigation of the relationship between participation and 

such important organizational elements as job satisfaction, communication 

satisfaction, and organizational commitment is needed to understand how this 

strategy impacts other components of the work experience. 

Lastly, the implementation of participative management practices changes 

the work environment for everyone.  As employees embrace the concept of being 

involved and participating in the decision making process, managers are learning 

how to work with shared governance.  The impact of these initiatives on all 

employees is important to consider.  How management perceives participative 

management affects its potential for success as much as the views of non-

management workers.  Investigation of the perceptions of all workers regarding 

participation and its impact on job variables for all employees is vitally important 

to productivity and the ability of organizations to retain good people.  Therefore, it 

is imperative that more research is completed concerning this management 

strategy. 
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CHAPTER II 

BACKGROUND AND REVIEW OF LITERATURE 

Theoretical Framework for the Study 

Participative management practices and their relationship to job 

satisfaction, communication satisfaction, and organizational commitment are 

informed by the Hierarchy of Needs theories of Maslow (1943, 1954, 1968), the 

Motivational theories of Herzberg (1966, 1968), the Organizational 

Communication theories of Barnard (1938) and Gibb (1961, 1978), and the 

Human Relations and Human Resources theories introduced by Follett 

(1940/1925), McGregor (1960), Likert (1961, 1967) and Blake and Mouton 

(1964).  In the following sections, I will explain these theories and their 

implications regarding participative management.  I will also introduce the 

coorientation model and its usefulness in understanding the perspectives of the 

individuals involved in participative initiatives. 

Hierarchy of Needs 

Abraham Maslow (1943) introduced the theory of a Hierarchy of Needs, 

where he stated that people are motivated by unsatisfied needs, and that certain 

lower needs need must be satisfied before we can be satisfied by higher needs.  

Maslow's Hierarchy of Needs was an unconventional approach to the 

discouraging established approaches of Freud and Skinner.    
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According to Maslow (1943), there are general needs (physiological, 

safety, love, and esteem) that essential should be fulfilled before an individual 

can act generously.  Maslow (1943) called these needs "deficiency needs."  As 

long as we are driven to satisfy these requirements we are moving in the 

direction of development of self-actualization.   

Maslow (1943) divided human needs into five categories; physiological 

needs, safety needs, Love and belongingness, and esteem needs.  Maslow 

(1943) stated that there were two forms of esteem needs.  First is self-esteem 

which results from competence or mastery of a task.  Second, there is the 

consideration and acknowledgement that comes from others.  Employees want 

and need appreciation for their hard work and a job well done. 

The need for self-actualization is the longing to become more than they 

currently are and to strive to become proficient in our goals (Maslow, 1943).  

People need to have met the previous levels before they have the ability to 

maximize their potential. 

Theory of Motivators and Hygiene Factors 

Herzberg (1959) fashioned a two-dimensional paradigm of influencing 

people's approaches about work.  Herzberg determined matters like 

interpersonal relations, company policy, management direction; interpersonal 

relations, working conditions, and salary are all hygiene factors instead of 

motivators.  According to Herzberg (1959) theory, the deficiency of hygiene 
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factors can produce job discontent, but their existence does not stimulate or 

generate satisfaction.  

In contrast, Herzberg (1959) determined from the data collected that five 

motivators enhanced job satisfaction. The five motivators were achievement, 

recognition, the work itself, responsibility, and advancement.  He claimed that 

these persuaders (satisfiers) were connected with long-term positive effects in 

job performance while the hygiene factors (dissatisfies) constantly manufactured 

only short-term

Acceptance Theory of Authority 

 alterations in job attitudes and performance, which quickly fell 

back to its previous level (1959).  

Charles Bernard (1938) developed the Theory of Authority in his book, 

Functions of the Executive

Bernard’s (1938) Theory of Authority summarized that employees’ allow 

managers to have authority over them. Bernard (1938) believed that 

communication in the theory runs descending but hinge on reception by the 

subordinate.  The Acceptance of Authority Theory hinged on four conditions; (1) 

 where he recorded his insights about management.  

In his book he acknowledged the acceptability of the supervisor's directions and 

the extent of the subordinates' reception.  Barnard (1938) quantified that 

executives had three primary goals; (1) establish and uphold an operational 

communication structure, (2) hire and preserve effective employees, and (3) 

stimulate your workforce.   
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employees must comprehend what the supervisor desires them to do, (2) 

employees must be able to fulfill with the instruction, (3) employees must think 

that the command is in keeping with managerial objects, (4) employees must 

think that the directive is not conflicting to their individual objectives (Bernard, 

1938).  This theory highlighted the prominence of the individual and significant 

element in the human resources viewpoint and participative management. 

TORI Theory 

Gibb's (1978) created the TORI (Trust, Openness, Realization and 

Interdependence) philosophy where he identified that the communication of 

group and organizational memberships has a consequence on environment and 

assembly’s cohesiveness.  Gibb (1978) recommended that an organizational 

communication environment needed to be compassionate instead of distrustful.  

Organizational climate inspires description, problem-orientation, and 

impulsiveness’.   

Gibb's (1978) TORI model suggested that trust is the foundation to 

achievement. He theorized that if people are reinforced the organization works 

well.  The four fundamentals of the TORI Theory are: Trust, Openness, 

Realization and Interdependence.   

Gibb's (1978) theory has suggested that participative management has 

importance on the significance of communication and the formation of supportive 

environment which allows for amplified trust and personal growth and 

empowerment reverberation of participative management.   
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Management Systems Theory 

Likert (1961) argued that organizations are composed of subgroups which 

are responsible for their portion of the work and are each supervised by a lead 

person who acts as a link between groups.  Likert (1961) stressed the need for 

full worker participation in work processes through the development of supportive 

communication between workers and management. 

Likert (1961) proposed his theory of four different management styles 

assumed by leaders which can either isolate workers or foster employee 

involvement in and commitment to the organization.  These styles are: 

exploitative-authoritative, benevolent-authoritative, consultative, and participative. 

The exploitative-authoritative style is characterized by fear, threats, tight 

control, downward communication, and centralized decision making (Likert, 

1961).  Management has no trust in employees and workers distrust messages 

from management.   

The benevolent-authoritative style uses rewards to motivate employees. 

Management allows employees to voice their opinions even if they do not use 

their ideas, which results in worker frustration. Under this management style the 

power and control remains at the top of the organization and most information 

flows down (Likert, 1961).  

The consultative style includes the use of rewards and punishments with 

some increased involvement in decision making.  Management seeks feedback 

and idea-sharing before major decisions are made (Likert, 1961). The 
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management at the top determines all broad organizational policies, but allows 

for some specific decisions to be made by employees.   

The participative style allows increased communication in all directions, 

maximum involvement, trust and confidence in employees, and group goal 

setting and method selection.  Likert (1961) argued that this approach is most 

effective and leads to the highest organizational performance.  

Likert’s fourth style obviously supports the participative management 

initiative.  His theory outlines many of the organizational elements considered 

essential for participation including increased communication, goal congruence 

which leads to organizational commitment, trust and confidence in employees, 

maximum involvement, and shared decision making (Pepper, 1995).   

Theory of Leadership Styles 

Blake and Mouton's (1964) Theory of Leadership Styles reflects their 

support for participative management. Blake and Morton (1964) developed the 

9/9 style of leadership (team) reflects a leader who has a high concern for 

production and people.  This manager is interested in both consideration and 

initiating structure.  These leaders allow for consensus in decision making, 

resolve conflict, maintain a climate of trust and acceptance, and encourage 

candid and spontaneous feedback from workers.  There is an integration of 

individual and organizational goals.  This style is seen as the most effective of 

the five styles because it seeks to accomplish maintenance and task goals 

simultaneously.  Blake and Morton (1964) stated that 9/9 team manager is the 
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most supported representation of participative management.  This style 

emphasizes the importance of communication, the integration of individual and 

organizational goals which leads to organizational commitment, and concern for 

the maintenance of an organizational climate which satisfies employees.  

Coorientation Models 

The theories regarding management practice and its effect on employees 

discussed previously focus a great deal of attention on the actions of managers 

and the resulting effects on workers.  These principles are certainly paramount to 

an understanding of the logic behind the participative management initiative.  An 

investigation of employee involvement should consider these concepts. 

An additional angle to consider, however, is the impact of perspective on 

the experience of participation.  With employee involvement, as with any 

organizational initiative, the process is experienced differently by those who have 

the responsibility of implementing the program (usually management personnel) 

as opposed to those who have less control and who have the responsibility of 

living with the initiative (often non-management personnel).  The amount of 

information available and the way that information is received is often different 

depending on the job status of the individual and the level of involvement he or 

she has in regards to making the program work (Pearce & Stamm, 1973).  While 

all employees will experience the initiative for themselves, the concept of "where 

they stand" impacts the experience since "certain persons in almost any 
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organization are more adequately informed than others" (Pearce & Stamm, p. 

177). 

Regardless of the amount and quality of information workers receive, they 

will use that information to make sense of the program for themselves.  As part of 

this sense-making process, each employee will also make determinations about 

how others view the program (Kelley, 1973).  For example, a worker will come to 

understand a participative management initiative based on his or her perception 

of its importance as well as his or her perception of how peers, subordinates, and 

supervisors perceive the program.   

This process is known as attribution (Kelley, 1973).  Kelley stated that 

through attribution people attribute perceptions to others based on what they see 

the others say and do.  Berger and Calabrese (1975) stated that people continue 

to involve themselves in this process as a way to reduce uncertainty.  They 

reasoned that people seek to "fill in the gaps" and make sense of their 

environment and the people in it and that these perceived perceptions of the 

other help the individual make sense of a concept.  Uncertainty reduction 

"concerns the ability of each interactant to explain his own and the other's 

behavior" (Berger, 1975, p. 33).  People not only obtain information from and 

about others, but they also want information about themselves and their role 

which helps reduce their uncertainty regarding whether or not they fit in (Pearce 

& Stamm, 1973).  Our perceived perceptions of others are part of the 

development of our own perceptions.  As a result, to fully understand the 
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perceptions of any employee, his or her perceived perceptions of others should 

also be considered. 

This need to understand the perceptions of others as well the view of each 

participant suggests the value of having a coorientation model.  Newcomb (1968) 

described the Coorientational Model as an approach involving three factors: (a) 

the individual's desires, beliefs, and values; (b) the individual's orientations 

toward objects in his or her environment; and (c) the individual's relationships 

with other people.  The three pieces fit together to form the foundation of all 

interactions.  Pearce and Stamm (1973) added that individuals in a 

Coorientational state have an orientation which includes the object and a relevant 

other.  In other words, communication exchanges are determined by the person's 

orientation to the object as well as by the person's relationship with the other 

(Newcomb, 1953). 

The Chaffee and McLeod (1968) Coorientation Model is a visual 

representation of this approach.  It defines an interpersonal state in terms of 

three relations among the elements of the model: agreement, congruency, and 

accuracy.  By considering these relations, researchers can develop some 

diagnostic "snapshots" of the interaction (Pearce & Stamm, 1973). These 

"pictures" reflect how each person in the relationship perceives the similarity between 

him- or herself and the other in his or her orientation toward the topic of their communication 

(Pearce & Stamm, 1973). 
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The Coorientational Model; includes (a) agreement which represents a comparison 

between person one and person two's orientation toward the object; (b) congruency which 

reflects a comparison between person one's orientation and his or her perception of person 

two's orientation; and (c) accuracy which shows a comparison between person one's 

perception of person two's orientation and person two's actual orientation toward the 

subject (Chaffee & McLeod, 1968).  The investigation of these different perspectives 

highlighted in the model provides a picture of the elements which comprise the 

complex structure of dyadic interaction and perception development. 

Applying this model to the participative management method entails 

investigating the unique views of two different persons or groups (e.g., 

management and non-management personnel) regarding participation and their 

perceptions of the views of the other person or group regarding the initiative.  

Comparison of these views provides an evaluation of agreement, congruency, 

and accuracy in perceptions regarding the participative program.  This evaluation 

takes into consideration the sense-making process used by all people which 

includes a person's own perception and their view of the perceptions of others.  

This approach to understanding the players involved in the participative practices 

is a more total approach to evaluating the success of the initiative.  For this 

reason, the use of this model is important for this study. 

Resulting Theory-Based Models for the Study 

The psychological, organizational communication, human relations or 

human resources theories explained previously support and explain the 
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participative management approach.  More specifically, the years of theory 

development introduce the effect of participative management on other work 

variables such as job satisfaction, communication satisfaction, and organizational 

commitment. 

Maslow's (1954) hierarchy of needs explains workers' needs for higher 

level satisfaction including belongingness and self-esteem which are by-products 

of participative management initiatives.  His theory suggests that workers need to 

participate in the work process in order to reach their full potential (self-

actualization) and possess job satisfaction (Maslow, 1954). Herzberg's (1966, 

1968) theory of motivation is very similar to this, stressing the need for 

satisfaction of basic "hygiene" needs and more advanced "motivation" needs to 

satisfy and motivate workers.  He emphasized the necessity of providing 

opportunities for employees to experience responsibility, achievement, 

recognition, and personal growth to bring about job satisfaction (Herzberg, 1966).  

Participative management strategies make these worker experiences possible  

Barnard (1938) emphasized the importance of communication satisfaction 

and the presence of an informal community in organizations.  His theory reflects 

a need to work toward cooperation and collective expectations which lead to 

organizational commitment.  Gibb's (1961) theory also highlights the importance 

of communication satisfaction, emphasizing the need for open channels, trust, 

personal development, and an interest in community and personal potential.  
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Likert's (1961, 1967) system also mirrors participative management by 

emphasizing communication and goal congruence.  Likert's management system 

is defended as the most effective way to create organizational commitment and 

communication satisfaction (1961).  Lastly, Blake and Mouton's (1964) 9/9 manager 

who integrates the accomplishment of organizational and individual goals is proposed as 

the most effective leadership style.  This approach also emphasizes open 

communication to create a satisfying environment for workers which leads to job 

satisfaction.  The emphasis here on integrated goal accomplishment also results in 

organizational commitment.  Their theory also supports the use of participative 

management practices. 

The following theory-based model was developed for this study as a result of a 

thorough understanding and integration of the previous theories and their emphasis on 

participation, thru improved job satisfaction, greater communication satisfaction, and 

increased organizational commitment. 



Texas Tech University, Eric Tobin, August, 2011  
 

28 

 

Figure 2.1 Theory Based Model for this Study 

The model reflects the relationship proposed between participation of 

employees and job satisfaction, communication satisfaction, and organizational 

commitment.  As supported by the theories explained in the previous section, 

increased participation is argued to have an effect on employee job satisfaction, 

communication satisfaction, and organizational commitment.  This study 

investigated this relationship to determine the effect of participation on these 

variables.  While these variables are discussed in the previous theories as 

necessary for the support of participative practices, this study examined what 

effect participation has on these organizational elements. 

A second emphasis of this study was the investigation of the differing 

perspectives of management and non-management personnel regarding 
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participative management practices.  As previously mentioned, many of the 

theories explained previously focus on the effects of participative strategies used 

by management on non-management workers.  The focus was almost 

exclusively on the resulting outcomes in terms of the relationships and 

productivity of non-management personnel.  The previous explanation of the 

coorientation model and its importance for understanding the full picture of the 

experience of participation emphasized the need to view this concept from 

multiple perspectives.   

As a result, this study investigated the employee perspectives present in 

the workplace.  It was sought to determine if there was a difference in 

perspectives regarding the level of participation practices and if there was a 

difference in the effect of these practices on individual job satisfaction, 

communication satisfaction, and organizational commitment.  To insure the 

success of management strategies, it is important to consider the effects of such 

initiatives on all workers, those in management and those not.  It is also 

important to recognize the possibility of incongruence in views and what effect, if 

any, such incongruence has on the experience of work.  The proposed level of 

difference between views regarding participation affects job satisfaction, 

communication satisfaction, and organizational commitment.  This study 

investigated both management and non-management perspectives.   

This research compared the perspectives highlighted in this second model 

to investigate the presence of agreement, congruency, and accuracy or the 
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similarities in perceptions between self and other regarding participation.  These 

concepts are elements of the coorientation model explained in the previous 

section.  . 

The following model incorporates the second focus of this study into the 

initial theory-based model guiding this study. 

 

Figure 2.2 Conceptual Based Model for this Study 

Research Questions 

 The first element of this study, the following research questions are posed 

to relate the consideration of effect of participation on job satisfaction, 

communication satisfaction, and organizational commitment. 

RQ1: Do employees working in an organization, which supports employee 

participation score higher on job satisfaction, communication 

satisfaction, and organization commitment indexes. 
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RQ2: Does increased employee participation relate positively to increased 

job satisfaction? 

RQ3: Does increased employee participation relate positively to increased 

communication satisfaction? 

RQ4: Does increased employee participation relate positively to increased 

organizational commitment? 

The Second part of this research, the following research questions are 

posed to investigate the potential negative correlation between job satisfaction, 

communication satisfaction, organizational commitment and the intent to 

turnover. 

RQ5: Does increased employee participation and job satisfaction relate 

negatively to intent to turnover? 

RQ6: Does increased employee participation and communication satisfaction 

relate negatively to intent to turnover? 

RQ7: Does increased employee participation and organizational commitment 

relate negatively to intent to turnover? 

Research Questions Explained 

 The first part of this study is designed to determine the levels of job 

satisfaction, organizational commitment, and communication satisfaction on 

employees in casual dining restaurants which support employee participation.  

The study seeks to determine the effect or result of participation on these 

organizational variables.  Also investigated was the possibility of a correlation or 
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positive relationship between level of participation, job satisfaction, 

communication satisfaction, and organizational commitment. 

The second center of consideration of this research is to regulate the 

levels of job satisfaction, communication satisfaction, and organizational 

commitment of the employees in an organization which supports employee 

participation has a negative relationship to the intent to turnover.  Also 

investigated was the possibility of a correlation or positive relationship between 

level of participation, job satisfaction, communication satisfaction, and 

organizational commitment with the intent to turnover. 

Model Variables 

The theoretical framework and resulting theory-based model for this study 

highlight four variables which need further investigation.  The four variables are 

participation, job satisfaction, communication satisfaction, and organizational 

commitment.  In the following sections, literature relevant to each of these 

variables will be discussed.   

Participation 

The participative management literature generally uses the term 

participation to refer to the part of the decision making process in which the 

subordinate is involved.  The definition applies whether they are consulted 

individually or as a group by their leader who then makes the final decision, or 

they share the final decision making with the leader, or they are delegated 



Texas Tech University, Eric Tobin, August, 2011  
 

33 

responsibility for making the decision by the leader (Bass, 1990).  A great deal 

has been written about the efficiency or inefficiency of this method in 

organizations and the potential costs of its implementation.  Documentation is 

also abundant regarding this process and its varying effect on employee 

acceptance of decisions and change, job satisfaction, communication 

satisfaction, and organizational commitment. 

Participation and job satisfaction 

Studies have found participative management leads to higher levels of 

worker satisfaction (Black & Gregersen, 1997; Mee-Lin & Bain, 1990).  Preston 

and Heintz (1949) revealed greater satisfaction of subordinates under 

participatory than under supervisory (directive) leaders.  Bass, Burger, Doktor, 

and Barrett (1979) found that more subordinates participating in a training 

simulation chose to work with a participative supervisor rather than with either of 

two kinds of directive supervisors.  Ziller (1954) found that aircrews were more 

satisfied when they discussed simulated flight problems with their participative 

leader and the leader stated his opinion after the discussion.  Aspegren (1963) 

found that participatory leadership produced higher levels of satisfaction and task 

motivation among group members than did either directive or laissez-faire 

leadership. Storey (1954) studied groups with participative leaders and groups 

with directive leaders and found that members of participative groups were better 

satisfied with the group procedures, decisions reached, and member acceptance, 
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although no significant differences were found in reported satisfaction with the 

leadership. 

A. S. Tannenbaum (1963) reported greater satisfaction among 200 clerks 

as a consequence of an increased opportunity to participate.  Morse, Reimer, 

and Tannenbaum (1951) documented increased satisfaction when a new 

organizational arrangement was implemented that promoted more self-

determination and group decision making by lowering by one level the authority 

to make and execute various decisions.  Mann and Baumgartel (1952) also found 

that employees who felt free to discuss job-related or personal problems with 

their bosses were more satisfied with the organization, exhibited less 

absenteeism, and were more cohesive work group members.  Baumgartel (1956, 

1957) found that scientists in research laboratories exhibited higher degrees of 

task motivation and job satisfaction under participatory supervisors rather than 

under directive supervisors.   

Other studies like the one conducted by Mann, Indik, and Vroom (1963) 

reported that workers' satisfaction level was highly related to their participation in 

decision making and their satisfaction and task motivation were especially low 

under directive supervision.  Weschler, Kahane, and Tannenbaum (1952) found 

that members of a research group that was led by a directive leader were less 

satisfied with their jobs.  Dissatisfaction and high levels of job tension were also 

reported by Alutto and Belasco (1972) to be associated with "decision making 

deprivation."  Additional researchers have also written about the association 
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between participation and higher levels of satisfaction toward self, job, and others 

(Drenth & Koopman, 1984; Harrison, 1985; R. Likert, 196la).  In one way or 

another, all of these studies demonstrate the relationship that exists between 

participation and job satisfaction. 

Participation and communication satisfaction 

Effective communication structures within an organization are essential to 

the successful implementation of participative management initiatives.  Lawler 

(1986) integrated three models of participation (cognitive, affective, and 

contingency) and suggested that the effective participative process requires a 

multiplicative combination of the adequate flow of information, the requisite 

knowledge by employees of what needs to be done, shared power to decide, and 

satisfactory rewards for implementation.  If any one of these elements is missing, 

Lawler (1986) argued the process is most likely to fail in the long run.  Lawler 

(1986) reported that the process of empowering a workforce requires changes in 

the communication structure and processes of most organizations. 

Participation and organizational commitment 

In studies of participation and organizational commitment, Siegel and Ruh 

(1973) found that participative management led to increased individual 

integration into the organization and workers became more involved in the work 

project when they were engaged in participative decision making.  More recently, 

Erez and Arad (1986) found that participation mixed with commitment led to 
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higher levels of productivity and Grunberg and Greenberg (1994) reported that 

involved employees were less likely to develop problem drinking behaviors. 

The opportunity to participate, however, can also produce negative effects 

regarding organizational commitment.  Tannenbaum (1963) studied clerks who 

were given greater responsibility in decision making.  Despite a general increase 

in satisfaction, the clerks felt less of a sense of achievement at the conclusion of 

the workday and were less satisfied with their present level in the organization.  

In acquiring an increased feeling of responsibility for the work, the clerks 

developed standards of achievement that were harder to satisfy which resulted in 

more frustration with organizational processes.  Latham, Erez, and Locke (1987) 

found that participation was unnecessary for the required commitment to be 

achieved while a positive relationship with the supervisor was more of a catalyst.  

Likewise, Locke (1968), Latham and Baldes (1975), and Fellnerand and Sulzer-

Azaroff (1985) found participation not as important as other variables in the 

creation of commitment.  These reports show mixed results regarding the 

relationship between participation and organizational commitment; therefore 

more research is needed in this area. 

Job Satisfaction 

Growth of the interest in the quality of work caused researchers to investigate 

various aspects of jobs and their relations to improving long run productivity.  Among these 

aspects, job satisfaction is considered the most often researched variable in the 
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organizational behavior literature (Blau, 1999; Kiechel, 1989).  In 1976, Locke (1976) 

conducted a review of job satisfaction and claimed that over 3,350 articles had been written 

about job satisfaction between 1957 and 1976 (Locke, 1976).  With respect to this special 

attention, almost all aspects of job satisfaction, in accordance to theories, measures and 

definitions, motivational, emotional, and informational components (Beck, 1990), have been 

explored in management literature by various researchers. 

Job satisfaction research can be traced back to the late 1920s when Mayo and his 

associates investigated the factors influencing productivity and job satisfaction during the 

Hawthorne studies (Mayo, 1938).  According to the results of the study, psychological and 

social influences were much more effective than changes in wages and hours, which had 

long been the primary matter of most managers and economists who assumed that 

labor was basically an article of trade to be bought and sold (Roethlisberger & 

Dickson, 1939). 

Effect of job satisfaction 

A number of studies reflect the predictive ability of job satisfaction on 

organizational outcomes.  For example, Abraham and Hansson (1996) reported 

that job satisfaction had a high positive effect on the goal-directed coping 

behavior of middle-aged and older men and a positive effect on that behavior of 

women.  Ben-Bakr, Al-Shammari, Jefri, and Prasad (1994) claimed that their 

study showed a predictive relationship between job satisfaction and 

organizational commitment with respect to turnover (intention to leave).  Mutran, 

Reitzes, and Bratton (1997) reported the positive effect of job satisfaction on self-
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esteem among middle-aged working men and women.  While Deshpande and 

Joseph (1997) showed that employee contentment level had an effect on union 

voting intentions among workers in the United States and India.  Pittman (1994) 

argued that job satisfaction with work hours has a positive relationship to work 

and family balance.   

The potential effects of job satisfaction on employee health have also 

been recorded.  High job satisfaction was found to predict mental health (Baba & 

Schwind, 1990), while low job satisfaction predicted health complaints (Aasland, 

Olff, & Falkum, 1997) and work related injuries and work related absences 

(Webb, Redman, & Hennrikus, 1994).  Kinnunen, Gerris, and Vermulst (1996) 

showed how the relationship between job satisfaction and job stress can affect 

an individual's ability to function as a spouse and a parent when not at work.  All 

of this research indicates that the possible impact of employee satisfaction on 

work outcomes must be acknowledged. 

Effect on job satisfaction 

While satisfaction can serve as a predictor to many outcomes, the 

recorded impact of a number of work components on employee contentment is 

even more substantial.  For example, changes in job task and organizational 

characteristics contribute to job satisfaction (Poulin, 1994) and high levels of 

routine in job context (same shift schedules) and low levels of routine in job 

content (same task) result in higher job satisfaction (Baba & Jamal, 1991).  

Organizational environmental conditions can also affect job satisfaction.  Such 
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physical conditions as the setting (Becker, 1985), quality of work life programs 

(Efraty & Sirgy, 1990), and organizational climate (Gunter & Furnham, 1996; 

Taylor & Tashakkori, 1995) have been shown to have an effect.  Work group 

relationships such as labor/union and lesbian/non-lesbian can also impact job 

satisfaction (Driscall, Kelley, & Fassinger, 1996; Fuller & Hester, 1998).  Workers' 

attempts to balance the life demands of work and family (Ezra & Deckman, 1996) 

and leisure activities (Melamed, Meir, & Samson, 1995) affect worker 

contentment as well. 

How workers perceive elements of work life and organizational 

experiences additionally can affect job satisfaction.  For example, medical 

workers who use therapeutic methods in their work with terminally ill patients 

exhibited higher job satisfaction (Resnick & Dziegielewski, 1996) and individuals 

who worked with AIDS patients and did not have prejudice tendencies toward the 

disease showed greater job satisfaction (Ferrari, McCown, & Pantano, 1993).  

Likewise, farmers who had an intrinsic value of farming (Coughenour, 1995) and 

workers who positively viewed the quality of their supervisors (Britton, 1997) had 

high job satisfaction. Witt (1991) stated that minorities who viewed affirmative 

action programs positively and individuals who perceived Equal Employment 

Opportunity initiatives as effective exhibited higher levels of job satisfaction.  

Even the employee's experience with a company's orientation program serves to 

predict his or her contentment.  Studies have shown that training (Saks, 1996), 
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orientation tactics (Orpen, 1995), and post-orientation self-efficacy (Saks, 1995) 

have been found to impact worker satisfaction levels. 

Maslow (1943, 1968) and Herzberg (1966, 1968) proposed motivational 

theories which emphasize the need for fulfillment of the basic needs of workers 

to make satisfaction of higher needs possible.  These theories are supported by 

studies which show that job satisfaction is predicated by higher wages (Diamond, 

1994; Forsyth, Benoit, & Tornwall, 1991; Vinokur-Kaplan, Jayaratne, & Chess, 

1994), basic need fulfillment (Knoop, 1994), fringe benefits and job security 

(Vinokur-Kaplan, Jayaratne, & Chess, 1994), and basic characteristics such as 

job classification, and length of employment (Forsyth, Benoit, & Tornwall, 1991; 

Keeton & Mengistu, 1996).  It appears that Maslow’s and Herzberg's ideas still 

ring true today. 

Worker characteristics also impact job satisfaction levels.  For example, 

Aryee and Stone (1996) found that workers who were able to make work 

adjustments when necessary showed significantly positive levels of job 

satisfaction, while Demers (1994) found that autonomy among editors of large 

newspapers related to high levels of employee contentment.  The well-being of 

case workers at the time of their employment (Koeske & Kirk, 1995), greater 

levels of spirituality of hospice workers (Millison & Dudley, 1990), belief in the 

work ethic (Saks, Mudrack, & Ashforth, 1996), and married status over unmarried 

status in teachers (Mwamwenda, 1997) have all been found to have an effect on 

job satisfaction of workers.   
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How employees believe others perceive their work can also affect their 

contentment, as Weibull (1994) showed with military workers perception of 

society's view of the military and Surett and Richard (1995) reported regarding 

criminal justice public information officers' belief about how they were viewed by 

the media.  Employees affect their own level of fulfillment whether they grasp it or 

not. 

Studies have highlighted a number of variables which can have a negative 

effect on job satisfaction.  Perhaps the most documented negative predictor for 

worker satisfaction is stress (Burke, 1996; Chaplain, 1995; Deren, Davis, Toru, 

Friedman, Tross, Sufian, Pascal, & Stull, 1992; Jamal & Badawi, 1995).  This 

includes stress from a perception of external locus of control (Boss & Cooper, 

1995; Jain, Lall, McLaughlin, and Johnson, 1996) as well as tension created by 

masculine gender role stress (McCreary & Sadava, 1995).  When workers 

perceived inequity, experienced poor working conditions, or suffered from chronic 

job insecurity, consequences often included lower job satisfaction levels (Boss & 

Cooper, 1995; Heaney, Israel, & House, 1994; Singh, 1994; Summers & Hendrix, 

1991). 

Workplace environment has also been a variable in job satisfaction scores 

with sexual harassment (Ragins & Scandura, 1995), large work units (Burke, 

1996), and noisy spaces (Sundstrom, Town, & Rice, 1994), representing some of 

the environmental influences.  As one might expect, relationships in the 

workplace have also negatively affected worker satisfaction such as 
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organizational-professional conflicts (Brierlev, 1998) and sustained worker-

subordinate relationships beyond their productivity (Mossholder, Bedeian & 

Niebuhr, 1994).  Other negative organizational characteristics included role 

conflict and role ambiguity (Copur, 1990; Itzhaky, 1995) and work and family role 

conflict (Ahmad, 1996).  Adjustments in the workplace can also bring about lower 

satisfaction scores such as when workers were required to work non-standard 

work shifts (Jamal & Badawi, 1995) and when individuals who did not have 

children adopted a computer-supported supplemental work at home arrangement 

(Duxbury, Higgins, & Thomas, 1996).  

Employee characteristics have also been shown to correlate negatively 

with job satisfaction scores.  For example, Robinson, Porporino, and Simourd 

(1997) found higher levels of education increased negative job satisfaction in 

correctional officers, while Forsyth, Benoit, and Tomwall (1992) found that 

increased education resulted in lower contentment among dental hygienists.  

Ugorji (1997) reported that a survey of three departments in the New Jersey state 

government found European Americans were more satisfied than African 

Americans and Donaldson, Dent, and Sussman (1996) found that smokeless 

tobacco users reported lower job satisfaction.  Employees who join an 

organization with low-anticipation for their new job are likely to experience 

dissatisfaction (Holton & Russell, 1997) as will workers who frequently change 

jobs for salary increases (Murrell, Frieze, & Olson, 1996).  The workplace is 
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dynamic and workers are complex; it all adds up to a large potential for low 

satisfaction. 

Job satisfaction and gender 

A number of studies have investigated the relationship between gender of 

the employee and level of job satisfaction with mixed results.  For example, Dodd 

and Wright (1996) found low involvement but high job satisfaction among both 

men and women; Weeks and Nantel (1995) found no difference in job 

satisfaction by gender; and Bailey, Wolfe, and Christopher (1996) found that 

white men had higher job satisfaction than both white and black women.  Several 

studies have reported that women exhibit lower job satisfaction because of lack 

of influence and promotion opportunities (Chiu, 1997) and tension between 

responsibilities at home and at work (Petric, 1990).  Cooper and Keely (1993) 

reported that female principles were found to experience greater distress and 

dissatisfaction than their male counterparts, while Jackson (1989) found through 

a review of job satisfaction literature that women generally exhibit higher job 

satisfaction with less pay than men in the same jobs.  She proposed that the 

reason for this paradox may be that women simply value money as less of a 

priority than men. 

Still other research shows that job satisfaction reduces health problems in 

both men and women (Walters, Lenton, French, Eyles, Mayr, & Newbold, 1996) 

and that job satisfaction results in life satisfaction in men while life satisfaction 

results in job satisfaction for women (Schmitt & Mellon, 1980).  The gender 
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results are clearly mixed, but the studies show that job satisfaction is an 

important component in organizational life. 

Job satisfaction and participation 

Participative management initiatives have been shown to produce higher 

levels of job satisfaction among employees (Grasso, 1994; Pool, 1997; Smith, 

Hood & Piland, 1994).  Employees have responded positively to the opportunity 

to control their work environment and organizational outcomes (Fumham, 

Brewin, & O'Kelly, 1994; Orpen, 1994a).  Studies have also shown that employee 

involvement predicts higher job satisfaction and productivity (Denison & Mishra, 

1995; Hui, Yee. & Eastman, 1995). 

Other studies, however, have shown different results.  Knoop (1995) found 

that involvement was not statistically related to overall job satisfaction, while 

others have shown that the increase in skills and changes in employment that 

result from involvement were associated with low job satisfaction (Baker, Israel, 

& Schurman, 1996), and over-involvement produced burnout which negatively 

affected worker contentment (Koeske & Kelly, 1995).  Participation can result in 

more satisfied employees, but it can also cause stress on workers who are 

unprepared for the changes. It appears that any organizational change has 

complex effects on the worker population. 
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Job satisfaction and communication satisfaction 

Ward (1997) surveyed autonomous work groups to determine potential 

relationships between a number of organizational variables.  His study showed a 

strong positive relationship between job satisfaction and communication.  This 

idea was supported by a survey of 248 new organizational hires who reported 

two of the top three determinants of job satisfaction included communication with 

superiors and communication with subordinates (Major, Kozlowski, & Chao, 

1995). Marriott, Sexton, and Staley (1994) found that a positive relationship with 

peers was the leading determinant of job satisfaction among social workers.  Ellis 

and Riggle (1995) reported a strong relationship between openness of climate 

and job satisfaction for gay men and lesbians and Bergmann, Grahn, and 

Hannaford (1996) stated that a worker's ability to discuss positive work 

accomplishments with family had a strong effect on job satisfaction.  

Communication seems to weave through every organizational element and 

provides the necessary glue to tie job satisfaction to employees.  

Job satisfaction and organizational commitment 

The negative impact of low job satisfaction on organizational commitment 

has been documented in nursing homes (Kiyak, Namazi, & Kahana, 1997), 

theme parks (Saks, Mudrack, & Ashforth, 1996), a Saudi Arabian metropolitan 

company (Bhuian, Al-Shammari, & Jefri, 1996), and a large federal agency 

(Hellman, 1997).  All studies demonstrated that dissatisfaction leads to turnover.  

Other projects, however, show a high positive relationship between job 
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satisfaction and organizational commitment (Cherniss, 1991; Leong, Fumham, & 

Cooper, 1996; Kaldenberg, Becker, & Zvonkovic, 1995).  Satisfaction with 

particular company initiatives such as company mergers has also been shown to 

be associated with company identity and agreement with the company mission 

statement (Covin, Slightler, & Kolenko, 1996).  The proceeds of a higher level of 

job satisfaction and organizational commitment and the interrelationship of these 

two variables provide deep ground for study and outstanding potential benefits 

for organizational practices.  This relationship should not be taken for granted.  

The preceding review of job satisfaction literature reflects the diverse 

results of studies completed in an attempt to understand this variable.  Job 

satisfaction clearly impacts many organizational components just as it is 

impacted by many.  Additional research regarding job satisfaction, its effects, and 

its predictors will help further explain this important employee characteristic. 

Communication Satisfaction 

Effective communication can be crucial to a company's success.  Hwang 

(1980) wrote that “communication is a kind of psychological and social process 

by which an individual or a group transmits concepts, ideas, attitudes, or facts to 

another person or group” (p. 74).  Crino and White (1981) defined employee 

communication satisfaction as an individual's satisfaction with various aspects of 

communication in his organization.  Downs and Hazen (1977) identified eight 

dimensions of employee communication satisfaction; (1) General Organizational 
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Perspective, or information about the overall functioning of the organization; (2) 

Individual opinion, or the employee's need to know how well he is performing on 

the job; (3) Organizational Integration, meaning the extent to which employees 

receive information about the organization and their immediate work situation; (4) 

Communication with Superiors, addressing upward and downward 

communication with superiors, including the supervisor's ability to solve job 

related problems, listen, and be receptive to employees' ideas; (5) 

Communication Climate, referring to the personal and organizational 

communication environment; (6) Horizontal and Informal Communication, 

reflecting the accuracy and openness of the horizontal-informal communication 

network, including the grapevine; (7) Media Quality, referring to the use of 

communication channels to share information with employees; (8) 

Communication with Subordinates, referring to subordinate's responsibility to 

report to and anticipate the needs of superiors. In Downs' (1990) recent study he 

added two new dimensions, which were Top Management Communication and 

Interdepartmental Communication. 

The findings of these studies have indicated that Individual Feedback, 

Communication Environment, and Managerial Message are the three factors that 

have had the strongest correlation with job satisfaction (Downs, 1977; Downs, 

Clampitt, & Pfeiffer, 1988; Pfeiffer, 1988).  Recent research has also suggested 

(Clampitt & Downs, 1993) that the relationship among communication and 
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efficiency is more complex than previously assumed, and more research is 

needed on this aspect of communication.  

Effect of communication satisfaction 

Over the years, as organizations have increased the level of employee 

involvement, increased emphasis has been placed on communication between 

management and workers and members of work groups.  Studies of 

communication and its effect on performance have been varied.  Some studies 

have found no significant relationship between communication and job 

performance (Anderson & Level, 1980).  Still other research has targeted several 

communication processes as important. Internal managerial communication 

(Tubbs & Hain, 1979), supervisor communication (Jenkins, 1977; Jam, 1973; 

Snyder & Morris, 1984) and information exchange within work groups (Snyder & 

Morris, 1984) have all been found to be important contributors to organizational 

effectiveness, while communication climate and feedback were seen as strongly 

related to communication satisfaction.  Indeed, Kanter and Brinkerhoff (1981) 

stated that communication helps define organizational productivity.  

In order to become productive, organizational members must make the 

transition from outsider to community citizen through the orientation process.  

During this time, communication is vitally important to success (Mignerey, Rubin, 

& Gorden, 1995).  Research shows that during organizational entry, socialization 

communication influences a newcomer's information seeking behaviors which 
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lead to higher confidence and lower role ambiguity.  Apparently communication 

satisfaction has an effect right from the start. 

Communication satisfaction and participation 

Participative management initiatives ask employees to get involved in the 

decision making process, to give their input, and to add value to the process and 

the product.  The success of this approach relies heavily on quality 

communication between all employees (Chia, 1995; Guzley, 1992; Lawler, 1986). 

Shared information flow, trained employees, and delegated decision making 

authority are necessary for effective participation and cannot exist without open 

communication channels.  

Katzel, Bienstock, and Faerstein (1977) compiled a case study book which 

is full of examples of the positive results of quality communication on employee 

work.  For example, they described how one large air-freight company was 

suffering from low morale, sales, and profits.  In an effort to overcome these 

problems, the company instituted a communication program.  They trained their 

supervisors how to praise and recognize employees who were doing good work.  

Employee work was monitored and productive behavior was recognized under 

the new positive reinforcement program.  The results were amazing: sales rose; 

savings over a three-year period amounted to $3 million; and standards of 

customer service were met 90 to 95 percent of the time, as compared to 30 to 40 

percent previously.  Employees responded overwhelmingly to the positive 

communication from their supervisors. 
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Wii (1977) reported the results of his investigation of communication and 

participation.  He surveyed almost 10,000 members of 30 organizations and 

found that as the amount of participation by employees increased there was an 

increase in the flow of messages and the openness of communication.  As 

employees became more involved, they also became more informed.  This 

process however can backfire.  Wii warns that as information flow increases 

employees can experience information overload.  Workers can also have 

increased expectations regarding their input into work processes.  If these 

expectations are not met, employees can become dissatisfied with the 

communication and the organization in general.  Communication is an important 

part of the successful participative organizational structure, but it must be 

managed well. 

Communication satisfaction and job satisfaction 

Since the mid-1970s, communication satisfaction and job satisfaction 

research has increased dramatically.  Most of these studies have focused on the 

importance of good communication between supervisors and subordinates as a 

predictor of job satisfaction (Muchinsky, 1977).  Some studies have tried to 

evaluate separate elements of organizational relationships such as peer 

relationships, information flow variables, organizational policies, and semantic 

information distance to determine their effect on job satisfaction (Daly, Falcione, 

& Damhorst, 1977; Jablin, 1979; Schuler & Blank, 1976).  Probably the greatest 

attention, however, has been paid to the subordinate's perceptions of his or her 
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supervisor's communication as a predictor of satisfaction (Goldhaber, 1986).  As 

a result, there has been an emphasis on a more open, trusting, and participative 

relationship between management and worker.  When workers perceive the 

communication from supervisors as open, honest, and trustworthy, they are more 

likely to exhibit higher job satisfaction regarding their job and the organization 

(Falcione, 1974a, 1974b, 1978; Falcione, Daly, & McCroskey, 1977; Plunkett, 

1982; Richmond and McCroskey, 1983).  Other studies have added to this 

initiative, suggesting that employee perceptions of upper management 

communication can also affect job satisfaction (Foehrenbach & Rosenberg, 

1982; Ruch & Goodman, 1983). 

Communication satisfaction impacts all workers.  A survey of 713 

manufacturing employees found that a positive communication climate was a 

significant predictor of all employee satisfaction, while the influence of superior 

communication was significantly greater for supervisors than for hourly 

employees (Miles, Patrick, & King, 1996).  Another study with 327 hospital 

nurses resulted in several significant findings (Pincus, 1986).  In the hospital, 

analysis discovered important constructive associations between communication 

satisfaction and job satisfaction, between communication climate and worker 

satisfaction, and between top management communication and employee 

contentment.  Clearly, communication processes have a strong effect on 

employee satisfaction. 
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Communication satisfaction and organizational commitment 

Many changes in the workplace that have resulted from the institution of 

participative practices have been blamed for an increase of miscommunication 

among some workers who don't yet fully understand the employee involvement 

process.  This confusion can cause distrust which can transfer to the 

organization and have an impact on the level of commitment employees have 

toward their organization (Farnham, 1989; O'Boyle, 1985; Wii, 1977; Winokur, 

1990).  The strong relationship between supportive communication climates and 

organizational commitment has been proven in a number of studies (Alien, 1992; 

Guzley, 1992; Hutchison, 1997; Yoon, Baker, & Ko, 1994).  The work of Dennis, 

Richetto, and Wiemann (1974) also supports a strong positive relationship 

between communication satisfaction and organizational commitment, and 

DeWine and Barone (1984) found that worker satisfaction with communication 

increased their positive perceptions of general organizational climate.  The link 

between communication satisfaction and organizational commitment is clear.  

Organizations must approach their communication seriously in order to facilitate 

a strong positive relationship between workers and the company. 

Organizational Commitment 

Organizational commitment refers to the relative intensity of identification 

and involvement of an individual in a specific organization (Mowday, Porter, and 

Steers, 1979).  It is defined as the comparative asset of an individual's 
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identification with and participation in a particular organization.  It can be 

characterized by at least three related aspects: (1) a robust confidence in and 

reception of the organization's objectives and values; (2) enthusiasm to exercise 

significant energy on behalf of the organization; and (3) a strong aspiration to 

preserve affiliation in the business.  Obligation encompasses a vigorous affiliation 

with the organization such that individuals are eager to give something of them in 

order to contribute to the organization's welfare (Mowday, Steers, & Porter, 

1979).  

A common theme that runs through much of the conceptual work on 

employee organizational commitment is the notion of "exchange" (Mowday, 

Steers, & Porter, 1979).  Individuals come to organizations with certain needs, 

desires, and skills, and expect to find a work environment where they can use 

their abilities and satisfy many of their basic needs.  When an organization 

provides such a vehicle (for example, when an organization makes effective use 

of its employees and is dependable because the organization offers a "certain 

environment" such that employees are satisfied), the likelihood of increasing 

commitment is apparently increased (Steers, 1977).  However, when the 

organization is not dependable or unsuccessfully provides employees with 

interesting and important tasks, commitment levels may weaken.  

Effect of organizational commitment 

Several studies have been conducted to investigate the effect of 

organizational commitment on outcomes.  One particularly popular examined 
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outcome is employee turnover.  In a review of questionnaire responses from 442 

Saudi Arabian employees, Ben-Bakr, Al-Shummari, Jefri, and Prasad (1994) 

found a significant negative correlation between organizational commitment and 

turnover.  Camp (1994) reported the same relationship in his review of the results 

of a survey of nearly 4,000 American prison employees.  High organizational 

commitment has also been found to result in low turnover among both full- and 

part-time employees, with commitment affecting this process even more than job 

involvement (Martin & Hafer, 1995).  Cheng (1994) also found that highly 

committed employees have fewer absents from work and that they are more 

likely to regulate their own record of nonattendances, while less committed 

workers may need more directive control to minimize their days away from work. 

Stress is a similar factor affected by organizational commitment.  Reilly 

(1994) found that employees who report higher levels of organizational 

commitment experience less burnout overall.  However, Jamal and Badawi 

(1993, 1995), Leong, Funham, and Cooper (1996), and Leiter, (1991), reported 

that increased commitment can lead to stress prevention and Wittig-Berman and 

Lang (1990) encouraged organizations to attempt to increase commitment as a 

stress prevention technique.  Turnover and stress, two adverse components of 

organizational life, can have a negative relationship with organizational 

commitment. 

Committed employees tend to associate fair organizational procedures 

with fair outcomes (Orpen, 1994c), and they are more likely to exhibit good 
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employee behaviors such as effort, punctuality, and remaining with the 

organization (Randall, 1990).  These committed employees are also more likely 

to accept change and work to support the change process (Iverson, 1996) and 

their tie to the organization is likely to have an effect on their career intent (Kirn, 

Price, Mueller, & Watson. 1996).  Companies can also expect tangible positive 

results from their committed employees.  For example, Randall (1990) found a 

weak but positive relationship between organizational commitment and work 

outcome, and The Economist (1996) reported that companies with committed 

employees will save both time and money, since committed employees tend to 

stay with an organization requiring less money for recruitment and training.  

Becker and Billings (1993) also reported that workers who have more education, 

longer tenure with the organization, and are older will have higher commitment.  

This greater commitment was found to result in lower levels of intent to leave, 

higher levels of social behavior, and greater job satisfaction.  Companies that 

have committed employees will likely find that they have good organizational 

citizens who produce more and cost less.  The effect of organizational 

commitment on employees appears to be worth investigating. 

Organizational commitment and participation 

Participative management initiatives have been studied extensively 

regarding their impact on organizational commitment.  For example, Zeffane and 

MacDonald (1993) found that change, participation, and uncertainty resulted in 

feelings of alienation among workers in the Australian telecommunications 
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industry.  Alienation leads to lower organizational commitment.  These findings 

are rare, however, since most studies have found a positive relationship between 

participative programs and commitment.  For example, Wallace (1995a) reported 

that organizational strategies including participation led to higher commitment 

among lawyers and Zeffane (1994) found that management strategies that build 

loyalty affect worker commitment.   

Characteristics of participative management practices also result in high 

organization commitment (Lincoln & Kalleberg, 1996; Sommer, Bae, & Luthans, 

1996), and a human relations approach which fosters perceptions of a fairness 

motive behind management activities results in greater commitment (Koys, 

1991).  Barling, Weber, and Kelloway (1996) also found that exposure to 

transformational leadership training for managers increased worker 

organizational commitment significantly. 

Employees with participative values respond well to participative 

management programs causing high organizational commitment, while 

employees without an interest in participation remain low in commitment (Oliver, 

1990).  Most workers, however, appreciate the opportunity for personal growth 

and self-actualization provided by participation and end up identifying strongly 

with their work teams (Shouk-Smith, 1994; Barker & Tompkins, 1994).  Workers 

who are not allowed this opportunity for responsibility and autonomy respond 

with lower organizational commitment and greater intention to leave (Rosin & 
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Korabik, 1991).  These studies support the belief that participation can increase 

identification with the company. 

Organizational commitment and job satisfaction 

While Scarpello and Vandenberg (1992) found that organizational 

commitment and job satisfaction are independent of each other, a large number 

of studies have found a significant positive relationship between the two variables 

(Alnajjar, 1996; Bhuian, Al-Shammari, & Jefri, 1996; Cramer, 1993; Lance, 1991; 

Hanlon, 1986; Knoop, 1995; Leung, 1997; Ward, 1997).  The results are 

overwhelming; commitment and satisfaction are related. 

Organizational commitment and communication satisfaction 

Communication satisfaction can have an effect on organizational 

commitment.  Supportive communication and positive relationships with 

management relates strongly to commitment (Alien, 1992) and employee 

perception of that support has a direct effect on their identification with the 

organization (Hutchison, 1997).  The opposite is also true, because Alien (1996) 

found that organizational commitment can go a long way in overcoming negative 

perceptions of communication relationships with management.  Communication 

satisfaction and interpersonal attachment with peers in work groups also has a 

positive effect on commitment (Yoon, Baker, & Ko, 1994).  Satisfaction with 

communication is an important ingredient in commitment creation. 
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Based on the previous review of organizational commitment literature, it is 

clear that the variables which can affect commitment are numerous.  The 

intricate relationship between these many elements perhaps creates more 

questions regarding organizational commitment than expected.  Further research 

regarding organizational commitment is necessary to provide a better 

understanding of this sensitive but powerful organizational characteristic. 

Intention to Turnover 

Regardless of the prominence of developing an accepting of the relation 

concerning performance and turnover, theoretical models of intentional employee 

turnover often produce no simple likelihood regarding the connection with worker 

performance (McEvoy & Cascio, 1987), and it is only through a slightly more 

complex method integrating significant contingent elements that we can apply 

these representations.  For example, the March and Simon (1958) model, from 

which numerous other turnover simulations have been derived, proposes that 

turnover is a function of apparent ease of movement and observed attractiveness 

of program.  

The projected interdependence among turnover, performance, and the 

ease of associated components is reasonably candid.  Performance would be 

anticipated to have an optimistic encouragement on ease of program (both actual 

and perceived), ensuing a complex likelihood of turnover among higher 

performers and an optimistic relationship concerning turnover and performance 
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(Jackofsky, 1984).  Gerhart (1990b) found indirect indication of the principal 

relationship to intellectual aptitude, which has been clearly associated to job 

performance (Hunter & Hunter, 1984), had a noteworthy affirmative effect on 

apparent ease of the participative management drive.  

Accordingly, Jackofsky (1984) recommended that there is a rounded 

relation concerning turnover and performance, such that turnover is most 

credible between both low and high performers.  Jackofsky (1984) maintained 

that employees with sub-performance may be "pushed out" because of "actual or 

superficial threat of administrative action" (p. 79).  Steers and Mowday (1981) 

also maintained that low performers are more likely to be a contender for 

turnover through low fulfillment with the job's essential rewards.  Poor performers 

should have a high reference point for a turnover rate regardless of 

representatives such as the incentive program.  

Furthermore, Jackofsky (1984) considered "acceptable" performers as 

being permitted to continue with the company and having moderately low 

turnover due to low ease of change.  However, this ease of movement 

acknowledgment would seem to challenge the foreseen higher turnover of sub-

standard performers, and in both situations the simplicity of movement would 

apparently be subject to employment environment at the current point in time.  

Finally, Jackofsky (1984) she sustained that high performers would appreciate 

abundant occupational options and, via the amplified ease of movement, would 

depart more frequently.  
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Effect of turnover 

The investigation of literature in relationship to employment turnover is 

controlled by examines how employment turnover is treated as the dependent 

variable (e.g. Lee & Mowday, 1987; O'Reilly, Caldwell, and Barnett, 1989; Van 

Breukelen, 1991; Anderson & Meyer, 1994; Griffeth & Horn 1995; Huselid, 1995; 

Morrow, McElroy, Laczniak, and Fenton, 1999).  Normally the investigators draw 

on some observed dimension of concrete employment turnover, or they use a 

gage such as the employee’s intention to leave their employment.  In the later 

situations one argument is if the gage used is valid or not (Steel & Ovalle, 1984; 

Sager, Futrell, and Varadarajan, 1998). 

Studies that take labor turnover as an independent variable are 

reasonably uncommon.  Publications continuously show that the charges 

associated with employment turnover are obtainable only thru conveying a 

normative communication.  Research is often aimed at offering diverse 

measurements in relationship to costs and procedures on how to account for the 

costs.  Unfortunately they normally lack a measureable examination of the effects 

on companies profit or loss (Gaudet, 1960; Flamholtz, 1974; Cawsey & Wedley, 

1979; Blakeslee, Suntrup, and Kernaghan., 1985; Tziner & Birati, 1996).  This 

unbalance in the investigation of employment turnover has already been 

documented by Mobley (1982) who wrote that “relative to the causes of turnover, 

consequences have been underemphasized” (p. 31).  Staw (1980) clearly 

documented the possible hazard of an examination practice fixed on the reasons 
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of employment turnover while disregarding its properties: such investigations are 

built on the hypothesis that turnover is a significant managerial problem and, 

therefore, should be reduced.  

Job satisfaction and turnover 

To establish the importance of job satisfaction in turnover research, March 

and Simon (1958) described perceived desirability of movement as being 

primarily determined by job satisfaction, which has evolved to mean turnover 

research (Jackofsky & Peters, 1983; Lee, Mitchell, Wise, and Fireman, 1996).  

March and Simon (1958) characterized job satisfaction as a multifaceted function 

of several diverse elements, such as financial rewards, type of direction, and 

participation in job assignment decisions.  In the vast subsequent turnover 

research, job satisfaction has been (Tett & Meyer, 1993, p. 261) "understood to 

be one's affective attachment to the job viewed either in its entirety or with regard 

to particular aspects (ex. supervision).”  

Job satisfaction plays a major role in virtually all turnover theories (Lee, 

Mitchell, Holtom, McDaniel, and Hill, 1999) and operates as the key 

psychological predictor in most turnover studies (Dickter, Roznowski, & Harrison, 

1996).  Numerous reviews have concluded that job satisfaction is negatively 

related to voluntary turnover (e.g., Cotton & Turtle, 1986; Mobley, Mitchell, 

Holtom, McDaniel, and Hill, 1979; Price, 1977; Tett & Meyer, 1993).  Cotton and 

Turtle's (1986) meta-analysis demonstrated that this relationship holds for overall 

satisfaction as well as for specific job satisfaction facets, while Tett and Meyer's 
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(1993) meta-analysis indicated that overall job satisfaction's prediction of 

voluntary turnover was equally strong for global and sum-of-facet measures.   

The psychological processes through which job dissatisfaction prompts 

voluntary turnover have been researched at length in cognitively oriented 

models, with thoughts of quitting, search intentions, and quit intentions emerging 

as common mediators (e.g., Bannister & Griffeth, 1986; Dalessio, Silverman, & 

Schuck, 1986; Hom, Caranikas-Walker, Prussia, and Griffeth, 1992; Horn, 

Griffeth, & Sellaro, 1984; Hulin, Roznowski, and Hachiya, 1985; Mobley, Horner, 

and Hollingsworth, 1978).  The strength of the job satisfaction correlation with 

turnover has been reported in meta-analytic findings as -.24 (Tett & Meyer, 

1993), -.28 (Steel & Ovalle, 1984), -.18 (Hom, Caranikas-Walker, Prussia, and 

Griffeth, 1992), and -.19 (Horn & Griffeth, 1995). 

Communication and turnover  

Much research has focused on the impact of turnover and organizational 

communication (Porter, Steers, Mowday & Boulin, 1974; Savery, 1989; Steers, 

1977).  Porter, Steers, Mowday and Boulin (1974) performed a longitudinal study 

of organizational communication and its relationship to employee turnover.  At 

different time intervals, psychiatric technicians were administered an organization 

commitment survey and the job descriptive index (JDI) to measure 

communication satisfaction.  Comparative analysis was done between 

employees that stayed and employees that left.  The investigation discovered 
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that there is a contrary association between communication satisfaction and 

turnover.   

Savery (1989) randomly surveyed 255 people to look at factors related to 

communication satisfaction that can be directly impacted by the management of 

an organization.  Savery (1989) also wanted to continue the argument that low 

communication satisfaction will lead to frustration, and the employee will leave if 

possible.  If the employee does not leave, it will lead to ill health and increased 

absenteeism.  To measure this he collected the amount of alcohol and tobacco 

that was consumed by the participants.  Savery’s (1989) study revealed that 

employees with lower communication satisfaction had poorer health, consumed 

more alcohol and smoked more tobacco.  Savery (1989) concludes, “Low 

communication satisfaction for an individual may well affect the cost-

effectiveness of the company as well as its efficiency, since the effect of low job 

satisfaction on an individual makes the person feel unhealthy and hence more 

likely to need time off” (p.30). 

Job commitment and turnover  

Prior research hypothesizes that organizational commitment reduces 

turnover (Hom, Katerberg, and Hulin 1979; Johnston, Parasuraman, Futrell, and 

Black, 1990; Reichers 1985; Williams and Hazer 1986).  As is noted by Brown 

and Peterson (1993), most of the research in the sales literature has used 

propensity to leave as a surrogate for actual turnover (Johnston, Parasuraman, 

Futrell, and Black, 1990: being a notable exception).  However, a substantial 
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amount of research has studied the relationship between commitment and 

turnover and found it to be significant but weaker than the relationship between 

commitment and propensity to leave.  This is not surprising in view of the 

conceptual overlap between commitment and propensity to leave.  As is noted by 

Reichers (1985), a low propensity to leave is a fundamental portion of what it 

means to be dedicated to an organization, and scales measuring both constructs 

include items related to the likelihood that a person might leave an organization.  

For example, one commonly used commitment item states, "I prefer working for 

this company rather than other companies," which sounds similar to a reverse-

scored propensity to leave item.   

In addition, Fishbein and Azjen (1975) demonstrated that attitudes (such 

as job commitment) are related more strongly to behavioral intentions (such as 

propensity to leave) than they are to actual behaviors (such as turnover).  Thus, 

commitment should be related to turnover but not as strongly as it is to 

propensity to leave as reported in Brown and Peterson's (1993) study.  

Concluding Rationale 

This review of literature has illustrated three sound reasons for the need 

for the current study.  First, the increased use of participative management since 

its inception more than 30 years ago and its particular substantial popularity 

today makes understanding its impact on employees more important than ever 

before.  As organizations start down the road to employee involvement, they will 
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need to implement this initiative and avoid the potential pit falls.  This study will 

help to provide a clearer road map for management in the hospitality industry. 

Second, the research review on these variables should demonstrate that 

studies conducted up to this time have shown mixed results, with some projects 

providing a strong relationship between participation and job satisfaction and 

other studies claiming they are not related.  The mixed results illustrate the need 

for further investigative research to provide a clearer picture of how these 

variables relate to each other.  Well-structured, thorough research projects can 

help provide solid answers.  This study will attempt to do just that. 

Third, the literature up to this point contains no studies which have looked 

at all the variables together.  The combined analysis of participation, job 

satisfaction, communication satisfaction, organizational commitment and intent to 

quit will provide new, valuable information concerning the possible relationship 

between all of these variables and their impact on workers, organizations, 

productivity and intent to quit.  The apparent lack of any previous studies 

regarding the combination of these variables makes this study an important one. 
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CHAPTER III 

METHODOLOGY 

Design  

This study followed this process by describing the levels of each variable 

in the workplace in order to better understand the phenomenon of participation 

and its related variables.  The study also attempted to uncover and clarify any 

relationship between these variables to explain and defend the study’s theory-

based model.  The use of a simple random sample facilitated generalization of 

the results to the larger population.   

This research met these criteria.  Individual food service employees were 

surveyed to provide a better understanding of the full service casual dining 

restaurant industry.  The research design allows for information obtained from 

this study to be generalized to the larger population.  Also, the processes 

followed for this research are clearly documented to allow for the potential 

replication of the project in other industries.  This will allow for the additional 

testing (and hopefully verification) of the theory-based research questions.   

Concepts Defined 

Introduction 

Concepts used in research are defined in theoretical or operational terms 

to give the reader of the research project a better understanding of the projects 
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and how the terms are being used to measure certain aspects of the research 

project. 

Theoretical Definitions 

Level of participation refers to the amount of involvement the employee 

experiences in controlling elements of his or her work day. Employees might 

participate or be consulted regarding organizational decision making, hiring/firing, 

policy creation, production scheduling, employee scheduling, and so forth (Jain 

1992). 

Job satisfaction refers to the employee's reported satisfaction with his or 

her work, pride in work, and perception of personal benefit from work (Weiss, 

Dawis, England, and Lofquist, 1967). 

Communication satisfaction refers to the employee's satisfaction with 

the amount of information received regarding his or her job (to assist him or her 

with participating) and the channels through which that information is received 

(Downs and Hazen, 1977). 

Organizational commitment refers to the employee's expressed loyalty 

to the organization, pride in the organization, and his or her desire to serve and 

stay with the organization (Mowday, Porter, and Steers, 1979). 

Turnover refers to an employee’s voluntary or involuntary exit from an 

organization (Lee, Mitchell, Wise, and Fireman, S. 1996). 

Foodservice Industry is defined as an establishment where food is 

regularly served outside the home.  Such establishments include formal 
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restaurants, hotel or motel restaurants, coffee shops, family dining restaurants, 

specialty and ethnic restaurants, and fast food outlets (Hackes, 1997). 

Casual Dining Restaurants are defined as establishments where food 

and beverage are served in a relaxing atmosphere, but does not overextend the 

patron’s budget (Seyanont, 2007). 

Survey  

Utilization of Likert-Type Scales  

The use of a quantifiable scale when seeking information about non-

mathematical statements has been integrated into scaling systems such as the 

Likert scale, which was used in this survey instrument. While there are issues 

and concerns about the limitations of such scales, the use of this method 

appears to have been accepted in behavioral and attitudinal research, including 

job satisfaction (Ellickson, 2002; Eskildsen & Dahlgaard, 2000; Fosam, Grimsely, 

& Wisher, 1998; Martensen & Gronholdt, 2001; Savery, 1989; Scott, Bishop, & 

Chen, 2003; Waters & Roach, 1971). Generally, a five-point or seven-point scale 

anchored by standard “strongly disagree” and “strongly agree” designations are 

used. Since the five-point Likert scale is more common in various areas of 

research, the general population is familiar with the format. Therefore, in addition 

to external validity, the use of a Likert scale could be considered a benefit as it 

would reduce the amount of potential confusion and increase the internal validity 

of the questionnaire. 
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Instrument 

The survey instrument for this study contained 92 items including 20 items 

on job satisfaction, 20 items on participation, 15 items on organizational 

commitment, 25 items on communication satisfaction, 3 items on intent to 

turnover, and 9 demographic questions.  Each section is discussed in detail 

below and a copy of the entire instrument can be found in Appendix A. 

Participation section 

A number of participation scales were reviewed in search for a 

measurement instrument useful for the study.  The Cammann, Fichman, Jenkins, 

and Klesh's (1979) Michigan Organizational Assessment Questionnaire contains 

a two-item scale for participation with a reported alpha coefficient of .76.  The two 

items were written to focus on the supervisor actions that affect employee 

participation, rather than employee involvement.   

Beehr, Walsh, and Taber (1976) scales were created to measure role 

stressors.  This instrument contains four items to measure role ambiguity, three 

items to measure role overload, and three items to measure nonparticipation.  

These authors defined nonparticipation as “not being consulted about work-

related happenings” (p. 43).  The internal reliability coefficient for this scale was 

recorded as .62 and it had a correlation with job satisfaction of only .34 and with 

job-related tension of only .06.  The focus of these items was intriguing, but the 
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reliability and correlation were low.  These scales are also interesting because 

they actually measure the opposite of participation.  

The last participation scales reviewed were Aiken and Hage's (1966) 

Hierarchy of Authority (five items) and Participation in Decision Making (four 

items).  The authors defined Hierarchy of Authority as “the extent to which 

workers are assigned tasks and provided with the freedom to implement them 

without interruption from their manager” (p. 498) and Participation in Decision 

Making as “the degree to which staff members participate in setting the goals and 

policies of the entire organization” (p. 498).  These definitions seemed to 

describe, in different ways, the variable that is labeled participation.  The alpha 

coefficient values for the scales were .86 and .92 respectfully, but the two sub-

scales intercorrelated at -0.55, which suggests that they are not independent.  

This explains why the scales seem to be measuring ideas related to participation. 

Each of the above mentioned scales contained useful aspects of 

participation.  Therefore, all three of the scales were used to develop the 

participation section of the survey instrument. 

Job satisfaction section 

The Minnesota Satisfaction Questionnaire (MSQ), designed by Weiss, 

Dawis, England, and Lofquist (1967), short form 20-item questionnaire was used 

to measure employee ratings of individual job satisfaction and extrinsic and 

intrinsic job factors in five areas: the job itself, pay, promotion, opportunities, 

supervision, and coworkers.  The alpha coefficient values for these scales in 
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Weiss, Dawis, England, and Lofquist (1967) studies were 0.84 for two assembler 

groups and to 0.91 for engineers for intrinsic satisfaction, the extrinsic 

satisfaction scores ranged from 0.77 for assemblers to 0.87 for engineers and 

0.87 for assemblers to 0.92 for engineers on general satisfaction.  The validity for 

the MSQ short form is based of the long form because it has been derived from 

the long form.  Validity for the MSQ is based upon it performing according to 

theoretical expectations or construct validity.  This questionnaire was selected 

because of the coefficient vales as well as the reputation of the Minnesota Job 

Satisfaction questionnaire. The following is a sample question from the 

Minnesota Satisfaction Questionnaire is “The freedom to use my own judgment?” 

Communication satisfaction section 

The scale used for this study was the Downs and Hazen's (1977) 

Communication Satisfaction Questionnaire (CSQ).  The questionnaire analyzed 

questions that represent eight factors including communication climate, 

relationship to supervisors, organizational integration, media quality, horizontal 

and informal communication, organizational perspective, relationship with 

subordinates, and individual opinion.  The reliability has been conducted using a 

test-retest. Downs and Hazen (1977) reported the reliability of the CSQ 0.94.  

The eight dimensions have been reported to have high consistently ranging from 

0.72 to 0.96.  Downs and Hazen (1977) reported that the construct validity has 

been determined through factor analysis. Substantiation of parallel strength 

exists in the CSQ influences and they have been found to be highly interrelated 
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with job satisfaction (Downs & Hazen, 1977) and strong predictors of 

organizational commitment (Mowday, Porter, and Steers, 1979).  “Recognition of 

my efforts?” is an example of a question from the CSQ.  

Organizational commitment section 

The organizational commitment scale reviewed was Porter and Smith's 

(1970) Organizational Commitment Questionnaire which is a three-element 

model of commitment, previous examinations have shown that there are three 

"mind sets" which can portray an employee's obligation to the business.  

Affective commitment (AC) is defined as the employee's optimistic responsive 

connection to the business. Continuance commitment (CC) is where the 

individual pledges to the business because he fearful of a transgression of 

obligation because what he might lose, including financial losses. Normative 

commitment (NC) is where the employee promises to and remains with a 

business because of feelings of responsibility. According to Porter and Smith 

(1970) these components are not equally exclusive: an employee can 

simultaneously be committed to the organization in two categories.  

Porter and Smith established the Affective Commitment Scale (ACS), the 

Normative Commitment Scale (NCS) and the Continuance Commitment Scale 

(CCS) to determine the degree that these constituents play on commitment to the 

organization. Several investigators have utilized them to establish what impact an 

employee's level of commitment has on aftermath of behaviors such as quitting, 

job performance, and absenteeism.  
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The reliability of the three-component model of organizational commitment 

has been maintained alpha coefficient consistently high by ranging from 0.82 to 

0.93 for AC, CC has maintained a consistently high reliability between 0.84 and 

0.96, and NC has had reliability between 0.83 and 0.92 

The validity has been established by test-retest in several studies such as 

Dubin, Champoux, and Porter (1975); Mowday, Porter, and Dubin (1974); Porter, 

Crampon, and Smith (1976); Steers (1977); Steers and Spencer (1977); and 

Stone and Porter (1975).  A question from this study would be “I am willing to put 

a great deal of effort in to my job?”     

Intention to turnover section 

The intention to turnover scale is a three-item scale developed by Lee 

(1990) that included a five point Likert-scale that was used to measure employee 

ratings of intent to turnover. Lee (1990) used Cranach’s alpha to evaluate the 

internal consistency reliability of the questionnaire and it demonstrated a high 

reliability at 0.89.  The individual reliabilities ranged from 0.88 for thinking about 

quitting and find another job at 0.85.  The validity for the intent to turnover has 

been provided by test-retest on a couple of research projects by Lee (1990).  An 

example of one question states “I could find a good job if I left my current 

position?” 
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Demographic section 

In the last section of the survey, respondents were asked to provide some 

general information that was used for statistical purposes only.  Respondents 

were reminded during data collection that demographic data would not be used 

to identify any particular individual. 

Pilot Study 

The questionnaire was tested by 10 employees at a full service casual 

dining restaurant in a medium sized town in Texas.  Based on comments made 

by the respondents minor changes were made to the demographic section of the 

survey.  The amount of time needed to complete the questionnaire was also 

mentioned.  The Cronbach’s alpha coefficients for each of the indexes were 

calculated and found to be within acceptable ranges. 

Data Collection 

Administration of the questionnaire 

Before distribution of the questionnaire, a letter was sent to the director of 

operations for each of the full service casual dining restaurants selected for the 

study to gain permission to conduct the study and to obtain the names and 

addresses of the general managers at each of their restaurants.  The general 

manager in each unit was sent a letter explaining the purpose and procedures of 

the study.  The general managers were asked to assign a lead employee who 

was responsible for the distribution and collection of the research questionnaires.  
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A lead employee was chosen rather than a manager to decrease any inherent 

biases due to the work relationships between employees and management.  The 

lead employee was responsible for obtaining a list of current employees at the 

restaurant and randomly selecting 20 employees to complete the survey.  The 

lead employee was instructed not to hand pick participants in order to include a 

fair distribution of all employees working in the restaurant.  Random selection 

was performed by choosing every other person on a list of current employees 

from payroll, a telephone list, or schedule until 20 employees were selected.   

Twenty copies of the questionnaire were sent to each restaurant along 

with a cover letter explaining the purpose and procedures of the research.  Each 

questionnaire was accompanied by a legal size envelope and the packet also 

contained a large self-addressed, postage-paid envelope for the return of all of 

the questionnaires.  

Questionnaires were distributed to participants during normal working 

hours at each restaurant.  Participants were informed that returning the 

questionnaire indicated a willingness to participate in the study. Participation in 

this research was voluntary, and the subjects were informed of their rights to 

confidentiality and anonymity as required by Texas Tech University. Employees 

were instructed to seal their completed questionnaire in an envelope and return it 

to the lead employee.  Once the lead employee collected all 20 sealed envelopes 

they were instructed to place them all in the larger envelope and mail it back to 
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the researcher.  This process insured that the researcher would be the only 

person to see the employee’s responses.    

Data Analysis 

Descriptive statistics 

Statistics were computed using SPSS, a statistical program designed for 

the social scientist (SPSS 13.0 for Windows®, 2007).  Descriptive statistics such 

as mean, standard deviation, and medians were used to analyze data from the 

participative scale, job satisfaction scale, communication satisfaction scale, 

organizational commitment scale, and intention to turnover scale.  Frequencies 

were used to measure the demographic variables.  

Analysis of variance 

Analysis of variance (ANOVA) was utilized to assess the statistical 

significance amongst the participation scale and job satisfaction, communication 

satisfaction, and organizational commitment scales.  Analysis was also 

conducted between intent to turnover and job satisfaction, communication 

satisfaction, and organizational commitment.  Additional analysis was conducted 

using the participation scale, job satisfaction scale, communication satisfaction 

scale, and organizational commitment scale with the following demographic 

variables: gender, age, educational level, and length of employment among 

hourly and salaried employees.  
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Correlation analysis 

Correlations were computed to examine significant associations between 

the following variables: participation, job satisfaction, communication satisfaction, 

organizational commitment and intent to turnover.  

Regression analysis 

Regression analysis was used to determine if there was any further 

significance between the following variables: participation, job satisfaction, 

communication satisfaction, organizational commitment and intent to turnover.  In 

addition, demographic variables were used to analyze if there was a significant 

association between demographics and these dependent variables: job 

satisfaction, communication satisfaction, and organizational commitment. 

Post Hoc least significant Distance 

Post Hoc lease Significant Distance (LSD) was used to determine if there 

was a significant distance between the mean of job satisfaction, communication 

satisfaction, and organizational commitment and the mean of demographic 

variables. 

Implications for theory and practice 

The finding of this study have both theoretical and practical implications 

for hospitality management researchers, upper management, administration of 

restaurant chains, general managers of restaurants, and managers who are in 
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the supervisory positions.  A summary of the findings and usefulness of the 

information will be supplied to the restaurant chains that participate in the study 

and journal articles will be produced based on the information obtained in the 

research to share the finding with all levels of the management and research 

community interested in this topic.  
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CHAPTER IV 

DATA ANALYSIS 

Representativeness of the Sample 

A total of two thousand surveys were distributed to 100 restaurants from 

five different casual dining restaurant chains. Six hundred and eighty 

questionnaires were returned.  If the questionnaire was missing more than a few 

responses the individual questionnaire was removed from the dataset. From the 

original 680 respondents, 660 usable responses from 42 restaurants were 

retained for further analysis.  Of the 660 respondents that were retained if a 

questionnaire was missing a response for a particular question the average 

response was used for that respondents answer. The overall response rate was 

33.3% (Appendix A). 

Statistical Analysis 

Participants answered each question using the 5-point Likert scale as 

discussed in the instrument development section. Each possible response was 

assigned a numerical value: 1 (Strongly Disagree), 2 (Disagree), 3 (Neither 

Agree nor Disagree), 4 (Agree), and 5 (Strongly Agree). A mean score was 

calculated for each scale (i.e., the eight asset categories, job satisfaction, 

external assets, and internal assets) for each respondent. 

All of the collected data was processed and analyzed using SPSS 13.0 

software. Descriptive statistics, one way analysis of variance (ANOVA), and post 
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hoc least significant difference (LSD) were conducted. Three statistical 

techniques were used to answer the research questions: two types of reliability 

measures, Cronbach’s Coefficient Alpha and Pearson Correlation Coefficient; 

one way ANOVA, and regression analysis. 

Measurement of Job Satisfaction 

Job satisfaction was measured using five facet items from the survey 

questionnaire because a facet approach can provide a more complete picture of 

an individual's job satisfaction than a global approach, and an individual can have 

different feelings about the various facets of the job. For example, an employee 

might like coworkers and dislike pay (Spector and Suttell, 1997). Reliability and 

validity for the Minnesota Satisfaction Questionnaire MSQ (Short Form) for job 

satisfaction of restaurant workers in a hospital were found to be between .79 and 

.94 for each of the three scales.  The three subscales were tested in this study 

with Cronbach’s Alpha. The alphas fluctuated between .86 for extrinsic 

satisfaction to .94 for general job satisfaction. These results were judged to have 

acceptable levels of internal consistency.  

Measurement of Participative Management 

The participative management questionnaire used a 20 question five-point 

Likert scale which measured the indexes of power, information, rewards, and 

knowledge. The indexes reported a high degree of reliability. Item scores were 

summed and the mean and the standard deviation were calculated. The reliability 
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for the participative management had high alphas: The overall reliability score for 

participation satisfaction is .94 and the ranges for the different internal scales 

were between .87, .81, .90, and .83 for power, information, rewards, and 

knowledge respectively. The findings were consistent with previous reliability for 

the same questionnaire (Black J. S. & Gregersen H. B. 1997) 

Measurement of Communication Satisfaction 

Communication Satisfaction Questionnaire (CSQ) by Down’s and Hazen 

(1977) measured 25 items on a 5-point Likert scale which ranged between 

1="strongly disagree" to 5="strongly agree". This questionnaire has achieved 

acceptable levels of reliability and face validity and, in addition, its convergent 

and predictive validity were also found to be high The Cronbach’s alphas 

obtained for the these items found that overall communication satisfaction was 

.92 lateral communication satisfaction was .83 and the horizontal communication 

was a .86. 

Measurement of Organizational Commitment 

The five-point Likert scale questionnaire used for the analysis of the 

organizational commitment of the participants reported a high degree of 

reliability. Item scores were summed and the mean and the standard deviation 

were calculated. The reliability for the overall organizational commitment had a 

modest alpha of .97 the alphas for affective commitment was .94 and 
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continuance commitment was .94. The findings were within range previous 

studies. (Meyer, Allen, & Gellatly, 1990). 

Measurement of Intent to Turnover  

Intent to turnover was measured with a three question 5-point Likert scale 

instrument.  Cronbach’s alpha was used to define the reliability of the overall 

instrument. The intent to turnover questions had a coefficient alpha of .784 which 

was similar to reliabilities obtained for studies using this instrument in different 

studies.  

Demographic Information 

Table 4.1 illustrates the demographic information was obtained from each 

respondent including their gender, age, education level, position, pay level, and 

department. Respondents also answered questions regarding the length of time 

in their current positions, the number of restaurants they had previously worked 

for, and their annual income. The majority of the respondents were servers who 

had a high school degree, paid an hourly wage, worked in the restaurant for at 

least 3 months but not more than a year and had an income between $20,000 

and $40,000 annually.  
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Table 4.1  

Demographic information of the respondents 

Demographic Characteristics Frequency Percent 

Gender  

Male  202 30.6 

Female  458 69.4  

Age  

under 21  14 2.1 

21 to 30  495 75.6 

31 to 40  130 19.7 

41 or older  17 2.6  

Educational Achievement  

Currently in High School  27 4.1 

High School Graduate  569 86.2 

College Graduate  64 9.7  

Restaurant Position 

Line employees  605 91.7 

Supervisors  43 6.5 

Management   12 1.8 

Payroll Type    

 Hourly 643 97.4  

 Salary 17 2.6 
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Table 4.1  

Demographic information of the respondents Continued 

Demographic Characteristics Frequency Percent 

Job Classification  

Kitchen  38 5.8 

Host/Hostess  15 2.3 

Busser  24 3.6 

Server  545 82.6  

Bartender 26 3.9 

Manager/Supervisor 12 1.8 

Years in Industry  

< 3 months  92 13.9 

3 – 6 months 227 34.4 

7 – 9 months 185 28.0 

10 – 12 months 46 7.0 

> 1 year  110 16.7 

Number of restaurants worked  

1 restaurant 173 26.3 

2 restaurants 292 44.2 

3 restaurants 154 23.4 

4 or more restaurants 41 6.2 
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Table 4.1  

Demographic information of the respondents Continued 

Demographic Characteristics Frequency Percent 

Income level   

< $10,000 12 1.8 

$10,001 – $20,000 147 22.3 

$20,001 - $30,000 263 39.8 

$30,001 - $40,000 139 21.1 

$40,001 - $50,000 99 15.0 

 

Measures of Central Tendency 

Means and standard deviations were analyzed to determine any 

relationships among the constructed variables (the level of participation of the 

employees, job satisfaction, communication satisfaction, organizational 

commitment and the turnover of the employees). As mentioned earlier, all the 

managers and the respective employees under their supervision were grouped 

so as to distinguish the differences, if any, as a result of direct observations as 

opposed to a coincident. The means of the employee’s observations for each 

leadership practice for their respective manager were calculated and then 

matched against each manager. The correlations among them are discussed in 
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the succeeding section. Pearson correlation was used to reveal statistically 

significant relationships. 

 

Table 4.2 

Measures of Central Tendency (N = 660) 

 Min Max M SD 

Participation 1.00 4.90 3.1640 .66035 

Job 1.95 4.95 3.3477 .65434 

Communication 1.00 4.85 3.1938 .77544 

Organizational 1.80 5.00 3.2397 .62614 

Turnover 1.00 5.00 2.8652 .93229 

 

Table 4.2 shows the mean and standard deviation of the constructed 

variables, i.e. the level of participation of the employees, job satisfaction, 

communication satisfaction, organizational commitment and the turnover of the 

employees. The mean for all the variables were between 2.9 to 3.3, but the 

standard deviation was high in turnover of the employees (0.932) and low for 

organizational commitment (0.626). The standard deviation statistic is one way to 

describe the results of a set of measurements and, at a glance; it can provide a 

comprehensive understanding of the characteristics of the data set. Standard 

deviation is especially important to research because it provides a more accurate 
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picture of the distribution of measurements. A low standard deviation indicates 

that the data points are clustered tightly around the mean value, whereas a high 

standard deviation indicates that the data are less precise and spread across a 

large range of values (Lane, 2009).   

 

Table 4.3 

Summary Statistics for Participation of Subject and Company 

ID N M SD 

Company 1 150 3.2398 .70738 

Company 2 190 3.1846 .59999 

Company 3 90 3.1464 .66826 

Company 4 120 3.1452 .72301 

Company 5 110 3.0600 .61041 

 

In Table 4.3, the highest average participation score was for company 

number 1, which had an average of 3.24 (SD = .71), while the company with the 

lowest average score was company 5, with an average of 3.06 (SD = .61).  

 

RQ1.Do workers in an organization, which supports employee 

participation score higher on job satisfaction, communication 

satisfaction, and organization commitment indexes? 
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In order to determine whether these variables are correlated with one 

another, Pearson’s correlation coefficients were calculated for each. The results 

of this correlation are presented in Table 4.4. There was a significant correlation 

between each of the variables in the study. The strongest correlation between 

the variables was observed between the organizational commitment and 

participation variables, r = .730, p < .01, while the weakest correlation was 

between the organizational and job variables, r = .501, p < .01.  

 

Table 4.4 

Correlation Analysis between the Constructed Variables 

  Part Job Com Organ Turn 

Part 1     

Job .604** 1    

Com .727** .611** 1   

Organ .459** .415** .675** 1  

Turn -.430** -.484** -.496** -.361** 1 

Note: ** p < .01 

Key to table 4.4 
Part = Employee Participation    
Job = Job Satisfaction 
Com = Communication Satisfaction   
Organ = Organizational Commitment 
Turn = Turnover 
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Table 4.4 presents the level of correlation among the constructed 

variables. It can be seen that all the variables are highly correlated with each 

other. But as a measure of correlation, which is commonly referred to as a 

correlation coefficient, is descriptive in nature, it cannot be employed to draw 

conclusions with regard to a cause–effect relationship between the variables in 

question. To infer cause and effect, it is necessary to conduct a controlled 

experiment involving an experimenter-manipulated independent variable in which 

subjects are randomly assigned to experimental conditions (Moore, 2009).  

Analysis of Variance 

Three assumptions of analysis of variance were addressed before the 

data were analyzed using this statistical measure. The assumption of 

independence was met as all the variables obtained were from independent 

samples. Second, assumption of normality was addressed in view of the skewed 

data. Since the data were not extremely non-normal despite skewed values, 

normality was deemed as not a major concern. The third assumption of equality 

of variance was checked by computing the Levene test for equality of variance. It 

tests for violations of the equal variance assumption. The Levene homogeneity-

of-variance test is less dependent on the assumption of normality than most 

tests. For each case, it computes the absolute difference between the value of 

that case and its cell mean and performs a one-way analysis of variance on 

those differences (SPPS, 1997). 
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RQ2: Does increased employee participation relate positively to 

increased job satisfaction? 

 

Table 4.5 

ANOVA Results for Participation Level and Job Satisfaction 

Source SS Df MS F p η2 

Participation 171.134 48 3.586 19.916 .000 .610 

Error 110.020 611 .180    

a. R Squared = .610 (Adjusted R Squared = .579)    

 

Based on the results presented in Table 4.5 it was found that the 

participation level of the subject was able to significantly explain the variation in 

the job satisfaction of the subject, F(48, 611) = 19.916, p < .001. In fact, this 

variable was able to account for 61.0% of the variation in the job satisfaction of 

the subjects. These results showed as participation satisfaction increases that 

job satisfaction will also increase among employees in casual dining restaurants. 

As a result we will accept the premise of research question two which stated that 

participation and job satisfaction related positively to each other. 
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Table 4.6 

Least Significant Difference – Job Satisfaction vs. Age and Current Position 

(I) Variable (J) Variable Mean Difference (I-J) Std. Error p 

Age      

21 – 25 26 - 30 -.490* .099 .000 

31 - 35 -.297* .102 .004 

36 -40  -.026 .094 .778 

26 – 30 31 - 35 .193* .074 .009 

36 -40  .463* .058 .000 

31 – 35 36 -40  .271* .068 .000 

Current Position    

< 3 months 3 - 6 months -.791* .061 .000 

Based on estimated marginal means 

*. The mean difference is significant at the .05 level. 

a. Adjustment for multiple comparisons: Least Significant Difference (equivalent to no adjustments). 
 

Based on the results presented in Table 4.6 it was found that the model 

predicted that those participants who were 21-25 years of age scored .297 units 

lower than those participants who were 31-35 years of age in terms of their job 

satisfaction scores. This indicated that participants 21-25 years of age would 

have lower job satisfaction scores than participants 31-35 years of age. 

Alternatively, the model predicted that participants 26-30 years of age would 

score .463 units higher on the job satisfaction scores when compared to 
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participants 36-40 years of age; while participants 31-35 years of age would 

score .193 units higher on the job satisfaction scores when compared to 

participants 36-40 years of age.  

As for the length of time at the current position, it was found that those 

participants who were at their current position for less than three months would 

have a job satisfaction score that was .791 units lower than participants who had 

been at their current position for 3 to 6 months. The reason why there are no 

estimates for the 36-40 and 3 to 6 months is because these variables are the 

reference categories for the categorical variable of age and length of time at 

current position.  

 

Table 4.7 

Summary Statistics for Job Satisfaction of Subject and Company 

ID N M SD 

Company 1 150 3.4614 .61259 

Company 2 190 3.4180 .60502 

Company 3 90 3.2933 .71014 

Company 4 120 3.3096 .69001 

Company 5 110 3.1573 .68505 
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The average scores for the job satisfaction of the subject for each 

company are presented in Table 4.7.  The highest average job satisfaction score 

was for company number 1, which had an average of 3.46 (SD = .61), while the 

company with the lowest average score was company 5, with an average of 3.16 

(SD = .67). To determine whether there was a significant difference between the 

companies the ANOVA results are presented in Table 4.8. 

 

Table 4.8 

ANOVA Results for Job Satisfaction and Company 

Source SS Df MS F P η2 

Company .31.047 49 .634 1.539 .013 .110 

Error 251.107 610 .412    

a. R Squared = .110 (Adjusted R Squared = .039)    

 

Based on the results presented in Table 4.8 there was significant 

difference between the companies and the job satisfaction scores of the subject, 

F(49, 610) = 1.539, p = .013. This indicated that the company the subject worked 

explained the variation in the job satisfaction scores of the subject. In fact, this 

model was able to explain any of the variation in the job satisfaction scores of the 

subject. The next variable that was assessed for was the communication of the 

subject as the dependent variable and the participation level as the independent 

variable. 
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RQ3: Does increased employee participation relate positively to 

increased communication satisfaction? 

 

Table 4.9 

ANOVA Results for Participation Level and Communication Satisfaction 

Source SS df MS F p η2 

Participation 342.837 48 7.142 81.681 .000 .865 

Error 53.428 611 .087    

a. R Squared = .865 (Adjusted R Squared = .855)    

 

Based on the results presented in Table 4.9 it was found that the 

participation level of the subject was able to significantly explain the variation in 

the communication satisfaction of the subject, F(48, 611) = 81.681, p < .001. In 

fact, this variable was able to explain 86.5% of the variation in the communication 

satisfaction of the subject. The results found that as participation satisfaction 

increases then communication satisfaction will also increase.  This indicated a 

positive relationship between participation satisfaction and communication 

satisfaction.  
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Table 4.10 

Least Significant Difference – Communication Satisfaction vs. Age and Current 

Position  

(I) Variable (J) Variable Mean Difference (I-J) Std. Error p 

Age      

21 – 25 26 – 30 -.524* .119 .000 

31 – 35 -.480* .123 .000 

36 -40  .069 .113 .541 

26 – 30 31 – 35 -.044 .089 .617 

36 -40  .594* .069 .000 

31 – 35 36 -40  .549* .082 .000 

Current Position    

< 3 months 3 - 6 months -.816* .074 .000 

Based on estimated marginal means 

*. The mean difference is significant at the .05 level. 

a. Adjustment for multiple comparisons: Least Significant Difference (equivalent to no adjustments). 
 

Based on the results presented in Table 4.10 it was found that the model 

predicted that those participants who were 21-25 years of age scored .524 units 

lower than those participants who were 36-40 years of age in terms of their 

communication satisfaction scores. This indicated that participants 21-25 years of 

age would have significantly lower communication satisfaction scores than 

participants 36-40 years of age. Alternatively, the model predicted that 
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participants 26-30 years of age would score .594 units higher on the 

communication satisfaction scores when compared to participants 36-40 years of 

age; while participants 31-35 years of age would score .549 units higher on the 

communication satisfaction scores when compared to participants 36-40 old.  

As for the length of time at the current position, it was found that those 

participants who were at their current position for less than three months would 

have a communication satisfaction score that was .816 units lower than 

participants who had been at their current position for 3 to 6 months. The reason 

why there are no estimates for the 36-40 and 3 to 6 months is because these 

variables are the reference categories for the categorical variable of age and 

length of time at current position.   

 

Table 4.11 

Summary Statistics for Communication of Subject and Company 

ID N M SD 

Company 1 150 3.2840 .80498 

Company 2 190 3.0203 .79703 

Company 3 90 3.2122 .68500 

Company 4 120 3.2092 .84515 

Company 5 110 3.0105 .81130 
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The average scores for the communication satisfaction of the subject for 

each company are presented in Table 4.11. The highest average communication 

score was for company number 1, which had an average of 3.28 (SD = .80), 

while the company with the lowest average score was company 5, with an 

average of 3.01 (SD = .81). To determine whether there was a significant 

difference between the companies the ANOVA results are presented in Table 

4.12. 

 

Table 4.12 

ANOVA Results for Communication satisfaction and Company 

Source SS df MS F p η2 

Company 46.957 49 .958 1.673 .004 .118 

Error 349.308 610 .573    

a. R Squared = .118 (Adjusted R Squared = .048)    

 

Based on the results presented in Table 4.12 there is a significant 

difference between the companies and the communication scores of the subject, 

F(49, 610) = .958 p = .004. This indicates that the company the subject worked 

for significantly explain the variation in the communication scores of the subject. 

In fact, this model was able to explain that 11.8% of the population was 

accounted for in communication satisfaction. The next variable that was 
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assessed was the organizational commitment of the subject as the dependent 

variable and the participation as the independent variable. 

 

RQ4: Does increased employee participation relate positively to increased 

organizational commitment? 

 

Table 4.13 

ANOVA Results for Participation Level and Organizational Commitment 

Source SS df MS F p η2 

Participation 53.784 48 1.120 19.129 .000 .600 

Error 35.790 611 .059    

a. R Squared = .600 (Adjusted R Squared = .569)    

 

Based on the results presented in Table 4.13 it was found that the 

participation level of the subject was able to significantly explain the variation in 

the organizational commitment of the subject, F(48, 611) = 19.129, p < .001. In 

fact, this variable was able to explain 60.0% of the variation in the organizational 

commitment of the subject. Based on these results it was found that when the 

participation satisfaction increased the organizational commitment increased as 

well.  
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Table 4.14 

Least Significant Difference – Organizational Commitment vs. Age and Current 

Position 

(I) Variable (J) Variable Mean Difference (I-J) Std. Error p 

Age      

21 – 25 26 – 30 -.020* .056 .717 

31 – 35 -.080* .058 .169 

36 -40  .087 .054 .105 

26 – 30 31 – 35 -.060 .042 .155 

36 -40  .107* .033 .001 

31 – 35 36 -40  .167* .039 .000 

Current Position    

< 3 months 3 - 6 months -.222* .035 .000 

 

Table 4.14 indicates the results for organizational commitment vs. some of 

the demographic characteristics.  Based on these results, it was found that the 

model predicted that those participants who were between 21-25 years of age 

scored .020 units lower than those participants who were 36-40 years of age in 

terms of their organizational commitment scores. This indicated that participants 

21-25 years of age would have lower organizational commitment scores than 

participants 36-40 years of age. Alternatively, the model predicted that 
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participants 26-30 years of age would score .107 units higher on the 

organizational commitment scores when compared to participants 36-40 years of 

age; while participants 31-35 years of age would score .167 units higher on the 

organizational commitment scores when compared to participants 36-40 years of 

age.  

As for the length of time at the current position, it was found that those 

participants who were at their current position for less than three months would 

have an organizational commitment score that was .222 units lower than 

participants who had been at their current position for 3 to 6 months. The reason 

why there are no estimates for the 36-40 and 3 to 6 months is because these 

variables are the reference categories for the categorical variable of age and 

length of time at current position. 

 

Table 4.15 

Summary Statistics for Organizational Commitment of Subject and Company 

ID N M SD 

Company 1 150 3.2884 .58566 

Company 2 190 3.1249 .64056 

Company 3 90 3.2274 .67625 

Company 4 120 3.1978 .42066 

Company 5 110 3.1097 .46126 
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The average scores for the organizational commitment of the subject for each 

company are presented in Table 4.15. The highest average organizational 

commitment score was for company number 1, which had an average of 3.28 

(SD = .59), while the company with the lowest average score was company 5, 

with an average of 3.11 (SD = .64). To determine whether there was a significant 

difference between the companies the ANOVA results are presented in Table 

4.16. 

 

Table 4.16 

ANOVA Results for Organizational Commitment and Company 

Source SS df MS F p η2 

Company 6.157 49 .126 .919 .632 .069 

Error 83.417 610 .137    

a. R Squared = .069 (Adjusted R Squared = .006) 
 

   

 
Based on the results presented in Table 4.16 there was no significant 

difference between the companies and the organizational commitment  scores of 

the subject, F(49, 610) = .919, p = .632. This indicated that the company the 

subject worked for did not significantly explain the variation in the organizational 

commitment scores of the subject. In fact, this model was not able to explain any 

of the variation in the organizational commitment scores of the subject. The next 
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variable that was assessed was the intent to turnover of the subject as the 

dependent variable and job satisfaction as the independent variable. 

 

RQ5: Does increased employee participation and job satisfaction relate 

negatively to intent to turnover? 

 

Table 4.17 

ANOVA Results for Job Satisfaction and Level and Intent to Turnover  

Source SS Df MS F P η2 

Job Satisfaction 251.814 36 6.995 13.579 .000 .440 

Error 320.913 623 .515    

a. R Squared = .440 (Adjusted R Squared = .407)    

 

Based on the results presented in Table 4.17, the job satisfaction level of 

the subject was able to significantly explain the variation in the intent to turnover 

of the subject, F (36, 623) = 13.579, p < .001. In fact, this variable was able to 

explain 44.0% of the variation in the intent to turnover of the subject. Based on 

the results the research model predicted that as job satisfaction increases then 

the intent to turnover decreased in casual dining restaurants. The next research 

question examined communication satisfaction and its effect on the intent to 

turnover.  
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RQ6: Does increased employee participation and communication 

satisfaction relate negatively to intent to turnover? 

 

Table 4.18 

ANOVA Results for Communication Satisfaction Level and Intent to Turnover  

Source SS Df MS F P η2 

Communication 281.354 52 5.411 11.272 .000 .491 

Error 291.373 607 .480    

a. R Squared = .491 (Adjusted R Squared = .448)    

 

Based on the results presented in Table 4.18 it was found that the 

communication satisfaction level of the participant explained the intent to 

turnover level of the subject, F(52, 607) = 11.272, p < .001. In fact, this variable 

was able to explain 49.1% of the variation in the intent to turnover of the subject. 

Based on these results the model predicted that when communication 

satisfaction increases then the intent to turnover will decrease in casual dining 

restaurants.  Table 4.19 presents the results of organizational commitment and 

the relationship to the intent to turnover.  

 

RQ7: Does increased employee participation and organizational 

commitment  relate negatively to intent to turnover? 
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Table 4.19 

ANOVA Results for Organizational Commitment Level and Intent to Turnover  

Source SS df MS F P η2 

Organizational  214.560 26 8.252 14.585 .000 .375 

Error 358.167 633 .566    

a. R Squared = .375 (Adjusted R Squared = .349)    

 

Based on the results presented in Table 4.19 the organizational 

commitment level of the subject was able to significantly explain the variation in 

the intent to turnover of the subject, F(26, 633) = 14.585, p < .001. In fact, this 

variable was able to explain 37.5% of the variation in the intent to turnover of the 

subject. Based on these results the research indicates that as organizational 

commitment increases the the intent to turnover will decrease in casual dining 

restaurants.    
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CHAPTER V 

CONCLUSION AND RECOMMENDATIONS 

Introduction 

 This chapter is divided into four sections namely, summary of the findings, 

recommendations, managerial implications, and future research. The 

recommendations made in this chapter represent a set of suggested courses of 

action derived from this study. Managerial implications suggest steps that can be 

undertaken and evaluated by managers or supervisors. Finally, future research 

presents potential areas for further study.   

Summary of the Findings 

The data shows that employees working in an organization which supports 

employee participation score higher on job satisfaction (r = .604 p <.01), 

communication satisfaction (r = .727, p < .01), and organization commitment (r = 

.459, p < .01) indexes. There was a significant correlation between each of the 

variables in the study.  This answers the first research question of this study.  

The second finding of the study was that increased employee participation 

relates positively to increased job satisfaction.  The results indicate that the 

participation level of the subject significantly explained the variation in the job 

satisfaction of the subject, F (48, 611) = 19.916, p < .001.  Participation explained 

61.0% of the variation in the job satisfaction of the subject.  Communication 
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satisfaction reacted positively to participation with a score of F (48, 611) = 

81.681, p = < .001. Participation explained 86.5% of the variation in 

communication satisfaction of the subject. Organizational commitment was found 

to act positively with participation F (48, 611) = 19.129, p < .00. The correlation 

was found to explain that 60.0% of the participants of participative management 

had high organizational commitment.  These findings answer the second, third, 

and fourth research questions of this study.  

The second part of the study compared the relationship of job satisfaction, 

communication satisfaction, and organizational commitment to the intent to 

turnover in a casual dining restaurant.  The research discovered that job 

satisfaction F (36, 623) = 13.579, p < .001 accounted for 44.0% of the variation in 

the intent to turnover of the subject.  The research revealed that as job 

satisfaction increased the intent to turnover decreased and therefore research 

question number five was accepted. 

Communication satisfaction F (52, 607) = 11.272, p < .001 accounted for 

49.1% of the variation in the intent to turnover of the subject.  The research 

illustrated that as communication satisfaction increased the intent to turnover 

decreased but at a slower rate than the other three variables.  Therefore 

research question six was accepted because communication satisfaction reacted 

negatively with the intent to turnover. 

Organizational commitment F (26, 633) = 14.585, p < .001, accounted for 

37.5% of the variation in the intent to turnover of the subject.  For every unit of 



Texas Tech University, Eric Tobin, August, 2011  
 

107 

increase in organizational commitment there was a decrease in the intent to 

turnover.  Therefore research question number seven was accepted because 

organizational commitment reacted negatively with the intent to turnover.       

Job satisfaction and organizational commitment can be powerful tools in 

participative management within a casual dining restaurant in reducing the 

amount of turnover and resulting in higher guest satisfaction and increased 

profits for the restaurant.  After a review of other research and the findings of this 

study, it is evident that a positive relationship exists between job satisfaction, 

communication satisfaction and organizational commitment and participative 

management in the restaurant industry.   

This study has examined various theories in order to evaluate the effects 

of participative management on restaurant employees.  For this purpose, 

different motivation theories by various management experts have been 

discussed and the statistical analysis was used to support the research findings.  

A conclusion from the literature review and this study’s analysis can be 

made that managers in a casual dining restaurant should utilize the participative 

style of management for the purpose of retaining quality employees. Their 

motivational level and satisfaction within their job will result in decreased 

employee turnover and a stable work environment for the employees.  The study 

also indicates that an emphasis on participative management can assist in 

fostering supervisory communication in the organization which should help retain 

a quality work force and lead to increased guest satisfaction.    
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As far as the influence of the employee’s performance in the hospitality 

industry is concerned, it has greatly contributed towards corporate operational 

performance and customer satisfaction in organizations. However, when it comes 

to the comparison of employs in the hospitality industry and those in other 

service industry, the former have lower incomes and longer hours of work than 

the latter. Ultimately, the hospitality industry, especially the casual restaurant 

dining segment, has a higher rate of turnover and lower intentions of continued 

employment. Therefore, when it comes to the retention and satisfaction level of 

employees, it becomes critical to measure and appraise them on the basis of job 

performance and organizational commitment in an attempt to enhance these two 

factors in future.  

According to research, the element of job satisfaction may not be a direct 

contributor to the job performance of an employee, but organizational 

commitment is indeed, a direct and positive influence of the employee’s 

performance at work. Most of the time, the casual dining segment possesses an 

indirect relationship with its employee job satisfaction and performance elements. 

However, studies do suggest that, empowerment, or autonomy, or participative 

management, is the key for promoting organizational commitment and enhancing 

job satisfaction, and thus, performance of the employees. It is normally 

understood that management in the casual dining segment should empower and 

authorize its employees so they are in a position to demonstrate their capabilities 

and have autonomy in a flexible working environment.  
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Thus, the study at hand stresses upon the positive relationships between 

job satisfaction, communication satisfaction, organizational commitment and 

employee morale.  These components of participative management enable 

managers in the casual dining segment to enhance their service delivery, 

increase customer retention, lower employee turnover rates and increase 

operational performance.  The results have indicated that there is a direct and 

positive relationship among all of the variables of participative management for 

the casual dining segment.  

The findings of the study depict that participative strategic planning 

procedures affect job satisfaction of employees in a positive way. The research 

study recommends that the effectiveness of an organization is affected by 

employee participation in strategic planning. The primary means for linking 

participative strategic planning processes to job satisfaction of the employees is 

through management.   

Efficient communication between employees and supervisor is vital for 

informing the objectives and expectations of the job to employees. The study has 

shown that decreasing intent to turnover is directly related to increasing job 

satisfaction, communication satisfaction, and organizational commitment.  All of 

which are directly affected by the employees’ relationship with their supervisors.  
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Limitations of the Study 

This study yielded interesting findings; however, limitations of this 

research need to be acknowledged. First, the data for this study was gathered 

and analyzed using limited resources.  Future research using additional 

resources could increase the sample size in order to support these results. 

Second, the research only considers empowerment to be a psychological 

construct rather than a relational perspective (Spreitzer, 1997). The study does 

not control for the supervisors or managers that may have favorable ratings of 

empowerment due to their position within the casual dining restaurant 

environment.  Additionally, not discussed was the influence of age and ethnicity 

on overall job satisfaction, communication satisfaction and organizational 

commitment. Ting (1997) alluded to the difference in satisfaction, not only 

between Caucasians and minorities, but also found an interaction between job 

grade, race, and age on employee overall job satisfaction. To further understand 

differences in overall job satisfaction and organizational commitment, research 

studying age and job grade interaction with race and gender on overall job 

satisfaction and organizational commitment should be pursued. Therefore, 

further analyses needs to be conducted controlling for these variables while 

investigating the relationship between the empowerment dimensions, overall job 

satisfaction, and organizational commitment. 

Lastly, literature indicated a relationship between empowerment, job 

satisfaction, and organizational commitment (Sparrowe. 1994). However, no 
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cause and effect relationship between empowerment, overall job satisfaction, 

and commitment can be assumed. Regardless of its limitations, this study is a 

step forward toward investigating the influence of empowerment on overall job 

satisfaction and organizational commitment within the casual dining segment.  

Recommendations  

According to the results of this study, there is a positive relationship 

between job satisfaction, communication satisfaction and organizational 

commitment in the casual dining segment. Therefore, restaurant management 

should give special consideration to these factors in order to improve and 

enhance their organizations. For the betterment of the operation, it is essential 

that employees are entrusted with responsibilities and are consulted in the 

decision making process. They should be empowered to give suggestions, 

feedback, and make recommendations for improvements to the restaurant. 

A proper and reliable organizational structure with flat layers of hierarchal 

balance should be introduced and sustained in the casual dining segment as 

well. This makes the decision making process easier, faster, and better 

compared to the conventional models of management.  A non-bureaucratic 

system of management should be implemented in order to develop an open and 

harmonized environment.  

The casual dining segment also needs to reconsider its growth and 

promotional policies and the welfare of its employees.  A serious reevaluation of 
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monetary and non-monetary compensation should be undertaken to foster 

employees and strengthen their satisfaction with the organization. The concept of 

organizational commitment plays a vital role since it boosts job performance.   

Without the commitment of organizational leaders, these suggestions 

cannot be accomplished. Numerous studies have emphasized the importance of 

transformational leadership. Transformational leaders respond actively to 

changes in the environment and must act to facilitate participative management 

in the workplace.  For example, management can keep employees more 

informed regarding strategic planning procedures through newsletters, emails, 

and memorandum.  Additionally, management should arrange frequent focus 

groups with employees and supervisors to discuss strategic planning issues and 

their impact on different working units and the overall efficiency of the 

organization.   

Managerial Implications 

The review of literature shows that the casual dining segment has not 

seen much improvement in wages, salaries, promotion, and other benefits for 

their employees. Therefore, other factors need to be examined in order to 

motivate employees and keep turnover rates low. Employee empowerment, 

leadership and autonomy are the factors which lead to increased communication 

satisfaction, increased job satisfaction, and increased organizational commitment 

in the casual dining segment.  Thus, according to the study, the managers and 
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supervisors should ensure a cooperative and harmonized working environment 

with open communication channels and employee participation in the decision 

making process of the organization.  

Organizational commitment plays a vital role in enhancing job 

performance.  Therefore, it is important that management adopt strategies that 

promote employee acceptance of the organization’s beliefs and values in an 

effort to increase the loyalty and devotion of their employees. Empowerment and 

leadership also lead to increased organizational commitment.  This study 

suggests that supervisors in casual dining restaurants should empower their 

employees in order to build organizational commitment and decrease intent to 

turnover. 

If organizations are going to empower their employees, they should also 

provide them with training to help them develop their problem solving abilities. 

Following are some additional recommended measures: 

1) Regular meetings should be held with supervisors and employees. 

Supervisors should identify employee concerns and provide guidance and 

support.  During these meetings the organization’s policies, values and 

beliefs should be promoted by the supervisor in order to enhance 

employee organizational commitment.   

2) Supervisors should conduct trainings and institute job rotation and job 

enrichment programs for their employees. These types of programs 
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increase employee knowledge which can lead to increased job satisfaction 

and organizational commitment.   

3) Supervisors should actively participate in knowing their employees’ work-

related problems and concerns. They should not only listen to their 

employees but also encourage them and give suggestions. This care will 

help in building strong relationship between employer and employee.   

4) In order to enhance job performance, supervisors should provide suitable 

job objectives and assign work load according to the employee’s abilities.  

This will help reduce employee stress and increase job satisfaction and 

performance.  

5) Finally, as much as possible, supervisors should include employees in the 

organization’s decision making processes. The more informed employees 

are and the more they feel involved, the higher their job satisfaction and 

organizational commitment. 

Future Research 

On the basis of the analysis of the literature and the inferences drawn 

from this study, there are several directions for future research in this area.  One 

would be to study the relationship of job satisfaction and organizational 

commitment to two other constructs; employee motivation and morale.  

Additionally, an analysis of age, gender, and ethnicity as they relate to job 

satisfaction would be of interest.  The issue of pay was not addressed in the 
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present study; its relationship to job satisfaction could also be examined in future 

studies.   

Another possible direction would be to further analyze the relationship 

between management structure and the perception of employee empowerment. 

Since all job-types commented on this issue, it would be interesting to test this by 

job-type as a variable. Additionally, analysis on the impact of management layers 

to empowerment and the subsequent change in the relationship between 

empowerment to overall employee satisfaction would be an intriguing project. 

Concentrating on differences between job-types with special consideration for 

technical workers would be a further focus of this type of analysis, especially 

given the comments from engineers regarding empowerment in this study. 

Comparing the same population over a series of years in a longitudinal 

study would be another direction for further research. Questions regarding 

changes in attitudes that could be influenced by exogenous conditions such as 

the economy could be investigated. Cause and effect comparisons between 

company initiatives and employee satisfaction could also be analyzed over time.   
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APPENDIX B 

IRB PROPOSAL 

Rationale 

First, the increase of use of participative management since its inception 

more than 30 years ago and its particular substantial popularity today makes 

understanding its impact on employees more important than ever before.  As 

organizations start down the road to employee involvement, they will need to 

implement the initiative and avoid the potential pit falls.  This study will help to 

provide a clearer road map management in the hospitality industry. 

Second, the research review on these variables should demonstrate that 

studies conducted up to this time have shown mixed results, with some projects 

providing a strong relationship between participation and job satisfaction and 

other studies claiming they are not related.  The mixed results point to the need 

for further research to provide a clearer picture of how these variables relate to 

each other.  Well-structured, thorough research projects can help provide solid 

answers.  This study will attempt to do just that. 

Third, the literature up to this point contains no studies, which have looked 

at all the variables together.  The combined analysis of participation, job 

satisfaction, communication satisfaction, organizational commitment and intent to 

quit will provide new, valuable information concerning the possible relationship 

between all of these variables and their impact on workers, organizations, 

productivity and intent to quit.  The apparent lack of any previous studies 



Texas Tech University, Eric Tobin, August, 2011  
 

153 

regarding the combination of these variables makes this study an important 

project. 

The research study will prove that increased employee participation will 

result in increased job satisfaction, communication satisfaction and 

organizational commitment which will result in higher employee productivity and 

decrease in the intent to turnover in the food service industry.  

The results of this study will show managers in the food service segment 

that it is important to involve employees to participate in the decision making 

process thru participative communication which will result in increased 

productivity, a higher level of employee job satisfaction,  an commitment to the 

organization which result in lower turnover which the food service industry has 

always struggled and will improve guest satisfaction by having better trained 

employees with higher moral helping to exceed guest satisfaction and helping the 

organization increase sales.  

Subjects 

Before distribution of the questionnaire, a letter will be sent to the director of 

operations for each of the full service casual dining restaurants to gain permission for their 

restaurants to participate in the study, and to obtain the names and addresses of the 

general managers at each restaurant.  The general manager in each unit will also be sent 

a letter explaining the purposes and procedures of this study.  The letters to the general 

managers will included a request for information about the number of employees employed 
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by the restaurants. The General Managers was asked to assign a lead employee to be 

responsible for the distribution and collection of the research questionnaire.  A lead 

employee will be chosen rather than a manager to decrease any inherent biases because 

of the work relationships between employees and management.  The lead employee will 

be responsible for obtaining a list of current employees at the restaurant and 

randomly selecting 20 employees who will be invited to volunteer to complete the 

survey. The lead employee will be instructed not to hand pick participants and include a fair 

distribution of all employees working in the restaurant. Random selection will be performed 

using an existing list of current employees either from payroll, a telephone list, or schedule 

by choosing every other person on the list until they reach 20 employees. 

Procedure 

The questionnaire will be sent to each participant including the following: cover letter 

explaining the purposes and procedures of the research, questionnaires with a legal size 

envelope attached, and 10x13 self-addressed and postage-paid envelopes for group 

return of the sealed envelopes. Questionnaires were distributed to participants during 

normal working hours at each restaurant.  Participants will be informed that returning 

the questionnaire indicates a willingness to participate in the study. Participants will 

also be informed that participation in this study is voluntary, and the participants will be 

informed of their rights to confidentiality and anonymity as required by Texas Tech 

University Human Subjects Committee. When the employee completes the 

questionnaire, they will be instructed to seal it in the envelope provided and return it to 
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the designated person, the lead employee for each restaurant.  All sealed 

questionnaires completed at each restaurant will be returned to the researcher via the 

US Postal Service. 

Adverse events and liability 

This research project deals with only a simple questionnaire about the 

employee’s opinions.  The researcher will also get the upper managements 

permission for the employees to participate in this project and therefore there 

should be no adverse events or liability attached to this project 

Consent forms 

This research project will not require any consent because it will be 

dealing with employees in the food service industry that are at least 18 years of 

age.  The researcher will also seek upper management’s permission for the 

employees to partake in the research project (see attached letters).  
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APPENDIX C  

LETTER TO RESTAURANTS DIRECTORS 
 
(date) 
 
 
Dear (name of director), 
 
 
My name is Eric Tobin.  I am a doctoral candidate in the hospitality administration 
program at Texas Tech University.  My specialization is in employee motivation and 
turnover.  I am especially interested in communication between management and 
employees and how that communication affects employee job satisfaction. 
 
 
For my dissertation project, I am investigating the impact of employee involvement on 
employee job satisfaction, communication satisfaction, organizational commitment, 
and intent to change jobs.  My hope is that through my study, I will be able to uncover 
the true impact of employee involvement for workers and how such programs affect 
job satisfaction. 
 
 
I am requesting your assistance with completing my dissertation project.  I would like to 
get a letter granting my permission to distribute my questionnaire to 20 randomly 
selected employees at 50 randomly selected restaurants within your restaurant chain.  
Your restaurants and employee participation is voluntary also; your employee will not 
put their names on the questionnaire to keep their response anonymous.  Your 
employee’s feedback will be very beneficial to my project and to the future of your 
restaurant.   
 
 
I am enclosing a copy of the questionnaire for you to examine.  If you have any 
questions or concerns, contact Eric Tobin at (469) 734-6261 or Shane Blum at (806) 
742-3068. 
 
 
Thank you very much for your time and consideration. 
 
 
Sincerely, 
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Eric R Tobin, Ph.D. Candidate   Shane C. Blum, Ph.D. 
Hospitality Administration    Chair Person and Professor 
Department of Nutrition,     Department of Nutrition,  
Hospitality, and Retailing    Hospitality, and Retailing 
Texas Tech University    Texas Tech University 
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APPENDIX D  

LETTER TO RESTAURANT GENERAL MANAGERS 
 
(date) 
 
 
Dear Restaurant General Manager, 
 
 
My name is Eric Tobin.  I am a doctoral candidate in the hospitality administration 
program at Texas Tech University.  My specialization is in employee motivation and 
turnover.  I am especially interested in communication between management and 
employees and how that communication affects employee job satisfaction. 
 
 
For my dissertation project, I am investigating the impact of employee involvement on 
employee job satisfaction, communication satisfaction, organizational commitment, 
and intent to change jobs.  My hope is that through my study, I will be able to uncover 
the true impact of employee involvement for workers and how such programs affect 
job satisfaction. 
 
 
I have discussed my project with (name of director).  Attached, you will find a letter 
granting me permission to administer my survey in your restaurant.  I have been given 
permission to survey 20 randomly selected employees to gather a representative 
sample of responses that reflect the feelings of your restaurant in general.  I 
understand that your days are busy with running the operation of the restaurant.  I 
request that you appoint a high quality employee that can serve as a restaurant 
representative to distribute the survey to employees, collect the survey, and return it to 
me in the envelope that will be sent with the questionnaires.   
 
 
Your restaurants’ and employee’s participation is voluntary. Your employee will not 
put their names on the questionnaire to keep their response anonymous.  Your 
employee’s feedback will be very beneficial to my project and to the future of your 
restaurant.  
 
 
I am enclosing a copy of the questionnaire for you to examine and a postcard for you 
to fill out with the name of an employee contact to administer the questionnaire. If you 
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have any questions or concerns, contact Eric Tobin at (469) 734-6261 or Shane Blum 
at (806) 742-3068. 
 
 
Thank you very much again for your time and assistance in completing my 
dissertation. 
 
 
Sincerely, 
 
 
 
 
Eric R Tobin, Ph.D. Candidate   Shane C Blum, Ph.D. 
Hospitality Administration    Chair Person and Professor 
Department of Nutrition,     Department of Nutrition,  
Hospitality, and Retailing    Hospitality, and Retailing 
Texas Tech University    Texas Tech University 
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APPENDIX E  

LETTER TO LEAD EMPLOYEE 
 
(date) 
 
 
Dear (name of lead employee), 
 
 
My name is Eric Tobin.  I am a doctoral candidate in the hospitality administration 
program at Texas Tech University.  My specialization is in employee motivation and 
turnover.  I am especially interested in communication between management and 
employees and how that communication affects employee job satisfaction. 
 
 
For my dissertation project, I am investigating the impact of employee involvement on 
employee job satisfaction, communication satisfaction, organizational commitment, 
and intent to change jobs.  My hope is that through my study, I will be able to uncover 
the true impact of employee involvement for workers and how such programs affect 
job satisfaction. 
 
 
You have been selected by your general manager to assist me in completing my 
dissertation project. I have discussed my project with the general manager and (s)he 
has given me approval to administer my survey in your restaurant.  I am requesting 
your assistance with completing the distribution and collection of my survey.   
 
 
In about a week, you will receive 20 surveys, introduction letters, envelopes, and a 
postage paid package to return the sealed envelopes to me. I am requesting that you 
obtain a phone list or schedule from you restaurant manager and that 20 employees 
be randomly selected from the list to complete the questionnaire.  The easiest way to 
get randomization is to pick every second or third name on the list.  I ask that you 
personally distribute the questionnaires to the employees on a voluntary basis and ask 
them to fill out the questionnaire immediately and return it to you.  I will need the 
questionnaires returned by (date) in the enclosed postage paid package.  
 
 
Completing the questionnaire is voluntary.  You can encourage the employees but do 
not require them to complete the questionnaire.  Also note that the questionnaires are 
anonymous.  Employees should not put their names on the form. 
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If you have any questions or concerns, contact Eric Tobin at (469) 734-6261 or Shane 
Blum at (806) 742-3068. 
 
 
Thank you very much again for your time and assistance in completing my 
dissertation. 
 
 
Sincerely, 
 
 
 
 
Eric R Tobin, Ph.D. Candidate    Shane C Blum, Ph.D. 
Hospitality Administration     Chair Person and Professor 
Department of Nutrition,      Department of Nutrition,  
Hospitality, and Retailing     Hospitality, and Retailing 
Texas Tech University     Texas Tech University 
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APPENDIX F  

ENGLISH LETTER TO EMPLOYEE 
  
(date) 
 
 
Dear Restaurant Employee, 
 
 
My name is Eric Tobin.  I am a doctoral candidate in the hospitality administration 
program at Texas Tech University.  My specialization is in employee motivation and 
turnover.  I am especially interested in communication between management and 
employees and how that communication affects employee job satisfaction. 
 
 
For my dissertation project, I am investigating the impact of employee involvement on 
employee job satisfaction, communication satisfaction, organizational commitment, 
and intent to change jobs.  My hope is that through my study, I will be able to uncover 
the true impact of employee involvement for workers and how such programs affect 
job satisfaction. 
 
 
I have discussed my project with (name of general manager), and (s)he has given me 
approval to  administer my survey in your restaurant.  I have been given permission to 
survey 20 randomly selected employees to gather a representative sample of 
responses that reflect the feelings of your restaurant in general.  You have been 
randomly selected from all restaurant employees to voluntarily participate in my 
study.  Your participation is voluntary and your feedback, which will remain 
anonymous, will be very beneficial to my project and to the future of your restaurant.  
You will be given the chance to respond to questions about your involvement in your 
restaurant and the employee involvement in your restaurant in general. 
 
 
If you agree to complete the survey, please place it in the enclosed envelope and seal 
it for your confidentiality.  Do not put your name on the form. Please return your 
envelope to your employee contact.  The employee contact will place it in a collection 
envelope and return it to us as a package.  Please complete and return the 
questionnaire to your employee contact by (date).  Your cooperation and 
promptness in returning the survey are greatly appreciated. 
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If you have any questions or concerns, contact Eric Tobin at (469) 734-6261 or Shane 
Blum at (806) 742-3068. 
 
 
Thank you very much again for your help and expressing your opinions. 
 
 
Sincerely, 
 
 
 
 
Eric R Tobin, Ph.D. Candidate   Shane C Blum, Ph.D. 
Hospitality Administration    Chair Person and Professor 
Department of Nutrition,     Department of Nutrition,  
Hospitality, and Retailing    Hospitality, and Retailing 
Texas Tech University    Texas Tech University 
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APPENDIX G  

ENGLISH QUESTIONNAIRE  

Employee Participation Survey 
Items 1 -20 please indicate below how you feel about your job satisfaction. 

Using the scale below, circle the number that describes your view 
(Circle only one response for each question) 

VD = Very Dissatisfied, D = Dissatisfied, N = Neutral, S = Satisfied, 
VS = Very Satisfied 

  VD D N S VS 

1. Being able to keep busy at all times. 1 2 3 4 5 
2. The chance to work alone on the job. 1 2 3 4 5 
3. The chance to do different things from time to time. 1 2 3 4 5 
4. The chance to be somebody in the restaurant. 1 2 3 4 5 
5. The way my boss handles his/her workers. 1 2 3 4 5 
6. The competence of my supervisor is making decisions. 1 2 3 4 5 
7. Being able to do things that don’t go against my 

conscience. 
1 2 3 4 5 

8. The way my job provides for steady employment. 1 2 3 4 5 
9. The chance to do things for other people. 1 2 3 4 5 
10. The chance to tell people what to do 1 2 3 4 5 
11. The chance to do things that make use of my abilities. 1 2 3 4 5 
12. The way company policies are put into practice. 1 2 3 4 5 
13. My pay and the amount of work I do. 1 2 3 4 5 
14. The chance for advancement on the job. 1 2 3 4 5 
15. The freedom to use my own judgment. 1 2 3 4 5 
16. The chance to try my own methods of doing the job 1 2 3 4 5 
17. The working conditions. 1 2 3 4 5 
18 The way my co-workers get along with each other. 1 2 3 4 5 
19. The praise I get from doing my job. 1 2 3 4 5 
20. The feeling of accomplishment I get from doing my job. 1 2 3 4 5 
 



Texas Tech University, Eric Tobin, August, 2011  
 

165 

Items 21 – 40  

Please indicate how you feel about your level of participation in your job. 

Using the scale below, circle the number that best describes your view. 

(Circle only one response for each question) 

SD = Strongly Disagree, D = Disagree, N = Neutral, A = Agree;  
SA = Strongly Agree 

  SD D N A SA 

21. My opinions are sought about work conditions 1 2 3 4 5 
22. My input is sought about job duties and job description 1 2 3 4 5 
23. I am encouraged to share my ideas about my work 

environment 
1 2 3 4 5 

24. I am encouraged to share my ideas about scheduling and 
positions 

1 2 3 4 5 

25. My opinion is sought to work performance and evaluations 1 2 3 4 5 
26. I am encouraged to share my opinions about work related 

problems 
1 2 3 4 5 

27. I am encouraged to make suggestion to make my work 
easier. 

1 2 3 4 5 

28. I am invited to sit on problem solving discussions about my 
work 

1 2 3 4 5 

29. I am asked to lead discussions about work related problems 1 2 3 4 5 
30. I am asked to give my opinion about work station design 1 2 3 4 5 
31. I am asked about plans and preferences on vacation 

schedules. 
1 2 3 4 5 

32. I am empowered to solve problems and increase satisfaction 1 2 3 4 5 
33. I am asked how my work may be made more fulfilling. 1 2 3 4 5 
34. I am asked my opinion about proposals or plans affecting 

their work 
1 2 3 4 5 

35. I am encouraged to share creative insights about my work 1 2 3 4 5 
36. I am encouraged to teach other people to do their jobs 1 2 3 4 5 
37. I am invited to participate in creative brainstorming sessions. 1 2 3 4 5 
38. My opinion is sought about performance standards and 

goals. 
1 2 3 4 5 

39. I am encouraged to share problems which make work 
difficult. 

1 2 3 4 5 

40. My opinion is sought about special projects I would like to 
work on. 

1 2 3 4 5 
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Items 41 – 55 

Please indicate how you feel about your organizational commitment. 

Using the scale below, circle the number that best describes your view. 
(Circle only one response for each question) 

SD = Strongly Disagree, D = Disagree, N = Neutral, A = Agree,  
SA = Strongly Agree 

  SD D N A SA 

41. I am willing to put in a great deal of effort at job. 1 2 3 4 5 
42. I talk about the restaurant to my friends. 1 2 3 4 5 
43. I feel very little loyalty to this restaurant. 1 2 3 4 5 
44. I would do almost any job task asked of me. 1 2 3 4 5 
45. My values are similar to the restaurant values. 1 2 3 4 5 
46. I am proud to tell others I work for the restaurant. 1 2 3 4 5 
47. I could work for another restaurant as long as it 

was similar work. 
1 2 3 4 5 

48. The restaurant really inspires me to be the very 
best in job performance. 

1 2 3 4 5 

49. It would take very little for me to leave this 
restaurant. 

1 2 3 4 5 

50. I am glad to work at this restaurant. 1 2 3 4 5 
51. There is not much to be gained by working at this 

restaurant. 
1 2 3 4 5 

52. I find it difficult to agree with the restaurants 
policies. 

1 2 3 4 5 

53. I really care about the fate of the restaurant. 1 2 3 4 5 
54. This is the best of all possible restaurants for which 

I work. 
1 2 3 4 5 

55. Deciding to work at this restaurant was a definite 
mistake on my part. 

1 2 3 4 5 
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Items 56 – 80 

Please indicate how you feel about your communication satisfaction. 

Using the scale below, circle the number that best describes your view. 
(Circle only one response for each question) 

1 = strongly dissatisfied, 2 = dissatisfied, 3 = Indifferent, 4 = satisfied, 
5 = strongly satisfied 

  SD D N A SA 

56. How satisfied are you with your job. 1 2 3 4 5 
57. Information about my progress in my job. 1 2 3 4 5 
58. Information about company policies and procedures. 1 2 3 4 5 
59. Information about how my job compares with others. 1 2 3 4 5 
60. Information on how I am being judged 1 2 3 4 5 
61. Recognition of my efforts. 1 2 3 4 5 
62. Information about departmental policies and goals. 1 2 3 4 5 
63. Information about the requirements of my job. 1 2 3 4 5 
64. Information about government regulations that affect 

my job. 
1 2 3 4 5 

65. Information about employees benefits and pay 1 2 3 4 5 
66. Information about profits and financial standing. 1 2 3 4 5 
67. Information about achievement and/or failures of the 

company. 
1 2 3 4 5 

68. Extent to which managers understand the problems 
faced by my job. 

1 2 3 4 5 

69. Extent to which my manager listens and pays 
attention to me. 

1 2 3 4 5 

70. Extent to which my supervisor trusts me. 1 2 3 4 5 
71. Extent to which my supervisor is open to my ideas. 1 2 3 4 5 
72. Extent to which communication with other employees 

is free flowing 
1 2 3 4 5 

73. Extent to which our meeting are organized. 1 2 3 4 5 
74. Extent to which formal communication is active and 

accurate. 
1 2 3 4 5 

75. How would you rate your productivity in your job? 1 2 3 4 5 
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Items 75 – 80 

Please indicate how you feel about the following communication 
satisfaction questions 

Using the scale below, circle the number that best describes your view. 
(Circle only one response for each question) 

1 = strongly dissatisfied, 2 = dissatisfied, 3 = Indifferent, 4 = satisfied,  
5 = strongly satisfied 

  SD D N A SA 

76. How satisfied are you with your job. 1 2 3 4 5 
77. Information about my progress in my job. 1 2 3 4 5 
78. Information about company policies and procedures. 1 2 3 4 5 
79. Information about how my job compares with others. 1 2 3 4 5 
80. Information on how I am being judged 1 2 3 4 5 

Items 81 – 83 

Please indicate how you feel about your job. 

Using the scale below, circle the number that best describes your view. 
(Circle only one response for each question) 

1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree 
5 = Strongly Agree 

  SD D N A SA 

81. I often think about quitting my job. 1 2 3 4 5 
82. I could find a good job if I left my current 

employment. 
1 2 3 4 5 

83. I could find another job during the next two months. 1 2 3 4 5 
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Items 84 – 92 

Please answer the following demographic questions 

Place a mark the box for the most appropriate answer 

84. What is your gender? 
(  ) Male   (  ) female 

85. How is your position classified? 
(  ) Hourly employee (  ) Supervisor (  ) Manager 

86. How are you paid? 
(  ) Hourly   (  ) Salaried 

87. Which best describes the department you work in? 
(  ) Kitchen  (  ) Hostess  (  ) Busser 
(  ) Server  (  ) Bar  (  ) Supervisor/Management 

88. What is your Age? 
(  ) < 21    (  ) 21 – 25   (  ) 26 – 30 
(  ) 31 – 35  (  ) 36 - 40  (  ) > 40 

89. What is your educational level? 
(  ) Some High School   (  ) High School Graduate 
(  ) Some College    (  ) College Graduate 
(  ) Post College Graduate 

90. What is your current annual salary range? 
(  ) < $10,000     (  ) $10,001 – 20,000 
(  ) $20,001 – 30,000   (  ) $30,001 - $40,000 
(  ) $40,001 - $50,000   (  ) > $50,001 

91. How long have you been in your current position? 
(  ) < than 3 months    (  ) 3 – 6 months 
(  ) 7 – 9 months    (  ) 10 – 12 months 
(  ) 1 year – 2 years    (  ) > 2 years 

92. How many other restaurant chains have you worked for? 
(  ) 1  (  ) 2  (  ) 3   (  ) 4  (  ) 5 or more 

  



Texas Tech University, Eric Tobin, August, 2011  
 

170 

APPENDIX H  

SPANISH LETTER TO EMPLOYEE 
 
(fecha) 
 
 
Estimado empleado de restaurante, 
 
 
Mi nombre es Eric Tobin. Soy un candidato doctoral en el programa de administración 
de la hospitalidad en la Universidad de Texas Tech. Mi especialidad es en volumen de 
negocios y motivación de los empleados. Estoy especialmente interesado en la 
comunicación entre la dirección y los empleados y cómo esa comunicación afecta a la 
satisfacción en el trabajo empleado. 
 
 
Para mi proyecto de tesis, yo estoy investigando el impacto de la participación de los 
empleados en la intención de cambiar de empleo, satisfacción en el trabajo empleado, 
satisfacción de comunicación y compromiso organizacional. Mi esperanza es que a 
través de mi estudio, podré descubrir el verdadero impacto de la participación de los 
empleados para los trabajadores y la repercusión de tales programas de satisfacción 
en el trabajo. 
 
 
He hablado mi proyecto con (nombre del gerente general) y (s) que me ha dado 
aprobación para administrar mi encuesta en su restaurante. Me ha dado permiso para 
el estudio de 20 empleados seleccionados al azar para obtener una muestra 
representativa de las respuestas que reflejan los sentimientos de su restaurante en 
general. Ha sido seleccionado al azar entre todos los empleados del restaurante 
a participar voluntariamente en mi estudio. Su participación es voluntaria y sus 
comentarios, que serán siendo anónimo, será muy beneficioso para mi proyecto y el 
futuro de su restaurante. Se le dará la oportunidad de responder a preguntas acerca 
de su participación en el restaurante y la participación de los empleados en el 
restaurante en general. 
 
 
Si está de acuerdo completar la encuesta, colocar en el sobre adjunto y sellar su 
confidencialidad. No escriba su nombre en el formulario. Vuelve el envolvente a su 
contacto de empleado. El contacto de empleado se coloca en una envoltura de 
colección y volver a nosotros como un paquete. Por favor, complete y devuelva el 
cuestionario a su contacto de empleado (fecha). Su cooperación y rapidez en la 
devolución de la encuesta son muy apreciadas. 
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Si tiene alguna pregunta o duda, póngase en contacto con Eric Tobin en (469) 734-
6261 o Shane Blum en (806) 742-3068. 
 
 
Muchas gracias de nuevo por tu ayuda y expresar sus opiniones. 
 
 
Atentamente, 
 
 
 
 
Eric R Tobin, Ph.D. Candidato    Shane C Blum, Ph.D. 
Hospitalidad Administración     Profesor y persona de Presidente 
Departamento de nutrición,    Departamento de nutrición 
Hospitalidad y la venta minorista   Hospitalidad y la venta minorista 
Universidad de Texas Tech    Universidad de Texas Tech 
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APPENDIX I  

SPANISH QUESTIONNAIRE 
Encuesta de participación de empleados 

Artículos 1 -20 
Por favor indiquen a continuación cómo se siente sobre su satisfacción en 

el trabajo. 

Utilizando la escala abajo, círculo el número que describe la vista 
(Sólo una respuesta para cada pregunta un círculo) 

VD = muy insatisfecho, D = insatisfecho, N = Neutral, S = satisfecho, 
VS = muy satisfecho 

  VD D N S VS 
1. Ser capaz de mantener ocupado en todo momento. 1 2 3 4 5 
2. La posibilidad de trabajar solo en el trabajo. 1 2 3 4 5 
3. La oportunidad de hacer cosas diferentes de vez en 

cuando. 
1 2 3 4 5 

4. La oportunidad de ser alguien en el restaurante 1 2 3 4 5 
5. La forma en que mi jefe trata de sus trabajadores. 1 2 3 4 5 
6. La competencia de mi supervisor es tomar decisiones. 1 2 3 4 5 
7. Ser capaz de hacer cosas que no van en contra de mi 

conciencia. 
1 2 3 4 5 

8. La forma en que mi trabajo se proporciona para el 
empleo estable. 

1 2 3 4 5 

9. La oportunidad de hacer cosas para otras personas. 1 2 3 4 5 
10. La oportunidad de decirle a la gente qué hacer 1 2 3 4 5 
11. La oportunidad de hacer cosas que hacen uso de mis 

habilidades. 
1 2 3 4 5 

12. Las políticas de la empresa de forma se ponen en 
práctica. 

1 2 3 4 5 

13. Mi salario y la cantidad de trabajo que hacer. 1 2 3 4 5 
14. La oportunidad para lograr avances en el trabajo. 1 2 3 4 5 
15. La libertad de utilizar mi propio juicio. 1 2 3 4 5 
16. La oportunidad de probar mis propios métodos de 

hacer el trabajo 
1 2 3 4 5 

17. Las condiciones de trabajo. 1 2 3 4 5 
18 La forma de que mis compañeros de trabajo obtener 

junto con otros. 
1 2 3 4 5 

19. Los elogios de haciendo mi trabajo. 1 2 3 4 5 
20. El sentimiento de logro de haciendo mi trabajo. 1 2 3 4 5 
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Artículos 21: 40  

Sírvase indicar cómo se siente con su nivel de participación en el trabajo. 

Utilizando la escala abajo, círculo en el número que mejor describa su vista.  
(Sólo una respuesta para cada pregunta un círculo) 

SD = totalmente en desacuerdo, D = desacuerdo, N = Neutral, A = de acuerdo;  
SA = totalmente de acuerdo 

  SD D N A SA 
21. Se buscan mis opiniones sobre las condiciones de trabajo 1 2 3 4 5 
22. Se busca mi entrada sobre derechos de trabajo y la 

descripción del trabajo 
1 2 3 4 5 

23. Me alienta a compartir mis ideas sobre mi entorno de 
trabajo 

1 2 3 4 5 

24. Me alienta a compartir mis ideas sobre programación y 
posiciones 

1 2 3 4 5 

25. Mi opinión es procurado trabajar rendimiento y evaluaciones 1 2 3 4 5 
26. Me alegra compartir mis comentarios sobre trabajos 

relacionados con problemas 
1 2 3 4 5 

27. Me alienta a hacer sugerencia para hacer más fácil mi 
trabajo. 

1 2 3 4 5 

28. Me estoy invitado a participar en debates resolver problema 
sobre mi trabajo 

1 2 3 4 5 

29. Me pregunta a conducir discusiones trabajar unos 
problemas relacionados 

1 2 3 4 5 

30. Me pregunta mi opinión sobre diseño de estación de trabajo 1 2 3 4 5 
31. Me pregunta sobre planes y preferencias en horarios de 

vacaciones. 
1 2 3 4 5 

32. Yo estoy facultado para resolver los problemas y aumentar 
la satisfacción de 

1 2 3 4 5 

33. Me pregunta cómo puede hacerse mi trabajo mas 
cumpliendo. 

1 2 3 4 5 

34. Me pregunta mi opinión sobre propuestas o planes que 
afectan su trabajo 

1 2 3 4 5 

35. Me alienta a compartir ideas creativas sobre mi trabajo 1 2 3 4 5 
36. Me alienta para enseñar a otras personas para realizar su 

trabajo 
1 2 3 4 5 

37. Me estoy invitado a participar en las sesiones de lluvia de 
ideas creativas. 

1 2 3 4 5 

38. Mi opinión es tratado sobre objetivos y normas de 
funcionamiento. 

1 2 3 4 5 

39. Me alienta a compartir problemas que dificultan el trabajo. 1 2 3 4 5 
40. Mi opinión es buscado acerca de proyectos especiales, en 

que me gustaría trabajar. 
1 2 3 4 5 
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Elementos 41 – 55 

Sírvase indicar cómo se siente sobre su compromiso organizacional. 

Utilizando la escala abajo, círculo en el número que mejor describa su 
vista. 

(Sólo una respuesta para cada pregunta un círculo) 

SD = totalmente en desacuerdo, D = desacuerdo, N = Neutral, A = de acuerdo,  
SA = totalmente de acuerdo 

  SD D N A SA 

41. Estoy dispuesto a poner en una gran esfuerzo en 
el trabajo. 

1 2 3 4 5 

42. Hablo sobre el restaurante a Mis amigos. 1 2 3 4 5 

43. Me siento muy poca lealtad a este restaurante. 1 2 3 4 5 

44. Me gustaría hacer casi cualquier tarea de trabajo 
me ha pedido. 

1 2 3 4 5 

45. Mis valores son similares a los valores de 
restaurante. 

1 2 3 4 5 

46. Me enorgullece decir que otros trabajo en el 
restaurante. 

1 2 3 4 5 

47. Pude colaborar para otro restaurante mientras era 
un trabajo similar. 

1 2 3 4 5 

48. El restaurante realmente me inspira a ser el mejor 
rendimiento de trabajo. 

1 2 3 4 5 

49. Harían falta muy poco para que pueda salir de 
este restaurante. 

1 2 3 4 5 

50. Me alegro de trabajar en este restaurante. 1 2 3 4 5 

51. No hay mucho que ganar trabajando en este 
restaurante. 

1 2 3 4 5 

52. Me resulta difícil llegar a un acuerdo con las 
políticas de restaurantes. 

1 2 3 4 5 

53. Realmente me preocupa la suerte del restaurante. 1 2 3 4 5 

54. Este es el mejor de todos los restaurantes posibles 
para el que trabajo. 

1 2 3 4 5 

55. Decidir trabajar en este restaurante fue un claro 
error de mi parte. 

1 2 3 4 5 
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Artículos 56-80 

Sírvase indicar cómo se siente con la satisfacción de su comunicación. 

Utilizando la escala abajo, círculo en el número que mejor describa su vista. 
(Sólo una respuesta para cada pregunta un círculo) 

1 = muy insatisfechos, 2 = insatisfecho, 3 = Indifferent, 4 = satisfecho, 
5 = muy satisfecho 

  SD D N A SA 
56. ¿Qué tan satisfecho está con su trabajo. 1 2 3 4 5 
57. Información sobre mi progreso en mi trabajo. 1 2 3 4 5 
58. Información sobre procedimientos y políticas de la 

empresa. 
1 2 3 4 5 

59. Información acerca de cómo mi trabajo se compara 
con otros. 

1 2 3 4 5 

60. Información sobre cómo estoy siendo juzgado 1 2 3 4 5 
61. Reconocimiento de mis esfuerzos. 1 2 3 4 5 
62. Información sobre las directivas departamentales y 

objetivos. 
1 2 3 4 5 

63. Información acerca de los requisitos de mi trabajo. 1 2 3 4 5 
64. Información sobre regulaciones gubernamentales 

que afectan a mi trabajo. 
1 2 3 4 5 

65. Información sobre salarios y beneficios de 
empleados 

1 2 3 4 5 

66. Información sobre beneficios y capacidad financiera. 1 2 3 4 5 
67. Información sobre los logros y fracasos de la 

compañía. 
1 2 3 4 5 

68. Medida a la que los administradores de entienden los 
problemas de mi trabajo. 

1 2 3 4 5 

69. Medida en que mi manager escucha y presta 
atención a mí. 

1 2 3 4 5 

70. Medida a la que mi supervisor me confía. 1 2 3 4 5 
71. Medida en que mi supervisor es abierto a mis ideas. 1 2 3 4 5 
72. Medida en que es libre flujo de comunicación con 

otros empleados 
1 2 3 4 5 

73. Medida a la que se organiza nuestra reunión. 1 2 3 4 5 
74. Medida en que la comunicación formal es activa y 

precisa. 
1 2 3 4 5 

75. ¿Cómo calificaría su productividad en el trabajo? 1 2 3 4 5 
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Artículos 75-80 

Sírvase indicar cómo se siente con las siguientes preguntas de 
satisfacción de la comunicación 

Utilizando la escala abajo, círculo en el número que mejor describa su 
vista. 

(Sólo una respuesta para cada pregunta un círculo) 

1 = muy insatisfechos, 2 = insatisfecho, 3 = Indifferent, 4 = satisfecho,  
5 = muy satisfecho 

  SD D N A SA 

76. ¿Qué tan satisfecho está con su trabajo. 1 2 3 4 5 

77. Información sobre mi progreso en mi trabajo. 1 2 3 4 5 

78. Información sobre procedimientos y políticas de la 
empresa. 

1 2 3 4 5 

79. Información acerca de cómo mi trabajo se compara 
con otros. 

1 2 3 4 5 

80. Información sobre cómo estoy siendo juzgado 1 2 3 4 5 

Artículos 81-83 

Sírvase indicar cómo se siente con su trabajo. 

Utilizando la escala abajo, círculo en el número que mejor describa su 
vista. 

(Sólo una respuesta para cada pregunta un círculo) 

1 = Totalmente en desacuerdo 2 = en desacuerdo, 3 = Neutral, 4 = de acuerdo 
5 = Muy de acuerdo 

  SD D N A SA 

81. A menudo pienso en salir de mi trabajo. 1 2 3 4 5 

82. He podido encontrar un buen trabajo si dejé mi 
empleo actual. 

1 2 3 4 5 

83. He podido encontrar otro empleo durante los 
próximos dos meses. 

1 2 3 4 5 
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Artículos 84-92 

Responda a las siguientes preguntas demográficas 

Coloque una marca de la casilla para la respuesta más adecuada 

84.¿Cuál es su género? 

(  ) Masculino  (  ) femenino 

85.¿Cómo se clasifica su posición? 

(  ) Por hora de empleado  (  ) Supervisor   (  ) administracion 

86.¿Cómo se paga? 

(  ) Por hora      (  ) asalariados 

87.¿Que mejor describe el departamento en que trabaja? 

(  ) De cocina  (  ) anfitriona  (  ) Busser 
(  ) De servidor  (  ) barra  (  ) Supervisor/administración 

88.¿Cuántos años tienes? 

(  ) < 21  (  ) 21-25  (  ) 26: 30 
(  ) 31-35  (  ) 36-40  (  ) > 40 

89.¿Cuál es su nivel educativo? 

(  ) Algunos graduado   (  ) de escuela secundaria 
(  ) alta graduado   (  ) Algunos graduado 
(  ) Colegio graduado  (  ) Colegio de post graduado 

90.¿Cuál es su actual rango salarial anual? 

(  ) < $10.000 dólares     (  ) $10,001: 20.000 dólares 
(  ) 20,001: 30,000 dólares   (  ) $30.001-$40.000 dólares  
(  ) $40,001 - $50,000 dólares   (  ) > $50,001 dólares  

91.¿Cuánto tiempo llevan en su posición actual? 

(  ) < que 3 meses  (  ) 3-6 meses  (  ) 7-9 meses 
(  ) 10: 12 meses   (  ) año 1 – 2 años  (  ) > 2 años 

92.¿Cuántas otras cadenas de restaurantes han trabajado? 

(  ) 1   (  ) 2   (  ) 3   (  ) 4   (  ) 5 o más 
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APPENDIX J 

IRB APPROVAL 
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