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Abstract
This paper presents the results obtained from a literature review of scientific articles related to job satisfaction,
published between the years 2000 and 2010. The main findings of various research studies indicate that there is a
relationship between the ‘hard’ aspects of work (schedules, working hours, type of contract, pay, etc) and job
satisfaction. The revised bibliography notes that the relationship between these aspects and job satisfaction varies
depending on the configuration of the job, although there are general criteria that typically linked to job
satisfaction.
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1. Introduction
Job satisfaction has become a key performance indicator for many leading companies in Europe, particularly
within the framework of Total Quality Management programs. Besides, “the companies practicing benchmarking
know that it is as important to acknowledge and respond to their employees‟ opinions as to protect and promote
their own shareholders´ interests” (Martínez Caraballo, 2007: 83, own translation). For this reason, increasing
workers´ job satisfaction should be included in the mission of organizations (Friday & Friday, 2003; Crossman &
Abou-Zakı, 2003).
Moreover, a literature review conducted by Podsakoff, MacKenzie, Paine and Bacharach (2000) indicates that
job satisfaction has been frequently studied as an antecedent of organizational citizenship behavior, defined as
“individual behavior that is discretionary, not directly or explicitly recognized by the formal reward system, and
that in the aggregate promotes the effective functioning of the organization” (Organ, 1988: 4); Rowden (2002)
argues that it is an essential independent variable that may guide employees´ behavior and affect the functioning
of the organization. The popularity of this concept across research fields is also due to job satisfaction being
related to a great number of important variables in the life of organizational members. Such variables include
productivity, performance, absenteeism and turnover (Luthans, 2002; Robbins, 1998; Spector 1997). Job
satisfaction is also closely-related to illnesses, such as burnout (Baruch-Feldman, Brondolo, Ben-Dayan &
Schwartz, 2002) and stress (Won-Jae, Hee-Jong & Johnson, 2009; Zangaro & Soeken, 2007; Rayle, 2006), which
occur when the employee is dissatisfied.
Although no agreement exists about the definition of job satisfaction, different authors (e.g., McCormick & Ilgen,
1980; Peiró, 1984; Robbins, 1998) define it as a generalized attitude towards work or as the positive attitudes
towards the tangible aspects of the job, and/or the intangible rewards that meet the worker´s expectations
(Gallagher Tuleya, 2007: 158). Besides, Sempane, Rieger and Roodt (2002) hold that this construct results from
the individual´s perceptions and evaluations about his or her job, which are influenced by the individual‟s
particular circumstances. Therefore, it is important to point out the individual factors affecting job satisfaction.
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In addition, business and organizational studies distinguish between „hard‟ and „soft‟ variables; the former refer to
technical, juridical and economic variables, and place emphasis on certain supposedly rational and quantitative
elements, whereas the latter involve psychosocial, political and cultural variables, and attach importance to
qualitative elements and the rediscovery of the human factor (Grandío Botella, n.d).
Over the last decades, the literature related to psychology has tended to emphasize the „soft‟ aspects, underscoring
the analysis of constructs such as commitment, identification, organizational culture or climate, to name a few,
given the growing international recognition of these topics. Some works (Perez Vilar, 2011; Perez Vilar &
Azzollini, 2011) have even pointed out the importance attributed to organizational culture and climate on job
satisfaction, in research studies conducted between 2000 and 2010.
However, it is necessary to stress that other relevant aspects of human resource management play a role in
achieving organizational success and wellbeing among organizational members. Therefore, this study presents
some of the variables associated with the „hard‟ aspects of labor and how they influence job satisfaction.

2. Methodology
A review of the documentary corpus made it possible to select, describe and analyze research studies on job
satisfaction published between 2000 and 2010. To this end, an exploratory search was conducted using Scholar
Google (http://scholar.google. com.ar) and SciELO database, the search criterion being the presence of „job
satisfaction‟ and „work satisfaction‟, as well as the Spanish term „satisfacción laboral‟, in the titles of works
published within the timeframe mentioned above. It should be noted that although the Thesaurus of Psychological
Index Terms of the American Psychological Association (2007) recommends using the term „job satisfaction‟,
some studies use the recommended term and „work satisfaction‟ indistinctly. The same criterion was used in
searches conducted with WilsonWeb, EbscoHost and OvidSP databases.
The articles included in this review were selected by reading each abstract, and the unit of analysis consisted of
each of the articles that met the following criteria:
Inclusion criteria:
 The limits set to the search output were only year of publication (2000-2010) and each pair of search words (3
pairs, 6 words). Each pair of words was written and the results were sifted by year of publication. Then either
full articles were downloaded in the published format, or the references (author, title, journal, year of
publication) and the abstracts of each study were saved in text format.
 The selected articles were those whose titles included the pairs of words mentioned, and whose results
analyzed or obtained relationships between job satisfaction and other constructs.
 The selected studies were published in refereed journals, whether online or printed, and originally written in
(or translated into) English and/or Spanish.
 In cases where the constructs or measurement instruments made reference to literature published before our
timeframe, the referenced works were obtained to enlarge the information associated with the articles
analyzed.
Exclusion criteria:
 Works were excluded when their full texts were not available, for economic reasons, or when the database did
not permit access to the full article.
 Works not specifically related to the subject matter of organizational psychology were also excluded, whereas
the preferred works were those published by journals with a higher impact factor, and/or those dated more
recently and containing greater theoretical description and references of the concepts and instruments used.
Elimination criteria:
 Works evaluating job satisfaction only in a specific population were eliminated. One such case was Job
Satisfaction amongst Dutch Nurse Anaesthetists: The Influence of Emotions on Events (Meeusen, van Dam,
van Zundert & Knape 2010), where only job satisfaction was measured, and the conclusions were valid only
for the population assessed.
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 Other works that were eliminated were those found more than once through different search words, and those
replicating studies, or obtaining similar results using the same methodology and/or instrument in the same
population types as studies already selected.
 Once the various criteria had been applied, the corpus sample consisted of 388 articles.

3. Hard variables of human resource management and their relationships with job satisfaction
Two of the main factors that have been studied in organizations and have been related to job satisfaction are work
schedule and working hours. For example, working hours have often been used as a control variable, and they are
usually negatively related to job satisfaction (Booth & van Ours, 2008; Sousa-Poza & Sousa-Poza, 2003).
According to Booth and van Ours (2008), satisfaction with working hours bears little relation to job satisfaction in
men, whereas women are more satisfied with their jobs if they work fewer than 30 hours a week; some authors
(Dunaway & Running, 2009; Brough, O'Driscoll & Kalliath, 2005) found that working many hours (over 38 hours
a week) was negatively related to job satisfaction. Boyles and Shibata (2009) stated that in ordinary jobs where
women were able to use their skills, job satisfaction could improve remarkably if their working hours were
reduced, and overtime hours were eliminated. Another study (Andresen, Domsch & Cascorbi, 2007) of maritime
pilots, who suffer chronometric and chronobiological changes in their working patterns by working up to 24 hours
a day, found that working unusual hours - despite the negative social and psychological consequences - was
neither the only nor the strongest variable determining their job satisfaction. However, its influence varied when
associated with environmental and family variables. Sveinsdóttir (2006) obtained similar results about job
satisfaction by analyzing changes in the circadian cycle of Icelandic nurses working shift assignments.
Regarding the relationship between flexible work arrangements and job satisfaction, some authors (e.g., McNall,
Masuda & Nicklin, 2010) found that reducing the weekly working hours and having a flexible time arrangement
were positively related to job satisfaction.
Another „hard‟ variable that has been investigated is the type of contract. According to Booth and van Ours
(2008), despite the poor working conditions in England, women (with and without children) with part-time jobs
were more satisfied with their jobs than those working full-time, although small variations would depend on
diverse situations such as education, marital status and the number of children (Jimenez Figueroa, Gonzalez
Escobar & Reyes Pavez, 2009). However, Yueng-Hsiang, Shaw and Chen, (2004) found no significant
differences between part-time and full-time employees. In a study conducted in Colombia, Manrique-Abril and
Herrera-Amaya (2008) found significant differences in several dimensions of job satisfaction in employees linked
to the firm through an intermediary organization, who were less satisfied than those directly employed. This study
also found significant differences between workers hired for an indefinite time - who showed higher levels of
satisfaction - and those hired for a definite time; whereas Persson (2009) found that individuals who started their
own businesses and held managing positions had very high levels of job satisfaction. Another study worth
mentioning is the one conducted in post-tsunami Sri Lanka by Abu-Sharkh and Standing (2008), who reported
that job and labor market security was not associated with job satisfaction. These authors found that a permanent
contract or working for the State (synonymous with job security) played an almost insignificant role in increasing
job satisfaction, as compared with the more significant role played by relative and absolute incomes.
As regards income, it is distributive justice linked to reward and promotion that has been shown to be associated
with satisfaction (Kumar, Bakhshi & Rani, 2009; Findler, Wind & Mor Barak, 2007; Andresen et al., 2007).
Other authors (e.g., Ibrahim & Boerhaneoddin, 2010; Artz, 2008; Green & Heywood, 2008; Heywood & Wei,
2006) have investigated the relationship between individual performance pay and job satisfaction, and found that
they were positively related (more in men than in women), although according to Heywood and Wei (2006), not
all sources of performance pay relate to job satisfaction in the same way. For instance, Pagán and Malo (2009)
argue that the value of hourly pay is related to job satisfaction. However, Shikdar and Das (2003) compared
different labor situations and found that monetary incentive did not influence or was negatively related to job
satisfaction. These authors attributed these findings to the pressure to seek the monetary incentive imposed on the
workers, or the fact that the incentive was inadequate or insufficient. On the other hand, Artz (2008) found that
this relationship would depend on firm size, because in larger organizations performance pay is significantly
related to job satisfaction.
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It should be noted that this study also investigated other types of reward - such as pay for team performance, pay
for workplace, and profit-sharing – and found no significant relationships with job satisfaction. Nevertheless,
what would seem to be conclusive, according to Hamermesh (2001), who conducted a historic comparative study
of workers in the United States and Germany, is that drastic changes (shocks) in recent incomes of employees
influence job satisfaction, with the effects of these shocks dissipating over time. In the matter, Cornelißen (2009)
stated that other, non-pecuniary, aspects of labor (such as good social relations or job content) had more important
effects on job satisfaction than income. Firm size – which is usually divided into three groups: small (fewer than
51 employees); mid-sized (between 51 and 500 employees); and large (over 500 employees) (Artz, 2008) – has
also been associated with job satisfaction. In fact, some authors (e.g., Artz, 2008; McCausland, Pouliakas &
Theodossiou, 2005) have found that employees in small firms feel more satisfied.
According to Harrington, Bean, Pintello and Mathews (2001), the organizational structure – including the quality
of supervision, clarity of job demands, adequacy of funding and opportunity for employee input – also relates to
job satisfaction. Particularly, adequacy of funding could be related to the study by Ellickson and Logsdon (2002),
who argued that one of the ten predictors of job satisfaction was equipment and access to resources. Similarly,
when analyzing job satisfaction at an emergency department, Rondeau and Francescutti (2005) found that the
resource factor (access to technology, beds, and stable investments) had a direct impact on job satisfaction.
In further support of this finding, the work context or physical environment (equipment, furniture, lighting,
acoustics, ventilation, etc) has been analyzed from different perspectives, and its positive effects have been
associated with job satisfaction (Newsham et al., 2009; Cornelißen, 2009; Cass, Siu, Faragher & Cooper, 2003).
In fact,exposure to loud sounds has been shown to be negatively related to job satisfaction (Melamed, Fried &
Froom, 2001). Another study (Newsham et al., 2009) references several relationships among physical components
of the work environment that positively influence job satisfaction, and stresses the important role of management
in improving indoor work environments to raise job satisfaction.
Another element in the literature is the length of service at the organization, although some researchers (e.g.,
Schroder, 2008; Foulkrod, Field & Brown, 2010) hold that this is not related to job satisfaction, or that the
relationship is of little significance and non-linear (Manrique-Abril & Herrera-Amaya, 2008; Lundgren,
Norldholm & Segesten, 2005). However, most authors argue that the relationship between the length of service at
an organization and job satisfaction would be U-shaped, with employees with the least and most seniority
showing high levels of job satisfaction, and those in-between having low levels of job satisfaction (Pagán & Malo,
2009; Haley-Lock, 2008; Ma, Samuels & Alexander, 2003). It would seem that new workers experience a
“honey-moon” period, with high levels of job satisfaction during the early period on the job and a more realistic
version of the job later on (Resnick & Bond, 2001). Others (Adeyemo, 2007; Carmelli, 2003) also pointed out the
mediating effect of emotional intelligence between these two constructs. On the other hand, Oshagbemi (2000)
found that the positive relationship between seniority and job satisfaction is associated with the current job and
not with the length of service in the line of business, whereas Jepsen and Hung-Bin Sheu (2003) suggest that the
career stage of an employee influences the foreseeable assessment of job satisfaction.
Finally, it is worth making reference to a study by Armstrong, Hawley, Lewis, Blankenship and Pugsley (2008),
who found that job configuration was directly related to job satisfaction in its different dimensions. This is in
keeping with the finding of Mueser, Becker and Wolfe (2001) that by aligning employee preferences (before
starting the job) with the work assignment, better levels of job satisfaction are achieved.

4. Conclusions
This overview has led to the conclusion that it is important to consider the hardest aspects of human resource
management. Such variables as pay (distributive justice, performance pay, and drastic pay increases), type of
contract (part-time, formal employment, and employment for indefinite time), the working schedule and working
hours, seniority, firm size, physical work environment, and access to resources and equipment become key
elements in workers‟ job satisfaction. Although this study is limited in that it is not an exhaustive review of the
selected works, it covers their main results and proposes important aspects to be taken into account in
organizational management, with an emphasis on employees‟ well-being. Furthermore, the reviewed results are so
recent that further research is recommended, particularly the study of the concepts across the wide variety of work
environments, and the relationships between the different variables in the international context and their real
effects on job satisfaction in organizational members in Latin American countries.
73

International Journal of Business and Social Science

Vol. 4 No. 1; January 2013

References
Abu-Sharkh, M. & Standing, G. (2008). Work Satisfaction, Trauma and Economic Insecurity: Post-Tsunami Sri Lanka.
Conference Papers -- American Sociological Association, 1.
Adeyemo D. (2007). Emotional Intelligence and the Relationship Between Job Satisfaction and Organizational Commitment
of Employee in Public Parastatals in Oyo State, Nigeria. Pakistan Journal of Social Sciences. 4(2), 324-330
Andresen, M., Domsch, M. & Cascorbi, A. (2007). Working Unusual Hours and Its Relationship to Job Satisfaction: A Study
of European Maritime Pilots. Journal of Labor Research, 28(4), 714-734.
Armstrong, A., Hawley, C., Lewis, A., Blankenship, C. & Pugsley, R. (2008). Relationship between employment setting and
job satisfaction among CRC personnel. Journal of Vocational Rehabilitation, 28(1), 41-51.
Artz, B. (2008). The Role of Firm Size and Performance Pay in Determining Employee Job Satisfaction Brief: Firm Size,
Performance Pay, and Job Satisfaction. LABOUR: Review of Labour Economics & Industrial Relations, 22(2), 315-343.

Baruch-Feldman, C., Brondolo, E., Ben-Dayan, D. & Schwartz, J. (2002). Sources of Social Support and Burnout, Job
Satisfaction, and Productivity, Journal of Occupational Health Psychology 7 (January), 84-93.
Booth, A. & Van Ours, J. (2008). Job Satisfaction and Family Happiness: The Part-Time Work Puzzle. Economic Journal,
118(526), 77-99.
Boyles, C. & Shibata, A. (2009). Job Satisfaction, Work Time, and Well-Being Among Married Women in Japan. Feminist
Economics, 15(1), 57-84.
Brough, P., O'Driscoll, M. & Kalliath, T. (2005). The ability of „family friendly‟ organizational resources to predict work–
family conflict and job and family satisfaction. Stress & Health: Journal of the International Society for the
Investigation of Stress, 21(4), 223-234.
Carmeli, A. (2003). The relationship between emotional intelligence and work attitudes behaviour and outcomes: An
examination among senior managers. Journal of Managerial Psychology, 18(8), 788 - 813.
Cass, M., Siu, O., Faragher, E. & Cooper, C. (2003) A meta-analysis of the relationship between job satisfaction and
employee health in Hong Kong. Stress & Health: Journal of the International Society for the Investigation of Stress,
19(2), 79-95.
Cornelißen, T. (2009). The Interaction of Job Satisfaction, Job Search, and Job Changes. An Empirical Investigation with
German Panel Data. Journal of Happiness Studies, 10(3), 367-384.
Crossman, A. & Abou-Zakı, B. (2003). Job satisfaction and employee performance of Lebanese banking staff. Journal of
Managerial Psychology, 18(4), 368-376.
Dunaway, L. & Running, A. (2009). Job satisfaction as self-care within a restrictive regulatory environment: Nevada's study.
Journal of the American Academy of Nurse Practitioners, 21(10), 557-564.
Ellickson, M. & Logsdon, K. (2002). Determinants of job satisfaction of municipal government employees. Public Personnel
Management, 31(3), 343-358.
Findler, L., Wind, L. & Mor Barak, M. (2007). The Challenge of Workforce Management in a Global Society: Modeling the
Relationship Between Diversity, Inclusion, Organizational Culture, and Employee Well-Being, Job Satisfaction and
Organizational Commitment. Administration in Social Work, 31(3), 63-94.
Foulkrod, K., Field, C. & Brown, C. (2010). Trauma surgeon personality and job satisfaction: results from a national survey.
The American Surgeon, 76(4), 422-427.
Friday, S. & Friday, E. (2003). Racioethnic perceptions of job characteristics and job satisfaction. Journal of Management
Development, 22(5), 426-442.
Gallagher Tuleya, L. (2007). Thesaurus of Psychological Index Terms (11th ed.). Washington, DC: American Psychological
Association.
Green, C. & Heywood, J. (2008). Does Performance Pay Increase Job Satisfaction? Economica, 75(300), 710-728.
Haley-Lock, A. (2008). Happy Doing Good? How Workers' Career Orientations and Job Satisfaction Relate in Grassroots
Human Services. Journal of Community Practice, 16(2), 143-163.
Hamermesh, D. (2001). The Changing Distribution of Job Satisfaction. Journal of Human Resources, 36(1), 1-30.
Harrington, D., Bean, N., Pintello, D. & Mathews, D. (2001). Job satisfaction and burnout: predictors of intentions to leave a
job in a military setting. Administration in Social Work, 25(3), 1-16.
Heywood, J. & Wei, X. (2006). Performance Pay and Job Satisfaction, Journal of Industrial Relations 48(4), 523-540.
Ibrahim, I. & Boerhaneoddin, A. (2010). Is Job Satisfaction Mediating The Relationship Between Compensation Structure
And Organisational Commitment? A Study in The Malaysian Power Utility. Journal of Global Business &
Economics, 1(1), 43-61.
Jepsen, D. & Hung-Bin Sheu, D. (2003). General Job Satisfaction From a Developmental Perspective: Exploring Choice-Job
Matches at Two Career Stages. Career Development Quarterly, 52(2), 162-179.
Jimenez Figueroa, A., Gonzalez Escobar, C. & Reyes Pavez, D. (2009). Family and Job Satisfaction of Women With Different
Working Days in A Chilean Financial Service Company. Acta Colombiana de Psicologia, 12(1), 77-83.
Kumar, K., Bakhshi, A. & Rani, E. (2009). Organizational Justice Perceptions as Predictor of Job Satisfaction and
Organizational Commitment. IUP Journal of Management Research, 8(10), 24-37.

74

© Centre for Promoting Ideas, USA

www.ijbssnet.com

Lundgren, S., Nordholm L. & Segesten K. (2005). Job satisfaction in relation to change to all-RN staffing. Journal of
Nursing Management Volume 13(4), 322–328.
Luthans, F. (2002) Comportamiento Organizacional. Ed. McGraw-Hill Interamericana Editores S.A
Ma, C., Samuels, M. & Alexander, J. (2003). Factors that influence nurses' job satisfaction. Journal of Nursing
Administration, 33(5), 293-299.
McCormick, E. & Ilgen, D. (1980). Industrial psychology. Englewood Cliffs, NJ: Prentice Hall.
Manrique-Abril, F. & Herrera-Amaya, G. (2008). Condiciones laborales y grado de satisfacción de profesionales de
enfermería. Aquichan 8(2), 243-256.
Martínez Caraballo, N. (2007). Recursos humanos y management empresarial. El caso de Satisfacción laboral. Cuadernos de
Ciencias Económicas y Empresariales, (1er semestre) (52).
McCausland W., Pouliakas K. & Theodossiou, I. (2005) Some Are Punished and Some Are Rewarded: A Study of the Impact
of Performance Pay on Job Satisfaction. International Journal of Manpower 26(7/8), 636-659.
McNall, L., Masuda, A. & Nicklin, J. (2010). Flexible Work Arrangements, Job Satisfaction, and Turnover Intentions: The
Mediating Role of Work-to-Family Enrichment. Journal of Psychology, 144(1), 61-81.
Melamed, S., Fried, Y. & Froom, P. (2001) The Interactive Effect of Chronic Exposure to Noise and Job Complexity on
Changes in Blood Pressure and Job Satisfaction: A Longitudinal Study of Industrial Employees. Journal of
Occupational Health Psychology, 6(3),182-195.
Mueser, K., Becker, D. & Wolfe, R. (2001). Supported employment, job preferences, job tenure and satisfaction. Journal of
Mental Health, 10(4), 411-417.
Newsham, G., Brand, J., Donnelly, C., Veitch, J., Aries, M. & Charles, K. (2009). Linking indoor environment conditions to
job satisfaction: a field study. Building Research & Information, 37(2), 129-147.
Organ. D. (1988). Organizational citizenship behavior: the good soldier syndrome. Lexington, MA: Lexing ton Books.
Oshagbemi, (2000). "Is length of service related to the level of job satisfaction?" International Journal of Social Economics,
27(3), 213-226.
Pagán, R. & Malo, M. (2009). Job satisfaction and disability: lower expectations about jobs or a matter of health? Spanish
Economic Review, 11(1), 51-74.
Pearson, Q. (2008). Role Overload, Job Satisfaction, Leisure Satisfaction, and Psychological Health among Employed
Women. Journal of Counseling & Development, 86(1), 57-63.
Perez Vilar, P. (2011). La relación entre la satisfacción laboral y la cultura organizacional desde las dimensiones del
cuestionario de cultura corporativa. IV Congreso Internacional de Investigación y Práctica Profesional en
Psicología, XIX Jornadas de Investigación y VII Encuentro de Investigadores en Psicología del MERCOSUR.
Facultad de Psicología. Universidad de Buenos Aires. Buenos Aires.
Perez Vilar, P. & Azzolini, S. (2011). El Clima ético y su relación con la Satisfacción laboral. V Congreso Marplatense de
Piscología. Universidad Nacional de Mar del Plata. Buenos Aires.
Peiró, J. (1984). Psicología de la Organización. Madrid: UNED
Podsakoff, P., MacKenzie, S., Paine, J. & Bacharach, D. (2000). Organizational Citizenship Behaviors: A Critical Review of
the Theoretical and Empirical Literature and Suggestions for Future Research. Journal of Management, 26(3), 513-563.

Resnick, S. & Bond, G. (2001). The Indiana Job Satisfaction Scale. Psychiatric Rehabilitation Journal, 25(1), 12-19.
Robbins, S. (1998) Comportamiento organizacional. 7ª Edición. Editorial Prentice Hall. México.
Rondeau, K. & Francescutti, L. (2005). Emergency department overcrowding: the impact of resource scarcity on physician
job satisfaction. Journal of Healthcare Management, 50 (5), 327-342.
Rowden, R. (2002). The relationship between workplace learning and job satisfaction in U.S. small midsize businesses.
Human Resource Development Quarterly, 13, 407- 425.
Schroder, R. (2008). Job Satisfaction of Employees at a Christian University. Journal of Research on Christian Education,
17(2), 225-246.
Sempane, M., Rieger, H. & Roodt, G. (2002). Job satisfaction in relation to organizational culture. South African Journal of
Industrial Psychology, 28(2), 23-30.
Shikdar, A. & Das, B. (2003). A strategy for improving worker satisfaction and job attitudes in a repetitive industrial task:
application of production standards and performance feedback. Ergonomics, 46(5), 466-481.
Sousa-Poza, A. & Sousa-Poza, A. (2003). Gender differences in job satisfaction in Great Britain, 1991-2000, permanent or
transitory? Applied Economics Letters, 10(11), 691.
Spector P. (1997) Job Satisfaction: Application, Assessment, Cause and Consequences. New York: Harper & Row
Sveinsdóttir, H. (2006). Self-assessed quality of sleep, occupational health, working environment, illness experience and job
satisfaction of female nurses working different combination of shifts. Scandinavian Journal Of Caring Sciences,
20(2), 229-237.
Won-Jae, L., Hee-Jong, J. & Johnson, W. (2009). The Effect of Participatory Management on Internal Stress, Overall Job
Satisfaction, and Turnover Intention among Federal Probation Officers. Federal Probation 73(1), 33-40.
Yueng-Hsiang, H., Shaw, W. y Chen, P. (2004). Worker perceptions of organizational support and return-to-work policy:
Associations with post-injury job satisfaction. Work, 23(3), 225-232.

75

