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Most  o f  the  research  inves t iga t ing  the  job  per fo rmance- job  sa t is -
f a c t i o n  r e l a t i o n s h i p  h a s  s h o w n  o n l y  a  s l i g h t  p o s i t i v e  r e l a t i o n s h i p
b e t w e e n  t h e  t w o  ( F i s h e r ,  1980). The  o r ig ina l  hypo thes i s  exp lo red  sug -
ges ted  a  pos i t i ve  re la t ionsh ip  be tween  sa t i s fac t ion  and  per fo rmance  w i th
sa t i s fac t ion  a f fec t ing  per fo rmance  (Bray f ie ld  & Crocket t ,  1955). L a t e r
research  reversed the  hypothes ized causa l i t y  and suggested tha t  per fo rm-
a n c e  l e d  t o  s a t i s f a c t i o n , b u t  stil I  major  I  i t e r a t u r e  r e v i e w s  r e p o r t e d
tha t  the  re la t ionsh ips  found were  s l igh t  o r  non-ex is ten t  (Lawler ,  1973) .

One s tudy (Cherrington,  Re i tz ,  & Sco t t ,  19711 ,  based  on  a  mode l  o f
sa t is fac t ion  presented  by  Lawler  and Por te r  (1967),  f ound  tha t  an  impo r -
tan t  consideration  when  p ropos ing  a  re la t i onsh ip  be tween  pe r fo rmance  and
sat is fac t ion was the ex is tence o f  a  per formance-cont ingent  reward sys-
t em . On ly  under  per fo rmance-con t ingen t  reward  sys tems wou ld  emp loyee
per fo rmance  be  pos i t i ve ly  re la ted  to  sa t i s fac t ion . Th is  suggested  tha t
h igh  pe r fo rmance  wou ld  l ead  to  h igh  sa t i s fac t i on  i f  emp loyees  pe rce i ved
tha t  t he re  was  an  equ i tab le  reward  sys tem w i th in  the  o rgan iza t i on .  Th is
c o n d i t i o n  h a s  b e e n  r e f e r r e d  t o  a s  a  p e r c e i v e d  p e r f o r m a n c e - e x t r i n s i c
reward  con t ingency .

A lso  i nc luded  in  the  Law le r  mode l  was  an  i n t r i ns i c  reward  con t in -
gency  ("I reward  myse l f  when I  per fo rm wel I  ."). I t  f o l  l o w s  t h a t  t h e
per fo rmance-sa t i s fac t i on  re la t i onsh ip  wou ld  a l so  be  modera ted  by  th i s
va r i ab le . To  address  adequate ly  the  ro le  o f  the  per fo rmance- reward
c o n t i n g e n c y  i n  t h e  p e r f o r m a n c e - s a t i s f a c t i o n  r e l a t i o n s h i p ,  b o t h  t y p e s
o f  rewards must  be  cons idered . F i g u r e  1  s u g g e s t s  t h e  r e l a t i o n s h i p s
expec ted  in  the  s tudy  (Van  T i I  burg ,  1986) .

Purpose  and  Ob jec t i ves

T h e  p u r p o s e  o f  t h e  s t u d y  w a s t o  i n v e s t i g a t e  t h e  r e l a t i o n s h i p
be tween  reward  con t i ngenc ies  and  the  l eve l s  o f  j ob  pe r fo rmance  and  j ob
sa t is fac t ion  o f  Coopera t ive  Ex tens ion  Serv ice  county  agents . O f  p a r t i c -
u l a r  I n t e r e s t  w a s  t h e  r o l e  t h a t  p e r c e i v e d  e x t r i n s i c  r e w a r d s  p l a y e d  I n
the  job  pe r fo rmance- job  sa t i s fac t i on  re la t i onsh ip .

The ob jec t i ves  o f  th is  s tudy  were  to :

1 . D e s c r i b e  t h e  p o p u l a t i o n  o n  e a c h  o f  t h e  f o l l o w i n g  v a r i a b l e s :
s e l f - r a t i n g  o f  j o b  p e r f o r m a n c e ,  o v e r a l l  j o b  satisfaction,  s a t i s f a c t i o n
wi th  the  bav.  sa t is fac t ion  w i th  promot ion.  sa t is fac t ion  w i th  cc-workers ,, ,-
s a t i s f a c t i o n  w i t h  t h e  w o r k  itself,  s a t i s f a c t i o n  w i t h  s u p e r v i s i o n ,  a g e n t
p rogram area , perce ived  per fo rmance- in t r ins ic  reward  con t ingency ,  and
perce ived  per fo rmance-ex t r ins ic  reward  con t ingency .

2 . De te rmine  re la t ionsh ips  among se lec ted  var iab les .

3 . De te rmine  I f  the re  were  modera t ing  e f fec ts  o f  ce r ta in  se lec ted
var iab les  on  the  re la t ionsh ip  be tween  o ther  se lec ted  va r iab les .
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F i g u r e  1. Mode l  sugges t ing  re la t ionsh ips  among var iab les .

The  fo l l ow ing  hypo theses  were  deve loped  to  address  Ob jec t i ve  2  and
Ob jec t i ve  3 :

1. Sa t i s fac t i on  w i th  pay ,  p romot ion , a n d  supervision  w i l l  b e  posi-
tively  re l a ted  t o  t he  perceived  job  per fo rmance-ex t r ins ic  reward  con t in -
gency .

2 . S a t i s f a c t i o n  with  c o - w o r k e r s  a n d  t h e  w o r k  i t s e l f  will  b e  posi-
tively  re l a ted  t o  t he  pe rce i ved  j ob  performance- intr insic reward  con t in -
gency .

3 . Overa l l  j ob  sa t i s fac t ion  wi l I  be  pos i t i ve l y  re la ted  to  bo th  o f
the  perce ived  job  per fo rmance- reward  con t ingency  var iab les .

4 . The  perce ived  job  per fo rmance-ex t r ins i c  reward  con t ingency  will
mode ra te  t he  relationships  be tween  Job  per fo rmance  and  a l l  j ob  sa t i s fac -
t i on  va r i ab les  i n  t he  f o l l ow ing  way :
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High  pe r fo rmance  w i l  l  l ead  to  h lgh  sa t i s fac t i on  and  low  pe r -
fo rmance  wil I  l ead  to  low sa t i s fac t ion  on ly  when  the re  i s  a
h igh  perce ived  per fo rmance-ex t r ins ic  reward  con t ingency .  No
re la t ionsh ip  i s  expec ted  be tween  per fo rmance  and  sa t i s fac t ion
when there  is  a  low per fo rmance-ex t r ins ic  reward  contingency.

5 . The  perce ived  job  per fo rmance- in t r i ns i c  reward  contingency w i l l
mode ra te  t he  re la t i onsh ips  be tween  j ob  pe r fo rmance  and  a l l  j ob  pe r fo rm-
ance  sa t i s fac t ion  va r iab les  in  the  fo l l ow ing  way :

H igh  pe r fo rmance  w i l  I  l ead  to  h igh  sa t i s fac t i on  and  low  pe r -
fo rmance  wil I  l ead  to  low sa t i s fac t ion  on ly  when  the re  i s  a
h igh  perce ived  per fo rmance- in t r ins ic  reward  con t ingency .  No
re la t ionsh ip  i s  expec ted  be tween  per fo rmance  and  sa t i s fac t ion
when there  i s  a  low per fo rmance- in t r ins ic  reward  con t ingency .

Procedures

The  des ign  o f  t he  s tudy  was  co r re la t i ona l  i n  na tu re ,  a l l ow ing  the
researcher  to  inves t iga te  re la t ionsh ips  among var iab les .

P o p u l a t i o n

The  popu la t i on  cons i s ted  o f  a l l  Oh io  Coopera t i ve  Ex tens ion  Se rv i ce
coun ty  agen ts  under  con t rac t  March  1 ,  1985 . Names were obtained from a
va l ida ted  l i s t  secured  f rom the  Oh io  Coopera t i ve  Ex tens ion  Serv i ce . T h e
va l ida t ion  p rocess  con t ro l led  fo r  se lec t ion  and  f rame er ro r .
l a t i o n  (& =  2 4 4 )  i n c l u d e d  a g r i c u l t u r e  a g e n t s  (A =  94),  h o m e  ~!%%~~s
agents  (E = 80),  and  4 -H you th  agents  (l=  70).

The  en t i re  popu la t i on  was  used  i n  t he  s tudy  ( con t ro l l i ng  samp l i ng
er ro r )  and  was  re fe r red  to  as  a  sample  o f  a l l  popu la t ions  o f  Oh io  Coop-
e ra t i ve  Ex tens ion  Serv i ce  coun ty  agen ts  who  m igh t  have  been  emp loyed  by
the  Oh io  Coopera t i ve  Ex tens ion  Serv i ce  a t  o the r  po in t s  i n  t ime . T h i s
log ic  permi t ted  the  use  o f  i n fe ren t ia l  s ta t i s t i cs  in  the  da ta  ana lys is .

Da ta  Co l l ec t i on

The  da ta  we re  co l l ec ted  du r i ng  t he  mon th  o f  May ,  1985  us i ng  a  ma i l
q u e s t i o n n a i r e  f o l l o w i n g  s u g g e s t i o n s  b y  Dillman  (1978). Data  fo r  218
agents  were  usab le  (da ta  sample  =  89%). Generalizability  o f  t h e  r e s u l t s
o f  the  s tudy  was  de te rmined  by  compar ing  ear l y  respondents  w i th  I  a te
respondents (Mi I  l e r  8  Sm i t h ,
(a lpha  =  .05).

1 9 8 3 )  o n  a l l  v a r i a b l e s  u s i n g  t t e s t s
No d i  f fe rences  were  found.

Ins t rumenta t ion

T h e  m a i l  q u e s t i o n n a i r e  c o n t a i n e d  t h r e e  p a r t s : (a)  L i k e r t - t y p e
i t e m s  s c a l e d  v e r y  s t r o n g l y  d i s a g r e e  =  1  t o  v e r y  s t r o n g l y  a g r e e  =  6 ,
(b)  demograph ic  i t ems ,
d a l l ,  & H u l i n ,

a n d  (c)  the  Job  Desc r ip t i ve  Index  (Smi th ,  Ken-
1969)  wh ich  measures  facets  o f  job  sa t is fac t ion . Con-

t e n t  v a l i d i t y  w a s  d e t e r m i n e d  u s i n g  a  p a n e l  o f  e x p e r t s .  Rel iabi l i ty  o f
L lke r t - t ype  i tems was  de te rmined  us ing  a  p i lo t  tes t  o f  Oh io  Coopera t i ve
Ex tens ion  Serv ice  d is t r i c t  personne l  p roduc ing  Cronbach's  a lphas  rang ing
f rom .70  to  .95  and  f rom the  da ta  samp le  .77  to  .91.

Da ta  Ana lys i s

D e s c r i p t i v e  s t a t i s t i c s ,  m u l t i p l e  r e g r e s s i o n ,  m o d e r a t e d  r e g r e s s i o n
as  recommended  by  Pedhazur  (1982),  Pearson  cor re la t ion  coe f f i c ien ts  and
+ t e s t s  w e r e  u s e d  f o r  a n a l y s i s  o f  t h e  d a t a .
p r  ior  i  a t  .05.

A l p h a  l e v e l s  w e r e  s e t  2
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Resu its

Resu l ts  are  organ ized by  ob jec t ives .

Ob jec t i ve  1 . Agen ts  repor ted  a  modera te  amoun t  tR= 4 .42 ;  SD =
.76;  s c a l e  1-6)  o f  o v e r a l l  j o b  s a t i s f a c t i o n  b u t  h a d  v a t - y i n q  amounts
assoc ia ted  w i th  spec i f i c  componen ts  o f  t he  j ob  depend ing  on the  par t ic -
u la r  f ace t  be ing  measured . F ind ings  suggested  tha t  many agents  were
no t  sa t i s f i ed  w i th  p romot ion  oppor tun i t i es  (X = 10 .96 ;  SD =  7 .18 ,  sca le
O-271L Simi la r  to  those  f ind ings  were  the  resu l ts  o f  sa t i s fac t ion  w i th
pay  (X =  15 .26 ;  SD = 5 .40;  sca le  O-27) . Agen ts  sco red  med ium to  h igh
o n  t h e  f a c e t ,  thywork  i t s e l f  m =  3 9 . 9 5 ,  S D  =  5 . 7 0 ;  s c a l e  O - 5 4 ) .  M o s t
agents  were  even more  sa t is f ied  w i th  theirsupervision  tP= 4 1  .46;  SD =
1 0 . 7 2 ;  s c a l e  0 . 5 4 ) . T h e  f a c e t  o f  t h e  j o b  t h a t  respondents  w e r e  most
sat is f ied wi th  was the i r  re la t ionshlps wi th  co-workers  (X =  44 .37 ;  SD =
9.94;  sca le  O-54) .

-

Agents  tended  to  reward  themse lves  in t r ins ica l l y  fo r  good  per fo rm-
ance  (intrinsic  reward  con t ingency ,  X  =  4 .73 ; S D  =  .67;  s c a l e  1-6).
For ty - two percent  o f  the  respondents  d isagreed,  however ,  tha t  the  organ-
iza t ion  had  a  per fo rmance-con t ingent  reward  sys tem w i th  the  mean score
o f  3 . 6 5  ( S D  =  .73)  o n  t h e  e x t r i n s i c  r e w a r d  c o n t i n g e n c y . Agents  ra ted
themselvesas  m o d e r a t e l y  h i g h  p e r f o r m e r s  E =  4 . 7 3 ;  S D  =  .41;  s c a l e
l - 6 ) .

-

Objec t i ve  2 . Da ta  f o r  Ob jec t i ve  2  appea r  i n  Tab le  1 . Resu I t-s
suppor ted Hypothes is  1 . Subs tan t ia l  pos i t i ve  re la t ionsh ips  were  found
b e t w e e n  s a t i s f a c t i o n  w i t h  p a y  a n d  p r o m o t i o n  a n d  w i t h  t h e  e x t r i n s i c
reward  con t ingency  Cr- = .54,  r =  .52,  r e s p e c t i v e l y ) .
t i v e  r e l a t i o n s h i p  w a s

A moderate pos i-
f o u n d  stween  s a t i s f a c t i o n  w i t h  s u p e r v i s i o n  a n d

the  ex t r ins ic  reward  con t ingency  (r--= .48).

Resul ts  for  Hypothes is  2  were mixed. No re la t ionsh ip  was  found
b e t w e e n  satisfaction  w i t h  c o - w o r k e r s  a n d  t h e  i n t r i n s i c  r e w a r d  c o n t i n -
gency  Cc =  .04),  bu t  a  modera te  pos i t i ve  re la t i onsh ip  be tween  the  work
I t s e l f  a n d  t h e  i n t r i n s i c  r e w a r d  c o n t i n g e n c y  w a s  indicated  b y  t h e  .30
c o r r e l a t i o n  c o e f f i c i e n t .

Hypothes is  3  was  suppor ted  w i th  resu l ts  ind ica t ing  tha t  overa l l  j ob
s a t i s f a c t i o n  i s  p o s i t i v e l y  r e l a t e d  t o  b o t h  c o n t i n g e n c y  v a r i a b l e s . The
re la t ionsh ip  was  modera te  fo r  the  ex t r ins ic  reward  con t ingency  Cr_= .36)
and  subs tan t ia l  fo r  the  in t r ins ic  reward  con t ingency  (L=  .50).

Ob jec t i ve  3 . Data  fo r  these  hypo theses  appear  in  Tab les  2  and  3 .
The  job  per fo rmance-ex t r ins ic  reward  con t ingency  was  no t  found  to  be  a
modera t i ng  va r iab le  bu t  i ns tead  was  de te rm ined  to  have  a  d i rec t  e f fec t
on  sa t i s fac t ion  as  ind ica ted  by  significant  var iance  inc rements  fo r  the
cont ingency  var iab les  in  a l  I  regress ion  mode ls . The  hypo thes i zed  and
ac tua l  re la t i onsh ips  a re  p i c tu red  in  F igu re  2 .

T h e  o n l y  s i g n i f i c a n t  i n t e r a c t i o n  ( I n d i c a t i n g  t h e  m o d e r a t i o n  o f  a
re la t ionsh ip)  found was assoc ia ted  with  sa t i s fac t ion  w i th  p romot ion ,  bu t
t he  modera t i ng  va r i ab le  appea red  to  be  j ob  pe r fo rmance  ra the r  t han  the
con t i ngency  va r i ab le . The  i n te rac t i on  was  o rd i na l  and  i nd i ca ted  t ha t
h igh per formers ’ sa t i s fac t ion  w i th  p romot ion  inc reased as  percep t ions  o f
e q u i t y  o f  t h e  r e w a r d  s y s t e m  i n c r e a s e d  b u t  a t  a  s l o w e r  r a t e  t h a n  t h e
increase associated  with  low per formers.

The  in t r i ns i c  reward  con t ingency  was  a lso  no t  found  to  modera te  the
re la t ionsh ip  be tween  per fo rmance  and  sa t i s fac t ion . The  on l y  s i gn i f i can t
i n t e r a c t i o n  ( a s s o c i a t e d  w i t h  s a t i s f a c t i o n  w i t h  s u p e r v i s i o n )  w a s  a g a i n
an  i nd i ca t i on  t ha t  j ob  pe r fo rmance  mode ra ted  t he  re l a t i onsh ip  be tween
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Table 1

Pearson  Cor re la t ion  Coe f f i c ien t  fo r  the  Re la t ionsh ips  Be tween  Var iab les

P - -

Perce  i ved Overa I I
Job Job Sat i s fac t ion E x t r i n s i c Intrinsic

Perform- Sat is- Work Co- Super- Reward Reward
mance fac t i on Pay P r o m o t i o n  I t s e l f  W o r k e r s  v i s i o n Con t ingency Con t ingency

Perce i ved  j ob  pe r fo rmance 1 .oo

Overa l l  j ob  sa t i s fac t ion .26 1 . oo

Sa t i s fac t i on  w i th pay -.11 .33 1 .oo

Sa t i s fac t i on  w i th  p romo-
t i o n -.09 .22 .28 1 .oo

Sat is fac t ion  w i th  work
i t s e l f

Sa t i s fac t i on  w i th  co -
workers

Sat is fac t ion  w i th  super -
v i s i o n

Ext r ins ic  reward  con t in -
gency

In t r ins ic  Reward contin-
gency

.10 .50 .26 .25 1 .oo

.04 .23 .22 .31 .27 1 .oo

-.05 .24 .27 .35 .26 .28 1 .oo

.04 .36 .54 .52 .36 .36 .48 1 .oo

.35 .50 .05 .04 .30 .04 .14 .11 1 .oo



Table 2
Resu l ts  o f  Modera ted  Regress ion  o f  the  In te rac t ion  o f  Job  Per fo rmance-
Ex t r ins i c  Reward  Con t ingency  and  Se l f -Ra t ing  o f  Job  Per fo rmance  in  the
Pred i c t i on  o f  Des i rab i l i t y  o f  S tay ing  Va r i ab les

Dependent
V a r i a b l e

Se l f  Ra t i ng  o f Per fo rmance-
Job  Performancea E x t r i n s i c  Rewarda Interactionb

Change Change Change
I n  R2 i n  R2 i n  R2- F - L - I

O v e r a l l  j o b  satis-
faction .060 1 6 . 1 0 ” .119 31.43* .002 .48

Sa t i s fac t i on  w i th
p r o m o t i o n .012 3 .55 .277 83.03* .040 1 2 . 6 7 ”

Sa t i s fac t i on  w i th
pay .018 5.37* .288 93.26* .003 I .oo

Sa t i s fac t i on  w i th
t h e  w o r k  i t s e l f .008 1 .99 .123 3.058* .ooo .06

Satisfaction  w i t h
co-workers .001 .12 .127 3 1 . 2 2 ” .001 .12

Sa t i s fac t i on  w i th
supervision .005 1 .36 .234 66 .oo* .ooo .08

‘df  =  1 , 2 1 5 .  bdf  =- - 1,214 .

*~<.05,  krit3.98

Table 3
Resu l ts  o f  Modera ted  Regress ion  o f  the  In te rac t ion  o f  Job  Per fo rmance-
In t r i ns i c  Reward  Con t ingency  and  Se l f -Ra t ing  o f  Job  Per fo rmance  In  the

Pred i c t i on  o f  Des i rab i l i t y  o f  S tay ing  Va r i ab les

Dependent
V a r i a b l e

Se l f  Ra t i ng  o f Per fo rmance-
J o b  Performancea  I n t r i n s i c  Rewarda Interactionb

Change Change Change
In E2 F in A2 L in E2 L

OveralI  j o b  s a t i s -
f ac t i on .008 2 .32 .192 55.66* .007 2 .04

Sa t i s fac t i on  w i th
p r o m o t i o n .012 2 .58 .006 1 .34 .008 1 .85

Sa t i s fac t i on  w i th
pay .018 3 .86 .008 1 .72 .004 .85

Sa t i s fac t i on  w i th
t h e  w o r k  i t s e l f .ooo 0 .00 .070 18.26* .006 I .42

Sa t l s fac t l on  w i th
co-workers .001 .13 .001 .17 .010 2 .13

Sa t i s fac t i on  w i th
superv is ion .011 2 .44 .028 6.26* .020 4.62*

adf  =  1 , 2 1 5 .  bdf  =-

*e’.o5,  F&p.89

1,214 .
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Hypothes ized

Per fo rmance

T

) S a t i s f a c t i o n

Reward  con t ingenc ies

Actual

Per fo rmance  b~ Sat is fac t ion

Reward  Con t ingenc ies

F igu re  2 . Hypo thes ized  and  ac tua l  re la t ionsh ips  be tween  per fo rmance ,
reward  con t ingenc ies  and  sa t i s fac t ion .

t h e  c o n t i n g e n c y  v a r i a b l e  a n d  s a t i s f a c t i o n  a n d  n o t  t h e  r e v e r s e . (The
c h a n g e  i n  RL  was .02,  and  aga in  the  magn i tude  sugges ts  the  ques t ion  o f
p r a c t i c a l  ggnificance.) Th is  in te rac t ion  was  d iso rd ina l  and  suaaes ted
t h a t  i f  a g e n t s  w e r e  h i g h  p e r f o r m e r s ,

du
t h e i r  s a t i s f a c t i o n  w i t h  s u p e r v i -

s i o n  w o u l d  i n c r e a s e  a s  t h e i r  p e r c e p t i o n s  o f  t h e  i n t r i n s i c  c o n t i n g e n c y
i n c r e a s e d ,  b u t  i f  t h e y  w e r e  l o w  p e r f o r m e r s ,  t h e  o p p o s i t e  r e l a t i o n s h i p
was t rue.

Conclusions and Recommendations

High sa t is fac t ion  w i th  in t r ins ic  components  o f  the  job  (co-workers
a n d  t h e  w o r k  i t s e l f )  a n d  l o w e r  s a t i s f a c t i o n  w i t h  e x t r i n s i c  c o m p o n e n t s
(pay ,  p romot ion , s u p e r v i s i o n )  a s  w e l l  a s  l o w  s c o r e s  o n  t h e  e x t r i n s i c
reward  con t ingency  and  h igh  scores  on  the  in t r  insic  reward  con t ingency
i n d i c a t e  t h a t  a g e n t s  t e n d  t o  r e w a r d  t h e m s e l v e s  f o r  h i g h  p e r f o r m a n c e
wh i l e  t hey  pe rce i ve  tha t  t he  o rgan i za t i on  does  no t . The ex tens ion serv-
i c e  s h o u l d  i n v e s t i g a t e  t h e  a c t u a l r e w a r d  c o n t i n g e n c i e s  i n  p l a c e  t o
de te rmine  equ i ty  o f  the  reward  sys tem. In  add i t i on ,  impo r tance  mus t  be
p l a c e d  o n  a d m i n i s t r a t i v e  a w a r e n e s s  o f  p e r c e p t i o n s  a n d  a t t i t u d e s  o f
emp I  oyees.

The  h igh  co r re la t i ons  be tween  the  con t ingency  va r iab les  and  meas-
u r e s  o f  s a t i s f a c t i o n  i n d i c a t e  t h a t  o r g a n i z a t i o n s  c o n c e r n e d  w i t h  s a t i s -
fac t i on  l eve l s  among  emp loyees  shou ld -pay  pa r t i cu la r  a t t en t i on  to  per-
ceptions  o f  equ i ty  o f  the  reward  sys tem. T h e  l a c k  o f  s i g n i f i c a n t  i n t e r -
ac t ions  be tween  per fo rmance  and  perceived  equ i t y  i nd i ca te  t ha t ,  gene r -
a l l y ,  I f  t h e  c o n d i t i o n  e x i s t s  (perceived  e q u i t y  o r  i n e q u i t y ) ,  I t  e x i s t s
regard less  o f  pe r fo rmance  leve l .
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