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Abstract

The main purpose of the present study was to explore the impact of communicative factors on
job satisfaction and employee’s desired need for new ways of communicating. In addition, it
was assessed whether communicative factors would differ between employees that had any
subordinates and those who did not. Participants in the study were 127 employees in leisure
centers in Reykjavik, Iceland. A survey was conducted and consisted of nine factors
measuring role expectations, leadership, justice, social support, and job satisfaction.
Regression analysis revealed a significant relationship between employee’s job satisfaction
and interactional justice, procedural justice, role clarity, role conflict, empowering leadership,
fair leadership, support from co-workers, and support from superiors which supports the
primary hypothesis. Results also provided support to the secondary hypothesis as employees
desired need for new methods of communication was significantly related to role conflict and
interactional justice. T-test analysis revealed that those who had any subordinates
experienced more empowering leadership, more procedural justice and more role clarity in
the workplace than those who did not have subordinates. This study supports the importance
of developing new methods that encourage fairness in order to increase job satisfaction.

Keywords: organizational psychology, job satisfaction, communication,
organizational justice, social support, leadership, role expectations

Utdrattur

bessi rannsokn var framkveaemd til pess ad kanna ahrif samskiptapatta 4 starfsdnagju og porf
starfsmanna & nyjum leidum til pess ad eiga samskipti 4 vinnustodum. Til vidbotar var
kannad hvort pessir samskiptapattir vaeru 6likir milli starfsmanna sem hofou undirmenn og
peirra sem hofdu enga undirmenn. Spurningalisti var sendur 4 350 starfsmenn og voru 127
starfsmenn i fristundamidstodvum og félagsmidstodvum i Reykjavik sem svorudu.
Spurningalistinn innihélt malingar 4 niu pattum; hlutverkum og vaentingum, stjornun,
félagslegum studning, réttleti og starfsanagju. Adhvarfsgreining leiddi i 1j6s marktak tengsl
a milli starfsanagju og hvetjandi stjornunar, sanngjarnar stjornunar, studningi fra yfirmanni,
studningi frad samstarfsmonnum, skyrleika hlutverka, éskyrleika hlutverka, sanngirni i
verklagi og sanngirni i upplysingastreymi sem stydur megintilgatu rannsoknarinnar.
Nidurstodur studdu einnig seinni tilgatu rannsdknarinnar par sem porf starfsmanna 4 nyjum
leidum til ad eiga samskipti 4 vinnustadnum hafdi marktaek tengsl vio dskyrleika hlutverka og
sanngirni i upplysingastreymi. T-prof leiddu i 1j6s ad starfsmenn sem h6fou undirmenn
upplifdu meiri hvetjandi stjornun, meiri sanngirni i verklagi og meiri skyrleika hlutverka
innan fyrirteekisins en peir sem hofou enga undirmenn. Pessi rannsokn stydur mikilvegi pess
a0 prda nyjar leidir sem yta undir upplifun starfsmanns 4 sanngirni til pess ad auka
starfsanaegju.

Lykiloro: Vinnusalfradi, starfsanagja, samskipti, sanngirni innan fyrirtaekja, stjornun,
hlutverk og ventingar
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The impact of communication factors on job satisfaction among Icelandic employees
in the public sector

Organizational communication is sometimes regarded as “an amalgam of disparate
research traditions, each with its own core constructs, epistemological assumptions, and
methodological commitments” (Conrad & Haynes, 2001, p. 47). Because of that, it can be
difficult to find a proper definition of the term. However, communication affects employee’s
job attitudes and can reduce employee’s uncertainty, it is one of the key factors associated
with employee’s job satisfaction. Job satisfaction has been defined as a positive or
pleasurable emotional state resulting from the appraisal of one’s job or job experience
(Locke, 1976; Schneider & Snyder, 1975). Job satisfaction is based on perceptions and
evaluations of one’s job that are influenced by individual factors such as values, needs,
expectations, and will. As the construct is multidimensional and therefore differs in
classification, there are several factors related to job satisfaction. The most common ways to
measure the construct are single item approach and summation scores. Single item approach
can measure job satisfaction on a single facet and can be beneficial when researchers are
interested in measuring specific factors and their effects (Nagy, 2002; Oshagbemi, 1999).
Summation scores take into account various factors that have been shown responsible for job
satisfaction in any way, for example; autonomy, work content, meaningfulness, financial
rewards, and communication (Saane, Sluiter, Verbeek, & Frings-Dresen, 2003). Companies,
therefore, strive to keep their employees “happy” and satisfied at work as it influences
productivity, profitability and customer satisfaction (Bockerman & Ilmakunnas, 2012; Koys,
2001). Job satisfaction has also a significant positive relationship with employee’s
communication and therefore the communication-satisfaction link is a crucial part of
organizational success (Euske & Roberts, 1987; Pincus, 1986). Communication is also a

multidimensional concept and communication factors that have shown to predict employees



THE IMPACT OF COMMUNICATION FACTORS ON JOB SATISFACTION 5

job satisfaction are role expectations, social support, leadership and justice (Akdol &
Arikboga, 2015; Baruch-Feldman, Brondolo, Ben-Dayan, & Schwartz, 2002; Choi, 2011;
Lyons, 1971). Employees are more satisfied with their job when they are supported from
their co-workers and superiors, have a clear understanding of the extent of their job roles,
have superiors that are willing to help them and influence them in a good way, and are
informed of important decision making within the company.
Role expectations

Role clarity is how the employee feels that the company delivers sufficient
information about the job (Burton, Kundtz, Martin, & Pathak, 1980). Role conflict occurs
when individual’s roles within an organization are not clear or when other’s expectations for
an employee differ in any way. When an employee does not have enough information to
complete his required duties, he experiences role ambiguity (Tarrant & Sabo, 2010). It is
important for the employee to know what his supervisors or the company wants him to do at
work, if job roles are not clear or even ambiguous, it can lead to low job satisfaction and
depression in some cases (Keller, 1975; Kroposki, Murdaugh, Tavakoli, & Parsons, 1999;
Tarrant & Sabo, 2010; Wu & Norman, 2006). Individuals that have more freedom over their
work and more to say about what to do experience more role clarity than those who do not,
that can hinder the negative impact on job satisfaction (Belias, Koustelios, Sdrolias, &
Aspridis, 2015). Role conflict at work has shown to be positively related to emotional
exhaustion which can lead to burnout. Clear roles are therefore important for well-being and

could possibly hinder some dissatisfaction among employees (Piko, 2006).

Leadership
In the last decade, scholars have mainly focused on two different leadership styles,
transformational and transactional (Bogler, 2001; Lok & Crawford, 2004). Transformational

leaders serve as a positive role model for the followers, they have the skill to inspire and
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motivate followers and demonstrate genuine concern for needs and feelings of followers
while challenging them to be innovative and creative (Bass & Avolio, 1993; Burns, 2003;
McCall, 1986). Transactional leaders, on the other hand, build their relationship with
followers in order to satisfy their own self-interest, they reward their followers for
completing goals but merely focus on mistakes and avoid offering help until something goes
wrong (Burns, 1978; McCall, 1986). Studies show that employees exposed to
transformational leadership experience higher levels of job satisfaction and are more likely to
listen to their leader than employees exposed to transactional leadership (Deluga, 1988;
Medley & Larochelle, 1995). Leaders influence the crucial attitudes and expectations of an
organization’s members that creates employee’s unity to accomplish organization’s goals
(Aarons, 2006; Morales et al., 2008; Walumbwa et al., 2011). Leadership is important for
organizations because good leadership leads to increased performance of followers and

organizations as a whole (Madanchian, Hussein, Noordin, & Taherdoost, 2016).

Social support

Social support can be defined as assistance, information, or comfort that a person
receives as a result of communicating with other individuals or groups (Streeter & Franklin,
1992). Social support can be displayed in many ways and can be supplied from co-workers or
supervisors, for example; the supply of empathy, trust, technical aid, the arrangement of
advice or information and arrangement of feedback or declaration (House, 1981). Previous
studies demonstrate that perceptions of co-worker involvement and support from supervisors
can increase job satisfaction and reduce employees stress (Babin & Boles, 1996; Hombrados-
Mendieta & Cosano-Rivas, 2013; Ko & Yom, 2003; Ulleberg & Rundmo, 1997). Social
support has also shown to have a positive effect on quality care and negative effect on
turnover intentions (Orgambidez-Ramos & de Almeida, 2017). With higher levels of social

support from an organization that an employee works for, the performance and commitment
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to the organization increases (Rhoades, 2002). Social support is crucial as it affects
employee’s well-being, it has shown to be beneficial to hinder stress, strain, and burnout
(Cohen & Wills, 1985; Etzion, 1984; Wilks & Spivey, 2010). Additionally, it can hinder
several of the damaging effects of bullying, which is important as bullying is growing
internationally and impacts employee’s job satisfaction negatively (Creasy & Carnes, 2017,
Quine, 1999).
Organizational justice

Organizational justice is defined as employee’s perceived fairness towards the
company he works for (Greenberg, 1990). It is often divided into three dimensions,
distributive, procedural and interactional justice (Choi, 2011). Distributive justice refers to
perceived fairness in the share of outcomes or rewards and procedural justice to perceived
fairness in procedures used in the organization to reward or rate employees. The third type is
interactional justice, an extension of procedural justice. It concerns the perceived fairness of
communication in the organization, like honesty, courtesy, and respect, as if they are
informed of important decisions made by the company for example (Bahri-Ammari &
Bilgihan, 2017; Cohen-Charash & Spector, 2001; Tyler & Bies, 1990). The relationship
between these three justice components and job satisfaction has been studied and results
show that all of them are positively related to job satisfaction and negatively related to the
turnover intention of employees (Choi, 2011; Cohen-Charash & Spector, 2001). Studies have
demonstrated the crucial role of interactional justice for job satisfaction and suggested that in
order to improve job satisfaction, organizations should put more effort in developing
programs and policies that encourage fairness (Lambert, Hogan, & Griffin, 2007; Rai, 2013).
An important factor for perceiving fairness is having a voice, it refers to the possibility of
expressing your opinion or influencing the process of an outcome (Folger, 1977). Employees

that have the possibility of expressing themselves, experience more satisfaction with process
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made in the company than those who do not (Folger, 1977). Results also demonstrate that
information distortion is negatively correlated to job satisfaction as well as the performance

of an individual, or a group (O’Reilly, 1978).
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Figure 1. Model made to illustrate the concept of the study, it shows communication factors
used and their expected effects on job satisfaction.

The main purpose of the present study is to explore the effect of communicative
factors on job satisfaction among Icelandic employees. While the body of evidence shows
that communicative factors can enhance job satisfaction studies have not clearly shown what
factors are most important in this regard and whether communication factors differ for
employees in a controlling position. The present study will add considerable knowledge and
originality to the field by examining the relationship in an Icelandic environment between

communicative factors, job satisfaction and willingness for new ways of communicating. To
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researcher’s knowledge, this has not been done before. Furthermore, the aim was to evaluate
the possibilities of developing new technological methods that could possibly decrease the
risk of insufficient communication between employees in the same organization. Based on
the above literature it was hypothesized that: 1) Fair leadership, empowering leadership,
support from superior, support from co-workers, role clarity and interactional justice raises
employees job satisfaction, 2) Increased role conflict and decreased interactional justice
increases employee’s willingness for additional methods of communicating. In addition, it
will be examined how subordinates and superiors differ in the willingness for new methods,
job satisfaction, role clarity, role conflict, support from superior, support from co-workers,
interactional justice, procedural justice, fair leadership, and empowering leadership.
Method

Participants

Participants in this study were employees in all youth clubs for adolescents age 10-16
years old in Reykjavik, Iceland. The experiment was conducted on a convenience sample
drawn from all of these employees. A questionnaire was sent to 350 employees and a total of
127 employees answered, representing a response rate of 36.3%. The sample included
68.50% female, 38.60% had subordinates and 61.8% had a university degree. The youngest
participant was 18 years old, the oldest 66 years old and the mean age of the sample was
30.72 years (SD = 10.34). The participation in the study was optional, but the employees
were encouraged to participate in the study by their supervisors.
Instrument and measures

The questionnaire used in the study consisted of 37 questions and included
measurements on the following constructs: Role clarity, role conflict, support from superior,
support from co-workers, empowering leadership, fair leadership, procedural justice, and

interactional justice. Demographic information was gathered with various questions
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including age, sex, years in the job, education, job percentage, and whether the participant
had any subordinates. Additional questions were made to measure interest in a new form of
communication ways as well as a single-item measure for overall job satisfaction, the
additional questions were on a Likert scale from 1 (the least) to 5 (the most).

The General Nordic (QPS Nordic) measures psychological and social factors at work
with a total of 127 items (Lindstrom, 1997). Psychometric properties of the scale have been
tested with good results (Winnstrom, Peterson, Asberg, Nygren, & Gustavsson, 2009). The
Icelandic version has shown to have good psychometric properties, although it needs to test
the psychometrics in a larger sample for more optimal results (Jorgensen, 2009). The list is
classified in 3 dimensions (7ask level, Social and Organizational level, and Individual level)
and in this study, Support from superior, Support from co-workers, Empowering leadership,
and Fair leadership were used from the Social and Organizational level dimension and Role
clarity and Role conflict from the Task Level dimension. All of the items for these factors
were used in the study except for one item in support from superior as the question did not
measure communication. Otherwise, the same factor structure was used.

Role expectations. QPS Nordic measures role expectations with two factors and three
items for each factor, Role conflict and Role clarity, both of them were used. Example of role
clarity item is: “Do you know what your responsibilities are?”. Example for an item for role
conflict is: “Do you have to do things that you feel should be done differently?” the response
options were on a 5- point Likert scale from 1 (very seldom or never) to 5 (very often or
always). The internal consistency in this study was good, o = 0.84 for role clarity and
acceptable, o = 0.74 for role conflict. The factor loadings for role clarity were 0.88 — 0.92 and
0.79 - 0.84 for role conflict.

Social support. Five questions from QPS Nordic measure social support with two

factors, Support from superior and Support from co-workers. Two items measure Support
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from Superior and two items measure Support from co-workers. One item was not used from
support from superior as it was not about communication. Example of support from co-
worker item is: “If needed, are your co-workers willing to listen to your work-related
problems?”, and an example of support from superior item is: “If needed, is your nearest
superior willing to listen to your work-related problems?”’. Response options were on a 5-
point Likert scale from 1 (very seldom or never) to 5 (very often or always). The internal
consistency in this study was acceptable for support from superior, a = 0.78 and acceptable
for support from co-workers a = 0.71. The factor loadings for support from co-workers was
0.88 and 0.82 - 0.87 for support from superior.

Leadership. Six items in QPS Nordic measure leadership with two factors,
Empowering leadership and Fair leadership. Example of fair leadership item is: “Does your
immediate superior treat the workers fairly and equally?” and an example of empowering
leadership item is “Does your nearest superior encourage you to speak up, when you have
different opinions?”. Each question was answered on a 5-point Likert scale from 1 (very
seldom or never) to 5 (very often or always). The internal consistency in this study was good,
a = 0.85 for empowering leadership and acceptable, a = 0.74 for fair leadership. The factor
loadings for empowering leadership were 0.87 - 0.91 and 0.70 - 0.91 for fair leadership.

Perception of justice. Five questions were used to measure employees attitude
towards procedural and interactional justice within the company. Three items were used
from Chang (2005) to measure employee’s perception of procedural justice that originated
from Price and Mueller (1986; see Chang, 2005). Two items from Rhoades et al. (2001) that
were originally developed by Beehr, Walsh & Taber were used to measure employee’s
perception of interactional justice (Beehr, Walsh, & Taber, 1976). An example of a question
for procedural justice is: “The company’s procedures to measure performance are fair”. An

example of a question for interactional justice is: “Usually, I am not informed of important
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things happening in the company”. The respond options were on a 5-point Likert scale from 1
(strongly disagree) to 5 (strongly agree). The internal consistency in this study was good (o =
0.85) for procedural justice and acceptable (a = 0.70) for interactional justice. The factor
loadings were 0.88 for interactional justice and 0.87 - 0.90 for procedural justice.

Internal consistency for all scales used in this study was acceptable, between o = 0.70

for interactional justice and a = 0.87 for leadership.

Procedure

An introduction letter was sent to the head of all youth clubs in Reykjavik and to all
managers of every youth club center. All agreed to participate in the study. The managers
asked the directors of every center to send the questionnaire to all subordinates through
Facebook sites and email. All participants received relevant information about the study as
well as instructions on how to answer the questionnaire. Participants were encouraged to
participate and made clear that their answers were untraceable and anonymous and only
researchers had access to answers from the survey. Participants were also given the
researcher contact information if they needed any additional information or explanation of
items in the survey. Data was collected during a 4-week period between the end of February
and end of March 2018. Two weeks after employees received the questionnaire, managers
were asked to send the questionnaire again to increase response rates. The questionnaire was
designed with Google Forms and published online. Participants survey response time was on
average 8-10 minutes.
Statistical analysis

For statistical analysis, simple regression and independent sample t-test were used.
Independent variables were; gender, controlling position, education, and age. Dependent
variables were job satisfaction and interest in new methods of communication. Role clarity,

role conflict, support from co-workers, support from superior, empowering leadership, fair
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leadership, interactional justice, and procedural justice were used as independent and
dependent variables. In order to evaluate how well the communication variables used in the
study predicted job satisfaction (hypothesis 1), simple regression analysis was conducted.
Simple regression analysis was also used to predict the impact of communication variables on
employee’s willingness for new methods for communicating (hypothesis 2). Independent
sample t-test was conducted to evaluate the difference between supervisors and subordinates
of the same variables (additional explorations).

A principal component analysis was made to confirm that the scales used in the study
were one-dimensional. Cronbach’s alpha was used to measure the internal consistency of the
scales. All scales fulfilled requirements of one-dimensional measurements, with one factor
explaining more than 40% of the variance. The assumptions for regression were tested, the
participants were 127 and one independent variable used for every analysis. The dependent
variables were continuous and all independent variables were on a ratio scale. Durbin-
Watson test was used to detect autocorrelation in the residuals (d = 1.98 - 2.26) for
hypothesis 1, and (d = 1.79 - 1.82) for hypothesis 2, therefore, the assumption of
autocorrelation was met. The assumption of linearity was met as the scatter plot followed a
linear pattern. Every participant was measured once, therefore, the assumption of
independence was met. However, the assumption of normality was not met, the distribution
of both dependent variables was significantly different from normal, according to the
Kolmogorov-Smirnov test (Field, 2013).

The assumptions for independent sample t-test were also tested. The independent
variables were categorical and dependent variables were on a ratio scale, the observations
were independent. To test if variances were homogenous across subordinates and superiors,
Levene’s test was used. There was equal variance between the groups as the test was non-

significant. Using histograms and Shapiro-Wilk test for normality, all the dependent variables
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were significantly different from normal, therefore, the assumption of normality was not met
(Field, 2013).
Results

Descriptive statistics

Table 1 below illustrates descriptive data for the 127 participants in the study. The
majority were female and mean age was 30.70 (SD = 10.30). The majority of the participants
had a university degree, worked in their leisure center for 2 years or less and were working
part-time (less than 50%).
Table 1

Descriptive statistics for background information

Background M SD n %
Gender Male 40 31.50
Female 87 68.50
Age 30.70  10.30 127
Education Primary school 12 9.40
Secondary school 36 28.30
University 56 44.10
Graduate program in university 23 18.10
Years of job 0-2 years 59 46.50
2-6 years 40 31.50
6-10 years 10 7.90
10-15 years 14 11.00
15+ years 4 3.10
Any subordinates? Yes 49 38.60
No 78 61.40
Job percentage Over 50% 77 39.40

Under 50% 50 60.60
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Effects of communication factors on job satisfaction

To test the relationship between communication factors and job satisfaction
(hypothesis 1), simple regression analysis was conducted and Cohen’s d was used to
calculate effect size. The following variables were used independently; interactional justice,
procedural justice, support from co-workers, support from superior, empowering leadership,
fair leadership, role clarity, and role conflict. Interactional justice had a significant effect on
job satisfaction (F (1, 125) = 10.38, p <.05) and explained 7.70 % of the total distribution of
employee’s job satisfaction (R*=.077). Procedural justice had a significant effect on job
satisfaction (F (1, 125) = 4.05, p <.05) and explained 3.10% of the total distribution of
employee’s job satisfaction (R*=.031). Support from co-workers had a significant effect on
job satisfaction (F (1, 125) = 14.64, p <.001) and explained 10.50 % of the total distribution
of employee’s job satisfaction (R*=.105). Support from superior had a significant effect on
job satisfaction (F (1, 125) =17.60, p < .001) and explained 12.30 % of the total distribution
of employee’s job satisfaction (R*=.123). Empowering leadership had a significant effect on
job satisfaction (F (1, 125) = 6.30, p < .05) and explained 4.80 % of the total distribution of
employee’s job satisfaction (R>= .048). Fair leadership had a significant effect on job
satisfaction (F (1, 125) = 14.54, p < .001) and explained 10.40 % of the total distribution of
employee’s job satisfaction (R*=.104). Role clarity had a significant effect on job
satisfaction (F (1, 125) =10.47, p <.01) and explained 7.70 % of the total distribution of
employee’s job satisfaction (R*=.077). Role conflict had a significant effect on job
satisfaction (F (1, 125) = 26.96, p <.001) and explained 17.70 % of the total distribution of
employee’s job satisfaction (R>=.177). Of these factors, role conflict had the biggest impact
on employee’s job satisfaction (5 = -.42), increased role conflict by 1 point was followed by

decreased employee’s job satisfaction by .29 points (b = -.29).
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In table 2, the correlation between job satisfaction and the factors used as well as
Cohen’s d for every factor on job satisfaction. Cohen’s d indicated that the effect size was
none for fair leadership and role clarity, small for support from co-workers and support from
superiors and large for empowering leadership, procedural justice, interactional justice and
role conflict. All of the factors were positively correlated to job satisfaction except for role
conflict, there was a significant relationship between job satisfaction and all of the factors, r =
22 - .44, p <.05.

Effects of communication factors on the desired need for new methods

Simple regression analysis was used to test hypothesis 2, role conflict and
interactional justice were used independently to evaluate their effects on employee’s desired
need for new methods of communication. Role conflict was positively correlated with
employee’s desired need for new methods of communication and interactional justice was
negatively correlated. Role conflict had a significant effect on desired need for new methods
of communication (£ (1, 125) = 38.73, p <.001) and explained 23.70 % of the total
distribution (R*= .237). Interactional justice had a significant effect on desired need for new
methods of communication (F (1, 125) = 14.91, p <.001) and explained 10.70 % of the total
distribution (R*= .107). Role conflict had more impact on the desired need than interactional
justice (8 = .50), increased role conflict by 1 point was followed by an increase of 0.49 points
in employee’s need for new methods of communication (b = .49). The effect size was large
for interactional justice (d = 2.06) and small for role clarity (d = 0.21). Table 2 shows that the
desired need for new methods of communicating was significantly correlated to interactional
justice, r = -.34, p <.01 and role conflict r = .40, p <.01.

Difference between supervisors and subordinates
Independent sample t-test was used to test the difference between supervisor and

subordinates in the following factors; role clarity, role conflict, support from superior,
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support from co-workers, procedural justice, interactional justice, empowering leadership,

fair leadership, the desired need for new methods, and job satisfaction. Of the 127

participants, 49 of them had any subordinates. The results illustrated in table 3 show a

significant difference in three of the factors measured, procedural justice, role clarity, and

empowering leadership. In all these cases, participants that had any subordinates evaluated

these factors better than those who did not have subordinates. Cohen’s d indicates that the

difference was medium for procedural justice and role clarity and large for empowering

leadership. Overall, the means were not very different for the groups. However, those who

had any subordinates evaluated the conditions in the workplace better than those who did not,

thus, the means for positive factors were higher and means for negative factors were lower

for that group.

Table 3

Mean, SD, df, t-values, and Cohen’s d for difference in various factors measured between

superiors and subordinates

Any
No Subordinates ~ Subordinates (Cohen’s

Factors M (SD) M (SD) df t-value d)

Job satisfaction 4.45 (0.68) 4.59 (0.50) 125 1.28 0.23
Need for system 1.95 (0.94) 1.88 (0.83) 125 0.43 0.07
Procedural justice 3.56 (0.91) 3.87 (0.85) 125 1.90%* 0.35
Interactional justice 3.84 (1.04 3.97 (1.00) 125 0.82 0.15
Role clarity 4.44 (0.60) 4.61 (0.50) 125 1.67* 0.31
Role conflict 2.05 (0.86) 2.15(0.91) 125 0.63 0.11
Fair Leadership 4.43 (0.76) 4.45 (0.75) 125 0.16 0.03
Empowering Leadership 3.71 (0.93) 4.37 (0.80) 125 4.15%* 0.76
Support from superior 4.50 (0.66) 4.63 (0.64) 125 1.03 0.20
Support from co-workers 4.57 (0.59) 4.59 (0.65) 125 0.20 0.03

Note. * p <.05, ** p <.01. No subordinates (n = 78), Any subordinates (n = 49).
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Correlations between the factors used and Cohen’s d for their effect size on job satisfaction
Factors M SD 1 2 3 4 5 6 7 8 10
1.Empowering leadership 397 0.93 .67
2.Support from co-workers ~ 4.58  0.60 A40%* 13
3.Support from superior 4.60 0.65 .66%* S4x* .16
4.Procedural justice 3.68 0.90 20% 18%* 27** 1.06
5.Interactional justice 390 1.01 17 A% 27** 28%* 0.72
6. Role conflict 2.10 0.88 -.14 -.17 -33%* -.05 - 32%* 3.15
7.Role clarity 451 0.58 AS5** J35%* 36** 30%* A7* -.08 0.02
8.Fair leadership 444 0.75 S2¥* J35%* 61%* 34%% A1¥* - S53%*F 0 34k 0.09
9. Job satisfaction 450 0.62 22% J31x* A4x* 28%* 23%* -39%*F  37RR . 33k
10. New methods 1.92  0.90 -.34%* AQ**

Note. *p <.05, ** p <.01
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Discussion

The main purpose of the present study was to explore the effects of communicative
factors on job satisfaction and employees desired need for new ways of communicating
among Icelandic employees in leisure centers. In addition, it was assessed whether
communicative factors would differ between employees that had any subordinates and those
who did not. The reason for these aims was to evaluate the possibilities of developing new
technological methods that could possibly decrease the risk of insufficient communication
between employees in the same organization.

The communicative factors used in the study to test their effects on job satisfaction
were support from superior, support from co-workers, role clarity, role conflict, empowering
leadership, fair leadership, procedural justice, and interactional justice. The results showed
that there was a significant relationship between all of these factors and job satisfaction.
Therefore, results supported hypothesis 1. These results are in line with previous studies as
they have demonstrated that employees that perceive empowering and fair leadership style
from their superiors are more satisfied with their work (Deluga, 1988; Medley & Larochelle,
1995). In addition, the results support previous findings that increased procedural and
interactional justice increases employee’s job satisfaction (Choi, 2011; Cohen-Charash &
Spector, 2001). The results are also in line with previous findings that have established the
important role of support from co-workers and superiors for employee’s job satisfaction
(Babin & Boles, 1996; Hombrados-Mendieta & Cosano-Rivas, 2013; Ko & Yom, 2003;
Ulleberg & Rundmo, 1997). Furthermore, previous studies support the negative impact of
role conflict on job satisfaction, that when employees job roles are not clear they are more
likely to be dissatisfied with their jobs (Keller, 1975; Kroposki et al., 1999; Tarrant & Sabo,

2010; Wu & Norman, 20006).
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The results supported hypothesis 2 as increased role conflict and decreased
interactional justice increased employee’s willingness for additional methods of
communicating within the organization. Previous studies demonstrate that when employees
experience role conflict they are less likely to be satisfied with the job overall. Furthermore,
when employees are not satisfied the desire for change is more (Tarrant & Sabo, 2010; Wu &
Norman, 2006). Studies on interactional justice support the results as well, employees that
experience they are not part of decision making within the company and their superior does
not treat them with respect are more likely to be dissatisfied with their work and the desire for
some changes is more (O’Reilly, 1978; Rai, 2013) The results indicate that for organizations
with low interactional justice and role clarity, the need for such systems is more vital because
of the negative effect on job satisfaction. As Rai (2013) suggested after his study of
interactional justice, companies should put more effort in developing programs that
encourage fairness in order to improve employees job satisfaction.

When examining the difference between those who had any subordinates and those
who did not results showed that there was a significant difference in three of the factors
measured; role clarity, procedural justice and empowering leadership. Those who had any
subordinates evaluated these factors higher, i.e. they felt that the job roles were clearer,
perceived more fairness in procedures used in the organization to rate or reward employees
and felt that the leadership was more empowering than those who did not have any
subordinates. Cohen’s d indicated medium-sized effect for the difference between the groups
in procedural justice and role clarity and large-sized effect for the difference in empowering
leadership. It is difficult to interpret these results as there is a lack of previous studies that test
the difference in these factors between people in controlling positions and people with no
subordinates. The difference could indicate that people in controlling positions perceive that

these factors are fairer because it is in part their responsibility to have them fair. Thus, those
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who had any subordinates were evaluating factors at work that are directly connected to them
and are therefore more likely to rate them higher. However, as demonstrated in a study made
in 2015 among Greek bankers, autonomy is positively related to role clarity, thus, the
experienced role clarity at work could differ between those groups because of more
autonomy of those who had any subordinates (Belias et al., 2015).

This study had some limitations, first, the sample studied was small and the response
rate was rather low, therefore, the participants in the study cannot be representatives for the
population of all employees in leisure centers neither all employees in the public sector, that
limits the generalizability of the study. Second, because the study was made using an online
survey, it can be hard to assure that some employees did not answer the questionnaire
together. Third, the questionnaire was rather long so participants may have been bored closer
to the end of the survey and paid less attention to the meaning of the items. Additionally, the
assumption of normality was broken as the dependent variables used in the study were
significantly different from normal. The factors measured in the study were negatively
skewed as participants rated the factors relatively high in most cases. The strengths of the
study were that the data was easy to analyze as the measurement tool used has been validated
and translated into Icelandic, the internal consistency was about the same as in previous
studies. The participant’s answers were anonymous and untraceable to increase the
probability of truthful answers.

The results of this study show that the desired need for new ways of communicating
in the workplace is predicted by the role clarity and interactional justice level, that indicates
that for organizations with poor interactional justice and little role clarity, the importance of
having a voice gets more important. New methods of communicating should aim to raise the
voice of employees, which has proven to predict fairness. In order to develop new methods

for communicating within organizations, future research should test the factors responsible
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for effective and fair communication. Previous studies have addressed the importance of
having a voice in the workplace but these effects should be tested between different
organizations and cultures. Studies in these lines have not been done before to researcher’s
best knowledge. The utilization of such studies could expose the importance of new methods
of communicating in the workplace as well as the development of such methods. The
utilization of this study is that it collects some data that can be used to develop new methods
of communicating in workplaces. The results support the importance of developing new

methods that encourage fairness in order to increase employees job satisfaction.
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