





Box No. 4. Low Job Satisfaction/Low Job-Esteem

A large number of hospitality service-sector
employees have low job satisfaction (Barron and
Maxwell, 1998; Price, 1994). The assumption that a
number of these individuals also have low job-esteem
is reasonable.

Job Involvement

Definitions of job involvement are found in
the organizational behavior literature. (Saleh and
Hosek. 1976), defined job involvement as the degree
to which the total job situation is a "central life
interest" or the degree to which it is perceived to be a
major source for the satisfaction of important needs.
The central life interest implies the importance of
the job on factors outside the job itself. The
assumption can also be made from this definition
that individuals are unique in the degree to which
they view their employment as the most important
function in their life. Job-esteem, although it does
have impact on central life issues, has few
implications for how the job is perceived in terms of
order of importance relative to other life activities.

Lodabl and Kejner (1965) defined job
involvement as the degree of importance of work in
one's self-image. This definition also implies the
significance of the job on the individual's work and
non-work life. Reasonably, a job affects one's total
life; but the job does not need to be a major source
or central interest in order for job-esteem to be an
effective factor in the satisfaction and success of the
employee.

Finally, (Allport, 1943), defined job
involvement as the degree to which the job meets the
need for prestige and self-respect or the level of
importance to one's self-esteem. A job may very well
enhance or diminish an individual's overall self-
esteem. A worthy, and perhaps ethical, goal of any
organization is to increase an employee's self-
esteem; whether it improves the productivity of the
employee is immaterial.

Work Ethic

Many definitions for work ethic exist; most
notable is the Protestant work ethic, which implies
that a religious obligation to work hard is a
commandment from God. This concept was first
proposed by Weber in 1905 and has undergone
exhaustive study ever since. Furnham (1987) defined
work ethic as a “dispositional variable characterized

by a belief in the importance of hard work,
rationality, and frugality, which acts as a defense
against sloth, sensuality, and religious doubt.”
Job-esteem is expected to be associated with work
ethic because work in itself is a source of pride for
some workers. For workers with a “traditional”
work ethic, the job they do may not matter; the key
point is that they are, in fact, working. Perhaps a
strong work ethic exists today in the American
worker. If so, it is one hidden underneath the
anxiety, mistrust, and alienation people currently
feel. Whatever the case, the general agreement is
that the issue needs much more attention than it is
being given. The study of job-esteem is designed to
contribute to this needed understanding.

Occupational Prestige

An explanation of occupational prestige is
needed because some may mistakenly assume it is
the same concept as job-esteem. Occupational
prestige is determined by perceptions the public has
for particular job classifications (Hope, 1972).
Therefore, occupational prestige is different from
job-esteem because only an incumbent in the
particular occupation being analyzed can make a
personal evaluation of his/her job-esteem. For
example, an individual who has never worked in a
restaurant may rank restaurant jobs as having low
occupational prestige, but this individual is not able
to evaluate the job-esteem without having
experienced the job. On the other hand, a restaurant
server may recognize that outsiders see his/her
position as having low prestige-- but this fact does
not necessarily mean he/she will feel a low level of
job-esteem.

Job-Esteem

Each of the key components of the construct
presented above--self-esteem, anomie, job
satisfaction, job involvement, and work ethic--are
contributors to job-esteem but are not synonyms of
job-esteem. Also included in the job-esteem diagram
(Figure 1) showing the association of the above
constructs to job-esteem is a sixth item titled job-
specific esteem. Job-specific esteem is proposed to be
a global construct that is relevant in any industry.
Therefore, for the concept to be effective in a
measurement situation, a unique set of items
addressing the specific job studied must be included.
For example, determining the job-esteem of hotel
employees requires ascertaining attitudes toward
serving paying guests, whereas the job-esteem of
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