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ABSTRACT

This study was trying to explore three perspectives: the relationship between the members® decision characteristic
perception and their atribution, decision attribution and justice perception, and precedural justice perception and their
expectation in career, which were based on the personnel decision of administrative reward and punishiment of NDMC.
tn the analysis of 136 valid subjects, there were seven findings. First, the more ey believed that the focus of decision
ol certain administrative reward was the peisonal bekavior and the more they believed that the decision stability of
certain administrative reward then the more they considered that the decision made was “for the task not for oneself’.
Second, the less they believed that the focus of certain adinistrative punishment decision was on the personal trait and
the more they believed that the decision control of certain administrative punishment was higher then the mare they
thought Lhe decision was “for the task not for oneself”, Third, the more they believed that the decision of certain
administrative reward and punishment was for the task. not for oneself, the more they befieved the decision was of
Justice. Fourth, the more they believed thal the decision of certain administrative reward and punishment was of justice,

the higher expectation they held in their career.

Keywords: decision focus, decision stability, decision control, decision attribution, procedural juslice
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PartI. Case Analyses
The State Bank is located in a southwestern town of about 50,000 people. 1t is one of
four banks in the area and has the reputation of being the most progressive. Russel]
Duncan has been the President of the bank for fificen years. Before coming 1o State
Bank, Duncan had worked for a large Detroit bank for ten years. Duncan has
implemented a number of changes that have earned him a great deal of respect and
admiration from both bank employees and townspeople alike. For example, in
response to a growing number of Spanish-speaking people in the area, he hired
Latinos and placed them in critical bank positions. He organized and staffed the city’s
only agricultural loan center to mect the needs of the area’s farmers, In addition, he
established the state’s first “uniline” system for-bandling customers waiting in line for
ateiler. T -
- “f’éﬁ{aps far more than anything else, Duncan is known for establishing

progressive personnel practices. He strongly believes that the bank's employees are jts
most important asset and continually searches for ways to increase both employee
satisfaction and productivity. He feels that ail employees should continually strive 1o
improve their skilis and abilities and hence cross-trains employees and sends many of
them to courses and conferences Sponsored by banking groups such as the American
Institute ofBanking. '

With regard to employee compensation, Duncan firmly believes that emp‘lg‘ziia
should be p,;;iq_gﬁgpg_gggigg_g_g_ their cqn[ril;utiog,tgﬂgggaglizationa] success. Hence, ten 7
years ago he implemented 4 resuils-based Pay system under which employees could

4N raises each year from zeio i 12 percen, depending on their job performance,

rrr—

Raises are typically determined by the bank’s Personnel Committee during February
and are granted to employees on March 1 of each year. In addition to granting
employees merit raises, six years ago the bank also began giving cost-of-living raises.
Duncan had beep opposed to this idea originally but saw no alternative to it. .
One February another bank in town conducted a wage survey to determine the

Average compensation of bank employees in the.city. The management of @

Bank recejved a copy of the wage survey and was surprised to leam that itd 23 tellesd.

As a group, were being paid an average of $22per week more than were tellers at
other banks. The survey also showed that employees holding other positions in the
bank (e.g., branch managers, loan officers. And file clerks) were being paid wages
similar fo those paid by other banks, (See Exhibit 1) .
After receiving the report, the Personnel Committee of the bank met to determine
what should be doge regarding the tellers’ raises. Thg__}&new that none of the tellers

Jiad been toldm_hoq\,much,lheiuaiscsmom@&bﬂ.ﬁhﬂ%ﬁl&&c@.&mnﬁﬁﬁnﬁd}m&_

merit and cost-of-living raises. They also realized that, if other employees learned that

[
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the tellers were being overpaid, friction could develop and moral might suffer. They

knew that it was costing the bank over 26,000 extra to pay the tellers. Finally, they

knew that as a group the bank’s tellers were highly competent, and they did not want

to lose any of them.
Questions

1. If you were on the bank’s Personnl Committec, what would you do regarding

raises for the tellers {13%)

2. How much faith should the Personnel Committee place in the accuracy of the

- wage survey? (13%)

3. Critique the bank’s policy of giving mierit raises which range from zero to 12

percent, depending on job performance. ( 12%)

4. Critique the bank’s policy of giving cost-of-living raises. Should they be

eliminated? (12%)

EXHIBIT 1 Wage Survey Results: comparative

Salaries of Local Bank Qfficers

Position Bank 1 Bank 2 Bank 3

Commercial 36,600 37,500 35,900 36,400
Loan Officer

Consumer 37,200 26,700 27,300 37,300
Loan Officer

Mortgage 35,100 33,900 37,500 35,200
Loan Officer

Brach Manager 31,700 33,400 32,800 32,400
Assistant Branch 22,800 22,400 24,600 21,300
Manager

New Accounts 18,900 18,800 18,700 18,800
Officer

Officer Trainee 18,200 18,000 18,400 18,300

Average Weekly Earnings of Local Bank Employees

Accounting 293
Clerks

File Clerks 256
Safe Deposit 348
File Clerks 282

Teller:

186

262
350
279

298

249
340
285

296

253
350
304
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Part II:

1. ‘What’s the title of the following article? 10%
2. Please summarize the following article within 100 English words. 20%

Job satisfaction is one of the most widely studied constructs in organizational behavior.
Although the intuitively appealing link between job satisfaction and job performance has not been
supported by empirical research (e g. laffaldano & Muchinsky, 1985), an implicit and sometimes
explicit assumption in job satisfaction theorizing and research is that a high level of job satisfaction
centributes positively to organizational effectiveness and employee well-being and that a low level
of job satisfaction, or job dissatisfaction, is detrimental for organizations and their members. This
perspective is driven, in part, by research linking job satisfaction to important phenomena such as
absenteeism, turnover, and citizenship behavior (e.g., Hom, Caranikas-Walker, Prussia, & Griffeth,
1992; Organ, 1988, Steers & Rhodes, 1978)

However, in an era emphasizing the need for change, creativity, and innovation in
organizations, particularly employees® initiation of organizational change efforts (Froluman, 1997),
one wonders if job dissatisfaction is always a detriment for organizational effectiveness. That is,
organizational members who are dissatisfied with their jobs are, in essence, discontented with the
stalus quo.  Discontentment dissatisfied seek to come up with new ways to improve current
conditions. Consistent with this reasoning, a number of authors have suggested that job
dissatisfaction may actually have a positive impact on organizational effectiveness (March &
Simon, 1958; Staw, 1984). These authors have argued that when employees are dissatisfied with
their jobs, they may try to change their current work situations by coming up with new and better

ways of doing things is the essence of creativity. Employee creativity — the generation of new

and potentially valuable ideas concerning new products, services, manufacturing methods, and
administrative processes — contributes to organizations’ renewal, survival, and growth in today’s
turbulent and competitive business environment (Amabile, 1988; Woodman, Sawyer, & Griffin,
1993).

Thus, it is possible that under certain conditions, employees’ job dissatisfaction may
actually lead to creative performance, which ultimately benefits their organization. However,
little is known about the circumstances under which this functional consequence of job ‘
dissatisfaction will always Jead to creativity in the workplace, and it is known, for example, that
job dissatisfaction can lead to turnover, which negates the possibility of dissatisfied organizational

members trying to improve conditions in the organization through creative performance. Hence,
in this study, we seek 1o identify the conditions under which job dissatisfaction may actually Jead
to creativity. Identifying such conditions is important for two reasons. First, dissatisfied

employees may provide a powerful impetus for change in organizations through their creative
ideas for improvements, but this is likely to only accur under certain circumstances — when, for
instance, they don’t quit in response to job dissatisfaction. And, second, it may not be realistic to
expect that employees will always experience a high level of job satisfaction in their work lives. If
some members of an organization are bound to be dissatisfied at one time or another, perhaps,
rather than viewing this scenario-as inevitably detrimental, an organization’s leaders should view it

as presenting an opportunity to make improvements.

’
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Part Iil: Please summarize the following article within 100 English words. 20%

The goal of corporate strategy is to define the organization's domain, i.e., the business areas in
which a firm wishes to participate to maximize long-term profitability. The firm may concentrate
on a single product line, but jt often finds that it can create more value by leveraging resources
across a larger number of business activities. This is why many corporations rush into vertical
integration and diversification. However, this method of leveraging resources requires large
dedicated investments, Increases organizational complexity, and leads to problems of coordination
and bureaucratic inefficiency. In short, vertical integration and diversification may create
bureaucratic costs that exceed their benefits. For example, Ramanujam and Varadarajan (1 989
found that extensive diversification tends to depress rather than enhance corporate profitability.

expertise in selected areas, relying on their partners to specialize in other areas of functional or
technical competence. In the process, they share the risks of specialized investments, reduce
internal cdmplexity and administrative costs, and achieve greater adaptability and responsiveness

benefits of these alliances, e.g., Hatrigan (1985), Reich & Mankin (1986), Ohmae (1989), Geringer
& Hebert (1989), MHamel (1991), Kanter 1994, and Lei, Slocum, & Pitts (1997).

(Dowling, Roering, Carlin, & Wisnieski, 1996). Yet, amid ail this fragmentation and competition,
coordination and contro] are necessary among firms that work together. All the firms that work

together (e.g., in a nelwork) must trust each othe and accept the norms of the relationship.

contracts that must be honored if the ailiances are to succeed. This is a problem of control and
ethical responsibility.




