Marwa Sayed and Samar Nabil (JAAUTH), Vol.24 No. 1, 2023, pp. 227-241.

Journal of Association of Arab Universities w:uh; mgn
for Tourism and Hospitality (JAAUTH) e

dilally dalasall f)]
_journal homepage: http://jaauth.journals.ekb.eg/

The Influence of Organizational Justice on Achieving Job Happiness for
Employees in Egyptian Hotels and Travel Agencies.

Marwa Sayed Wahba Samar Nabil Khalaf
Tourism Studies Department Hotel Studies Department
Faculty of Tourism & Hotels Faculty of Tourism & Hotels

Fayoum University Fayoum University

ARTICLE INFO  Abstract

Although job happiness is still considered a relatively new idea
Keywords: within management theory, it has lately gained importance across all
institutions. Job happiness is an essential component of happiness on
the personal level. As such, there are factors that contribute to job
happiness in the field of work, one of which is organizational justice.
The existence of positive work climate is based on the appreciation and
respect of employees, and encouraging them contributes to enhancing
their sense of job happiness .this study's aim is to determine how
organizational justice impacts on job happiness for employees in

Organizational justice;
procedural justice ;
distributive justice;
interactive justice;

Job happiness.

(JAAUTH) tourism and hotel sector. The research conducted in this study utilized
Vol.24, No.1, a quantitative approach with a deductive reasoning method. The study
(2023), utilized a single quantitative method, specifically a field survey that
pp.2217 -241. involved the administration of a structured questionnaire. The survey

was conducted among 597 employees employed in travel agents and
hotels in Egypt. Statistical analysis was conducted (SPSS, V23)
software. The findings proved that organizational justice dimensions
positively affected job happiness dimensions. The study provides
further theoretical and applied contributions to tourism and hospitality
sectors.

1. Introduction:

Scholars and practitioners are currently interested in the distinction between work and life.
This interest has been associated with several issues, including changes in the labor market’s
demographic makeup and modifications in work volume and speed (Bataineh, 2019). A
person can live a joyful, healthy, and effective life with work-life stability. Work-life stability
has become a top priority for people seeking a high quality of life (Breitenecker & Shah,
2018).

Recent years have seen resurgence in significance for the central idea of organizational
justice effects on staff attitudes (Suifan, 2019). Prior research has conclusively determined
that workers’ views of equality at work considerably influence their attitudes and demeanor
toward their company (Colquitt et al., 2013). In the modern workplace, happiness fosters
employee loyalty to the organization and job satisfaction (Latham & Rai, 2015). According to
De Neve & Ward (2017), happier people are more likely to be creative and inventive and
have stronger social ties.
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Employee satisfaction is fundamental since it increases performance and productivity,
lowers absenteeism, and develops intellectual flexibility, cooperation, and collaboration
(Maham et al., 2020). Employee satisfaction is a must for fruitful businesses in the powerful
tourist sector. Customer satisfaction is strongly influenced by communications between
employees and customers (Akgunduz & Bardakoglu, 2022). Since the tourism sector relies
heavily on the hospitality sector, it must take advantage of human capital to prosper. The
finest management tactics include increasing employee happiness (Jayasinghe, 2017),
increasing the chance that consumers will be satisfied, and creating long-lasting connections
between hotels and their consumers.

Tourism employees are typically less happy and more driven to fail than their
counterparts in other industries (He et al., 2019). Happy workers think they can quickly deal
with challenges and find solutions (Zhao & Ghiselli, 2016). Tourism requires professional,
happy, committed, and trained workers if it is to develop and perform well (Ghaderi et al.,
2021). Wu & Wang (2008) looked at the association between organizational fairness and
loyalty to companies. The number of guest interactions in the tourism industry is among the
highest (Atan et al., 2021).Although human resources are vital for all companies, they are
particularly crucial in the tourism and hospitality sectors since satisfied employees are more
likely to provide satisfied consumers and show them loyalty. As a result, hotel managers need
to be attentive and aware of how their workers will accept their decisions and the steps they
took to get there (Nadiri & Tanova, 2010).

2. Research framework
The present study inspects how organizational justice affects the achievement of job
happiness for employees in the tourism and hotel sectors (Fig. 1). To assess the above-
mentioned links, nine hypotheses were developed.
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Figure 1. Research model.
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3. Theoretical background
3.1. Organizational justice and job happiness

In 1987, Greenberg coined the phrase "organizational justice,” which refers to how
employees view their employer's actions, decisions, and activities and how they impact their
attitudes and behaviors. Everyday choices made by employers, whether on a small or large
scale, are felt by the workforce, who sees them as either fair or unfair (Mulang, 2022). The
level of employees' trust in company policies, interactions, and decisions are just in general is
mentioned as organizational justice (Afridi, 2018).

Organizational justice encompasses various components, including procedural justice,
distributive justice, and interactional justice. Procedural justice, distributive justice, and
interactional justice are the three main dimensions of organizational justice, as identified by
Adams (1965), Leventhal (1976), and Bies & Moag (1986). In addition to these,
informational justice and interpersonal justice are additional elements that fall within the
realm of interactional justice.

According to Youssef & Luthans (2007) job happiness is the degree in which people feel
contentment and satisfaction at work. According to Pryce, cheerful people are more likely to
be promoted rapidly, receive more encouragement from their managers and coworkers, come
up with innovative solutions, complete tasks more quickly, and do it with passion (Pryce-
Jones & Lindsay, 2014).Fisher (2010) identified three dimensions of occupational
contentment. Engagement, work happiness, and organizational commitment make up these
three qualities.

3.2 The influence of distributive justice on engagement, Organizational commitment
and job satisfaction:

The engagement has increased importance in management in recent years
(Santhanam,2020). The term "engagement” was first used by Kahn (1990), who defined it as
a person's psychological existence while doing a work position. Engagement refers to the
involvement and commitment displayed by employees towards work environment. Rothbard
(2001) expanded on Kahn's concept of engagement by introducing two additional factors:
attention, which relates to the extent of time devoted to thinking about one's job role, and
absorption, which pertains to the intensity of focus directed towards the job role. Similarly,
Falcone (2006) defined commitment as an individual's emotive and intelligent dedication to a
company.

The earliest recognized kind of justice is called distributive justice, and it defines a situation
in which employees believe that results are distributed equally within their firm. Moreover,
distributive justice goes beyond simply guaranteeing that results are spread equally; In order
to foster engagement, it is essential to safeguard individuals' rights to dignity, independence,
and respect. This entails ensuring that employees perceive their contributions and
participation in the work process as being adequately recognized and rewarded (Gulyani,
2018).

Distributive justice in the workplace plays a crucial part in creating a sense of safety
between employees by guaranteeing fair distribution of resources. This equitable distribution
not only meets work-related needs but also cultivates a sense of responsibility among
workers, leading to a positive work ethic (Rawls, 2009; Deepa, 2020). As distributive justice
aims to achieve a fair outcome, it is expected to encompass affective, cognitive, and
behavioral aspects (Cohen-Charash & Spector, 2001).
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According to Adam's equity theory from 1965, employees put forth less effort when
conclusions are uneven. Employees perform poorly at work because they lack safety in the
workplace when they believe that rewards are spread unfairly (Pfeffer & Langton, 1993).
Therefore, when a company applies an equitable norm for conclusion allocation, it offers
employability safety and a comfortable working atmosphere (Deepa, 2020).

H1. Distributive justice has a significant positive influence on engagement.

Job satisfaction refers to a favorable emotional state that arises when an individual
evaluates their job or employment experiences positively (Locke, 1976). The level of job
happiness and satisfaction with compensation among employees is greatly impacted by the
concept of distributive fairness, as stated by Ali (2014).

In the study conducted by Folger & Konovsky (1989), it was discovered that distributive
justice had a more significant correlation with job satisfaction than procedural justice did,
whereas procedural justice showed a stronger connection with organizational commitment.
Additionally, Abu Elanain (2010) emphasized that distributive justice offered a more
comprehensive explanation for differences in job satisfaction and performance evaluations
compared to procedural justice.

H2. Distributive justice has a significant positive influence on job satisfaction.

Organizational commitment refers to the level of individuals' identification with and active
involvement in a particular organization. It encompasses a strong belief in and acceptance of
the organization's objectives and values, a willingness to exert considerable effort on its
behalf, and a clear intention to maintain a connection with the organization (Ali, 2014).

Multiple studies have provided evidence of a correlation between organizational
commitment and distributive fairness (Meyer et al., 2002; Colquitt et al., 2013). Empirical
research consistently indicates that individuals' perceptions of distributive justice are linked
to their level of organizational commitment (Loi et al., 2006; Andrews et al., 2008).

Furthermore, Western literature has underscored the significant impact of distributive
justice on both organizational commitment and job satisfaction (Cohen-Charash & Spector,
2001; Colquitt et al., 2001; Folger & Konovsky, 1989; Folger & Cropanzano, 1998; Linda &
Ping, 1996).

H3. Distributive justice has a significant positive influence on Organizational commitment.

3.3 The impact of Procedural justice and engagement, job satisfaction and
Organizational commitment:

Procedural justice pertains to how employees perceive the fairness and dependability of the
formal procedures employed to allocate rewards and benefits within the workplace (Biswas et
al., 2013). When there is procedural justice, an extension of distributive justice, employees
perceive the decision-making process as fair and reliable. The actual distribution of resources
becomes less significant as long as the established procedures are followed (Lind & Tyler,
1988).

Procedural justice happens within an organization once fair procedural norms are upheld,
there is no discrimination, the decision-making process is reliable, and ethical standards are
maintained (He et al., 2014). It is also used as a basis for determining the allocation of
resources (Xiang et al., 2019).Employees will feel more important and determine if the
technique is executed with equal employee participation in its decision-making process
(Knoop, 1991). Employees are motivated to put forth effort when, for instance, their ideas are
considered throughout the process of promotions and salary increases. This makes them feel
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like they play fundamental roles and understand their duties within the company.
Additionally, fair methods give employees clear information about how their efforts are
rewarded (He et al., 2014), which aids in helping them comprehend the goal of their work
and maintain concentration (Xiang et al, 2019). Because a shortage of purpose can paralyze
employees' concentration, the awareness of fairness in processes inspires employees to focus
on their work without interruptions.

H.4 Procedural justice has a significant positive influence on engagement.

Additionally, procedural justice affects job satisfaction (llies et al., 2018). Organizational
assurances, such as pay raises or promotions, encourage employees to put their all power into
work and foster positive emotions by letting them to contribute in decision-making. This is
due to the fundamental part that procedural justice servers play in enforcing organizational
justice and preserving workers' happiness (Farid et al., 2019). According to Son & Ok (2019),
the point to which employees are comfortable with their compensation, working conditions,
tasks, and growth opportunities is mentioned as their job satisfaction level. Employees are
more probable to give back to their employer (llies et al., 2018).

Hotels and travel organizations that emphasize procedural justice are expected to profit
from amalgamation between the corporation and employees (Blix et al., 2020), and these
organizations are also more probable to retain staff who are satisfied with their jobs (Lambert
et al., 2007; Dailey & Kirk, 1992). Additionally, studies have found a correlation between
higher perceived levels of procedural justice and higher job satisfaction (Blix et al, 2020).

In a meta-analytic review conducted by Colquitt et al. (2001), it was suggested that
procedural justice holds greater importance in relation to job satisfaction compared to
distributive and interactional justice. However, Cohen-Charash & Spector (2001) found that
all components of justice have an equally substantial influence on job satisfaction.

H5. Procedural justice has a significant positive influence on job satisfaction.

Research findings have consistently shown a positive relationship between procedural
justice and increased levels of organizational commitment (Konovsky & Folger, 1987; Dailey
& Kirk, 1992; McFarlin & Sweeney, 1992; Sweeney & McFarlin, 1993; Bakhshi et al., 2009;
Ali & Jan, 2012).

H6. Procedural justice has a significant positive influence on Organizational commitment.

3.4 The impact of Interactional justice on engagement, job satisfaction and
Organizational commitment:

Interactional justice focuses on how individuals in positions of power treat others and
emphasizes the fairness of interpersonal interactions within an organization (Kerse, 2019; He
et al., 2017). It complements procedural justice by highlighting the human aspect of
organizational activities, particularly how management interacts with individuals who have
experienced injustice (Cohen-Charash and Spector, 2001). Essentially, interactional justice
refers to the interpersonal elements of organizational practices, particularly the behavior and
communication of managers towards their subordinates (Ribeiro & Semedo, 2014).

Interactional justice consists of two primary components: informational justice and
interpersonal justice (Cropanzano et al., 2007; Mroz, 2017). Informational justice reflect
decision-makers producing clear information to employees regarding measures and decisions.
On the other hand, interpersonal justice calls for decision-makers to show sensitivity towards
their subordinates and respect their relationships with them. By providing employees with
necessary information about organizational decisions and processes, and treating them with
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politeness and respect, the perception of interactional justice is reinforced. When employees
perceive their supervisor's behavior during interactions as fair, it indicates the presence of
interactional justice (Gurbuz & Mert, 2009).

Employees want rationalizations or explanations for selections or actions that directly affect
them. An organization must deliver such information. Otherwise the workplace will not be
encouraging (Mulang, 2022).

H7. Interactional justice has a significant positive influence on engagement.

Studies have shown a significant relationship between organizational justice, which
includes distributive justice, procedural justice, and interactional justice, and job satisfaction
in the workplace (Halepota & Irani, 2010). Researchers have specifically emphasized the
influential role of interactional justice in determining employees' job happiness (Hamlett,
2014; Sohail & Nuhu, 2010).Job satisfaction, particularly in terms of how individuals
perceive their treatment in organizational practices and decision-making, is closely associated
with interactional justice (Hamlett, 2014). Studies on interactional justice have indicated that
factors such as employees' current job responsibilities and opportunities for promotion have a
greater influence on their job happiness compared to decisions impacting their income
(Passer, 2014).

H8. Interactional justice has a significant positive influence on job satisfaction.

Interactional justice plays a significant role in shaping the overall organizational culture
(Gupta & Singh, 2013) and in fostering a positive manager-employee relationship (Potdar et
al., 2020). Additionally, it plays a less apparent role in enhancing employees' organizational
commitment (Del Brio et al., 2017; Potdar et al., 2018d) and building trust at both the group
and organizational levels (Xu et al., 2016). Moreover, interactional justice contributes to the
development of organizational loyalty among employees (Potdar et al., 2020).

HO9. Interactional justice has a significant positive influence on Organizational
commitment.

4. Methods
4.1Questionnaire and conceptual development

Utilizing the mono method quantitative approach, quantitative research with a deductive
approach is carried out. The field survey approach was then used to gather the study’s
findings and conclusions. The survey technique was implemented using Google Form. The
necessary data were gathered between January and March of 2023 using random sampling.
Utilizing the three sub-scales of organizational justice was adjusted from other research (e.g.,
Usmani & Jamal, 2013; Ko & Hur, 2014; Karatepe & Shahriari, 2014; Bahri-Ammari &
Bilgihan, 2017; Li et al., 2020). To gauge job happiness, we adapted Stankeviit et al. (2021)
and Tsaur et al. (2019) with three sub-scales of this construct, as shown in Figure 1.

4.2 Population and Sample Size

We contacted 597 employees in total for our survey. The participants in this study are only
employees at travel agencies (category A) and five-star hotels in Great Cairo. According to
the human resources departments of these hotels, there are 33 five-star hotels. The average
number of employees in five-star hotels was estimated to be 50 employees, so that the sample
size was 1650 and travel agencies’ employees to be 63000 according to (Abou-Shouk et al.,
2021). So, sample is taken from five-star hotels' and travel agencies employees are calculated
according to Robert mason as follows:
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. M
(S2x(M 1))+ pqg|+1
Table 1 sample size
Items Sample Response rate
Hotels 311 87,4%(272)
Travel agencies | 381 85,3%(325)

4.3. Data validity and Reliability

To assess the validity of the questionnaire, a validity test was conducted. The
questionnaire underwent revisions by 8 academic experts specialized in the tourism and hotel
fields. Various modifications were made to enhance the questionnaire's fill, clarity, and
overall validity, particularly in terms of vocabulary and design.

The reliability of the questionnaire's constructs and indicators was measured by examining
the construct reliability using Cronbach's alpha coefficient. The coefficient was calculated for
each construct, and all of them exceeded the threshold of 0.70, indicating reliable results
(Osman et al., 2016). Additionally, regression coefficients were calculated to analyze the
relationship between organizational justice and job happiness.

Table 2 Cronbach’s Alpha of study constructs

. Question | No. of Items | Cronbach’s

VEITEIES Numbers Selected Alpha
Distributive Justice 1-5 5 0.941
Procedural justice 6-14 9 0.913
Interactional Justice 15-22 8 0.922
Work engagement 23-28 6 .0.905
organizational commitment 29-31 3 0.910
job satisfaction 32-40 9 0.928

Table 2 displays the Cronbach's Alpha values for the constructs in the study. The construct
of work engagement exhibited the lowest reliability value, with a = 0.905, followed by
organizational commitment with a reliability value of o = 0.910. Procedural justice showed a
reliability value of a = 0.913, while interactional justice had a reliability value of o = 0.922.
Job satisfaction demonstrated a reliability value of a = 0.928. Lastly, the construct of
distributive justice had the highest reliability value of a = 0.941.

5. Results and Discussion
5.1. Descriptive Measurements of the Respondents

According to the descriptive measurements provided in Table 2, 61.4% of the respondents
in the study were males, while 38.5% were females. In terms of age distribution, 31% of the
respondents fell within the 20-25 age range, followed by 35.3% in the 25-35 age range.
Additionally, 16.2% were between 35-45 years old, and an equal percentage of 16.1% were
above 45 years of age.

Regarding educational level, 25.3% of the respondents had a mid-level of education, while
the majority, 55.3%, possessed a university education. Furthermore, 19.4% of the
respondents had pursued post-graduate studies.
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Table 3 Descriptive Measurements of the respondents (n=597)

Description Frequency | Percent %

) Male 367 61.4

Gender: Female 230 38.5

From 20-25 183 31

Age: 25-35 211 35.3

ge: 35-45 o7 16.2

More than 45 96 16.1

Mid-level 151 25.3

Education level: University education 330 55.3

Post-graduate study 116 19.4

Table 4 Descriptive measurements of variables
Variable Mean | Std. Deviation | Attitude

Distributive Justice 4.35 546 Agree
Procedural justice 4.24 773 Agree
Interactional Justice 441 678 Agree
Work engagement 4.49 553 Agree
organizational commitment 4.57 989 Agree
job satisfaction 4.59 .643 Agree

The independent variables of procedural justice and distributive justice had relatively lower
mean values, with procedural justice at 4.24 and distributive justice at 4.35. These values
indicate that the respondents generally agreed with these aspects of organizational justice. On
the other hand, job satisfaction had the highest mean value of 4.59, indicating a higher level
of agreement among respondents in terms of their satisfaction with their jobs.

5.2. Model Evaluation

The structural equation modeling assessment was engaged regression analysis for Research
Variables.

Table 5. Regression coefficients of organizational justice and job happiness

B T Sig. R’ Hypothesis

(Constant) 2.658 | 10.472 | .000
Distributive Justice — Work engagement 136 | 4.659 .000 0.297 H1 supported
Procedural Justice— Work engagement 116 | 2.975 .003 ' H4 supported
Interactional Justice — Work engagement 172 | 4.188 .000 H7 supported
(Constant) 2.385 | 11.761 | .000
Distributive Justice — Job satisfaction 131 | 5.630 .000 0.362 H2 supported
Procedural Justice— Job satisfaction 143 | 4.567 .000 ' H5 supported
Interactional Justice — Job satisfaction 151 | 4.615 .000 H8 supported
(Constant) 1.762 | 7.072 .000

Distributive Justice — Organizational 172 | 5.993 .000 H3 supported
commitment 0.437
Procedural Justice— Organizational commitment | .115 | 3.007 .003 ' H6 supported
Interactional Justice — Organizational 353 | 8.762 .000 H9 supported
commitment
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The results presented in Table 5 indicate that the regression model predicts a significant
relationship with the dependent variable. This implies that there is a statistically significant
impact between the independent variables, which are the dimensions of organizational justice
(procedural justice, distributive justice, and interactional justice), and the dependent variable,
which is job happiness. All of these relationships exhibit a significance level of less than
0.05. As a result, the first nine hypotheses of the study are supported, indicating the presence
of statistically significant positive associations between the dimensions of organizational
justice and job happiness. These findings are consistent with previous research conducted by
Pfeffer & Langton (1993) and Deep (2020), which suggest that employees' job performance
can be adversely affected when they perceive an unfair distribution of rewards. Conversely,
when an organization adheres to equitable norms in allocating outcomes, it promotes job
security and fosters a comfortable working environment, thus confirming the first
hypothesis of the study regarding the significant positive influence of distributive justice
on job happiness.

The results of the present study are consistent with previous research conducted by Folger
& Konovsky (1989) and Abu Elanain (2010), which found that distributive justice exhibited a
stronger association with job satisfaction compared to procedural justice. However,
procedural justice was found to have a stronger correlation with organizational commitment.
These findings provide support for the second hypothesis, which assumed that
distributive justice has a significant positive impact on job satisfaction.

Additionally, the findings of this study align with previous research conducted by Meyer
et al. (2002), Colquitt et al. (2013), Loi et al. (2006), Cohen-Charash & Spector (2001), and
Linda & Ping (1996), which have consistently demonstrated a relationship between
organizational commitment and distributive fairness. Empirical studies have shown that
individuals' perceptions of distributive fairness are associated with their level of
organizational commitment. These results provide support for the third hypothesis, which
proposes that distributive justice has a significant positive impact on organizational
commitment.

Furthermore, the findings of the present study are consistent with the research conducted
by Knoop (1991), He et al. (2014), and Xiang et al. (2019), which indicate that employee
involvement in decision-making processes and fair methods of recognition and reward serve
as motivational factors and enhance employee engagement. When employees feel that their
input is valued, they perceive their roles as meaningful and gain a clear understanding of their
responsibilities within the organization. Fair procedures also provide employees with
transparent information about how their efforts are rewarded, helping them comprehend the
purpose of their work and maintain their focus. These results support the validity of the
fourth hypothesis, which suggests that procedural justice has a significant positive
impact on employee engagement.

The current findings align with prior research conducted by Blix et al. (2020), Lambert et
al. (2007), and Dailey & Kirk (1992), which demonstrated that organizations in the hotel and
travel industry that prioritize procedural justice are more likely to cultivate strong employee-
company relationships and experience higher rates of employee retention. Moreover, these
organizations tend to have employees who are more satisfied with their jobs. Furthermore,
studies have found a positive association between perceived levels of procedural justice and
job satisfaction. Although Colquitt et al. (2001) emphasized in their meta-analytic review that
procedural justice is the most influential factor affecting job satisfaction compared to
distributive and interactional justice, Cohen-Charash and Spector (2001) concluded that all
components of justice have an equally significant impact on job satisfaction. These findings
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support the validity of the fifth hypothesis, which proposes that procedural justice has a
significant positive effect on job satisfaction.

Furthermore, the findings of the present study are consistent with the perspectives put forth
by Ali & Jan (2012), Bakhshi et al. (2009), Sweeney & McFarlin (1993), and Dailey & Kirk
(1992), which indicate a positive relationship between procedural justice and organizational
commitment. These findings support the validity of the sixth hypothesis, which suggests
that procedural justice has a significant positive impact on organizational commitment.

Additionally, the results align with the viewpoint presented by Mulang (2022),
emphasizing the importance of organizations providing justifications or explanations for
decisions that directly affect employees. The failure to provide such information can create an
unfavorable work environment. This finding supports the validity of the seventh
hypothesis, which proposes that interactional justice has a significant positive effect on
employee engagement.

Additionally, the current results agree with Hamlett (2014) and Sohail & Nuhu (2010),
who emphasized the strong influence of interactional fairness on job happiness. They found
that employees' current work assignments and opportunities for promotion have a greater
impact on job happiness than decisions affecting their income. This supports the validity of
the eighth hypothesis, which states that interactional justice has a significant positive
influence on job satisfaction.

Lastly, the results are in line with the perspectives presented by Del Brio et al. (2017),
Potdar et al. (2018), Xu et al. (2016), and Potdar et al. (2020), which emphasize the implicit
role of interactional justice in cultivating trust and commitment within the organization at
both the group and organizational levels. This supports the validity of the ninth
hypothesis, which suggests that interactional justice has a significant positive impact on
organizational commitment.

6. Conclusion and Future Researches

The aim of this study was to investigate how organizational justice affects job happiness
among employees in the tourism and hotel industry. Through the testing of nine hypotheses,
the study confirmed significant relationships between organizational justice and job
happiness. By employing a quantitative research method and deductive approach, the study
provided valuable insights into the influence of organizational justice on job happiness. Data
collection involved the administration of a questionnaire to 597 participating employees.

Future studies should concentrate on how managers may create effective communication
strategies to regularly transmit critical information and provide open channels for worker
feedback. Managers should evaluate their employees’ attitudes and degree of job satisfaction
since attitudes and emotions spread quickly among their employees. It is also suggested that
everyone take ownership of their perspective on life and degree of happiness. A person can
transform from having a negative to a positive essential character to boost pleasure both on
and off the job.
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