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Abstract. Through this article we aimed to follow the relationship between the level of satisfaction 

at work, counterproductive behavior and procrastination closely related to independent variables 

such as age, background, type of organization in which they are employed (public/private) and kind. 

60 subjects between the ages of 20-35 and 36-50 participated in this study, who were tasked with 

completing 3 questionnaires each. The obtained data were subsequently entered into the SPSS 

Statistics program, and following the 5 supported hypotheses, it resulted that 4 of them were 

confirmed. 
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1. Theoretical aspects 

1. 1 . Job satisfaction 

 In the first half of the previous century, the concept of   „Morale” was employed in scholarly 

literature to delineate this issue, as emphasized by Organ and Bteman (1986). Through the analysis 

of various sources in the literature, we introduce the following selected definitions: 

1. Hoppock, in 1935, describes job satisfaction as: „Job satisfaction is any combination of 

psychological, physiological, and environmental circumstances” (Hoppock, 1935). 

2. Locke, in 1976, states: „Satisfaction is the pleasant affective state resulting from the 

appraisal of one's job or job-related experiences”(Locke, 1976). 

3. Vroom, in 1982, defines:„Satisfaction consists of the individual's affective orientations 

towards the job roles they are currently performing”(Vroom, 1982). 

428

The "Black Sea" Journal of Psychology
Vol. 14, Special Issue, 428-444, Fall, 2023

ISSN: 2068-4649
www.bspsychology.ro

mailto:catalinapirvan2000@gmail.com1
mailto:tanasa.arina@gmail.com2


 

4. Luthans, in 1985, provides the following definition: „Satisfaction is a collection of 

attitudes towards work, which are undifferentiated and can be divided into a variety of work 

aspects” (Luthans, 1985). 

5. Balzer et al., in 1990, provide the subsequent definition: „Satisfaction refers to a worker's 

feelings about his or her occupation or job requirements in relation to past experiences, current 

expectations, or available alternatives” (Balzer et al., 1990). 

6. Two years later Hellriegel, Slocum and Woodman state the following; „Satisfaction is a 

positive or pleasurable emotional state resulting from the pursuit of experience in a professional 

setting” (Hellriegel, Slocum, Woodman,1992). 

Upon examining the aforementioned definitions, a transition in the concept of job 

satisfaction becomes evident, evolving from an association with pleasant affective states to a 

correlation with job performance and evaluation. Job satisfaction pertains to an individual's feelings 

towards their professional activity and serves as a motivational factor in the work process. It can 

be influenced by a myriad of factors, rendering job satisfaction a distinctly individual state. Various 

determinants such as the nature of the job, compensation, advancement opportunities, management, 

work groups, and working conditions influence this state. 

The term 'job satisfaction' is relatively recent, considering that in previous centuries, the 

occupations available to an individual were often predetermined by their parent's occupation. 

Numerous factors can affect an individual's level of job satisfaction. These factors include the level 

of pay and benefits, the perceived fairness of the promotion system within a company, the quality 

of the working conditions, management and social relations, the job itself (the variety of tasks 

involved, the interest, and challenges it presents), and the clarity of the job 

description/requirements. It is said that the more satisfied individuals are with their jobs, the higher 

their level of job satisfaction. 

Akbar (2011) identified that employee empowerment also positively impacts job 

satisfaction and found a significant difference between male and female employees in terms of job 

satisfaction, with male employees being more satisfied with their jobs. Hassan (2013) found that 

compensation was the most important factor in job satisfaction, while employee empowerment was 

also a significant factor in employee loyalty. 

Job satisfaction poses one of the challenges that managers face today. At the same time, it 

is necessary for the development of an educational institution. 

The prerequisite for effective employee management within an organization is reflected in 

the support for maintaining high motivation and satisfaction among employees of various ages. 

Additionally, the motivation and satisfaction of employees foster the development of friendships 

and effective cooperation among them. Satisfied employees exhibit high levels of efficiency and 

performance; conversely, employees who are dissatisfied demonstrate non-conforming 

organizational behavior. 

Job satisfaction can be negatively or positively influenced, being facilitated or disrupted by 

a multitude of factors. In this regard, in 1973, Steers and Porter proposed a classification of the 

sources of job satisfaction into four categories, representing four levels within the organization: 

The first category encompasses factors of the immediate work environment, which 

includes: participation in decision-making, supervision, relationships with colleagues, team size, 

and working conditions. 
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The second category, broad organizational factors, comprises organizational structure, 

promotion opportunities, and organizational policies and procedures. 

The third category consists of personal factors, including seniority, personality, and age. 

The fourth category pertains to job content and job activities, where two aspects are 

considered: role clarity and job scope (Steers, 1973, p.304). 

In his Treatise on Organizational-Managerial Psychology, published in 2007, Mielu Zlate 

provides a concise overview of the factors that lead to job satisfaction or dissatisfaction, classified 

into three categories: 

 

Table 1. Psychoindividual factors (Zlate, 2007, p. 442) 

Satisfied Unsatisfied or less satisfied 

Older employees Young people 

Men Women 

High level of education Low level of education 

Whites Blacks or other races 

Intellectuals Workers 

Skilled workers Unskilled or semi-skilled workers 

Those with similar interests, beliefs and 

personality characteristics 

Those with divergent interests, beliefs and 

personality characteristics, different 

Those confident in their own strength Those least confident in their own 

strengths 

Well-adjusted and emotionally stable Poor emotional adjustment 

Internal control External control 

Prone to satisfaction Prone to dissatisfaction 

Personality is in tune with the demands of 

the environment 

Personality is at odds with the demands of 

the environment. 

 

Table 2. Psychosocial factors (Zlate, 2007, p. 443) 

 

Satisfied Unsatisfied or less satisfied 

Working in small groups Working individually or in large groups 

Working in cohesive groups Working in divided and tense groups 

Good relations with bosses Conflicting relations with bosses 

 

Table 3.  Organisational factors (Zlate, 2007, p. 443) 

Satisfied Unsatisfied or less satisfied 

Occupying senior positions in 

organisations 

Performers (base of the pyramid) 

High salaries and promotion 

opportunities 

Low wages and no promotion 

opportunities 

Clear, non-stressful and structured 

activities 

Ambiguous and stressful activities 
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Involvement in decision-making 

processes 

Marginalised in decision-making 

processes 

Freedom of action at work Undue hardship at work 
 

 

1.2. Counterproductive behaviours 

The scrutiny of such behaviors has sparked the interest and concern of scholars, managers, 

and the public at large to delineate and scrutinize the implications for the organization and its 

members and to devise strategies for intervention in this domain. 

Counterproductive behaviors encompass a range of actions such as physical and verbal 

aggression, abuse, intentional inconsistency in task execution, theft, absenteeism, sabotage, and 

tardiness. These behaviors detrimentally impact both the organization and its members, 

constituting a series of actions that share common characteristics while also being distinct. They 

may be deliberate, with the intention to inflict harm on the organization and its team members 

(Spector, 2005). 

In 1995, researchers Robinson and Bennett introduced the term 'employee deviance' to 

describe the phenomenon of counterproductive behavior, defining it as voluntary actions that 

contravene organizational norms and threaten the well-being of its members and the organization 

itself (Robinson and Bennett, 1995). 

Counterproductive behavior may stem from personal attributes and personality traits such 

as narcissism (Penney and Spector, 2002) and agreeableness (Mount, Ilies & Johnson, 2006), 

dissatisfaction, envy, and the experience of negative emotions. Additionally, factors such as 

ambiguous job descriptions, job insecurity, the absence of internal career advancement 

opportunities, inadequate evaluation systems, lack of motivation (Osezua et al., 2009), abusive 

supervision (Shoss et al., 2013), stressful conditions, intentions to resign, contempt for the 

company, perceived unfairness, non-acceptance by peer groups, job stress, and mistreatment by 

leaders (Mayer et al., 2011) can contribute to these behaviors. 

Counterproductive workplace behavior targeting the organization can also be manifested 

collectively by groups. Such groups may be formally recognized within the organization (e.g., 

unions, work teams) or be ad hoc assemblies (e.g., co-workers, friends). These groups might 

intersect, as seen in instances of strikes where actions are initiated by union members but not 

officially sanctioned by the union's structure. 

Groups within organizations might also collaborate to target individuals perceived as 

sources of injustice (e.g., an overly strict or punitive supervisor) or as outsiders in terms of group 

affiliation. Such behaviors can include acts of bullying executed by many against specific 

individuals. Engaging in such behaviors necessitates both identification with the group and 

detachment from the targeted individual. 

 

       1.3.  Procrastination 

General procrastination is likely the closest parallel to workplace procrastination. In 

conceptual terms, it signifies a lapse in self-regulation and self-discipline in volitional activities, 

leading to unnecessary and irrational postponement of intended tasks across various life domains 
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(Haghbin et al., 2012; Steel, 2007). This form of procrastination is frequently linked with 

psychological discomfort, stress, deteriorating health, and negative emotions (Ferrari, 1992; Sirois 

et al., 2003). The pronounced negative correlation between conscientiousness and general 

procrastination indicates that habitual procrastinators might also struggle to regulate their task 

execution at work effectively due to their reduced levels of conscientiousness (Van Eerde, 2003a). 

Procrastination can be characterized as a delay stemming from the avoidance of executing 

an intention (Van Eerde, 2000, p. 375). It is a prevalent behavior, with at least 25% of adults 

identifying themselves as procrastinators (Ferrari, Diaz-Morales, O'Callaghan, Diaz, & Argumedo, 

2007). While common, the extent of procrastination can vary across domains such as academic, 

work, leisure, and family settings (Klingsieck, 2013). Workplace procrastination, which denotes a 

failure in self-regulating work tasks, incurs significant costs (Nguyen, Steel, & Ferrari, 2013). 

Research indicates that employees dedicate approximately 1.5 to 3 hours to personal activities 

during work hours (Paulsen, 2015) and 30% to 65% of internet usage during work is not work-

related, leading to a 30-40% loss in productivity. 

In practice, behaviors associated with workplace procrastination can be categorized into 

two fundamentally distinct types. The first type involves employees limiting production, initially 

termed 'soldiering' by Taylor (1911). More recently, Paulsen (2015) defined soldiering as avoiding 

work tasks for more than 1 hour per day without the intention of harming others or delegating work 

to colleagues. According to Paulsen, soldiering transpires when an employee has a low ethical or 

identity-based connection with the workplace and when work obligations are less than one's 

potential. Soldiering may include daydreaming, engaging in enjoyable activities over work, and 

taking extended coffee breaks. Research shows that this type of work-avoidance behavior is 

predominantly linked with negative outcomes. For instance, Nguyen et al. (2013) observed that 

trait procrastination is associated with receiving lower wages, shorter employment durations, and 

a tendency to be unemployed or underemployed. Steel (2007) posited that avoiding work tasks 

decreases self-efficacy, leading to a detrimental cycle of poor performance. Hence, soldiering is 

considered ineffective behavior, potentially compromising employee well-being. 

A second form of workplace procrastination has materialized with the prevalent integration 

of (mobile) technology in the workplace, termed cyberslacking (Vitak et al., 2011). Cyberslacking 

is a modern and widespread phenomenon (Garrett & Danziger, 2008a). Employees may seem 

engaged in work on their computers but might actually be online shopping, browsing social 

networks, gaming, or using instant messaging. Research reports substantial costs to organizations 

due to cyberslacking (Garrett & Danziger, 2008b). The losses tied to cyberslacking encompass not 

only diminished performance but also decreased network security, slowed network performance, 

and expenses related to eliminating viruses and spyware. 

 

2.  Objectives and hypotheses 

        Research objectives 

→ Objective 1- Identifying the level of job satisfaction of men and women. 

→ Objective 2- Highlighting the level of job satisfaction of rural and urban personnel. 

→ Objective 3- Observing the level of procrastination in people from age 20-35 and people 

from age 36-50. 
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→ Objective 4- Establishing the differences in terms of counterproductive behaviors 

between people employed in the public environment and those employed in the private 

environment. 

→ Objective 5- Establishing the relationship between job satisfaction and 

counterproductive behaviors. 

 

Research hypotheses 

→ Hypotheses 1: It is assumed that there are significant differences in terms of the level of 

job satisfaction according to gender, more specifically, males show a higher level of job satisfaction 

compared to females. 

→ Hypotheses 2: It is assumed that there are significant differences in terms of the level of 

job satisfaction depending on the area of origin, more specifically people from the urban 

environment have a higher level of job satisfaction compared to people from the rural area. 

→ Hypotheses 3: It is assumed that there are significant differences in terms of the level of 

procrastination in terms of the age of the employees, more precisely the personnel aged between 

20-35 years show a higher level of procrastination compared to people aged between 36-50 year 

old. 

→ Hypotheses 4: It is assumed that there are significant differences in the level of 

counterproductive behaviors oriented towards the organization in terms of the type of organization 

(state/private), more specifically people employed in private organizations have a higher level of 

counterproductive behaviors compared to employees in organizations public. 

→ Hypotheses 5: It is hypothesized that there is a positive relationship between job 

satisfaction and counterproductive behaviors. 

 

3.  Sampling and tools 

3.1.  Research sampling 

 

Table 4. Gender of participants sampling 

Gender of participants Number 

Feminine  31 

Masculine 29 

 

Regarding gender distribution, the responses are categorized as follows: 29 responses from male 

participants, constituting 48% of the surveyed cohort, and 31 responses from female participants, 

making up 52% of the cohort. Consequently, there is no marked disparity observed. The sample 

is characterized by homogeneity in terms of gender composition. 
 

Table 5. Age sampling 

Age Number 

20-35 29 

36-50 31 
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In terms of gender distribution, the data are organized as follows: male participants account 

for 29 responses, or 48% of the total sample, while female participants contribute 31 responses, 

representing 52% of the sample. This distribution indicates an absence of notable imbalance. 

Hence, the sample exhibits uniformity with respect to gender composition. 

Considering the age demographic, the respondents are divided as follows: 31 individuals 

from the 20-35 age bracket, comprising 52% of the sample, and 29 individuals from the 36-50 age 

bracket, constituting 48% of the sample. This arrangement reveals no considerable variance. 

Consequently, the group demonstrates homogeneity in terms of age distribution. 

 

Table 6. Environment of origin sampling 

 

 

 

 

 

From the point of view of the environment of origin, the respondents are grouped as 

follows: 32 respondents from the rural environment, representing 53% of the surveyed group and 

28 respondents from the urban environment, representing 47% of the surveyed group, thus there is 

no significant difference . The batch is homogeneous from the point of view of the environment of 

origin. 

Table 7. Field of activity 
 
 
 
 
 

 

From the point of view of the field of activity, the respondents are grouped as follows: 30 

respondents are employed in state organizations, representing 50% of the surveyed group, and 30 

respondents are employed in private organizations, representing 50% of the surveyed group, thus 

not a significant difference is present. The batch is homogeneous from the point of view of the field 

of activity. 

 

3.2.  Research instruments 

To carry out the practical part, 3 personality instruments were used, namely: Job 

Satisfaction - Subscale of the Michigan Organizational Assessment Questionnaire, The 
Counterproductive Behavior Questionnaire (CWB-C), the 45-item scale, and the Workplace 

Procrastination Scale . The instruments used were provided by the study Romanian Adaptation of 

the International Set of Personality Items: IPIP-Ro. From the subscales used, a questionnaire was 

drawn up and applied online. 

The Michigan Organizational Assessment Questionnaire (MOAQ) was developed as an 

alternative to the Job Diagnostic Survey – JDS (Hackman & Oldham, 1980) and therefore includes 

Environment of 

origin 

Number 

Urban 28 

Rural 32 

Field of activity Number 

State organizations 30 

Private 

organizations 

30 
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a subscale that assesses the variables identified by the Job Characteristics Model of of Hackman 

and Oldham (1976). These variables include descriptions of the work environment (eg, job 

characteristics), psychological states (eg, experienced meaning, feelings of responsibility), and 

employee responses (eg, job satisfaction, motivation). In the current study, however, we focus 

exclusively on the job satisfaction subscale of the MOAQ. The MOAQ-JSS also offers an 

advantage over other measures of job satisfaction in that it is a valid measure of the affective 

component of job satisfaction. Scores on the MOAQ-JSS are calculated using the average of the 

following three items, with the second reverse rated, with responses on a 7-point agree-disagree 

scale: 

• „Overall, I'm happy with my job” 

• „In general, I don't like my job” 

• „Overall, I like working here” 

The Counterproductive Work Behavior Questionnaire (CWB-C) addresses behaviors that 

harm the organization and others in the workplace, such as coworkers, supervisors, and customers. 

It consists of 12 factors (40 items) included in the checklist of counterproductive behavior at work, 

namely: (1) Inappropriate behavior (4 items); (2) Uncivil behavior (5 items); (3) Bullying (4 items); 

(4) Loafing (3 items); (5) Withdrawal (4 items); (6) Sabotage (3 items); (7) Discipline (3 items); 

(8) Absence (2 items); (9) Safety (2 items); (10) Aggressive behavior (6 items); (11) Lie (2 items); 

(12) Theft (2 items). The counterproductive work behavior screening questionnaire adopts a 6-

point Likert-type choice scale. For example, scale from 5 points "Very often, always, daily" to 1 

point "Never, very rarely". 

Metin and colleagues (2016) developed the Workplace Procrastination Scale (PAWS) that 

assesses a wide range of contemporary workplace procrastination behaviors. In their approach, 

procrastination at work is characterized by two dimensions, namely, curtailment of productivity 

and cyberslacking (using Internet access at work for personal use during work hours). 

Procrastination at work was assessed using the Work Procrastination Scale - PAWS (Metin et al., 

2016), which consists of two subscales, namely, productivity restriction (eight items, for example, 

"When I work, even and after I make a decision, I delay acting on it”) and cyberslacking (four 

items, for example, “I spend more than half a working hour on social media per day”). The scale 

consists of 12 items with Likert-type scoring, on 7 steps from 0 (never) – 6 (always). 

 

4.   Results and discussions 

Hypotheses 1: It is assumed that there are significant differences in terms of the level of job 

satisfaction according to gender, more specifically, males show a higher level of job satisfaction 

compared to females. 
 

Table 8. Distribution of job satisfaction by gender 

 

 Gender Kolmogorov-Smirnova Shapiro-Wilk 

 Statistic df Sig. Statistic df Sig. 

Job_ 

satisfaction 

Feminine .307 29 .000 .709 29 .000 

Masculine .200 31 .003 .867 31 .001 
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 According to the Kolmogorov – Smirnov test in the table applied to the two samples, there 

are significant differences between men and women, obtaining a coefficient less than 0.05 with a 

non-normal distribution, we will apply a non-parametric test. We take into account to mention that 

the group was a homogeneous one. Below are presented the distributions of the results obtained from 

the analysis of the level of job satisfaction according to gender. 

 
 

 

 

 

 

 

 

 

 

 

 

 

 
 

 

 

 

 

Table 9. Mann-Whitney non-parametric test. Job satisfaction and gender 

 

 Job_satisfaction 

Mann-Whitney U 288.500 

Wilcoxon W 723.500 

Z -2.430 

Asymp. Sig. (2-tailed) .015 

 

According to the results in Table 9, our hypothesis was confirmed because the significance 

threshold is less than 0.05. Which means that there are statistically significant differences in the 

level of job satisfaction. This can be interpreted as follows: men are more satisfied with their current 

job than women. 

From a psychological point of view, hypothesis number 1 according to which men would 

show a higher level of job satisfaction compared to women could be interpreted as follows, men 

show a higher level of satisfaction due to promotion opportunities, involvement in decision-making 

processes .According to research conducted by Andrew E. Clark a man and a woman with the same 

jobs and expectations would indeed report identical job satisfaction, but women's expectations are 

Figure 5. Histogram distribution of job 

satisfaction for the female gender 
Figure 6. Histogram distribution of job satisfaction 

for the male gender 
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claimed to be lower than men's. This hypothesis is supported by the finding that the gender gap in 

satisfaction disappears for young people, those with higher education, professionals and those in 

male-dominated jobs, all of whom are less likely to have a gender gap in expectations at work. 

However, specialized books state that men show a higher level of satisfaction due to 

promotion opportunities, involvement in decision-making processes. 

 

Hypotheses 2: It is assumed that there are significant differences in terms of the level of 

job satisfaction depending on the area of origin, more specifically people from the urban 

environment have a higher level of job satisfaction compared to people from the rural area. 

 

Table 10. The distribution of job satisfaction according to the environment of origin 

 Enviroment_ 

of_origin 

Kolmogorov-Smirnova Shapiro-Wilk 

 Statistic df Sig. Statistic df Sig. 

Job_ 

satisfaction 

Urban .213 28 .002 .743 28 .000 

Rural .265 32 .000 .751 32 .000 

 

 

According to the Kolmogorov – Smirnov test in the table applied to the two samples, there 

are significant differences between people from urban and rural areas, obtaining a coefficient lower 

than 0.05 with a non-normal distribution, we will apply a non-parametric test. We take into account 

to mention that the group was a homogeneous one. Below are presented the distributions of the 

results obtained from the analysis of the level of satisfaction at the workplace according to the 

environment of origin. 

 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
Figure 7. Histogram distribution of job satisfaction 

for the urban environment 
Figure 8. Histogram distribution of job satisfaction 

for rural areas 
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Table 11. Mann-Whitney non-parametric test. Job satisfaction and enviroment of origin 

 

 Job_satisfaction 

Mann-Whitney U 350.500 

Wilcoxon W 878.500 

Z -1.474 

Asymp. Sig. (2-tailed) .140 

 

 

According to the results in Table 11, our hypothesis was not confirmed because the significance 

threshold is greater than 0.05. Which means that there are no statistically significant differences in 

the level of job satisfaction. This can be interpreted as follows: people from different backgrounds 

do not experience job satisfaction differently. 

Analyzing hypothesis number 2 according to which people from the rural environment 

show a higher level of job satisfaction compared to those from the urban environment, it could be 

interpreted as follows from a psychological point of view: the environment of origin can 

considerably influence the well-being and satisfaction at the place of work, the daily bustle causing 

fatigue, nervousness, the long work schedule does not provide the employee with the necessary 

time for rest, relaxation, crowding and the lack of green spaces decrease well-being. While urban 

employees face the hustle and bustle, people from rural areas carry out activities in their own 

households, most of them trading their own products, outdoor activities provide a sense of well-

being and satisfaction with their own harvests. 

There is research that claims that people from the urban environment, even if they have more 

opportunities in terms of employment, show a lower level of satisfaction compared to people from 

the rural environment. 

 

Hypotheses 3: It is assumed that there are significant differences in terms of the level of 

procrastination in terms of the age of the employees, more precisely the personnel aged between 

20-35 years show a higher level of procrastination compared to people aged between 36-50 years 

old. 

Tabel 12. Distribution of the procrastination scale by age category 

 

 Age_category Kolmogorov-Smirnova Shapiro-Wilk 

 Statistic df Sig. Statistic df Sig. 

Procrastination_sc

ale 

20-35 years .188 29 .010 .923 29 .036 

36-50 years .213 31 .001 .836 31 .000 

 

According to the Kolmogorov – Smirnov test in the table applied to the two samples, there 

are significant differences between young people and adults, obtaining a coefficient less than 0.05 

with a non-normal distribution, we will apply a non-parametric test. We take into account to 
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mention that the group was a homogeneous one. Below are presented the distributions of the results 

obtained when analyzing the level of procrastination according to the age category. 

 

 

 

 

 

 

 

 
 

 

 

 

 

 
 
 
 
 

Table 13. Mann-Whitney non-parametric test. Procrastination and age category 

 

 Procrastination_scale 

Mann-Whitney U 271.000 

Wilcoxon W 767.000 

Z -2.643 

Asymp. Sig. (2-tailed) .008 

 

According to the results in table 13, our hypothesis was confirmed because the significance 

threshold is less than 0.05. Which means that there are statistically significant differences in the 

level of procrastination. This can be interpreted as follows: young people are more likely to 

procrastinate, tending to postpone the tasks that need to be solved. 

Looking at the results of the third hypothesis, we can interpret from a paihological point of 

view as follows: young people a higher level of procrastination due to the age of high opportunities 

to change jobs, of evolution and advancement while people aged between 36 -50 years presents a 

lower level due to conscientiousness and the realization of desires and needs. 

As reported by McCrae et al., conscientiousness increased with age, a personality trait that 

is strongly negatively associated with procrastination. According to the maturity principle, 

conscientiousness is essential for the successful completion of developmental tasks such as 

assuming the responsibilities of adult work and family life. Indeed, looking more closely at the 

youngest age group, participants in education or training procrastinated more than their working 

Figure 9. Distribution histogram of the 

youth procrastination scale 
Figure 10. Distribution histogram of 

procrastination scale for adults 
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peers. This is an important finding because many studies of procrastination have relied solely on 

student samples. As high procrastination among the unemployed may indicate, work schedules 

may provide time structure and challenge procrastination, while less structured educational 

programs may require more active scheduling on the part of the student or intern, leaving more 

opportunities for adjournment. 

 

Hypotheses 4: It is assumed that there are significant differences in the level of 

counterproductive behaviors oriented towards the organization in terms of the type of organization 

(state/private), more specifically people employed in private organizations have a higher level of 

counterproductive behaviors compared to employees in organizations public. 

 

Table 14. The distribution of counterproductive behaviors towards the organization according to 

the field of activity 

 Field_of_activity Kolmogorov-Smirnova Shapiro-Wilk 

 Statistic df Sig. Statistic df Sig. 

Counterproductive 

behavior_ 

organizations 

State organizations .253 30 .000 .833 30 .000 

Private 

organizations 
.181 30 .013 .862 30 .001 

 

According to the Kolmogorov – Smirnov test in the table applied to the two samples, there 

are significant differences between employees in state and private organizations, obtaining a 

coefficient less than 0.05 with a non-normal distribution, we will apply a non-parametric test. We 

take into account to mention that the group was a homogeneous one. Below are presented the 

distributions of the results obtained from the analysis of the level of counterproductive behaviors 

according to the field of activity. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
Figure 11. Histogram of the distribution 

of counterproductive behaviors toward 

the organization for state employees 

Figure 12. Histogram of the distribution 

of counterproductive behaviors towards 

the organization for private sector 

employees 
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Table 15. Mann-Whitney non-parametric test. Counterproductive behaviors to 

organization and field of activity 

 Counterproductive 

Behavior organizations 

Mann-Whitney U 140.000 

Wilcoxon W 605.000 

Z -4.604 

Asymp. Sig. (2-tailed) .000 

 

According to the results in table 15, our hypothesis was confirmed because the significance 

threshold is less than 0.05. Which means that there are statistically significant differences in the 

level of counterproductive behaviors towards the organization. This can be interpreted as follows: 

employees from private organizations present a much higher level of counterproductive behaviors 

towards the organization. 

According to hypothesis number 4, which aims at counterproductive behaviors oriented 

towards the organization regarding employees in the state and private environment, we can argue 

from a psychological point of view, as follows: people employed in state organizations show a 

lower level of counterproductive behaviors oriented toward the organization because they can have 

more benefits (holidays on legal days, attractive salaries, opportunities for advancement, low 

schedule) while in private organizations employees are deprived of certain rights (days off, longer 

schedule, low opportunities for advancement) and can interpret these organized behaviors as 

compensation. 

 

Hypotheses 5: It is hypothesized that there is a positive relationship between job satisfaction 

and counterproductive behaviors. 

 

Table 16. Distribution of job satisfaction variables and counterproductive behaviors 

 

 Kolmogorov-Smirnova Shapiro-Wilk 

Statistic df Sig. Statistic df Sig. 

Counterproductive 

behavior 
.249 60 .000 .777 60 .000 

Job_satisfaction .238 60 .000 .757 60 .000 

 

To check the distribution of the variables, we applied the Kolmogorov – Smirnov test, 

which results in a non-normal distribution, then we will apply the non-parametric Spearman 

correlation coefficient, to check the relationship between job satisfaction and counterproductive 

behaviors. 
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Table17. Correlation between job satisfaction - counterproductive behaviors 
 

 Job 

satisfaction 

Counterproductive 

behavior 

Spearman's rho 

Job_satisfaction 

Correlation 

Coefficient 
1.000 .427** 

Sig. (2-tailed) . .001 

N 60 60 

Counterproductive 

_behavior 

Correlation 

Coefficient 
.427** 1.000 

Sig. (2-tailed) .001 . 

N 60 60 

 

 

Following the application of the Sperman correlation test, between job satisfaction and 

counterproductive behaviors, we obtain a coefficient less than 0.05, resulting in a significant 

correlation. A strong positive correlation emerges from the test. 

Regarding the last hypothesis in the research, we can argue from a psychological point of 

view the relationship between the level of satisfaction at work and counterproductive behaviors, as 

follows: the more someone is satisfied with the work environment, relationships with superiors, 

relationships with colleagues, the level of justice of the boss and then they can reduce the 

counterproductive behavior that will occur in the organization. The relationship between job 

satisfaction and counterproductive behaviors can affect employee performance, it can decrease 

significantly, employees are oriented towards other goals that are not aligned with those of the 

organization. 

 

Conclusions  

Following the research, we can state the following: male persons show a higher level of 

satisfaction at work because they show a higher rate of promotion, occupying management 

positions; people from rural areas may show a higher level of job satisfaction due to the 

environment in which they work; younger people show a higher level of procrastination because 

they are still in the training period, being in a continuous search; employees in private organizations 

are prone to counterproductive behaviors as a form of protest aimed at ungranted rights; the 

relationship between job satisfaction and counterproductive behaviors is confirmed, with research 

supporting this hypothesis. 
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