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ABSTRACT

Job stress is considered to be an increasing problem of correctional officers for prison
management. The occupation of correctional officers is a high-risk industry, and there is
increasing attention that correctional officers reported to an increase in job stress and there was no
much further information about this problem in Taiwan. This study adopted the model of Job
Demand-Control-Support (JDCS) and job stress to predict job satisfaction in 281 correctional
officers in Taiwan. We also employed a confirmatory factor analysis and structural equation
model (SEM) to justify hypotheses being explored. The results show that social support positively
influenced job satisfaction; monitoring, operational, organizational demand and job stress
negatively affected their job satisfaction. Finally, this study also justified that a female correctional
officer had higher job stress than male correctional officers. For government agencies, the
supervisor needs to give more care and rewards to correctional officers and give them more work
autonomy. Supervisors need to adopt transformational leadership and to avoid working too long
for correctional officers. Executive supervisors should also pay attention to the work pressure of

female employees and give them more social support.
Keywords: correctional officers, job demands, job satisfaction, social support, job stress.

INTRODUCTION

Correctional officers have been regarded as high-
stress professionals (Lambert et al.2002; Rosine,
1992), partially because they often face hostility,
disrespect, isolation, and confinement in their work
environment (Cheek and Miller, 1983). Potential
stress lies in the organization and works itself and the
corrections system, making correctional works full of
pressure (Finn, 1998; Moon and Maxwell, 2004).

Organizational stress mainly comes from the
lack of staff, work overtime, shift rotation, role
conflict, and role ambiguity (Dowden and Tellier,
2004; Lambert et al., 2006; Lambert et al., 2005;
Swenson et al., 2008). Pressure from the work itself
comes from inmate violence, handling inmates’
demands, and issues between colleagues (Cullen et al.,
1985; Finn, 1998; Lambert et al., 2007). Undesirable
image and low wage are also one of the factors that
generate the stress of the corrections system.
According to Van Fleet’s argument (1992), the media
often portray correctional officers as the managers of
foolish, bestial, meaningless failures of the society,

which also formed part of the stress of correctional
officers.

In recent years, correctional officers in Taiwan
have experienced high-level of occupational stress,
including excessive housing, increasing housing of
violent inmates, the gradual increase of inmates
serving long sentences, an increase in the housing of
senior inmates. In addition, militarized management
of the correction authorities, shift rotation and negative
perception from the public have also brought invisible
psychological stress to the correctional officers.
Furthermore, since the activation of the amendment of
the Military Justice Act on August 15" 2013,
correction authorities are bound to imprison more on-
duty servicemen committing crimes, which include
cases of attention by the public. As a result, this has
invisibly increased the management difficulty for
correctional officers. Compared to regular civil service
workers, correctional officers indeed experience a
higher level of psychological stress, depression, and
frustration.
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In recent decades, some studies have confirmed
that correctional officers face occupational stress
(Dowden and Tellier, 2004). The reason that
correction units are crowded is due to the increasing
average sentence length, an increasing number of
offenders with psychiatric symptoms, and an
increasing number of violent offenders. These have
led to an increase in the frequency of correctional
officers beating criminals (Finn, 1998; Martinez,
1997). The job attributes of correctional officers have
also generated occupational stress, including
militarized management, shift-based working hours,
the unfavorable impression of the public toward
correction units, and conflicts between the demands of
the correction management level and the demands of
prisoners (see Moon and Maxwell, 2004).
Correctional officers' occupational pressure comes
from work that generates anxiety and depression,
rather than from emergencies (Gehrke, 2004). Such an
argument comes from police literature. Police officers'
psychological ~ stress  mainly  results  from
organizational stressors, rather than special work
incidents encountered by police officers. These forms
of occupational stress are extremely harmful to
organizational management and outputs (Brough and
Frame, 2004; Hart et al., 1993), and they decrease
correctional officers’ job satisfaction.

Occupational stress will increase the cost of
correctional work. It will also make correctional
officers uncomfortable and decrease their job
satisfaction. For instance, per thousand-reported South
Australian, correctional officers have experienced
psychological pressure, second only to labor service
workers, education personnel, and police officers
(Dollard et al., 2001; Caulfield et al., 2004). Some
experiences show that correctional officers face more
psychological stress, damaged family relations (Finn,
1998; Lambert et al.2004), and poor health than other
professionals (Cheek and Miller, 1983). Due to
correctional officers’ absenteeism, resignations, work
overtime, and early retirement compensation, the
budget of correction units has increased (Childress et
al., 1999). Since there are not many related studies on
the job demands, job control and job stress of
correctional officers and the cause and effect analysis
of social support and job satisfaction in Taiwan, it is
particularly worth exploring.

The Job Demands-Control-Support Model
Job control is defined as the decision latitude of
work decision-making, which includes decision

authority — individuals’ ability to make decisions
related to work. Second, skill discretion could
determine the level of skill usage. According to the
Job Demands-Control Model, when there are too
many job demands, job control will reduce.

The concept of employee job control has already
been found in organizational behavior theory and
studies early (Ganster and Fusilier, 1989; NOHSC,
2003). It is also the core concept of participation in
decision-making (Locke and Schweiger, 1979;
Spector, 1986). In addition, it is a part of job design
literature (Hackman and Oldbam, 1976). Recent three
decades, job control has been involved in the
discussion of occupational stress and job satisfaction,
including Karasek and his colleagues (Karasek, 1979;
Karasek et al., 1981).

Karasek himself points out that job demands are
not necessarily harmful, but when job control is low,
employees are likely to have cardiovascular diseases
(Karasek, 1979). When both job demands and job
control are high, Karasek considers this as active. Job
demand is seen as a challenge, not a psychological
and physical stressor. From this perspective, when
occupational decision latitude and control at
workplaces are strengthened while job demand
remains unchanged, productivity improwves.

The studies over the past two to three decades
have confirmed that occupational stress is
significantly influenced by Job Demands-Control
model (Karasek, 1979). Some scholars even modified
it into Job-Demands-Control-Support model (Johnson
and Hall, 1988). These theoretical models portray the
relationship  between work environment and
psychological stress symptoms. Job Demands-Control
model advocates that workers' psychological stress
comes from job demands and control. When workers
have job demands but believe that they have control
over their work, they are expected to have
improvement in their job performance and job
satisfaction. However, when they have low job
control, adverse effects will be generated, including
psychological stress and reduced job performance and
job satisfaction (Mansell and Brough, 2005).

Job Demands-Control-Support model adds a new
construct, which is social support. Social support is seen
as a way to influence the relationship between job
demands, control and stress (Johnson and Hall, 1988).
Job Demands-Control-Support model advocates that
when job demand is high, and job control and social
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support is low, and psychological stress will be
generated. Dollard and Winefield (1998) used
Australian correctional officers as samples, and their
study shows that employees with high level of job
demand awareness have a higher probability of
experiencing high-level psychological stress, job
dissatisfaction, and health warning. Such a situation will
become worse, especially when the level of job demand
is high, coupling with a low level of job control and
social support. Social supports include supervisor
support, support from colleagues, and support from
outside of work including family and friends. Caplan et
al. (1975) and Brough & Pears (2004) also mention that
supports from supervisors and colleagues are closely
connected to job satisfaction and psychological health
(Caplan et al., 1975; Brough et al., 2005; Brough, 2004;
Eisenberger et al., 2002).

Job Demands-Control-Support model has already
been widely explored (Mansell and Brough, 2005; Van
der Doef and Maes, 1999). Moreover, job control is
divided into the control of time and method. In terms of
the interactive effects of social supports and job
demands, different studies have different results. Van
der Doef and Maes (1999) found that there are only
50% of the studies investigating the moderating effect
of job control that is also the reason why this study does
not include moderating effects of job demand and
social support. The insignificance of interactive effects
might be due to poor measurement, low statistical
power, and without the consideration of non-linear
relationship (Mansell and Brough, 2005). Therefore,
Job Demands model and Job Demands-Control-
Support model are still important theories for the
investigation of occupational stress and job satisfaction
(De Lange et al., 2003, Holman and Wall, 2002).

Literature Review and Hypothesis Development
Job control is considered as a kind of feeling of
ability that can influence one’s work environment
perception. At the same time, it can make one get
awarded, avoiding punishments (Ganster and Fusilier,
1989). Many studies on occupational health and
performance hypothesize that as long as employees
have the feelings of job control, their psychological
health, job satisfaction, and job performance will be
improved (Hackman and Lawler, 1971). When a
certain level of feeling of job control is given to
employees, they will learn how to control jobs through
trial and error and achieve occupational goals and gain
values, including increased job performance and job
satisfaction. Same goes for correctional officer

management if only job demands are given; to some
extent, it will only generate negative influence and
occupational stress on correctional  officers. If
correctional officers have a certain degree of job
control, through trial and error, they will achieve job
demands, improving job satisfaction awareness.

H1.: Job control positively influences job satisfaction

When  psychological demands  increase,
individuals will be awakened on a psychological level
and begin to confront challenges. These psychological
responses will make employees face their challenges. If
employees are restricted to responding to these
challenges, which means giving low decision latitude of
decision-making, or when job demands surpass job
control, the adverse effects of job demands will
continue to exist. The inability of choosing the most
appropriate activity will later generate occupational
stress and physical illnesses.

Based on the above model, when job demand is
high and bureaucratic regulations are rigid- limiting the
development and response of employees, high-level
stress will be generated (Karasek and Theorell, 1990).
Low-level stress exists when job demand is low, and
job control is high. Mid-level stress exists when job
demand is low, and job control is low, which is
considered as passive jobs. On the other hand, high-
level job demand and high-level job control are active
jobs. Therefore, when correctional officers experience
high-level job demand and operate under a rigid system
of organizations that limits the development and
response of correctional officers, stress will be
generated, and job satisfaction awareness is lowered.

H2: Job demand negatively influences job satisfaction

The awareness of social support directly
influences job satisfaction level (Kirmeyer and Lin,
1987). When employees are aware of supervisors' care,
and when socioemotional support is provided,
employees will have positive feedback on their
environments, directly enhancing job satisfaction
perception (Kopelman et al., 1990; Brough, 2005).
With regard to correctional officers, social support
awareness will also enhance their job satisfaction
perception.

Etzion defines social support as an informal social
network that provides individual emotional caring,
empathy, practical assistance, and informal support and
appraisal (Etzion, 1984; Nelson and Quick, 1991).
Social support at workplaces focuses on problem-
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solving, information sharing, and access to multiple
recommendations by colleagues and supervisors.
Johnson and Hall lead social support to the Job
Demand Control model of Karasek (1979), which
considers that when job demand is high, and job control
is low if there is a high level of social support,
employees' job pressure will not increase. The role of
social support as a stress reliever has already been
confirmed by many researchers (Carayon, 1995).

A majority of studies about social support have
confirmed that social support has a positive impact on
health status (Beehr and McGrath, 1992; Cohen and
Wills, 1985; Vaux, 1988). Perhaps there is not a
consistent definition of social support in the literature on
occupational stress. However, many people have
gradually considered that social support might be
coming from job and non-job related levels, including
emotional support and instrumental support. The latter
involves providing help in problem-solving (Beehr and
McGrath, 1992; Caplan et al., 1975; Kaufmann and
Beehr, 1986; Mclntosh, 1991).

Many studies on social support are based on the
positive impact of social support on health (Shumaker,
1984). Two main models explain the relationship
above, including the direct model and indirect model.
The direct model that involves social support posing an
impact on health includes social support that responds
to the basic affiliated demand of humans (Fiske1998).
Social support is beneficial to individuals' immune
systems and improves their job satisfaction (Argyle,
1992). The indirect model of social support, on the
other hand, focuses on stress literature (Beehr and
OHara, 1987). It believes that social support is a
conditioning variable that influences the relationship
between stressors, health and job satisfaction.

Many researchers have argued about the direct
model and the indirect model of social support. Some
of its inconsistency lies in the methodological
differences (Cohen and Wills, 1985). In a literary
analysis of occupational stress, it has been confirmed
that the direct and indirect models of social support
exist (Viswesvaran et al, 1999). This study also
believes that the social support perception of
correctional officers positively influences their job
satisfaction perception.

H3: Social support positively influences job satisfaction

According to Lazarus (1999) argument, in the
construct of occupational stress, excessive demands and

the lack of appropriate resources could result in
negative effects of employees' wellbeing. Health
problems resulting from stress experienced by
correctional officers include job-related, psychological
and emotional, physical, and maladaptive behaviors.
With regard to work-related outputs, occupational stress
negatively influences job satisfaction of correctional
officers, organizational commitment, and workplace
safety (Finn, 2000; Lambert, 2004; Lambert et al.,
2007; Lambert et al, 2007; Quick et al.1998);
however, it positively influences absenteeism,
resignations (Finn, 1998), and burnout (Lambert and
Hogan, 2010). On a psychological and emotional level,
work pressure makes correctional officers nervous,
tired, and irritated, excited and depressed (Lambert et
al,, 2006; Obidoa et al., 2011; Mansell et al., 2006,
Miller, 2003). According to the research literature
related to correctional officers from 1977 to 2007,
Morgan discovered that heart diseases, poor blood
circulation, high blood pressure, teeth grinding, head,
neck and back pain are commonly seen among
correctional and police officers (Morgan, 2009). The
probability of having these health problems is higher
among them than workers in other industries. Many
studies have confirmed that occupational stress is
connected to symptoms such as depression, low job
satisfaction level, and burnout (Landsbergis, 1988; De
Jonge, 1996, Landsbergis et al., 2002). It is also
associated with blood pressure (Fox, 1993). The same
goes for correctional officers.

H4: occupational stress negatively influences job
satisfaction

According to studies, occupations with high-level
stress include police officers and correctional officers.
Women have a different perception of stress in this
male-dominated industry (Brown and Fielding, 1993).
For instance, female correctional officers have lower
burnout and turnover ratio. However, they have a
relatively higher rate of absenteeism (Lambert et al.,
2005). Savicki et al. (2003) also found that female
correctional officers experience more harassment,
which is then converted to different levels of burnout
and stress. Savicki et al. (2003) even point out that
female correctional officers have to develop a related
strategy to cope with their work environment. Overall,
female correctional officers still have higher
occupational stress than male correctional officers.

H5: Gender (female) positively affects occupational
stress
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Figure 1: Conceptual framework

METHODOLOGY

Sample, Tools, and Procedure

This study collected 281 valid correctional officers
who worked at the public correction organization in
Taiwan with the method of simple random sampling.
Simple random sampling was known as pure random
sampling. The characteristic is that each sample unit is
drawn at the same probability, each unit of the sample
is completely independent, and there is no certain
correlation and exclusion between each other. A valid
sample is a sample in which all variables have valid
values. We examined all samples in this study and
made sure that all answers were complete. Respondents
were asked to provide information about their attitudes
and perception toward job satisfaction (JS), job control
(JC), social support (SS), occupational stress (OS),
monitoring demand (MD), organizational demand
(OD), operational demand (ODE). Respondents were
assured of full confidentiality.

The profile of samples showed that 71.2% were
males, 62.6% obtained bachelor's degrees and master's
degrees, and 73.2% worked in correctional institutions
for more than three years. The demographic
characteristics of the sample were very similar to those
of the total correctional officers in correctional
organizations.

Measures

Dependent Variables
Job satisfaction was measured by revising these

Job Control
Monitoring Demand

Job
Satisfaction

items developed by Warr et al. (1979) and Warr (1990).
Subjects responded to these questions on a 7-point
scale, ranging from 1 for “strongly disagree” to 7 for
“strongly agree.” Internal reliability Cronbach’s o of the
scale was 0.89.

Independent Variables

Job control (JC) and job demand (D) was
designed to measure correctional officers' perception of
job control and job demand in their jobs. This study
revised the scale developed by Williams (2004),
Jackson et al. (1993), Wall et al., (1995) and Mansell &
Brough (2005). Subjects responded to all the
independent variables on a 7-point scale, ranging from
1 for "strongly disagree™ to 7 for “strongly agree.” Job
demand was divided into three sub-constructs including
monitoring demand (MD), operational demand (OD)
and organizational demand (ODE). JC, MD, OD and
ODE's scale internal reliability were 0.88, 0.89, 0.86
and 0.88. Social support (SS) was measured using ten
items adapted from the scale developed by Caplan et al.
(1975). Subjects responded to all the independent
variables on a 7-point scale, ranging from 1 for
"strongly disagree” to 7 for "strongly agree," scale
internal reliability was .94. Occupational stress (OS)
was measured by revising these items developed by De
Bruin and Taylor (2006), Subjects responded to these
questions on a 5-point scale, ranging from 1 for
"strongly disagree” to 5 for “strongly agree." Internal
reliability Cronbach's o of the scale was 0.82. Gender
was recorded to be a dummy variable named ‘female.'
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Controlling for Common Method Variance (CMV)

CMV (common method variance) is defined as
“variance that is attributable to the measurement
method rather than to the constructs the measures
represent’”” (Podsakoff et al., 2003). CMV creates a
false internal consistency, that is, an apparent
correlation among variables generated by their
common source. This study had addressed the problem
of CMV by many methods.

First, respondents were assured of the anonymity
and confidentiality in this study, that there were no right
or wrong answers, and that they were required to
answer as honestly as possible. Secondly, this study
simultaneously adopted 5 and 7 point Likert scale in
our measures which was considered to be able to
diminish method biases (Podsakoff et al., 2003). This
method should reduce method biases caused by
commonalities in scale endpoints and anchor effects.
Besides, this study also counterbalanced the order of
questions relating to different scales and constructs
makes CMV less likely, as the respondent cannot then
easily combine related items to cognitively ‘create”
the correlation needed to produce a CMV-biased
pattern of responses(Murray et al., 2005).

Thirdly, this study also used Harman's single-
factor test to assert that our research is not pervasively
affected by CMV. A Harman's single factor tests to see
whether the majority of the variance can be explained
by a single factor. If CMV is an issue, a single factor
will account for the majority of the variance in the
model. This method loads all items from each of the
constructs into an exploratory factor analysis to see
whether one single factor does emerge or whether one
general factor does account for a majority of the
covariance between the measures; if not, the claim is
that CMV is not a pervasive issue. The single factor just
accounted for only 31.04% covariance between the
measures, and it justified CMV was not a pervasive
issue in this study.

Fourthly, this study uses a common latent factor
(CLF) to capture the common variance among all
observed variables in the research model. We add a
latent factor to the CFA model, and then connect it to
all observed items in the model. Then compare the
standardized regression weights from this model to the
standardized regression weights of a model without the
CLF. If the standardized regression weights differences
are greater than 0.20, then we need to retain the CLF as
you either impute composites from factor scores. The

differences are all smaller than 0.20, further confirmed
that CMV was not a pervasive issue in this study.

Statistical Analysis
Validity and Reliability Analysis

Confirmatory factor analysis (CFA) was utilized
to assure the convergent validity of the latent factor.
This procedure let the coherent items to be highly
convergent in the same latent factor (Joreskog and
Sobom, 1993). This study measured seven latent factors
including job satisfaction (JS), job control (JC), social
support (SS), occupational stress (OS), monitoring
demand (MD), organizational demand (OD) and
operational demand (ODE). Gender as a dummy
variable, it was not included in validity and reliability
analysis.

Notably, items' absolute loading values A
constructed by the study were significant>0.50, above
the level recommended by Hair et al. (1998), Bagozzi
et al. (1991) and Fornell & Larcker (1981) which
indicated satisfactory convergent validity. Additionally,
this study also examined the correlation coefficient
matrix. Messick (1998) had mentioned that high
correlation coefficients mean a lack of discriminant
validity. In general, the correlation coefficient > 0.7 was
considered to be highly correlated, and all construct
coefficients' absolute values in this study were <0.67,
indicating that constructs had satisfactory discriminant
validity. On the other side, all those constructs including
JS, JC, SS, OS, MD, OD and ODE were revised from
famous scales which were used by previous experts and
researchers many times. These experts had evaluated
those constructs' items carefully to measure their
defined content (Polit and Beck, 2006), that also
justified constructs' content validity in this study.

The average variance extracted (AVE)' and
composite reliability (CR)> were calculated in this
study. Constructs’ AVE ranged from 0.57-
0.78(>0.5) in this study, above the level recommended
by Fornell & Larcker (1981). CR ranged from 0.88-
0.95 (>0.7), above the level recommended by Hair et al.
(1998). The AVE and CR value reconfirmed
constructs’ convergent validity and reliability. Finally,
all constructs’ square root of AVE were greater than
inter-construct correlations, ranged from 0.75 to 0.88
and reconfirmed satisfactory discriminant validity
(Bagozzi etal., 1991).

PAVE= (S0 ((Zh)*+Zej)
2CR=2A%/ (ZA*+Xej)z
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Table 1. Construct loading and model fits

Constructs & Items Construct & Items
= Lambda AVE CR : Lambda AVE CR
Job Satisfaction Loading Social Support Loading
S1 0.76 SS1 0.76
Js2 0.79 ss2 0.71
3 0.69 ss3 0.84
IS4 0.78 sS4 0.84
S5 0.76 SS5 0.80
156 0.78 0.57 0.91 S5 6 0.88 0.67 0.95
87 0.72 sS7 0.90
S8 0.74 Ss 8 0.91
SS9 0.78
SS 10 0.76
Job Control Occupational stress
C1 0.71 0S1 0.68
2 0.79 0S2 0.86
3 0.90 0.67 0.91 0S3 0.80 0.59 0.88
c4 0.88 0S4 0.71
JC5 0.81 0S5 0.76
Monitoring Demand Organizational Demand
MD 1 0.90 OD1 0.88
MD 2 0.88 oD 2 0.89
MD 3 0.84 0.73 0.91 oD3 0.87 0.74 0.92
MD 4 0.78 oD 4 0.80
Operational Demand
ODE 1 0.90
ODE 2 0.83 0.78 0.91
ODE 3 0.90

Descriptive Statistics and Inter-Correlations

Table 2 presents the square root of AVE and
inter-correlations among study constructs. Two
significant findings are notable. First, square roots of
AVE were all greater than inter-construct correlations.
Thus, we can assure that this study’s constructs all had
satisfactory  discriminant validity. Secondly, all
correlations among research constructs were in
predicted directions.

According to the inter-correlation table, we could
observe constructs' initial relationships. The JS was
positively correlated with JC and SS and negatively
correlated with OD, ODE, and OS. In summary, the

correlations among independent variables and
dependent variables were moderately low; however,
none exceeded 0.67(<0.7), indicating the absence of
regression multi-collinear problem in this study
(Messick, 1998).

On the other side, discriminant validity was also
confirmed where Maximum Shared Variance (MSV)
and the Average Shared Squared Variance (ASV)
were both lower than the Average Variance Extracted
(AVE) for all the constructs (Hair et al., 2010). Table
2 also shows that all ASV and MSV were all lower
than the Average Variance Extracted (AVE) for all
the constructs in this study.

Table 2. Square root of AVE and inter-correlations

JC MD oD ODE OS JS SS AVE ASV MSV
JC (0.82) 0.67 0.04 0.09
MD -0.07 (0.85) 0.73 0.04 0.19
oD -0.29 0.43 (0.88) 0.78 0.08 0.19
ODE -0.24 0.04 0.30 (°0.86) 0.74 0.06 0.13
oS 017 0.15 0.17 0.36 (0.77) 0.59 0.04 0.13
Js 0.38 0.06 -0.22 -0.50 -0.40 (0.75) 0.57 0.12 0.25
SS 0.46 0.07 -0.15 -0.46 -0.27 0.67 (0.82) 0.67 0.10 0.21

Note : The figures in the parentheses indicate the square root of AVE of the study constructs.

MSV=Maximum Share Variance,

Hypotheses Testing

This study used SEM (structural equation
model) to test those hypotheses we explored. Table 3
shows the result of path coefficients, STDEV, and T-
Values (absolute value). Table 3 shows that job
demand positively affected job satisfaction (JS),

ASV= Average Share Variance.

where the causal coefficient =0.05, p>0.10, and H1
was rejected. This result does not accord with what
Hackman & Lawler (1971) ever found. They justified
that correctional officers perceive a certain level of job
control; they should learn how to control jobs through
trial and error and achieve correctional organization
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goals, finally improve their job satisfaction. But those
arguments are not verified in this study. Maybe one of
the reason is that militarized management requirement
from the correction authorities does not delegate much
job control to correctional officers.

Job demand was divided into three sub-
constructs in this study, and they are monitoring
demand, operational demand, and organizational
demand. The means of monitoring demand,
operational demand, and organizational demand are
5.87, 5.64, and 4.50, all larger than job control's 3.11.
Correctional officers' perception of job control is
lower than their perception of job demand perception
in Taiwan, which will further decrease correctional
officers' job satisfaction. The causal coefficient
between monitoring demand and job satisfaction was
-0.11, p<0.10; the -causal -coefficient between
operational demand and JS was -0.10, p<0.05; the
causal coefficient between organizational demand and
JSwas -0.17, p<0.01, and H2 was fully accepted. This
result accords with what Karasek and Theorell (1990)
ever found: when job demands increase, correctional
officers will be awakened on a psychological level
and begin to confront challenges. If correctional
officers were not given high decision latitude of
decision-making, the negative effects of job demands
would continue to exist. When correctional officers
experience high-level job demand and operate under a
rigid system of organizations that limits the
development and response of correctional officers,
their job satisfaction will decrease.

The means of social support is 4.37, which is
also larger than job control's 3.11 in this study. The
causal coefficient between social support and JS was
0.48, p<0.01, and H4 was accepted. As what

Kirmeyer and Lin (1987) and Kopelman et al. (1990)
ever found, correctional officers perceive supervisors'
care, and when socioemotional support is provided,
they will enhance correctional officers' job
satisfaction. Social support provides correctional
officers emotional caring, empathy, practical
assistance, informal support, and appraisal, which
further increase correctional officers' job satisfaction.

The causal coefficient between occupational
stress and JS was -0.19, p<0.01, and H4 was accepted.
As what Finn (2000), Lambert (2004) and Lambert et
al. (2007) ever found occupational stress negatively
influences job satisfaction of correctional officers.
From a psychological and emotional perspective,
occupational stress makes correctional  officers
nervous, tired, and irritated, excited and depressed
(Lambert et al. 2006, Obidoa et al., 2011). Morgan
(2009) discovered that correctional officers always
had the problem of heart diseases, poor blood
circulation, high blood pressure, teeth grinding which
were connected to symptoms of low job satisfaction
(Landsbergis, 1988; De Jonge et al., 1996).

The causal coefficient between gender (female)
and OS was 0.14, p<0.05, and H5 was accepted. As
Lambert, Edwards, Camp, & Saylor ever found
Lambert et al. (2005), female correctional officers
have lower burnout and turnover ratio. However, they
have a relatively higher rate of absenteeism. Savicki et
al. (2003) also found that female correctional officers
experience more harassment, which is then converted
to different levels of burnout and stress. In this male-
dominated and high-level stress industry, female
correctional was justified having higher occupational
stress than male.

Table 3. Path Coefficients (Coefficients, STDEV, T-Values)

- Standard T Statistics
Causal Path Coefficients Deviation (Absolute Valug)
Job Control -> Job Satisfaction 0.06 0.05 1.14
Monitoring Demand -> Job Satisfaction -0.11* 0.06 1.73
Operational Demand -> Job Satisfaction -0.09** 0.04 2.02
Organizational Demand -> Job Satisfaction -0.17%** 0.06 3.00
Social Support -> Job Satisfaction 0.49*** 0.06 8.25
Occupational stress -> Job Satisfaction -0.20%** 0.06 3.42
Female -> Occupational stress 0.14** 0.06 2.43

Note: *, **, *** represent statistically significant at p<0.10, p<0.05 and p<0.01, respectively.

Direct and Indirect Effect

This study used the Mediation Procedure macro to
compute the direct and indirect effect of gender on job
satisfaction. The procedures and recommendations

outlined by Hayes (2013) to test direct and indirect
effects were used to examine the mediation models in
this study. The gender dummy variable: female was
positively influenced occupational stress; the causal
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coefficient was 1.76, p=0.017<0.05. When job
satisfaction as an outcome Vvariable, occupational
stress's causal coefficient was -0.484(p=0.000) and the
female’s causal coefficient was -1.726 (p=0.058<0.10).
Total effect of gender(female) on job satisfaction was -
2578, p=0.008<0.01, direct effect of female on job
satisfaction was -1.726, p=0.058<0.10, indirect effect of
female on job satisfaction was -0.852, confidence
interval ranged from -1.7249 to -.2029. Confidence
intervals that do not include the value of zero are

Table 4. Summary of hypotheses testing results

considered statistically significant at p < .05. The
normal theory tests for indirect effect was that Z value
was -2.233(p=.025), which made sure that occupational
stress partially mediates the relationship between
gender and job satisfaction. Correctional officers'
occupational stress mediates the relationship between
gender and job satisfaction. The table of summary of
hypotheses testing results in this study is presented
below.

Hypotheses Model Path Path Coefficient Accept or Reject
H1 JC->JS 0.06 Reject
H2 MD -> JS -0.11* Accept
H3 oD ->JS -0.09%* Accept
H3 ODE ->JS -0.17%** Accept
H3 SS->JS 0.49%** Accept
H4 0S->JS -0.20%** Accept
HS Female -> OS 0.14%* Accept

Note: *, **, *** represent statistically significant at p<0.10, p<0.05 and p<0.01, respectively.

DISCUSSION AND CONCLUSION

This study justified that correctional officers' job
demand negatively influence their job satisfaction, sub-
constructs of job demand including monitoring
demand, operational demand and organizational
demand all negatively affect job satisfaction.
Correctional officers always face a high level of job
demand (including monitoring, operational and
organizational demand), if they are not given high
decision latitude of decision-making, their job
satisfaction will decrease. Karasek (1979) had pointed
out that job demands are not necessarily harmful, but
when job control is low. This study made sure that
mean of job control was less than monitoring,
operational and organizational demand. Job demand
indeed negatively influences job satisfaction. Job
Demands-Control-Support model had verified that
when job demand is high, and job control and social
support is low, psychological stress will be generated,
then reduced correctional officers' job satisfaction.
Supervisor at correctional organization needs to provide
a lot of social support and job control to correctional
officers, which may increase their perception of job
satisfaction.

The relationship between correctional officers'
social support and job satisfaction was confirmed in this

study. Correctional officers' job satisfaction would
increase while they perceive supervisors' care and
socioemotional support was provided. Providing
correctional officers with emotional caring, empathy,
practical assistance, informal support and appraisal
were considered to effectively increase correctional
officers' job satisfaction perception.

The negative relationship between occupational
stress and job satisfaction was confirmed in this study.
Occupational  stress makes correctional  officers
nervous, tired, irritated, excited, and depressed.
Correctional officers have always been considered to be
a high-stress professional, and they face hostility,
disrespect, isolation, and confinement in their work
environment. Compare to general public servants, and
correctional officers indeed perceive a higher level of
psychological stress, depression, and frustration.
Especially the development of militarized management,
shift-based working hours, and unfavorable impression
of the public toward correction units in correction
organization all increase correctional officers'
occupational stress, then further decrease their job
satisfaction. This problem would be retarded when
supervisors give a lot of job control and social support
to correctional officers.
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Female correctional officers were confirmed
having higher occupational stress than male officers in
this study. In the male-dominated and high-level stress
industry, female indeed face more harassment, burnout,
and stress. Although female correctional officers had
developed a related strategy to cope with their work
environment, they still need to face the problem of
hostility, disrespect, isolation, and confinement as male
correctional officers do. All the job environment in
correction organization still increase their occupational
stress.

This study also used the mediation procedure to
compute the direct and indirect effect of gender on job
satisfaction and finally made sure that correctional
officers' occupational stress partially mediates the
relationship between gender and job satisfaction.
Female correctional officers feel more occupational
stress than male correctional officers do, then the
occupational stress would further decrease their job
satisfaction. Supervisor at correctional organization
needs to take care and give more social support to
female correctional officers.

On the methodology, this study had successfully
controlled the Common Method Variance (CMV)
which was seldom done well in the research field of
public administration in Taiwan. This study also used
confirmatory factor analysis (CFA) to check scale
validity and reliability which was considered one of the
precise ways in research of management and
organization science. Finally, we used SEM (structural
equation model) to test those hypotheses explored
which were also considered an appropriate method to
analyze causal relationships.

POLICY RECOMMENDATION
For government agencies, reducing the
monitoring,  operational, and  organizational

requirements of correctional officers, and giving them
more work autonomy, can improve correctional
officers’ job satisfaction. In the past, the personnel
management of the correction unit always started with
the purpose of monitoring, which inevitably caused the
correctional officer's work pressure. In addition, if the
supervisor gives more care and rewards to the
subordinates, it can also improve correctional officers'
job satisfaction.

The work of the correction unit has always been
considered as a high-pressure position, and correctional

officers are faced with significant work pressure, which
reduces their job satisfaction perception. Correction
units and supervisors must be aware of the work
pressure of the subordinates. The working environment
is different from that of ordinary public servants and
must be given more attention and care. For militarized
management, it should be supplemented by
transformational leadership. Avoid working too long,
which results in increased work pressure.

For a female correctional officer, the workplace
hostility, isolation, and disrespect of corrective work
have increased their work pressure. Executive
supervisors should pay attention to the work pressure of
female employees, give more social support, which can
reduce female correctional officer's work pressure, and
minimize their family and work conflicts which were
caused by long working time.
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