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Abstract: Direct support professionals (DSPs) play a vital role in supporting and sustaining the life
qualities of individuals with developmental disabilities (DDs). The occupation is often challenging
due to a multitude of workplace deficiencies and certain challenging behaviors associated with DDs.
The demanding nature of job duties can cause compromised job satisfaction in DSPs, which in turn
potentially undermines the quality of care they provide to individuals with DDs. The literature is
limited addressing how psychosocial factors relate to job satisfaction specifically in DSPs. The present
study examined self-efficacy as a psychosocial correlate for job satisfaction in DSPs and how one’s
disposition for perspective-taking functioned as a moderator for the relationship between self-efficacy
and job satisfaction. A sample of 133 DSPs responded to self-report measures for self-efficacy, job
satisfaction, and perspective-taking. The results of multivariate regression indicated a positive
relation between self-efficacy and intrinsic job satisfaction in DSPs, and the relation strengthened as
the level of perspective-taking increased, suggesting a moderating role of perspective-taking in DSPs.
The findings provide insights for targeting psychosocial correlates as an important element in training
programs aimed at improving intrinsic satisfaction in DSPs.
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1. Introduction

Direct support professionals (DSPs) are professionals who provide support for the safety and
daily functioning of individuals with disabilities [1]. Quality and reliable support from DSPs also
enables possibilities for families of individuals with disabilities to carry out everyday tasks and gain
respite from the demanding caregiving responsibilities. For individuals with severe developmental
disabilities (DDs), particularly those who have the need to reside in long-term care community facilities
due to significant impairments, residential DSPs play a vital role in sustaining and improving life
qualities for individuals with DDs and their families.

Providing quality services for individuals with DDs can often bring about positive and rewarding
experiences to DSPs, much like those following prosocial actions and often involving a sense of
fulfillment and empowerment [2]. As well as this, the vast amount of time that DSPs spend supporting
those individuals with DDs gives DSPs a unique lens of perspective into the lives of such individuals [3]
and makes DSPs feel connected to those with DDs and even more intrinsically motivated to provide
support and services. However, providing quality care for individuals with DDs is often trying and
vexing due to an array of challenging behaviors exhibited by the individuals with DDs and numerous
undesirable workplace conditions for DSPs, including low wages, lack of paid time off, lack of sufficient
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professional training, and poor access to health insurance and other benefits [1,3]. All these challenging
factors have direct relevance to workers’ reports of stress, poor health, burnout, and intention to
resign [3,4], as well as a range of workforce issues, including staff’s frequent absenteeism, high turnover
rate, insufficient number of workers, insufficient training and professional development, high rates of
physical injury, isolation from other workers and supervisors, etc. [1,3,4]. The average wage for DSPs
who work full time is below the federal poverty level for a family of four [3,5]. Some organizations
provide health insurance and paid time off to full time DSPs, but not all; part time DSPs typically do
not get any benefits [3]. It is common for DSPs to work one (or even two) jobs in order to pay bills and
make ends meet. The perpetually low wages and limited benefits that accompany the DSP profession
ultimately makes it difficult for organizations to recruit and retain DSPs. With at least five million
Americans with DDs [6,7] who need well-trained and skilled DSPs to provide quality services, there
has been a crisis faced by the long-term services and support workforce that has had direct impacts on
individuals with DDs, their families, their communities, and even the U.S. economy [3].

In addition to pushing for governmental policies and efforts at the local, state, or federal
level to find solutions for the DSP workforce crisis, it is also important to identify and understand
the psychosocial dispositional correlates that empower a direct support worker’s professional identities,
general competence, and job satisfaction. Focusing on strengthening and fostering the psychosocial
correlates that potentially strengthen DSPs’ sense of fulfillment and gratification would enthuse DSPs
connections to the individuals they serve on a day-to-day basis and further motivate DSPs to actively
engage in the services they provide. In contrast, DSPs who are less satisfied with their occupation
would feel less motivated or energized and in turn may provide lower quality care for individuals
with developmental disabilities. Thus, strengthening individual dispositional factors may prove to be
beneficial to the worker’s job satisfaction and well-being, which, in turn, should yield more efficient,
high-quality, and long-term care for individuals with DDs [8-10].

The existing literature on the psychosocial correlates for job satisfaction in DSPs specifically is
limited; however, studies conducted on healthcare professionals, specifically healthcare professionals
and staff of homes for the elderly and individuals with needs, have examined the psychosocial correlates
for job satisfaction [11-17], suggesting the relevance of psychological correlates to job satisfaction
in populations that provide long-term care to individuals with needs. The purpose of this study was
to examine how these two socio-cognitive correlates—self-efficacy and perspective-taking—jointly
related to job satisfaction in DSPs and if there was an interaction effect of the two correlates on job
satisfaction. The findings may shed light on training programs aimed at improving direct support
workers’ sense of job satisfaction derived from their daily challenging work tasks.

7

1.1. Job Satisfaction

A general sense of job satisfaction is the contentment that an individual perceives from carrying
out a job at the workplace [12-14]. A sense of satisfaction at work has been found to be associated with
subjective well-being and general life satisfaction [9-15]; thus, a sense of job satisfaction has ramifications
for overall functioning and the quality of service offered by DSPs. Two components comprise a general
sense of job satisfaction—namely, intrinsic job satisfaction and extrinsic job satisfaction. Intrinsic
job satisfaction involves an individual’s subjective sense of accomplishment and fulfilment with
the performed job tasks [11-15]. A multitude of factors affect an individual’s intrinsic job satisfaction,
including personal responsibility, self-directedness, the development of skills, and perceived triumph
and achievement. Extrinsic job satisfaction is an individual’s perception and feelings about various
aspects of their work situation that are external to the job tasks themselves [11-15], including a company’s
policies, relations with supervisors, security, benefits, compensation, and hierarchical company models,
etc. In the context of the work situations of DSPs, however, the competence in socio-cognitive reasoning
(the process that involves reasoning about social situations and interactions) that potentially facilitates
direct support workers’ appraisal and perception of their job satisfaction has not been addressed
in the literature. However, as mentioned previously, studies have been conducted in other professions
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such as healthcare and long-term caregiving for the elderly on the associations between work conditions,
socio-cognitive reasoning, and job satisfaction [10-17]. The findings in other populations, although not
able to be applied directly to this study, point to the importance of providing insights for the DSPs on
how relevant socio-cognitive processes are involved in their appraisals about themselves in relation to
the individuals they serve, their employers, co-workers, work place conditions, and their own personal
aptitudes and resources. This information may aid DSPs in accurately framing their perceived sense of
job satisfaction despite objectively stressful and demanding job situations.

1.2. Self-Efficacy

The current study examines self-efficacy as a psychosocial correlate for job satisfaction in DSPs
due to its feature of inter-subjective reasoning (i.e., reasoning about self and others). Perceived
self-efficacy is a person’s belief in their ability to effectively exert control over challenging situations
and achieve desired goals, which often results from experiencing task mastery and receiving positive
feedback from others for completing task requirements [18,19]. Research has indicated that self-efficacy
is a positive correlate of psychological well-being and job performance [17,20-23]. High levels of
self-efficacy suggest a positive sense of self, and high degrees of commitment to responsibilities and are
associated with better competence in solving problems and adjusting to one’s environment [18,19,21-23].
Individuals with high self-efficacy welcome challenges, are interested in learning, are more resilient to
difficulties, and are more likely to achieve the goals they set for themselves [18,19,21-23]. Contrarily,
low self-efficacy is associated with low self-confidence, negative views of oneself, and the inability
to meet goals. Since caring for individuals with DDs and helping them with their daily functioning
can often be accompanied with challenges and difficulties, it follows that DSPs with high levels of
self-efficacy would be better equipped to deal with their job demands. Therefore, self-efficacy may
prove to be a supporting factor for DSPs’ job satisfaction.

1.3. Perspective-Taking

Another psychosocial correlate of interest that also implicates the inter-subjective reasoning process
(reasoning about self and others) and thus may be relevant to DSPs’ job satisfaction is perspective-taking.
Perspective-taking involves entering into the perspectives of another person and objectively perceiving
the person’s experiences [24]. This process of putting oneself in someone else’s shoes—i.e., reasoning
about another person’s perspectives and vicariously experiencing another’s circumstances—has been
conceptualized as the cognitive component of empathy [24]. Research has indicated that the propensity
for perspective-taking is one of the most important personality dispositions that support human service
workers and healthcare professionals to overcome the demanding nature of job duties and feel rewarded
by serving individuals with needs [25-29]. It follows that DSPs who understand the perspectives of
the individuals they are serving are likely to offer help and care that address the individuals” specific
needs and are more likely to report positive affect and higher levels of well-being. They are also more
likely to report feeling satisfied with their jobs and experience less burnout.

Although both self-efficacy and perspective-taking involve socio-cognitive reasoning about the self
and others and are relevant to job satisfaction, the literature has yet to describe how these two processes
relate to job satisfaction in DSPs. Further, if both are related to job satisfaction in DSPs, how self-efficacy
and perspective-taking work in concert to relate to job satisfaction may shed light on the potential
implications for improving job satisfaction. To our knowledge, there have not been reports on whether
the two correlates show interaction effects on job satisfaction in DSPs.

1.4. The Present Study

The purpose of this study was to identify possible psychosocial correlates that supported DSPs
in effectively performing their job and therefore achieving job satisfaction. We sought to examine
the roles self-efficacy and perspective-taking played in the prediction for job satisfaction in DSPs.
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Based on the reviewed literature, we hypothesized that higher scores in self-efficacy would relate
to DSPs feeling more gratified about their job in the aspects of intrinsic, extrinsic, and overall sense
of satisfaction. Additionally, we predicted that a greater propensity for perspective-taking reported
by the DSPs would relate to higher levels of job satisfaction. Due to the limited information on
how self-efficacy and perspective-taking jointly relate to job satisfaction in DSPs, the examination for
the potential interaction effect in this study was primarily exploratory. Here, we consider the relations
of these study variables in light of the Conservation of Resources Theory (COR) [30,31]. The COR
posits that both the objective and individually perceived circumstances need to be integrated when
considering the process of conserving available resources to maximize the goal-directed outcomes.
Given the stressful nature of the circumstances and experiences commonly shared by a large number
of DSPs, one’s belief in the ability to effectively handle challenging situations (i.e., self-efficacy) and
the competency in accurately appraising the self in relation to the objective and common demands
(i.e., perspective-taking) can be deemed as valuable resources [32,33]. The theoretical perspective
of the COR is relevant for conceptualizing the relations of the two psychosocial correlates and job
satisfaction in DSPs, because the two correlates involve cognitive appraisals relative to the group and
broad-based common perceptions of the environmental demands generally facing DSPs. In light of this
perspective, we hypothesized that the two resources are both vital to successful coping and desirable
outcomes within the working environment, and self-efficacy and perspective-taking would interact
and mutually enhance the functions of each other to contribute to job satisfaction.

2. Materials and Methods

2.1. Participants and Procedure

A sample of 133 DSPs were recruited from a governmental supported services center located
in a moderately small-sized town in the southern USA. The center serves approximately 600 individuals
with developmental disabilities (DDs) residing in a group home type of setting within the center.
The disabilities in the individuals being served include autism spectrum disorder, cerebral palsy,
intellectual disability, Fragile X Syndrome, Down syndrome, etc., with varying degrees of severity
and comorbid medical conditions. The center employs around 500 DSPs who work 12 h-shifts
in two-day increments. The DSPs were the people with whom the individuals with DDs had the most
contact, although for each individual there was an interdisciplinary team consisting of a psychologist,
a psychiatrist, a physician, nurses, assistants to a psychologist, and a caseworker.

The inclusion criteria for DSPs to participate in this study included (1) being employed at the center
at the time when the study was being conducted, (2) working at least 3 shifts per week, and (3) having
been employed for at least two months at the center. The exclusion criteria included (1) being out
of client care, or (2) still being in the staff training process as being newly hired DSPs. When a DSP
is “out of client care”, the DSP is being investigated due to complaints filed by an individual with
DDs, a family member, or a coworker at the center. The study was approved by the Institutional
Review Board at the researchers’ institution as well as the Human Rights Committee at the center.
All the participants provided their consent before responding to the survey.

Table 1 summarizes the demographic characteristics of the sample. The ages of the DSPs in this
study ranged from 20 to 65, with a mean of 35.03 years old (SD = 11.68). The sample was comprised
of 78% females (n = 103) and 22% males (n = 30). On average, the DSPs had been working at
the center for nearly 4 years (M = 3.84, SD = 1.35). Of the DSPs that participated in the study, 73%
were African American (n = 97); 17% were European American/Caucasian (n = 23); and less than
1% of the participants were Asian/Pacific Islander (1 = 1), American Indian (n = 4), or other (n = 7).
For approximately 98% of the sample, the highest degree of education they had completed was
high school.
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Table 1. Characteristics of direct support professionals in the current study (N = 133).

Demographics of Direct Support Professionals n (%)
Mean age (SD): 35.03 (11.68) o7 (24)
20-25
21 (19)
26-30
17 (15)
31-35
16 (14)
36-40
18 (16)
41-50
10 )
51-60 3 3)
61+
Gender 103 (78)
Female 30 (22)
Male
' Ethnicity ' 97 (74)
African American
. . 23 (17)
European American/Caucasian
. o 1 1)
Asian/Pacific Islander
; . 4 ®)
American Indian 7 5)
Other
Length of employment
12 ©)
Less than 6 months 9 )
Six months to one year
29 (23)
One year to three years 16 (13)
Three years to five years 62 (48)

Five years or more

2.2. Measures

2.2.1. The Minnesota Satisfaction Questionnaire Short Form

The Minnesota Satisfaction Questionnaire (MSQ) Short Form [34] is a 20-item measure assessing
an employee’s satisfaction with his or her job. The MSQ Short Form includes three subscales:
the intrinsic satisfaction (12 items), the extrinsic satisfaction (6 items), and the general satisfaction
(20 items). There is a lead-in question for each of the items: “Ask yourself: How satisfied am I with this
aspect of my job?” Each item states one particular aspect of the participant’s job. An exemplar item
from the intrinsic subscale is, “The chance to do things for other people”; an exemplar from the extrinsic
subscale is, “The chances for advancement on this job”. An exemplar item from the intrinsic subscale
is, “being able to keep busy all the time”; an exemplar from the Extrinsic subscale is, “The way my
boss handles his/her workers”. Participants rate each item on a 5-point Likert scale ranging from 1
(very dissatisfied), 2 (dissatisfied), 3 (neutral), 4 (satisfied), to 5 (very satisfied). The subscales scores
were tallied by summing the item scores within the subscales; the score on general satisfaction was
the sum of all the items of the MSQ. According to Weiss et al. [34], the reliability coefficients for
the intrinsic satisfaction subscale ranged from 0.84 to 0.92, the extrinsic satisfaction subscale from 0.77
to 0.82, and the general satisfaction subscale from 0.87 to 0.92. For the present study, Cronbach’s alpha
was 0.92 for the intrinsic satisfaction subscale, 0.89 for the extrinsic satisfaction subscale, and 0.95 for
the general satisfaction subscale.

2.2.2. The General Self-Efficacy Scale

The General Self-Efficacy Scale (GSE) [35] is a 10-item scale that measures a general sense of
perceived self-efficacy. The scale aims to predict coping with daily hassles and adaptation after
experiencing stressful life events. An exemplar item from the GSE is, “I can always manage to solve
difficult problems if I try hard enough”. Participants respond to questionnaire items on a four-point
Likert-type scale, ranging from 1 (not at all true) to 4 (exactly true), indicating the extent to which they
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agree with the statement. The total score of the measure is tallied by tallying the sum of all the items,
which ranges from 10 to 40, with higher scores indicating higher levels of self-efficacy. The Cronbach’s
alpha for the GSE ranged from 0.76 to 0.90, according to Schwarzer and Jerusalem [35]. For the present
study, the Cronbach’s alpha was 0.93.

2.2.3. Interpersonal Reactivity Index

The Interpersonal Reactivity Index [24] is a self-report questionnaire that consists of four 7-item
subscales, including perspective-taking (PT), fantasy, empathic concern, and personal distress. For the
purpose of this study, only the PT subscale was used in the analyses. The perspective-taking (PT) scale
measures the cognitive tendency for adopting the psychological perspective of others. An exemplary
item for the PT subscale is, “I try to look at everybody’s side of a disagreement before I make a decision”.
Participants responded to the seven items on a five-point Likert scale, ranging from 0 (does not describe
me well) to 4 (describes me very well). The rating scores were summed to provide the score for
the measure of perspective-taking. According to Davis [24], Cronbach’s alpha for the PT subscale
was 0.71 for males and 0.75 for females. For the present study, the Cronbach’s alpha was 0.70 for
the PT subscale.

2.3. Data Analysis

The measures of central tendency and variability of the main study variables (self-efficacy,
perspective-taking, and three aspects of job satisfaction) were summarized using descriptive statistics.
The demographic variables were examined for their associations with the main study variables.
Between subjects t-tests were performed to examine gender differences in the main study variables.
The relations among the main study variables were first examined by a bivariate correlation analysis.
Based on the results of the bi-variate correlational analysis, separate regression analyses were performed
to explore how self-efficacy and perspective-taking jointly related to three aspects of job satisfaction
and whether there was an interaction effect between self-efficacy and perspective-taking in the three
aspects of job satisfaction.

3. Results

3.1. Descriptive Statistics and Correlations

For general job satisfaction measured by the MSQ, the average score for general satisfaction
in the current DSPs sample was 69.1 (SD = 17.17). The mean score for intrinsic satisfaction was 42.27
(5D =10.16), and that for extrinsic was 19.92 (SD = 6.01). According to the reported norms of a reference
sample comprised of janitors and maintenance men in the MSQ’s scoring manual [34], the average for
general satisfaction was 78.01 (SD = 11.51), intrinsic satisfaction 49.03 (SD = 6.91), and extrinsic 20.99
(SD = 4.86). Thus, the current sample scored lower in general, intrinsic, and extrinsic job satisfaction
compared to the reference reported by Weiss et al. [34]. The average score for the self-report self-efficacy
in the current sample was 31.49 (SD = 6.50). The mean self-efficacy score in the present sample was
close to the average self-efficacy score of 29.48 (SD = 5.13) reported by Schwarzer and Jerusalem [35].
The mean score for perspective-taking was 24.72 (SD = 5.49), which was also close to the mean score of
the reference sample reported by Davis [24].

Although not a focus of this research (the sample was comprised predominantly of female DSPs),
gender differences were observed only in the variable of self-efficacy. Female DSPs reported lower
levels of self-efficacy compared to their male co-workers, #(72) = —3.15, p = 0.002. All the other
demographic variables were not related to the job satisfaction. Thus, all the other demographic
variables were not included in further analyses.
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3.2. Correlations

Bi-variate correlation analysis indicated that the self-efficacy in DSPs was positively correlated
with general job satisfaction, » = 0.39, p < 0.001; intrinsic job satisfaction, r = 0.43, p < 0.001; and extrinsic
job satisfaction, r = 0.31, p = 0.004. Self-efficacy and perspective-taking in DSPs were also positively
correlated, r = 0.45, p = < 0.0001. However, only intrinsic job satisfaction, but not extrinsic or general
job satisfaction, was correlated with perspective-taking, » = 0.22, p = 0.049.

3.3. Multiple Regression Analysis

To explore if perspective-taking would moderate the relation between self-efficacy and job
satisfaction in DSPs, a multiple regression analysis was performed. Three separate regression
models were tested with self-efficacy as the main predictor, job satisfaction (general, intrinsic,
and extrinsic, respectively) as the criterion variable for each of the three models, and perspective-taking
as the moderator. Because there were gender differences in the variable of self-efficacy, gender was
controlled in the regression models. The preliminary results showed that only the model predicting
intrinsic job satisfaction revealed statistical significance, F (3, 59) = 4.60, p = 0.006, R? adj = 0.15, with
self-efficacy showing a significant main effect on intrinsic job satisfaction, b = 0.35, SE = 0.12, t = 3.08,
p = 0.003. Because the models for general and extrinsic job satisfaction did not reveal statistical
significance, the further moderation analysis thus only focused on intrinsic job satisfaction.

A further regression analysis adding the cross-product of self-efficacy and perspective-taking to
the model indicated a significant interaction effect on intrinsic satisfaction, b = 0.21, SE = 0.09, t = 2.33,
p=0.024, F (4,58) =5.07, p = 0.001, Rzad]- = 0.21 (Table 2), suggesting that perspective-taking moderated
the relation between self-efficacy and intrinsic satisfaction. Figure 1 summarizes this interaction,
showing the prediction for intrinsic satisfaction from three levels of self-efficacy (-15SD, mean, +15D)
at three levels of perspective-taking (—15D, mean, +1SD). Subsequent simple slope tests indicated
that the association of self-efficacy with intrinsic satisfaction varied by levels of perspective-taking,
such that higher levels of perspective-taking were associated with stronger links between self-efficacy
and intrinsic satisfaction. The findings suggested that a general proclivity for perspective-taking
when witnessing others in plight would reinforce the association between self-efficacy and intrinsic
job satisfaction.
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Table 2. Results of a multiple regression analysis for the prediction of intrinsic satisfaction (N = 133).

Predictors Estimate b(SE) t Ratio p Level Model
Intercept —0.34 (0.50) -0.69 0.496
GSE —-0.35(0.12) 3.08 0.003 F (4,58) =5.07
Criterion Perspective-Taking (IRI-PT) —0.04 (0.13) 0.33 0.742
Gender —0.23 (0.28) 0.85 0.399 Rzgdj= 0.21, p = 0.001
(GSE) x (IRI-PT) 0.21 (0.09) 2.33 0.024

Note. All the variables were standardized. (GSE) x (IRI-PT) = cross-product of General Self-Efficacy (GSE) and Perspective-Taking (IRI-PT, measured by the subscale of Perspective-Taking
of the Interpersonal Reactivity Index).
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Figure 1. Prediction for intrinsic job satisfaction from three levels of general self-efficacy (—15D, mean, +15D) at three levels of perspective-taking (-15D, mean, +15D)
and the effect of the interaction between general self-efficacy and perspective-taking (measured by the subscale of Perspective Taking of the Interpersonal Reactivity
Index, IRI-PT) predicting intrinsic job satisfaction. All the variables were standardized. Gender was controlled. Values on the Y-axis are Z scores.
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4. Discussion

The purpose of the present study was to examine how individual differences in general self-efficacy
and perspective-taking related to job satisfaction in DSPs. As well as this, the study examined
if self-efficacy and perspective-taking exhibited an interaction effect on the job satisfaction reported by
DSPs. The information is important to forging training programs that not only promote technical job
skills but also empower DSPs to achieve a sense of satisfaction from their job tasks, which in turn may
benefit quality care for individuals with DDs.

4.1. Sample Characteristics

The majority of the DSPs in the current sample were females, and a large percentage of DSPs were
African American. With a few participants being older than 60, the DSPs were within the age range
of 20 to 50. Nearly half of the participants had worked at the facility for over five years, which was
relatively long compared to the high turnover rate and short tenure that are typical among the DSP
workforce. It has been reported that, on average, less than 40% of DSPs are employed longer than
36 months [1,3], although information on the population demographics from a nationally representative
sample has not yet been established [36]. This surprising result from the current sample could likely be
explained by several factors. First, the governmental supported services center from which the current
sample of DSPs were recruited is a state-run facility that offers state employee benefits, including
retirement plans. Although the job is demanding and taxing, the incentive of a good retirement and
benefits package might have motivated DSPs to be employed long-term at the facility. Additionally,
it is a very large facility located in a fairly small town; thus, a lack of other employment opportunities
in the area might also have contributed to the longer duration of employment in the current sample.
Further, many DSPs had family members that also worked or had worked at the facility as DSPs.
The familiarity of the working environment and climate might have contributed to the long employment
in the participants.

Despite the employee benefits and a convenient and familiar working environment, DSPs
in the current sample reported generally low levels of intrinsic, extrinsic, and general job satisfaction.
For this reason, the length of the employment in the current sample did not reflect the levels of job
satisfaction reported by the DSPs. Many issues in the direct support workforce might have negatively
affected job satisfaction. DSPs have laborious and taxing job duties while caring for individuals with
DDs who often need a significant amount of assistance and may display a variety of challenging
behaviors, including self-injury [37], aggression [38], and difficulty communicating [39]. In addition,
DSPs face many negative work experiences such as insufficient professional training, low pay,
and understaffing issues [1,2,6,10,40]. Thus, there have been extensive reports of stress, negative health
outcomes, burnout, and intention to resign, reflecting widespread job dissatisfaction [5,6,16,40-43].

4.2. Correlates for Job Satisfaction

The findings supported previous reports indicating that high levels of self-efficacy were associated
with the sense of satisfaction with job [8,23,44]. Indeed, individuals with high levels of self-efficacy
hold positive cognitive representations of the self and a sense of control over challenging situations;
thus, they are less likely to feel stressed and overwhelmed, and are more likely to attain goals and
achieve a sense of satisfaction about their lives and professions [8,16,17,20,22,45].

As well as this, the current results supported prior findings on the association of perspective-taking
and job-related outcomes [25-28,46-48]. A propensity for taking the perspectives of others in need
might have facilitated DSPs to cognitively understand the circumstances and needs of the individuals
they were serving, which aided DSPs in offering care that addressed the individuals’ needs and
in the regulation of distressing emotions due to the straining demands of the job tasks. In this way,
DSPs who sought to understand the plight of the individuals they cared for were likely to receive
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positive feedback from the individuals they served and this indirectly enhanced the sense of reward
and satisfaction from their service work.

As shown in the current sample, such experiences would plausibly be more relevant to the intrinsic,
but not extrinsic, aspect of job satisfaction, because intrinsic job satisfaction involved one’s subjective
perception of delight, aptitude, and professional growth associated with daily task demands, while
extrinsic job satisfaction involved appraisals of factors external to the job tasks themselves [12-15].
The findings suggested that, compared to the extrinsic aspect, the intrinsic aspect of job satisfaction
was a more immediate job variable that is associated with perspective-taking.

Although the literature has yet to thoroughly establish the relation between self-efficacy and
perspective-taking, the current results indicated that self-efficacy and perspective-taking were positively
related to each other. Self-efficacy is implicated with the belief in one’s own ability to effectively
handle challenging circumstances, and such confidence in the self can be augmented by the skills
of objectively and accurately perceiving the self in relation to others and the context—the process
at the core of perspective-taking. The positive association pointed to the common underlying process
of socio-cognitive reasoning about the self and others shared by self-efficacy and perspective-taking.
Our findings added to the gap in the literature, addressing the relation between the two psychosocial
correlates specifically in the population of DSPs. The findings also provided support for viewing
self-efficacy and perspective-taking as personal resources that can be conducive to outcomes in a work
environment, as posited by the conservation of resources perspective [30,31].

4.3. Interaction between the Two Psychosocial Correlates

Given that self-efficacy, perspective-taking, and intrinsic job satisfaction were mutually
associated with one another, this study explored if there was an interaction effect between the two
correlates—general self-efficacy and perspective-taking—on intrinsic job satisfaction. In light of
the Conservation of Resources theory (COR) [30,31], we expected to find that self-efficacy and
perspective-taking—two valuable psychosocial resources within the broad and objective context of
challenging work circumstances—would augment each other and contribute to DSPs’ perception of
job satisfaction. As predicted, the results of the multiple regression analysis revealed a significant
interaction between self-efficacy and perspective-taking for the prediction of intrinsic job satisfaction.
Specifically, as perspective-taking increased, the association between general self-efficacy and intrinsic
satisfaction strengthened, suggesting a moderating role of perspective-taking. The findings suggested
that self-efficacy and perspective-taking might complement each other in the process involved
in reasoning about the self and others and in relation to a broad, shared environmental demands facing
DSPs. A proclivity for perspective-taking when witnessing others in needs would facilitate DSPs to
provide services that addressed the needs of individuals they served and support emotional regulation
in DSPs when facing daily challenges of their service work, which, as discussed previously, had direct
relevance for a sense of intrinsic job satisfaction. Additionally, as discussed previously, the competence
in perspective-taking also provided DSPs with the tools to be aware of one” own task efficiency and
accomplishment, such that a sense of efficacy could be framed in a fair and objective light in relation
to group and broad-based perceptions of DSPs’ roles. Indeed, self-efficacy and perspective-taking
appeared to be beneficial resources and important components that worked in concert to enhance
the subjective appraisal of self-actualization and self-accomplishment derived from the daily job tasks
of DPSs. Based on the theoretical perspective of Hobfoll’'s COR [30,31], the two psychosocial correlates
need to be examined not merely as subjective personal characteristics but rather as key resource
components in relation to the objective and commonly perceived. Therefore, it would be advantageous
to highlight the importance of both self-efficacy and perspective-taking in job trainings that address
the objective and broad perceptions of job demands facing DSPs in hopes of increasing their perceived
levels of intrinsic job satisfaction.
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5. Limitations and Future Directions

Certain limitations in the present study warrant precautions warrant precautions when trying to
generalize the findings to a greater population of DSPs. The primary limitation concerns the utilization
of a cross-sectional design in the present study, which is inherently limited in determining the directions
of the associations between the study variables. For example, the current data could not determine
if it was self-efficacy that predicated intrinsic job satisfaction, or if it was the perceived satisfaction
at work that led to a sense of control over work situations. Future research can benefit from adopting
longitudinal designs by gathering data at different time points to address the temporal relations
between study variables. Second, the sample size for the present study was relatively small and
the majority of participants were female DSPs, rendering limited information on male DSPs experiences.
Further, all the current sample of DSPs were recruited from the same facility with a unique climate
and culture, which might have limited the variabilities in study variables. For example, DSPs receive
fairly good benefits being employed by the state, which was not typical for DSPs working in other
settings [3]. To increase the generalizability of the findings, future research can improve by collecting
a larger sample from different facilities with more balanced composition of both female and male
DSPs. Additionally, the measures used in the study were self-report measures, which could undermine
the quality of data potentially due to social desirability. Future research can address this issue by
employing implicit measures and controlling social desirability.

Despite the limitations, the present study provided important information on the psychosocial
correlates that were important to job satisfaction in DSPs. The findings shed light on training programs
aimed to improve job satisfaction in DSPs, which in turn may contribute to the quality of care for
individuals with needs and solutions for the workforce issues of DSPs. In fact, research has outlined
that interventions aimed at training self-efficacy can support skill transfer from an instructional
to a work environment [48]. Approaches such as to strengthening logical verification and verbal
persuasion [49] and managing attributions for unsuccessful outcomes to unreliable resources and
causes [50] can be helpful to boost employees’ sense of self-efficacy. Research has also suggested
that enhancing perspective-taking serves as a means to stimulate job performance [51]. Training
programs can involve introducing and structuring circumstances for employees to directly interact
with clients served and providing guidance for employees to accurately and objectively process clients’
perspectives [47]. Job training for DSPs has been reported as insufficient and the need for improvement
has been enormous. One way that the training should be improved is by focusing on strengthening
and fostering greater senses of self-efficacy and perspective-taking in DSPs.

6. Conclusions

Adding to the scarce literature on psychosocial correlates for job satisfaction in the population
of DSPs, the present study examined self-efficacy and perspective-taking and their relation to job
satisfaction. The findings indicated that a general sense of self-efficacy was positively associated with
job satisfaction reported by DSPs, and the association between self-efficacy and intrinsic job satisfaction
was moderated by perspective-taking. The findings suggested that fostering perspective-taking
and enhancing self-efficacy in DSPs may prove to be beneficial in bolstering job satisfaction in DSPs.
Such psychosocial approaches to improving outcomes in job satisfaction may in turn improve the quality
of care for individuals with DDs and ultimately contribute to resolving the widespread DSP workforce
issues and the national public health crisis.
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