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Abstract 

 

Research on dirty work has generated divergent findings in relation to its impact 

on dirty workers. Findings from qualitative studies generally report positive self-

concepts of dirty workers while those from quantitative studies identify negative 

outcomes such as disidentification and withdrawal. Given that attitudes can exist at both 

conscious (explicit) and non-conscious (implicit) levels which are not always in sync, 

these inconsistent findings may suggest that implicit attitudes toward dirty work play a 

role. This study specifically examines how the discrepancy between implicit and 

explicit job satisfaction influences the impact of perceived work dirtiness on employees’ 

well-being, i.e., sleeping quality, with a sample of correctional officers in Macao.  

Furthermore, the relationship between perceived work dirtiness and depersonalization 

is explored, which may be mediated by sleep quality. The results support the 

hypothesized model except for the interaction with moral dirtiness. As expected, 

perceived work dirtiness is significantly and negatively related to sleep quality, and this 

relationship becomes stronger under the high discrepancy between implicit and explicit 

job satisfaction. Besides, sleep quality is a mediator between work dirtiness and 

depersonalization. Implications and limitations of these findings are discussed.  
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Chapter 1 Introduction 

 

1.1 Research background 

Many jobs are classified by a significant portion of society as somewhat dirty or 

tainted, such as garbage collectors, prison guards, etc. Given that dirty work is 

perceived as disgusting or degrading (Hughes, 1951), the ability of occupational 

members to construct positive identity seems to be threatened (Ashforth & Kreiner, 

1999; Grandy, 2008). There has been a considerable amount of research examining the 

work-related wellbeing of stigmatized job workers in a variety of occupational contexts.  

These studies largely focus on the psychological and behavioral aspects of how dirty 

workers construct positive identities and cope with stigma at work (Dick, 2005; Filteau, 

2015; Johnston & Hodge, 2014).  

Most of the previous qualitative studies on dirty work has suggested that dirty 

workers are able to cope with occupations that are perceived as tainted (Ashforth, 

Kreiner, Clark & Fugate, 2007), maintain a positive sense of self (Ashforth, Kreiner, 

Clark & Fugate, 2017; Hansen Löfstrand, Loftus & Loader, 2016), and manage the 

taints associated with their work (Bosmans, Mousaid, De Cuyper, Hardonk, Louckx & 

Vanroelen, 2016; Cassell & Bishop, 2014; Mavin & Grandy, 2013). Moreover, the 

stigma associated with the jobs fosters the development of strong occupational culture 

as well as defense mechanisms such as reframing dirty tasks as honorable, shifting the 

focus to the positive aspects of the job and moderating the impact of social perceptions 

of dirtiness (Ashforth & Kreiner, 1999). These practices allow dirty workers to derive 

satisfaction and pride from their work. Nevertheless, quantitative research studies on 

dirty work reveal different findings. For example, Lai, Lam, and Chan (2013) have 

found that employees who perceive moral dirtiness in their jobs are more likely not to 

identify with their occupations and their employing organizations, which results in 
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turnover intention. In addition to intention of quit, individuals who perceive work 

dirtiness may experience higher levels of occupational disidentification which is 

subsequently associated with higher job change intentions and withdrawal behaviors 

(Schaubroeck, Lam, Lai, Lennard, Peng, & Chan, 2018). Baran, Rogelberg, Carello 

Lopina, Allen, Spitzmüller and Bergman (2012) demonstrate how dirty work relates to 

higher level of strain and reluctance to discuss work which in turn influences work 

satisfaction. The inconsistency of findings between these qualitative and quantitative 

studies may imply the possibility of attitudinal discrepancies towards work-related 

wellbeing among dirty workers. One type of attitudinal discrepancies involves the 

inconsistency between implicit and explicit attitudes. Explicit attitudes are self-reported 

evaluations and controlled expressions, while implicit attitudes are non-conscious 

evaluations and uncontrolled activation. Individuals strive to maintain a positive self-

concept (Crocker & Park, 2004; Fineman, 2006; Steele, 1988). In qualitative interviews, 

participants are usually asked about their involvement in dirty work and how it affects 

them in one single interview session (e.g., Simpson, Hughes, Slutskaya & Balta, 2014). 

This may prompt the interviewees to consciously express positive outcomes of dirty 

work in order to maintain a more positive self-concept. While in quantitative 

questionnaire survey, in order to reduce common method variance, participants are 

often required to provide answers to work dirtiness and outcomes at different times (e.g., 

Schaubroeck et al., 2018). The urge to present a positive self as a person from a 

stigmatized occupation thus subsides, negative work outcomes reflecting their non-

conscious attitudes are more likely to emerge. Therefore, dirty workers are expected to 

be more vulnerable to these attitudinal discrepancies. Nevertheless, the experience of a 

discrepancy between implicit and explicit attitudes is uncomfortable and will 

predispose individuals to discrepancy reduction (Jonas, Diehl & Brömer, 1997; Maio, 
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Bell & Esses, 1996; Nordgren, Van Harreveld & Van Der Pligt, 2006). This study 

attempts to investigate how dirty work affects dirty workers’ well-being, i.e., sleep 

quality, a physiological outcome that has been neglected in the literature, when 

discrepancy between implicit and explicit attitudes towards their work exists.  

Sleep is a fundamental human need and inadequate sleep may foster the 

development of psychological health complaints in the long run (Geurts & Sonnentag, 

2006), such as burnout. In this study, I will further examine the relationship between 

sleep quality and depersonalization, one of the dimensions of burnout (Maslach & 

Jackson, 1986). Depersonalization refers to the workers’ negative perception, attitudes 

and feelings about their service recipients. They treat their recipients in an impersonal 

and callous manner in order to create distance between themselves and recipients, 

eventually become detached. The focus of depersonalization in this study is justified 

because of two issues. First, depersonalization is one of the prime components of job 

burnout. According to Golembiewski and his colleagues’ model, the burnout process is 

progressed from depersonalization through lack of personal accomplishment to 

emotional exhaustion (Golembiewski, Munzenrider & Carter, 1983; Golembiewski, 

Munzenrider & Stevenson, 1986; Golembiewski & Munzenrider, 1988). Second, from 

the perspective of conservation of resources theory, sleep can help restore personal 

resources (Nägel & Sonnentag, 2013). Impaired sleep may thus hamper such resources 

replenishment and eventually lead to resources loss. Depersonalization can be viewed 

as an attempt to minimize the resources loss and serves as a coping strategy to conserve 

workers’ remaining resources (Wright & Hobfoll, 2004). 

 

1.2 Research objectives 

Among the research studies on stigmatized occupations, most of them have been 
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conducted in the Western context. There is limited research on dirty work in Asian 

societies. This study contributes to the literature on dirty work by considering the role 

of implicit attitudes towards work and its inconsistency with explicit attitudes and 

exploring its relation to a physiological outcome, which in turn leads to a psychological 

concern. Uhlmann, Leavitt, Menges, Koopman, Howe, and Johnson (2012) argue that 

many OB phenomena of interest are indeed operating beyond employees’ conscious 

awareness and respondents often have difficulty reporting their attitudes accurately 

with conscious processing. Thus, implicit measures are crucial in furthering our 

understanding in organizational research.  

 In summary, the objectives of this study are to investigate whether perceived work 

dirtiness possesses an impact on workers’ quality sleep. Additionally, this study 

examines whether dirty workers with high discrepancy between implicit and explicit 

attitudes of work will influence the negative relationship between work dirtiness and 

sleep quality of dirty workers. Moreover, the present study extends prior research by 

exploring the mediating role of sleep quality in relation to perceived work dirtiness and 

depersonalization. By introducing both physiological and psychological impacts of 

perceived work dirtiness and catalysis of discrepant attitudes, this study provides 

researchers and practitioners a deeper understanding of dirty work.  

 

1.3 Organization of study 

This study is composed of seven chapters. This chapter gives an introduction of 

the research background and objectives. Chapter 2 provides a review on the relevant 

literature for the study variables. Chapter 3 delivers theoretical background and 

hypothesis development. Chapter 4 describes the research methodology and data 

analysis strategies. Results of analysis and findings are discussed in Chapter 5. 
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Theoretical and practical implications is included in Chapter 6. Finally, conclusion, 

limitations and directions for future research are presented in Chapter 7. 
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Chapter 2 Literature Review 

 

2.1 Dirt and stigma 

Dirt refers to filthy or soiling substance or informal excrement such as garbage, 

dead body, sewage, infectious waste, bodily fluids and so on. Moreover, the term ‘dirty’ 

in dirty work is not limited to physical dirt, but also any other kinds of ‘dirt’, such as 

danger, noxious conditions, death, dishonesty, sinfulness, servility, or stigmatized 

people. Douglas (1966) states that dirt in a given society is something that is considered 

out of place.  

Erving Goffman (1963) defines stigma as an attribute that is deeply discredited by 

society and results in unwanted and rejected stereotype. According to Goffman, 

stigmatization refers to a process which an individual possesses a deviant attribute to 

be devaluated by society. When an individual engages in a stigmatized occupation, 

which most of the society members avoid, the stigma from the occupation will 

disqualify the practitioner. He or she is assumed to be unable to fulfill the social 

expectation and is even not fully accepted by society. Thus, stigma apparently affects 

the dirty workers in terms of social acceptance.  

Elliott, Ziegler, Altman, and Scott (1982) put forward that stigma, a form of 

deviance, leads individuals to perceive others as illegitimate for engaging in an 

interaction. Once an individual has been stereotyped, he or she is beyond the shelter of 

social norms and will even be ignored by society. Later, Jones, Farina, Hastorf, Markus, 

Miller, and Scott (1984) propose that an individual is stigmatized when he or she is 

labeled with a mark of deviance. Whenever people evaluate and respond to the 

stigmatized person based on the mark of deviance, an attributional process will be 

initiated. Crocker, Major, and Steele (1998) suggest that some attributes or 

characteristics of the stigmatized people convey a social identity being devalued in a 
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particular social context. These conceptualizations reveal that stigmatization takes 

place when an individual is negatively appraised based on the negative attributions. 

Stigma discredits the stigmatized person by devaluing his/her social identity, and even 

perceiving him/her as illegitimacy. 

While the early studies of stigma focus on social interaction and individual 

differences, Kreiner, Ashforth and Sluss (2006) integrate the concept of stigma into 

occupations. Kreiner et al. argue that the type, scope, and intensity of stigmas vary on 

two important dimensions: the breadth and depth of the stigmas found in stigmatized 

occupations. Breadth refers to the proportion of work that is stigmatized or the 

centrality of the stigma influences the occupational identity that typify the line of work 

or is fundamental to an organization. For example, a mortician regularly deals with the 

dead bodies (high breadth), where a news reporter occasionally encounters corpses 

when he or she has to report gruesome aspects of society (low breadth). Depth captures 

the intensity of stigma arose from the occupation and the level of stigma that workers 

are directly involved in. For instance, a police officer mainly deals with criminals (high 

depth), whereas a court officer maintains security in the court and control of persons in 

custody (low depth). Based on the breadth and depth of stigmas in a stigmatized 

occupation, Kreiner et al. further classify stigmas into four categories: pervasive stigma 

(high breadth and high depth), compartmentalized stigma (low breadth but high depth), 

diluted stigma (high breadth but low depth) and idiosyncratic stigma (low breadth and 

low depth). Pervasive stigmas are associated with occupations that contain strongly 

stigmatized tasks or working environment (e.g., prison guards mainly work for the 

prisoners and frequently make contact with them). Compartmentalized stigmas are 

found in occupations where only some tasks are heavily tainted (e.g., customer service 

representatives’ main job is to provide information about the products and services, but 
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they have to deal with the customer complains irregularly). Diluted stigmas are 

contained in occupations where stigmas are omnipresent but mild in nature (e.g., 

bartenders who serve alcohol to customers). Idiosyncratic stigmas represent most of 

occupations, the workers of which experience only infrequent association with taints 

(e.g., fast food restaurant workers might seldom need to interact with homeless people). 

Among the stigma classification, occupations with pervasive stigmas are in line with 

dirty work occupations acknowledged by Ashforth and Kreiner (1999). 

 

2.2 Dirty work 

Everett Hughes (1951) invokes the term dirty work in reference to tasks and 

occupations that are widely perceived as disgusting or degrading. Hughes (1958) 

subsequently defines dirty work as occupations involving tasks that are physically, 

socially or morally tainted. Based on Hughes’ framework, Ashforth and Kriener (1999) 

further refine the concept of dirty work by offering two criteria for each of the three 

forms of taint. Physical tainted occupations are associated with physical dirt or any 

other undesired substances such as waste, effluents, death, etc. (e.g., garbage collectors, 

funeral director, etc.), or is considered to be performed under particularly noxious 

conditions (e.g., miners, construction workers, etc.). Social tainted occupations involve 

regular contact with stigmatized people or groups (e.g., social workers, correctional 

officers, etc.), or require having a servile relationship to others (e.g., shoe shine 

attendants, chauffeurs, etc.). Moral tainted occupations are generally regarded as, to 

some extent, sinful or of dubious virtue (e.g., exotic dancers, casino dealers, etc.), or 

the workers of which are thought to employ deceptive, intrusive, confrontational 

methods, or practices that violate norms of civility (e.g., telephone marketers, private 

investigators, etc.). Ashforth and Kreiner (2014) conclude that physical taint, social 
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taint, and moral taint represent a blemish on an individual’s body, an individual’s 

relationships and individual’s character respectively. Thus, engaging in dirty work is 

considered a work demand that consumes an individual’s resources so as to maintain a 

positive self-concept (Barling & Arnold, 2003; Grandy & Mavin, 2014). 

 

2.3 Perceived work dirtiness 

Taint is not explicitly spelled out in actual job descriptions, but instead is conferred 

by societal perception. It is not inherent in the work or the workers, rather it is imputed 

by others with accordance to subjective standards of purity and cleanliness (Ashforth 

& Kreiner, 1999). Therefore, work dirtiness is a perceived construct which is a matter 

of social and individual perceptions (Ball, 1970; Douglas, 1966). Schaubroeck et al., 

(2018) define the exposures to work dirtiness as experienced work dirtiness. 

Experienced work dirtiness refers to engaging in tasks or participating in contexts that 

offend a worker’s dignity. Some occupations are not tainted on a particular dimension, 

rather they appear to be tainted on multiple dimensions (Ashforth & Kreiner, 1999). 

The more types of stigma the occupation is associated with, the stronger the taint evokes 

(Ashforth & Kreiner, 2014).  

 

2.4 Discrepant implicit and explicit attitudes 

Attitudes are psychological constructs which comprise evaluation of an object 

such as one’s job with some degree of favor or disfavor (Eagly & Chaiken, 1993). 

People can either automatically retrieve evaluations without conscious reasoning (Fazio, 

2007), i.e., implicit attitude, or deliberately make cognitive evaluation of an object 

(Gawronski & Bodenhausen, 2006), i.e., explicit attitude. It is noteworthy that people 

can simultaneously hold two types of attitudes toward the same object (Rydell, 
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McConnell & Mackie, 2008), even though implicit and explicit attitudes affect 

behaviors through different mechanisms (Rydell & McConnell, 2006). The meta-

cognitive model (MCM; Petty, Briñol & DeMarree, 2006) provides explanation of the 

divergence between implicit and explicit evaluations. The MCM argues that if one of 

the positive or negative associations is denied, implicit ambivalence occurs. Implicit 

ambivalence, also known as discrepancy between implicit and explicit attitudes, refers 

to a condition where an endorsed evaluation is opposite to an unendorsed automatic 

evaluation associated with an attitude object (Priester & Petty, 1996).  

Compared with explicit or conscious attitudes, implicit attitudes are generally 

developed when an individual holds something without conscious awareness, or at least 

not consciously recognized (Fazio & Olson, 2003; Petty, Wheeler & Tormala, 2003). 

That is, implicit measures capture something unconscious or automatic responses, 

while explicit measures tap conscious or intentionally edited responses. Nosek and 

Greenwald (2012) have found that explicit attitudes can be affected by issues such as 

social expectations, evaluative concern, and dissonance reduction. By contrast, implicit 

attitudes typically do not incorporate social norms and is less likely to be influenced by 

cognitive and motivational issues (Nosek & Hansen, 2008). Dovidio, Kawakami and 

Gaertner (2002) have found that self-report (explicit) and response latency (implicit) 

measures of attitudes predict behaviors in different situations, which may result in 

implicit-explicit evaluative discrepancies.  

In this study, I argue that such discrepancy is more likely to be found in dirty 

workers. On one hand, stigma associated with dirty work may negatively affect dirty 

workers’ self-image and undermine self-concept (Ashforth & Kreiner, 1999), which 

leads them to a complicated social identity formation and in turn dirty workers may 

encounter an identity threat. Thus, dirty workers may have a negative attitude toward 
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their work on a non-conscious level. On the other hand, people strive to preserve a 

positive sense of self (Tajfel & Turner, 1986). In order to protect themselves against the 

identity threat, workers engage in psychological defense mechanisms by claiming that 

they like their job (Cramer, 2008), i.e., explicit expression of job satisfaction. 

 

2.5 Sleep quality 

 People are confronted with a wide array of demands, including physical, cognitive, 

and emotional demands from their works. Dealing with these demands will expend 

physical and mental energy, which causes fatigue due to resources depletion (Meijman, 

Mulder & van Dormolen, 1992). The effort recovery theory (Meijman & Mulder, 1998) 

suggests that dealing with work-related demands requires investment of physical and 

mental resources, i.e., the process of recovery. Through recovery, people are able to 

replenish their resources.  

 Sleep plays a very vital role in the recovery process. People without continuous 

sleep are not able to restore (Walsh & Lindeblom, 2000). Poor sleep quality, including 

non-restorative sleep or interrupted sleep, is associated with various negative 

consequences, such as workplace accidents, absenteeism, and reduced productivity 

(Å kerstedt, Fredlund, Gillberg & Jansson, 2002). Sleep loss and sleep disturbance can 

result in incomplete recovery, which can lead to accumulation of fatigue and strain, 

mood changes, and even immune function impairment and other health problems 

(Harrison & Horne, 1999). For instance, Spiegel, Leproult and Van Cauter (1999) have 

proved that poor sleep quality can affect the function of the endocrine and metabolic 

systems, increasing the likelihood of diabetes and high blood pressure. In addition, lack 

of sleep or disrupted sleep also appears to have an influence on mental health problems, 

such as depression (Breslau, Naomi, Rosenthal & Andreski, 1997; Riemann, Berger & 
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Voderholzer, 2001), anxiety and paranoia (Kahn-Greene, Lipizzi, Conrad, Kamimori & 

Killgore, 2006). 

 Although how the demands at work interfere with sleep is hard to be understood, 

previous research has shown that rumination is one of the factors to interfere with sleep 

(Å kerstedt et al., 2002). In particular, when people experience high work demands or 

conflicts at work, they may have ruminative thoughts at bedtime, and thus they are not 

able to mentally switch off from work-related issues, in turn experience difficulties in 

falling asleep (Å kerstedt, Knutsson, Westerholm, Theorell, Alfredsson & Kecklund, 

2004).  

 

2.6 Depersonalization 

 Depersonalization is one of the dimensions of job burnout, refers to treating others 

as objects through cynical, callous, and uncaring attitudes and behaviors (Maslach, 

2017). From a conceptual perspective, depersonalization can be considered a kind of 

withdrawal or mental distancing from recipients. People may perform the job as 

alienation, disengagement, or cynicism (Cherniss, 1980). Karger (1981) states that 

alienation in non-human service jobs is similar to distancing from recipients in the 

human services. Kahn (1990) defines disengagement as people uncoupling themselves 

from their work roles, or withdrawing and defending themselves physical, cognitively 

or emotionally when they perform their work. Moreover, cynicism is characterized by 

frustration and disillusionment. Cynic individuals experience negative feelings and 

distrust toward work situations and social interactions (Andersson & Bateman, 1997). 

In short, depersonalization is a state in which people experience a detachment from 

themselves and their identity, such as feelings, thoughts, memories, or bodily sensations 

(Trueman, 1984). In organizational context, it refers to workers reducing their job 
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involvement by distancing themselves from persons who have been highly involved in 

their work (Sonnentag, Brodbeck, Heinbokel & Stolte, 1994).  

 The sequence of the burnout process is not entirely clear in the literature. Early 

conceptual work suggests that the nature of the work elicits strong emotional responses, 

which in turn to result in emotional exhaustion (Maslach & Pines, 1977). To protect 

their emotional resources, workers distance themselves psychologically and adopt a 

callous attitude toward their recipients. As less time and energy are devoted to their 

work, they then experience a feeling of diminished personal accomplishment in their 

jobs (Maslach, 1978, Pines & Maslach, 1980). However, Golembiewski and 

Munzenrider (1981, 1984, 1988) and Golembiewski (1989) propose alternative burnout 

process, which is from depersonalization to diminished feelings of personal 

accomplishment, and from reductions in personal accomplishment to emotional 

exhaustion. When workers depersonalize their interactions with whom they interact, it 

begins to interfere with their job performance and results in affecting their perception 

on accomplishment at work. Eventually, this will culminate in emotional exhaustion. 

Taris, Le Blanc, Schaufeli and Schreurs (2005) conduct a longitudinal study to explore 

the causal relationships among these three components. They conclude that higher 

levels of depersonalization will increase the risk of emotional exhaustion and 

diminished personal accomplishment. Therefore, it can be inferred that 

depersonalization is one of the prime components of job burnout (Cordes, Dougherty 

& Blum, 1997).  
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Chapter 3 Hypotheses Development 

 

3.1 Perceived work dirtiness and sleep quality 

Individuals who work in demanding environments often report sleep disorder and 

work-related rumination (Berset, Elfering, Lüthy, Lüthi & Semmer, 2011). Sleep is one 

of the most critical restorative processes for human beings. A large amount of evidence 

showing that demanding work environment may precipitate the development of 

disturbed sleep quality (Å kerstedt, Knutsson, Westerholm, Theorell, Alfredsson & 

Kecklund, 2002; Ekstedt, Söderström, Å kerstedt, Nilsson, Søndergaard & Aleksander, 

2006; Lallukka, Rahkonen & Lahelma, 2011, Linton et al., 2015; Pereira, Meier & 

Elfering, 2012). Nevertheless, effort recovery theory (Meijman & Mulder, 1998) 

proposes that an individual is required to invest his or her physiological and 

psychological efforts to recover from the daily prolonged or repeated stress at work, 

and insufficient recovery can adversely affect an individual’s health. Given the taint 

associated with dirty occupations, engaging in dirty task is an identity-threatening 

circumstance which withholds the validation of workers’ sense of self (Kreiner et al., 

2006). Dirty workers are more likely to strive for positive self-concept and 

enhancement by pursuing stigma management (Ashforth & Kriener, 1999). However, 

stigma management can be a cognitive draining process which requires dirty workers 

to exert considerable effort (Stacey, 2005). Dirty workers are likely to expend 

psychological resources to cope with the identity threat arisen from the dirty tasks 

(Ashforth et al., 2007). The frequent engagement of dirty tasks may trigger more 

frequent use of the normalization tactics, as such dirty workers are required to invest 

more psychological resources in their work (Baran et al., 2012). Such continuous 

investment of resources can be seen as the demand being evaluated as a stressor. In 

other words, performing dirty tasks is considered to be a job demand, and continuous 
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effort on the part of individuals are required (Stacey, 2005). High demand work such as 

performing dirty tasks on daily basis may result in continued psychophysiological load 

reactions, and lead to a situation that recovery and sleep may be threatened. In addition, 

the sleep literature has demonstrated that rumination about work will interfere with 

workers’ sleep (Åkerstedt et al., 2002), and serve as the mechanism connecting work 

demands and sleep quality (Berset et al., 2011). After a day of engaging in dirty tasks, 

dirty workers may have ruminative thoughts at bedtime, for example, pondering on 

their counterfactual personal shortcomings by making upward social comparison 

(Schaubroeck et al., 2018), thus, they are less likely to be able to mentally switch off 

from work-related issues, in turn experience difficulties in falling asleep (Å kerstedt et 

al., 2004). Without a good sleep, dirty workers will have to invest compensatory effort 

the next day and start engaging in dirty work again under suboptimal conditions. 

Eventually the accumulated demands and load reactions will lead to symptoms such as 

impaired sleep and psychosomatic complaints (Sluiter, Frings-Dresen, van der Beek & 

Meijman, 2001). 

Physiologically, the brain requires sleep for replenishment of energy (Porkka-

Heiskanen, Kalinchuk, Alanko, Urrila, & Stenberg, 2003). Sleep is one of the most 

important recovery mechanisms (Adam, 1980; Bonnet & Rosa, 1987; Querstret & 

Cropley, 2012). Stress response provoked by demanding work increases neurological 

arousal which triggers the release of key neurotransmitters that affect the production of 

glucocorticoids, such as cortisol (Bauer, Vedhara, Perks, Wilcock, Lightman & Shanks, 

2000; Bauer, Perks, Lightman & Shanks, 2001; Segerstrom & Miller, 2004). Cortisol 

interferes the ability of workers to “switch off” after work, which can also cause 

depression, enduring excitement or anxiety about the day’s event. Sustaining in such a 

heightened state without quality sleep, could send the worker to a downward spiral, 
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further impairing sleep quality (Linton, 2004).  

Based on the above logic, it is argued that the demanding work environment and 

job content inherited in work dirtiness may interfere with employees’ ability to mentally 

switch off after work (Å kerstedt et al., 2004), which may lead to impaired sleep quality 

of dirty workers. Hence, the followings are hypothesized:  

 

H1a: Perceived physical dirtiness relates negatively to sleep quality.  

H1b: Perceived social dirtiness relates negatively to sleep quality. 

H1c: Perceived moral dirtiness relates negatively to sleep quality. 

 

3.2 Moderating role of discrepancy between implicit and explicit attitudes 

The phenomenon that people can simultaneously hold incompatible explicit 

attitudes has been documented in the psychological literature (Bem & Allen, 1974; 

Cacioppo, Gardner, & Berntson, 1997; Larsen, McGraw, & Cacioppo, 2001; Osgood & 

Tannenbaum, 1955; Petty, Tormala, Briñol, & Jarvis, 2006; Priester & Petty, 1996). 

Holding both conscious, explicit attitudes and less conscious automatic attitudes can 

create internal conflict (Greenwald, Banaji, Rudman, Farnham, Nosek & Mellott, 2002). 

Previous research has also shown that internal discrepancies are often related to adverse 

psychological outcomes (Campbell, 1990; Kernis & Waschull, 1995). For example, 

Zelenski and Larsen (2003) found that having explicit and implicit discrepancies is 

associated with reduced emotional well-being. When people hold the discrepancies, 

they may feel psychological tension or discomfort (Aronson, 1992; Festinger, 1957). 

Given that the consequences of implicit-explicit discrepancy are undesirable (Cooper 

& Fazio, 1984), having greater discrepancies toward an attitude will arouse greater 

cognitive dissonance, as such people may feel more discomfort and ambivalence. Thus, 
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discrepant explicit and implicit evaluation is aversive and induces people to consume 

cognitive resources (McConnell & Rydell, 2014). 

Having discrepant explicit and implicit attitudes is related to numerous 

consequences which are undesirable or dysfunctional (Creemers, Scholte, Engels, 

Prinstein & Wiers, 2012; Schröder-Abé, Rudolph & Schütz, 2007). People often 

attempt to engage in some discrepancy reduction strategies regardless of the direction 

of the discrepancy (Hänze, 2001; Hodson, Maio, & Esses, 2001). One of the strategies 

is information seeking. Briñol, Petty, and Wheeler (2006) have found that the greater 

the discrepancy between explicit and implicit measures of self-beliefs, the more 

extensive processing of persuasive information related to the domain of discrepancy. In 

a recent study conducted by Johnson and McDonugh-Caplan (2016) about attitudinal 

discrepancies towards depression, before measuring implicit and explicit attitudes 

towards depression, participants were asked to choose whether they want to read a brief 

report about depression or about bipolar, and report their intention of engagement in 

behaviors offering an opportunity to learn more about depression. Results showed, 

when discrepancy between implicit and explicit attitudes towards depression increased, 

participants were more likely to choose the report related to depression and report their 

intention to engage in behaviors which would let them know more about depression. In 

other words, as the discrepancy in implicit and explicit evaluations of an attitude 

increases, people will have a greater desire to seek more information related to that 

attitude. This is in line with the idea that implicit-explicit attitude discrepancies can 

have an impact on information processing that people attempt to resolve the 

inconsistency by learning more about the attitude involved (Maio et. al., 1996).  

To understand the discrepancies towards work-related well-beings of dirty workers, 

job satisfaction can be a key indicator (De Jonge & Schaufeli, 1998) since it reflects the 
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positive or negative attitudes of an individual towards his or her job (Mathur et al., 2011) 

as well as the way he or she feels about his or her job (Spector, 1997).   

Following this rationale, the argument is that, compared to other conventional 

occupations, it is more probable for dirty workers to possess inconsistent attitudes 

toward their work explicitly and implicitly. For example, as a psychological defense 

mechanism, an individual may dislike his or her work at non-conscious level but 

express positive attitude at conscious level in order to justify his or her engagement in 

such demeaning work. Applying Briñol et al.’s (2006) findings on how information 

processing can reduce attitudinal discrepancies, dirty workers with discrepant attitudes 

are expected to put more effort on elaborating information presumed relevant to their 

work in an attempt to reduce the divergence between explicit and implicit job 

satisfaction. In other words, when discrepancy between implicit and explicit measures 

of job satisfaction increases, dirty workers are more likely to pay more careful attention 

to the information related to the job that they do, i.e., the dirty tasks, and devote more 

cognitive resources to ruminate this information, in an attempt to resolve the 

discrepancy and reduce the uncertainty associated with implicit-explicit incongruence. 

Thus, dirty workers who experience a discrepancy between implicit and explicit job 

attitudes will engage in more job-related information processing. Compared with other 

types of stigmas, occupational stigma is considered to be especially damaging to 

workers’ identity (Kreiner et al., 2006), and dirty workers are aware of their 

occupational stigma (Ashforth & Kreiner, 1999). Given that the taint associated with 

dirty work is so salient, dirty workers are not likely to neglect it when they pay attention 

to job-related information which facilitates even stronger rumination. This increase in 

job-related information processing will consequently make work taint more salient, and 

activate prolonged or repetitive thinking about job-related information after work, 
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which in turn will hinder their ability to mentally switch off at the end of work period. 

Therefore, it is proposed: 

 

H2a: Under the high discrepancy between implicit and explicit job satisfaction, 

the negative relationship between perceived physical dirtiness and sleep quality will be 

stronger.  

H2b: Under the high discrepancy between implicit and explicit job satisfaction, 

the negative relationship between perceived social dirtiness and sleep quality will be 

stronger.  

H2c: Under the high discrepancy between implicit and explicit job satisfaction, 

the negative relationship between perceived moral dirtiness and sleep quality will be 

stronger.  

 

3.3 Sleep quality and depersonalization 

Inadequate sleep or poor sleep quality may result in a harmful experience, i.e., 

fatigue (Smets, Garssen, Bonke & De Haes, 1995). Fatigue is frequently reported with 

the experience of lacking or draining emotional resources (Meeuwesen, Bensing & van 

den Brink-Muinen, 2002). Elevated feelings of fatigue may lead to an increase of 

depersonalization phenomena (Medford, 2012). A recent study shows that fatigue 

captures a great amount of variance with depersonalization symptoms (Tibubos, 

Grammes, Beutel, Michal, Schmutzer & Brähler, 2018).  

Depersonalization is a state in which an individual experiences his or her feelings, 

thoughts, or physical sensations that do not belong to him or her (Trueman, 1984). 

Depersonalization is also characterized by a self-awareness detachment, perceived 

disembodiment and subjective emotional loss and emotional numbing (Sierra & David, 
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2011). Maslach and Jackson (1981) conceptualized depersonalization as one of the 

three significant syndromes of burnout: emotional exhaustion, depersonalization, and a 

reduced sense of personal accomplishment.  

The effort-recovery theory (Meijman & Mulder, 1998) suggests that individuals 

must invest physical and mental resources to deal with the high demands from work. 

Such resources investment leads to a depletion of resources that individuals need for 

recovery. As poor sleeping quality of dirty workers represents a significant resources 

depletion (Hobfoll, 2001) as well as incomplete recovery status (Kivimaki et al., 2006), 

the conservation of resources (COR) model suggests that individuals will carefully 

decide how they use their remaining resources (Siegall & McDonald, 2004). To prevent 

the threat of further resources loss, dirty workers tend to take measures to protect their 

valuable resources by distancing themselves from the emotionally and physically 

draining situation, which may be accomplished by depersonalization. Thus, it is 

hypothesized that: 

 

H3: Sleep quality is negatively related to depersonalization.  

 

3.4 Mediating role of sleep 

Given that dirty workers use psychological energy and emotional resources during 

the performance of dirty tasks, they may feel fatigue or depleted of these energy and 

resources. Previous research has suggested that depersonalization is caused by 

psychological strain especially during repeated personal interactions (Cropanzano, 

Rupp, and Byrne, 2003) and stressful daily life situations (Lambert, Senior, Fewtrell, 

Phillips & David, 2001). As the consequences of engaging in dirty tasks, such as 

frequent contact with stigmatized population, performing obnoxious duties, etc., dirty 
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workers may feel emotionally overextended and depleted, lacking psychological 

resources to cope with continuing high demands from work dirtiness.  

Sleep is a fundamental recovery mechanism for human beings. However, as 

mentioned previously, demands from dirty work may impair sleep quality. Inadequate 

sleep or poor sleep quality will, therefore, limit an individual’s ability to replenish 

resources. Failure to replenish resources may further exacerbate psychological stress. 

According to the conservation of resource theory (Hobfoll, 1989), people strive to 

obtain, build, and protect resources. To conserve the remaining resources, dirty workers 

may reduce emotional and cognitive involvement with work by displaying detached 

and emotional callousness, or being cynical toward clients, co-workers, and even the 

organization. Given that the relationship between perception of work dirtiness and 

depersonalization may be explained by poor quality of sleep, the following hypotheses 

are proposed: 

 

H4a: The positive relationship between perceived physical dirtiness and 

depersonalization is mediated by sleep quality. 

H4b: The positive relationship between perceived social dirtiness and 

depersonalization is mediated by sleep quality. 

H4c: The positive relationship between perceived moral dirtiness and 

depersonalization is mediated by sleep quality. 

  

All the hypotheses are summarized in Figure 1. 
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Figure 1. Hypothesized model  
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Chapter 4 Methodology 

 

4.1 Research design 

Quantitative methods were employed in data collection and data analysis in this 

study. Primary data was collected using questionnaire survey and implicit association 

test (IAT) among correctional officers in Macau. According to CareerCast’s latest report 

in 2018, correctional officers are ranked to be one of the top 10 worst jobs, partly due 

to the pervasive dirtiness experienced by employees in correctional services. About 100 

correctional officers were invited to participate in this survey. The work of correctional 

officers is tainted on multiple dimensions. They are perceived to be professional 

babysitters of prisoners and subservient law enforcer (Tracy & Scott, 2006). Physically, 

correctional officers are more than locking up inmates, their working environment 

permeates with the threat of violence and unavoidably deal with obnoxious activities 

such as strip-searching and cleaning up after emergency incidents. In terms of social 

taint, it is no doubt that correctional officers involve regular contact with socially 

stigmatized people like remand persons and inmates (Davis, 1998). Correctional 

officers also encounter moral taint as they are thought to treat the prisoners brutally and 

inhumanely (Tracy & Scott, 2006). For instance, they have to handcuff pregnant 

prisoners even when they give birth, and sick prisoners’ hands and feet are shackled 

even when they are hospitalized. Correctional officer is thus a meaningful platform for 

understanding how various forms of perceived work dirtiness affect employees’ 

physiological and psychological outcomes. In addition, despite the large amount of 

research conducted on correctional officers in organizational behavior phenomena, 

such as work stress (Cheek & Miller, 1983; Dowden & Tellier, 2004), absenteeism 

(Venne, 1997), burnout (Boudoukha, Hautekeete, Abdellaoui, Groux & Garay, 2011; 

Finney, Stergiopoulos, Hensel, Bonato & Dewa, 2013; Schaufeli & Peeters, 2000), job 
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satisfaction (Hepburn & Knepper, 1993; Lambert, Hogan & Griffin, 2007), work-

family conflict (Armstrong, Atkin-Plunk & Wells, 2015; Triplett, Mullings & 

Scarborough, 1999), turnover intention (Griffin, Hogan & Lambert, 2014) etc., little 

attention has been paid to address the perceived work dirtiness issues of correctional 

officers. Given the above grounds, correctional officers would be an appropriate sample 

for this study. 

 

4.2 Procedures 

Questionnaires were administered with an online survey tool, Qualtrics. There are 

several reasons for using Qualtrics. Firstly, it can ensure the confidentiality since the 

data can only be accessed by the survey owner. Secondly, Qualtrics is able to validate 

if there is any missing data in the survey and remind the participants of completing all 

the required items. Lastly, the implicit association test can be performed by Qualtrics. 

Carpenter et al. (2018) developed the code which allows researchers to conduct the 

implicit association test incorporated with Qualtrics. However, the participants are 

required to finish the survey as well as implicit association test on a laptop or desktop 

computer, which creates inconvenience to the participants and discourage them to 

participate. To overcome this drawback, the code was edited to allow the participants 

to finish the survey right after taking the implicit association test with their mobile 

devices. Moreover, Qualtrics is able to determine if the participants are using the mobile 

devices. Participants with inappropriate devices could not start the survey and would 

be reminded to use the mobile devices.  

A cover letter containing the link and QR code of the questionnaires was 

distributed to correctional officers in Macao through the chatrooms on WeChat. The 

letter clearly explained to the respondents the objectives of the survey, anonymity and 
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confidentiality of this study, and the voluntary nature of participation. All the 

participants received a cash coupon of MOP50 for filling in the questionnaires.  

To reduce threats associated with common method variance, the whole study was 

separated into 2 sessions with a time lag of 6 weeks in between. Two sets of 

questionnaires containing different variables were measured at different points in time. 

Dormann & Griffin (2009) reported that the optimal time lags in occupational health 

research should be within 1 to 3 months. Hence the time lag of 6 weeks is recommended. 

In particular, perceived work dirtiness, implicit job satisfaction, and explicit job 

satisfaction were measured at time 1 (baseline), whereas sleep quality and 

depersonalization were measured at time 2 (6 weeks later).  

 To match the time 1 survey with the time 2 survey, the participants were asked to 

input their month of birth and the last four digits of their mobile phone number as 

identifiers. These two responses are then combined as the unique code for identification 

of the same participant.  

 

4.3 Participants 

 A total of 131 participants responded to Time 1 survey. Thirteen of them only 

finished the implicit association test; and 10 of them did not complete the whole survey. 

Therefore, 108 completed and usable questionnaires were obtained at time 1, and the 

response rate was 79.4%. In the time 2 survey, 77 completed questionnaires were 

received; 1 of them could not match with the survey at time 1, so this participant was 

excluded from the final dataset. The final sample consisted of 76 participants, and the 

response rate at time 2 was 70.4%. 

 All the respondents come from Macau. Among the respondents, 50 (65.8%) are 

male and 26 (34.2%) are female. The mean age of them is 30.98 with 19 (25%) of them 



32 

 

are between 20-24 years old, 35 (46.1%) are between 25-29 years old, 8 (10.5%) are 

between 30-34 years old, 6 (7.9%) are between 35-39 years old, 5 (6.6%) are between 

40-44 years old, 1 (1.3%) are between 45-49 years old and 2 (2.6%) are 50-54 years 

old. In terms of education levels, there is only 1 (1.3%) respondent having primary 

education or less, 20 (26.3%) of them have middle school education, 6 (7.9%) of them 

hold a college degree, 46 (60.5%) of them hold a bachelor’s degree, and 3 (3.9%) of 

them have a master’s degree of above. Thus, it is assumed that the respondents were 

literate enough to fully understand the questionnaires.  

 Among the respondents, 38 (50%) of them worked in security and vigilance team, 

which is responsible for ensuring safety in prison, performing patrols in and out of the 

prison, searches, escorts, maintaining the discipline in prison and managing the day-to-

day lives of inmates; 24 (31.6%) of them worked in special security team, which is 

responsible for handling riots or emergency incidents like prisoners gang fights in 

prison facilities; 14 (18.4%) of them worked in youth correctional institution, which is 

responsible for managing the day-to-day lives of youth offenders, helping them to 

correct the cognitive, emotional and behavioral problems, and executing the court-

imposed measures of detention. On average, the respondents have worked in the 

organization for 4.74 years, earned a monthly salary of MOP 30,854.   

 

4.4 Measures 

Majority of the targeted participants were Chinese while there were also non-

Chinese correctional officers, both the Chinese and English version of the scales were 

used. Back translation was conducted to ensure accuracy between the Chinese and 

English versions (Brislin, 1970). 
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4.4.1 Perceived work dirtiness 

A total of 5 items for physical dirtiness, 7 items for social dirtiness, and 6 items 

for moral dirtiness from the Perceived Work Dirtiness Scale (PWDS) developed by Lai, 

Lam, and Chan (2010) was used to measure correctional officers’ perception of dirtiness 

associated with their jobs. All items are anchored to a 5-point Likert scale from “1” as 

“strongly disagree” to “5” as “strongly agree”. A sample item from physical dirtiness 

includes “I have to work in physically unpleasant work surroundings.”, “I often need to 

suppress my opinions and emotions when interacting with inmates.” for social dirtiness, 

and “My work requires me to do something I consider immoral or unethical.” for moral 

dirtiness. The Cronbach’s alphas for physical dirtiness, social dirtiness and moral 

dirtiness are 0.86, 0.81 and 0.84 respectively.  

 

4.4.2 Explicit job satisfaction 

Three-item scale based upon the Michigan Organizational Assessment 

Questionnaire (OAQ) developed by Cammann, Fichman, Jenkins, and Klesh’s (1983) 

was used to measure explicit job attitudes, capturing correctional officers’ subjective 

response to working in their job and organization. Responses are obtained using a 5-

point Likert-type scale where “1” was “strongly disagree” and “5” was “strongly agree”. 

Items include “All in all, the job I have is great.”, “In general, I am satisfied with my 

job.” and “My job is very enjoyable.”. The scale has a reliability of 0.88. 

 

4.4.3 Implicit job satisfaction 

Implicit association test (IAT) developed by Greenwald, McGhee and Schwartz 

(1998) was employed to capture implicit attitudes towards job satisfaction of 

correctional officers. The IAT measures the strength of relatively automatic associations 
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using a reaction-time paradigm. Participants were asked to rapidly sort stimuli items 

between a target concept (e.g., correction/prison) and positive attributes (e.g., smile), 

as compared to a contrast concept (e.g., non-correction/prison) and negative attributes 

(e.g., unhappy) by clicking on the appropriate spaces on the screen of their mobile 

phone. A list of stimuli items used are shown in Appendix 3. 

There were seven blocks for the IAT. On each trial a stimulus would be presented 

at the center of the screen, and participants needed to classify it as rapidly and as 

accurately as possible. In Block 1 (10 trials), participants practiced the classification of 

two categories of target concept: correction category and non-correction category. Five 

items of each category will be presented in a random order and distinguished by tapping 

left or right designated areas. For instance, left area is for correction category, while 

right area is for non-correction category. In Block 2 (10 trials), they practiced the 

classification of positive attributes and negative attributes. Similar to the previous block, 

left area was for positive attributes and right area was for negative attributes. Block 3 

(20 trials) and Block 4 (20 trials) were pairing of categories and attributes. Participants 

had to distinguish between correction category and positive attributes versus non-

correction category and negative attributes. For example, left area was for correction 

category or positive attributes, and right area for non-correction category or negative 

attributes. Block 4 (20 trials) repeated the Block 3 for interchangeable tasks. In Block 

5 (10 trials), responses to the correction category and non-correction category were 

reversed. Left area was for non-correction category, whereas right area was for 

correction category. Both Block 6 and 7 were test blocks that consisted of the second 

pairing of categories and attributes. Participants needed to distinguish between non-

correction category and positive attributes versus correction category and negative 

attributes. This time, left area was for non-correction category or positive attributes, 
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while right area was for correction category or negative attributes. The labels of the 

categories remained on the screen as a reminder in all trials, and an error signal would 

appear after an incorrect response was made. An illustration of the test procedure is 

provided in Appendix 4. 

Reaction time and error responses for all trials were recorded by Qualtrics. Six 

participants with error rates greater than 20% were discarded. The average accuracy 

rate is 90.1%. Following Greenwald, Nosek, and Banaji’s (2003) improved scoring 

algorithm, a D score was calculated. Larger positive D score indicates a more favorable 

implicit attitude toward correctional works. The split-half reliability for this measure is 

0.81.  

 

4.4.4 Explicit – implicit discrepancy 

Following the procedure of Briñol et al. (2006), an index of the explicit and 

implicit discrepancy was calculated by taking the absolute value of the difference 

between the standardized explicit and implicit measures of job satisfaction. A higher 

index of discrepancy indicates a higher deviation between the implicit and explicit 

attitudes towards job. A zero discrepancy represents that there is no difference between 

the implicit and explicit attitudes. Discrepancies can be in either direction. High index 

of discrepancies can be higher distribution on the implicit measure than the explicit 

measure or lower distribution on the implicit measure than the explicit measure.   

 

4.4.5 Sleep quality 

Sleep quality was measured by using a 4-item scale developed by Scott and Judge 

(2006). The scale assesses to what extent the participants experience the insomnia 

symptoms. Sample items are “You have trouble falling asleep.” and “You wake up after 
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your usual amount of sleep feeling tired and worn out.”. Responses were obtained with 

a 5-point Likert scale from “1” as “to a very small extent” to “5” as “to a very large 

extent”. All items were reverse coded, so that higher mean scores correspond to higher 

degrees of experienced good quality of sleep. Cronbach’s alpha is 0.83 for this scale.  

 

4.4.6 Depersonalization 

Depersonalization among correctional officers was assessed using the 

depersonalization sub-scale of Maslach’s Burnout Inventory (Maslach & Jackson, 

1986), which measures the frequency with which the respondents experience feelings 

related to unfeeling and impersonal response towards their recipients such as inmates 

and their visitors. Five statements were required to be rated on a 7-point continuum 

from “0” as “never” experienced to “6” as experiencing “every day”. Examples are “I 

don’t really care what happens to some recipients.” and “I feel exhilarated after working 

closely with my recipients.”. The scale has a Cronbach’s alpha of 0.79. 

 

4.4.7 Control variables 

 Several demographic characteristics of respondents were controlled, including age, 

gender, and tenure. Some previous research has found that these variables can account 

for the variance in poor sleep quality (e.g., Knudsen, Ducharme & Roman, 2007; 

Lugaresi, Zucconi & Bixler, 1987; Nordin, Knutsson, Sundbom & Stegmayr, 2005; 

Voderholzer, Al-Shajlawi, Weske, Feige & Riemann, 2003) and depersonalization (e.g., 

Garner, Knight & Simpson, 2007; Kim, Ji & Kao, 2011; Lambert, Altheimer & Hogan, 

2010; Morgan, Van Haveren & Pearson, 2002; Ogus, Greenglass & Burke, 1990).    
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4.5 Analytical strategy  

After collecting the data from Qualtrics, Statistical Package for the Social Sciences 

(SPSS) was used to analyze the data and to test the significance of the various paths 

connecting physical dirtiness, social dirtiness, and moral dirtiness to depersonalization 

through poor sleep quality. 

First, descriptive statistics analyses for all variables were conducted. Second, 

reliability analysis was used to access the internal consistency of items for each scale. 

In particular, higher values of Cronbach’s alphas are desirable and alpha values of 0.7 

or above are accepted. Third, the correlation statistics were applied to determine the 

correlations among variables in study. Lastly, SPSS PROCESS developed by Hayes 

(2013) was employed to examine the moderating effect as well as the mediating effect. 

To avoid multicollinearity, all predictors and moderators were mean-centered as 

recommended by Aiken and West (1991).  
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Chapter 5 Results 

 

5.1 Descriptive analysis and reliability analysis 

 The means, standard deviations, reliabilities and correlations of the variables are 

shown in Table 5.1.  

 The descriptive results suggest that correctional officers perceived moderate 

physical dirtiness (mean = 3.42) and social dirtiness (mean = 3.16) in their job. However, 

they perceived relatively less dirtiness in moral extent (mean = 2.78). A positive mean 

for implicit job satisfaction (mean = 0.32, D scores range from -1.05 to 1.59) suggests 

a moderate association between the correctional officers’ job and satisfaction (i.e., they 

were more likely to associate their job with positive terms), despite the fact that self-

reported job satisfaction of correctional officers was fairly low (mean = 2.98). Moreover, 

their sleep quality (mean = 3.08) was moderate, and depersonalization was likely to be 

found among the correctional officers (mean = 3.83).  

Except for implicit job satisfaction, reliability analysis for all the research 

variables was conducted by using Cronbach’s alphas to test the internal validity of the 

measures. Following De Houwer and De Bruycker’s (2007) procedure, the reliability 

of implicit job satisfaction was assessed by using an odd-even split-half method. I first 

calculated a D score based on the odd trials of the two test blocks and another D score 

based on the even trials of the test blocks to ensure that each D score was based on an 

equal number of trials with each stimulus type. I then calculated the split-half reliability 

by correlating these two D scores and applying a Spearman-Brown coefficient. A split-

half reliability of 0.81 was found for the implicit job satisfaction. The reliability of all 

self-reported variables was above 0.70, demonstrating high internal consistency.  
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5.2 Correlation analysis 

According to Table 5.1, the demographic variables of age, gender and tenure were 

not significantly correlated with any study variables except that gender was related to 

moral dirtiness (r = -0.30, p < 0.01) and depersonalization (r = -0.28, p < 0.05). It 

indicates that, comparing to female correctional officers, male correctional officers 

perceived higher moral dirtiness and more frequently experienced impersonal response 

towards inmates and their visitors.  

Both physical dirtiness and social dirtiness were found to be significantly and 

negatively correlated with sleep quality (r = -0.26, p < 0.05; r = -0.28, p < 0.05, 

respectively). Nevertheless, moral dirtiness was not significantly related to sleep quality 

(r = -0.13, n.s.). These results imply that the more physical and social dirtiness 

perceived by the correctional officers, the poorer sleep quality they experienced.  

It is noteworthy that implicit and explicit measures toward the same target often 

report zero to modest correlations (Nosek, 2005). Consistent with previous research, 

the correlation between implicit and explicit job satisfaction was not significant (r = 

0.11, p = 0.361). 

Furthermore, work dirtiness in physical, social and moral extents was significantly 

and negatively correlated with explicit job satisfaction (r = -0.48, p < 0.05; r = -0.43, p 

< 0.05; r = -0.33, p < 0.05, respectively). People who perceived their job with dirtiness 

regardless of the type of taint, tended to report lower levels of job satisfaction. Moreover, 

explicit job satisfaction was significantly and positively correlated with sleep quality (r 

= 0.32, p < 0.01) and significantly and negatively correlated with depersonalization (r 

= -0.24, p < 0.05). In addition, sleep quality was significantly and negatively correlated 

with depersonalization (r = -0.55, p < 0.01). This reveals that people with poor sleeping 

quality tend to experience depersonalization.  
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Table 5.1 Means, standard deviations, reliabilities, and correlations among variables 

 Variables Mean SD 1 2 3 4 5 6 7 8 9 10 11 

1 Age a 2.40 1.42            

2 Gender b 1.34 0.48 -0.06           

3 Tenure c 2.58 1.20 0.68** -0.12          

4 Physical dirtiness 3.42 0.84 0.07 -0.11 0.02 (0.86)        

5 Social dirtiness 3.16 0.71 -0.07 -0.12 -0.09 0.64** (0.81)       

6 Moral dirtiness 2.78 0.73 -0.10 -0.30** -0.14 0.37** 0.48** (0.84)      

7 Explicit job satisfaction 2.98 0.84 0.05 -0.05 0.08 -0.48** -0.43** -0.33** (0.88)     

8 Implicit job satisfaction 0.32 0.60 -0.05 -0.14 0.00 0.17 0.10 -0.07 0.11 (0.81)    

9 Discrepancy 1.10 0.75 0.17 0.04 0.22 0.06 0.13 0.06 -0.29* 0.06 ---   

10 Sleep quality 3.08 0.92 0.05 0.13 -0.06 -0.26* -0.28* -0.13 0.32** -0.02 -0.20 (0.83)  

11 Depersonalization 3.83 1.18 0.03 -0.28* -0.02 0.22 0.21 0.25* -0.24* -0.10 0.07 -0.55** (0.79) 

Note: N=76. * p < 0.05, ** p < 0.01 (two tailed).  

Cronbach’s alphas coefficients are on the diagonal for multiple-item measures. 

Coefficient for implicit job satisfaction is computed using a split-half reliability method, and a Spearman-Brown coefficient is applied. 

a 1 = 20–24 years old, 2 = 25–29 years old, 3 = 30–34 years old, 4 = 35–39 years old, 5 = 40–44 years old, 6 = 45–49 years old, 7 = 50–54 years old, 8 = 55–

59 years old, 9 = 60 years old or above. 

b 1 = Male, 2 = Female. 

c 1 = Less than 1 year, 2 = 1–3 years, 3 = 4–6 years, 4 = 7–10 years, 5 = More than 10 years. 
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5.3 Collinearity analysis 

To examine the potential treat of multicollinearity, the variance inflation factors 

(VIF) were examined before testing the hypotheses and proposed model. VIF values 

greater than 10 indicate a high degree of multicollinearity (Hair, Anderson, Tatham, & 

William, 1998; Neter, Kutner, Nachtsheim, & Wasserman, 1996). All VIF values of the 

proposed model lie between 1.017 and 1.974, which fall within the acceptable range 

and indicate that the results are not affected by multicollinearity.  

 

5.4 Hypothesis testing 

To test the hypotheses of this study, in addition to multiple regression analysis, 

models 1 and 4 of the PROCESS macro by Hayes (2013) were employed. Model 1 was 

used to test a simple moderation analysis, whereas model 4 was used to perform a 

simple mediation analysis. Results of the hypotheses testing are shown in Table 5.2, 

Table 5.3, Table 5.4, and Table 5.5.  

Hypothesis 1 proposes that perceived physical, social, and moral dirtiness will be 

negatively associated with sleep quality. According to Table 5.1, perceived physical, 

social and moral dirtiness were highly correlated with each other. In particular, 

perceived physical dirtiness was significantly and positively associated with social 

dirtiness (r = 0.64, p < 0.01), and moral dirtiness was significantly and positively related 

to physical and social dirtiness (r = 0.37, p < 0.01; r = 0.48, p < 0.01, respectively). 

Therefore, there is a likelihood of existence of suppression effect when conducting the 

regression analysis (Tzelgov & Henik, 1991). To preclude such possible suppression 

effect, separate analyses were conducted on testing Hypotheses 1a, 1b and 1c. As shown 

in model 2 of Table 5.2 and Table 5.3, perceived physical dirtiness and perceived social 

dirtiness were negatively and significantly related to sleep quality (β = -0.26, p < 0.05; 
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β = -0.27, p < 0.05 respectively), suggesting H1a and H1b were supported. Nevertheless, 

according to model 2 of Table 5.4, no significant coefficient was found between 

perceived moral dirtiness and poor sleep quality (β = -0.11, n.s.), thus H1c was not 

supported.  

Hypothesis 2 predicts that discrepancy between implicit and explicit job 

satisfaction moderates the negative relationship between perceived work dirtiness and 

sleep quality such that the relationship will become stronger, when there is high 

discrepancy. According to the results of Model 3 of Table 5.2, it indicates that the 

moderating effect of discrepancy in the negative relationship between perceived 

physical dirtiness and sleep quality accounted for an additional 12% of variance in sleep 

quality. In addition, the direction of the interaction was in the hypothesized direction (β 

= -0.48, p < 0.01), representing a stronger main effect. A simple slope test (Aiken & 

West, 1991) was conducted to confirm the interpretation of the significant moderating 

effect, and to determine the nature of perceived physical dirtiness against sleep quality 

with high discrepancy (one standard deviation above the mean) and low discrepancy 

(one standard deviation below the mean). Results of the simple slope test showed that 

the negative relationship between perceived physical dirtiness and sleep quality was 

significant for workers with high levels of discrepancy (β = -0.55, p < 0.01), whereas 

no significant relationship was found for workers with low levels of discrepancy (β = 

0.15, n.s.). The interaction pattern in Figure 2 shows that the negative relationship 

between perceived physical dirtiness and sleep quality was stronger under a high level 

of discrepancy. Therefore, H2a was supported. Similarly, analysis for the moderating 

effect of discrepancy in the negative relationship between perceived social dirtiness and 

sleep quality was conducted. Referring to the results of Model 3 of Table 5.3, the 

moderating effect of discrepancy explained for an additional 16% of variance in sleep 
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quality. The direction of the interaction was also in the hypothesized direction (β =-0.72, 

p < 0.01), indicating an amplification of the main effects. Furthermore, results of the 

simple slope test suggest that the negative relationship between perceived social 

dirtiness and poor sleep quality was stronger, only under the high discrepancy between 

implicit and explicit job satisfaction (β = -0.32, p < 0.01). Similar to perceived physical 

dirtiness, no significant relationship was found for workers with low levels of 

discrepancy (β = -0.05, n.s.). Figure 3 illustrates that the negative relationship between 

perceived social dirtiness and sleep quality was stronger under a high level of 

discrepancy. Hence, H2b was supported. However, as shown in Model 3 of Table 5.4, 

the interaction term of perceived moral dirtiness and discrepancy was statistically non-

significant (β = 0.15, n.s.), failing to support the prediction of H2c. Hence, H2c was not 

supported.  

 

Table 5.2 Multiple regression analysis between perceived physical dirtiness and 

sleep quality 

 Sleep quality 

Model 1 Model 2 Model 3 

Control Variables    

Age 0.169 0.195 0.103 

Gender 0.119 0.092 0.101 

Tenure -0.161 -0.176 -0.097 

Main Effect    

Perceived physical dirtiness  -0.256* -0.226 

Moderating Effect    

Discrepancy   -0.143 

Perceived physical dirtiness × 

Discrepancy 
  -0.481** 

Total R2 0.034 0.098 0.217** 

∆ R2 0.034 0.064 0.119 

F Statistic 0.835 1.930 3.191** 

Note: N=76. * p < 0.05, ** p < 0.01 (two tailed). 

All the regression results are standardized coefficients. 
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Table 5.3 Multiple regression analysis between perceived social dirtiness and sleep 

quality 

 Sleep quality 

Model 1 Model 2 Model 3 

Control Variables    

Age 0.169 0.168 0.100 

Gender 0.119 0.082 0.152 

Tenure -0.161 -0.189 -0.122 

Main Effect    

Perceived social dirtiness  -0.272* -0.241 

Moderating Effect    

Discrepancy   -0.076 

Perceived social dirtiness × 

Discrepancy 
  -0.719** 

Total R2 0.034 0.106 0.268** 

∆ R2 0.034 0.072 0.162 

F Statistic 0.835 2.095 4.206** 

Note: N=76. * p < 0.05, ** p < 0.01 (two tailed). All the regression results are 

standardized coefficients. 

 

Table 5.4 Multiple regression analysis between perceived moral dirtiness and sleep 

quality 

 Sleep quality 

Model 1 Model 2 Model 3 

Control Variables    

Age 0.169 0.170 0.106 

Gender 0.119 0.083 0.185 

Tenure -0.161 -0.182 -0.101 

Main Effect    

Perceived moral dirtiness  -0.113 -0.081 

Moderating Effect    

Discrepancy   -0.200 

Perceived moral dirtiness × 

Discrepancy 
  -0.152 

Total R2 0.034 0.045 0.088 

∆ R2 0.034 0.011 0.043 

F Statistic 0.835 0.834 1.115 

Note: N=76. * p < 0.05, ** p < 0.01 (two tailed). All the regression results are 
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standardized coefficients. 

 

 

Figure 2. Two-way interaction effect: discrepancy moderates the relationship 

between perceived physical dirtiness and sleep quality 

 

 

Figure 3. Two-way interaction effect: discrepancy moderates the relationship 

between perceived social dirtiness and sleep quality 

 

Hypotheses 3 states that sleep quality will be negatively related to 

depersonalization. Results in model 2 of Table 5.5 show that sleep quality was 

significantly and negatively related to depersonalization (β = -0.54, p < 0.001), 

providing support for H3.  
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Table 5.5 Multiple regression analysis between sleep quality and depersonalization 

 Depersonalization 

Model 1 Model 2 

Control Variables   

Age -0.089 0.180 

Gender -0.290 -0.226* 

Tenure -0.116 -0.202 

Main Effect   

Sleep quality  -0.538** 

Total R2 0.087 0.367** 

∆ R2 0.087 0.028 

F Statistic 2.282 10.289** 

Note: N=76. * p < 0.05, ** p < 0.01 (two tailed). 

All the regression results are standardized coefficients. 

 

Hypotheses 4 predicts that perceived work dirtiness will positively relate to 

depersonalization through the mediating mechanism of sleep quality. The bootstrapping 

approach for mediation analysis is recommended due to small sample size (Koopman, 

Howe, Hollenbeck and Sin, 2015). Results shown in Table 5.6 are consistent with the 

claim that perceived physical dirtiness impacts poor sleep quality, which in turn 

increases depersonalization (b = 0.187, 95%CI = 0.009 to 0.393). In addition, perceived 

physical dirtiness did not significantly and independently influence depersonalization 

(b =0.080, n.s.). Thus, it indicates the existence of full mediation and support for H4a. 

Similarly, analysis for the mediating effect of sleep quality in the relationship between 

perceived social dirtiness and depersonalization was conducted. The proposed 

mediation was supported (b = 0.241, 95%CI = 0.019 to 0.481). Moreover, there was no 

direct effect of perceived social dirtiness on depersonalization (b =0.044, n.s.), 

indicating full mediation and providing support for H4b. Finally, the mediation from 

perceived moral dirtiness to depersonalization through sleep quality was tested. The 

indirect effect of perceived moral dirtiness on depersonalization through sleep quality 



47 

 

was not significant (b = 0.096, 95%CI = -0.124 to 0.298), and no direct effect of 

perceived moral dirtiness on depersonalization (b =0.192, n.s.) was found. Taken 

together, the findings indicate no mediation on the proposed paths, and hence H4c was 

not supported. The overall mediation analysis is illustrated in Figure 4.  

Table 5.7 summarizes the results of testing the hypotheses of this study. 
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Table 5.6 Mediation analysis on poor sleep quality 

 
Effect SE 

BootLLCI 

/ LLCI 

BootULCI 

/ ULCI 

Physical dirtiness → Depersonalization     

Indirect effect 0.187* 0.098 0.009 0.393 

Direct effect 0.080 0.138 -0.196 0.355 

Social dirtiness → Depersonalization     

Indirect effect 0.241* 0.115 0.019 0.481 

Direct effect 0.044 0.167 -0.289 0.377 

Moral dirtiness → Depersonalization     

Indirect effect 0.096 0.106 -0.124 0.298 

Direct effect 0.192 0.163 -0.133 0.517 

Note: N=76. * p < 0.05 (two tailed). 

 

Table 5.7 Summary of hypotheses and results 

Hypothesis Result 

H1a: Perceived physical dirtiness relates negatively to poor sleep quality.  Supported 

H1b: Perceived social dirtiness relates negatively to poor sleep quality. Supported 

H1c: Perceived moral dirtiness relates negatively to poor sleep quality. 
Not 

Supported 

H2a: Under the high discrepancy between implicit and explicit job satisfaction, 

the negative relationship between perceived physical dirtiness and sleep 

quality will be stronger.  

Supported 

H2b: Under the high discrepancy between implicit and explicit job satisfaction, 

the negative relationship between perceived social dirtiness and sleep 

quality will be stronger.  

Supported 

H2c: Under the high discrepancy between implicit and explicit job satisfaction, 

the negative relationship between perceived moral dirtiness and sleep 

quality will be stronger. 

Not 

Supported 

H3:  Poor sleep quality is negatively related to depersonalization. Supported 

H4a: The positive relationship between perceived physical dirtiness and 

depersonalization is mediated by sleep quality. 
Supported 

H4b: The positive relationship between perceived social dirtiness and 

depersonalization is mediated by sleep quality. 
Supported 

H4c: The positive relationship between perceived moral dirtiness and 

depersonalization is mediated by sleep quality. 

Not 

Supported 
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Figure 4. Results of mediation analysis 

 

Note:  

1. 3 mediation analyses are conducted, in which physical dirtiness is the independent 

variable in the first analysis, while social dirtiness and moral dirtiness are used as 

independent variables for the second and third analyses respectively.    

2. Path A represents the association between perceived work dirtiness and sleep quality. 

3. Path B represents the association between sleep quality and depersonalization. 

4. Path C represents the total effect of perceived work dirtiness on depersonalization. 

5. Path C’ represents the direct effect of perceived work dirtiness on depersonalization. 

6. Statistics reported include standardized coefficient and standard error. 

p < 0.05, ** p < 0.01, *** p < 0.001 

  

Perceived 

Work 

Dirtiness 

Depersonalization 

Sleep Quality 

Path A 

1. B = -0.280, SE = 0124* 

2. B = -0.355, SE = 0.149* 

3. B = -0.143, SE = 0.157 

Path B 

1. B = -0.668, SE = 0.128*** 

2. B = -0.678, SE = 0.128*** 

3. B = -0.671, SE = 0.123*** 

Path C 

1. B = 0.267, SE = 0.157 

2. B = 0.285, SE = 0.188 

3. B = 0.288, SE = 0.192 

Path C’ 

1. B = 0.800, SE = 0.138  

2. B = 0.439, SE = 0.167 

3. B = 0.192, SE = 0.163 
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Chapter 6 Discussion 

 

6.1 Summary of the Study 

 The objective of this study is to provide empirical evidence for the association 

between a dirty worker’s perception of dirtiness in his or her work, sleep quality and 

depersonalization. Additionally, this study also aims to examine the moderating role of 

discrepancy toward implicit and explicit job satisfaction between the relationship of 

perceived work dirtiness and sleep quality. Meanwhile, the mediating role of sleep 

quality on the relationship between perceived work dirtiness and depersonalization was 

investigated. This study first demonstrated that workers who perceived their work as 

dirty were more likely to experience poor sleep quality. Second, the reasons why dirty 

workers may have discrepancy between implicit and explicit job satisfaction, and how 

such discrepancy affected dirty workers’ sleep quality were analyzed. I attempted to 

find out whether dirty workers with high discrepancy would foster the association 

between their perception of work dirtiness and their poor sleep quality. Third, the 

likelihood of poor sleep to affect depersonalization was investigated. Lastly, the 

possibility of how perceived work dirtiness affected dirty workers’ sleep quality, which 

in turn made them suffer from depersonalization was studied. 

 The results of this study in general support the proposed model. Dirty workers’ 

perceived physical dirtiness and social dirtiness were significant antecedents predicting 

poor sleep quality, especially when they have high discrepancy of job satisfaction 

implicitly and explicitly. Moreover, dirty workers who perceived physical dirtiness and 

social dirtiness were more likely to encounter depersonalization through the mechanism 

of poor sleep quality. However, there was no evidence that perceived moral dirtiness 

would predict the likelihood of dirty workers to experience sleep problems as well as 

depersonalization, regardless of the level of discrepancy of dirty workers. 
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6.2 Interpretation of results 

 The findings of this study indicate that physical dirtiness and social dirtiness have 

significant influence on correctional officers’ impaired sleep quality. The results are 

compatible to the findings of Nasermoaddeli, Sekine, Hamanishi and Kagamimori 

(2002), where a causal relationship between work stress and sleep quality has been 

observed. The results imply that the physical taints (e.g. unpleasant and dangerous 

working conditions) and social taints (e.g. frequent contact with inmates) could be 

sources of daily prolonged stress at work. From the perspective of neurology, stress 

responses arouse the release of cortisol, which will interfere dirty workers’ ability to 

mentally switch off after work, and hence workers may not have quality sleep.  

 As expected, the moderating role of discrepancy between explicit and implicit job 

satisfaction strengthens the negative relationship between dirty worker’s perception of 

physical dirtiness and social dirtiness and their sleep quality. The present study supports 

the findings of previous studies reporting that people with greater discrepancy between 

explicit and implicit attitudes will process more extensive information relevant to the 

domain of discrepancy (Briñol et al., 2006; Johnson & McDonough-Caplan, 2016). 

Attributions of work dirtiness are highly salient to occupational members (Kreiner et 

al., 2006), dirty workers are likely to pay more attention to the taint associated with 

their works when they process job-related information. The more job-related 

information the dirty worker seeks, the more salient the work taint is. The increased 

salience of work taint will then hinder the worker’s mentally switching off and induce 

the problem of poor sleep.  

 Regarding the direct effect of sleep quality to depersonalization, the results of this 

study are consistent with the empirical results shown by Esposito, Martoni, Occhionero 

& Casini (2016). They have found that sleep quality is negatively associated with 
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depersonalization among employees who serve for people with severe disability. Under 

the conservation of resource model, impaired sleep of dirty workers represents a 

significant resources depletion and incomplete resources replenishment. Dirty workers 

tend to prevent themselves from further resources loss and in the meantime protect their 

remaining resources by reducing their involvement at work emotionally and cognitively 

as well as distancing themselves from the emotional and physical resources 

consumption.  

 This study has found that perceived work dirtiness in the extent of physical taint 

and social taint affects depersonalization through poor sleep quality. When physical 

dirtiness or social dirtiness was significantly and negatively associated with sleep 

quality, and sleep quality was negatively linked to depersonalization, the mediating role 

of sleep quality between physical dirtiness or social dirtiness and depersonalization was 

logically inferred. This implies that dirty workers who perceive their work associated 

with physical taint or social taint are more likely to have poor sleep experience and 

insomnia symptoms. As previously discussed, dirty workers are depleted of 

psychological resources for performing the dirty tasks, and sleep is the fundamental 

mechanism for resources replenishment. Without a good sleep implies the failure of 

dirty workers to replenish resources. From the view point of conservation of resource 

theory, dirty workers strive to conserve the remaining resources, and hence they will 

reduce emotional and cognitive involvement with work. These findings suggest that 

poor sleep quality is the mechanism connecting perceived physical dirtiness or social 

dirtiness and depersonalization.  

 Surprisingly, moral dirtiness did not associate with poor sleep quality, and 

discrepancy of implicit and explicit job satisfaction did not moderate the relationship 

between them. On the other hand, moral dirtiness was positively correlated with 
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depersonalization. However, after controlling for age, gender and tenure, moral 

dirtiness was no longer associated with depersonalization. The lack of significance 

could be explained by the centrality and intensity of different types of work dirtiness. 

The working environment of correctional officers is often full of threat of violence. 

There is no doubt that they are required to engage in dirty tasks such as cleaning up 

after inmates and conducting strip searches. Besides, they have regular contact with 

inmates who are a socially stigmatized segment of the population (Davis, 1998). In 

terms of moral dirtiness, however, correctional officers only occasionally handcuff 

pregnant prisoners or shackle the sick prisoners. As reported in Table 5.1, the mean of 

moral dirtiness (2.78) was lower than those of physical (3.42) and social (3.16) dirtiness. 

This implies that physical dirtiness and social dirtiness associated with the work of 

correctional officers possesses a higher centrality and intensity than moral dirtiness. 

Attributions of high centrality and intensity of work dirtiness are likely to increase 

pervasiveness of stigma and to be more salient to dirty workers (Kreiner et al., 2006). 

Since moral dirtiness is not a very salient feature for correctional officers, they are less 

likely to focus on information related to moral dirtiness in their job when they resolve 

the discrepancy. As such, there is no moderating effect of discrepancy in the 

relationship between perceived moral dirtiness and sleep quality. In addition, the 

frequency of the involvement in dirty task may amplify the taint and stigma (Baran et 

al., 2012). Consistent with conversation of resources theory, frequent involvement may 

tax dirty workers more resources for dealing with strain when compared with infrequent 

involvement. When moral dirtiness is thought to be less salient, dirty workers may not 

require expending considerable psychological resources coping with tasks associated 

with moral dirt, which in turn has less influence on their sleep quality as well as 

depersonalization.    
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6.3 Theoretical contributions 

 The findings contribute several important implications to the current literature. 

First, numerous studies have been conducted on dirty work, only few studies yielded 

quantitative results for the analysis (Baran et al., 2012; Schaubroeck et al., 2018). The 

present study fills in this empirical void and provides more evidence concerning dirty 

workers’ physiological and psychological well-beings. The present research is one of 

the first to concentrate on the physiological outcomes (i.e., sleep quality) of people 

performing dirty tasks. Results of this study provide evidence that the involvement of 

dirty tasks affects key well-being outcomes for dirty workers. This is particularly 

important because conducting dirty work is likely to threaten dirty workers’ internal 

resources for coping with occupational stressors (Baran et al., 2012). Given that sleep 

is a fundamental mechanism for human beings to replenish internal resources, dirty 

workers without quality sleep could experience a downward spiral, further impairing 

sleep quality (Linton, 2004). Future research may explore the potential moderator to 

alleviate the impact of work dirtiness on sleep quality.  

In addition, this study extends the current literature of dirty works on how the 

physiological outcomes of dirty workers will affect their psychological outcomes (i.e. 

depersonalization). It is found that poor sleep quality will lead dirty workers to detach 

and distance themselves from the service recipients. In line with conservation of 

resources theory, depersonalization appears to be a coping response for dirty workers 

to preserve their remaining valuable resources. Nevertheless, depersonalization is one 

the prime components of job burnout (Golembiewski & Munzenrider, 1988). This study 

gives scope to future research examining the burnout process of dirty workers that how 

poor sleep quality affects depersonalization, which in turn diminishes dirty workers’ 

personal accomplishment and eventually produces emotional exhaustion. 
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The mediating effect of sleep quality in the relationship between perceived work 

dirtiness and depersonalization offers a new perspective on dirty work literature. 

Previous research has attempted to discover whether dirty workers can maintain their 

identity of dirty workers (e.g., Ashforth et al., 2017) or how they cope with the taint 

associated with their work (e.g., Bosmans et al., 2016). This study extends knowledge 

on understanding dirty work through the perspective of conservation of resources 

theory and considering dirty work a job demand. Performing dirty tasks represent work 

stressors to dirty workers, which account for the inability to mentally switch off after 

work and lead to a loss of cognitive and emotional resources. Insufficient resource 

replenishment in turn leads to mentally distancing from recipients as a coping strategy 

to conserve the resources.  

Most of the previous research done with IAT has been conducted in laboratory 

settings and subjects are required to conduct the experiment in-person. This study 

advances the research on implicit attitudes by allowing the subjects to conduct the 

experiment with their mobile devices. Most importantly, echoing Uhlmann et al.’s 

(2012) call for more utilization of implicit measures in OB research, this is one of the 

first research to consider the role of implicit attitude in dirty work as well as burnout. 

The current research initiates the study of intra-individual well-being of dirty workers 

in an attempt to provide a more comprehensive understanding of how work dirtiness 

may affect workers by taking into account of workers’ implicit attitude. This study 

shows that when discrepancy between explicit and implicit job satisfaction is high, dirty 

workers attempt to reduce the discrepancy through information processing of their work. 

This makes the taint associated with their work more salient, and in turn affects dirty 

workers to have a quality sleep. The findings provide directions for future research to 

examine whether this moderating effect can be applied to other behavioral outcomes of 
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dirty workers such as work engagement.  

 

6.4 Practical implications 

 The findings of this study offer a number of important practical implications for 

managers and organizations in addressing direct involvement with dirty task at work 

and discrepant job satisfaction. The findings of the present study suggest that perceived 

work dirtiness plays very important role to workers’ physiological well-being (i.e., 

sleep quality) and psychological detachment (i.e., depersonalization). Given that direct 

involvement of dirty tasks is unavoidable, managers should provide support to their 

workers in order to mitigate the negative influences associated with their work. In 

addition, rotation of stigmatized tasks could be another tactic which managers could 

use to help their subordinates to lessen the experiences of work dirtiness by reducing 

the exposure of taint.  

 Existence of discrepancy of implicit and explicit job satisfaction suggests that 

managers should not ignore either deliberative evaluation or automatic assessment 

towards work context. Explicit attitudes tend to predict deliberate behaviors while 

implicit attitudes tend to predict spontaneous behaviors (Wilson, Lindsey & Schooler, 

2000). Despite the fact that implicit and explicit attitudes tap into different predictions 

of behaviors, previous research has shown that consistent implicit-explicit attitudes will 

predict workers’ positive well-being such as job satisfaction (Brunstein, 2010; Thielgen, 

Krumm, Rauschenbach & Hertel, 2015). Thus, managers should make effort on shaping 

employees’ consistent implicit-explicit attitudes. For example, self-determination and 

work autonomy are found to be able to promote high congruency between implicit and 

explicit attitudes (Thrash & Elliot, 2002). Managers may consider giving appropriate 

autonomy to their workers, so as to promote consistent implicit-explicit attitudes which 
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in turn will be beneficial for organizations. The results of this study also indicate that 

the moderating effect of implicit and explicit discrepancy towards job satisfaction could 

increase the salience of work taint, which leads to impaired sleeping quality. 

Experiences of dirtiness at work can be intricate, managers should offer appropriate 

support and compensate to their employees to increase their feeling of satisfaction. On 

the other hand, the present study also suggests workers would seek persuasive 

information processing whereas they experience high discrepant job satisfaction 

implicitly and explicitly. Managers may also emphasize the non-stigmatized or the 

positive aspects of the work, so as to neutralize the salience of dirtiness and to optimize 

the well-beings of employees and organization. 
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Chapter 7 Conclusion 

 

7.1 Limitations and future research suggestions 

In spite of the significant findings, there are some limitations on this study. The 

direction of the discrepancy was not differentiated in this research. The discrepancy 

presented in this study includes both the combination of high explicit and low implicit 

attitude, and the combination of high implicit and low explicit attitude, which might 

potentially generate different implications. Previous research on discrepancy between 

implicit and explicit self-esteem suggests both types of discrepancy are detrimental to 

physical and mental health, however they do generate different outcomes (Creemers et 

al., 2012; Schröder‐Abé, Rudolph, Wiesner & Schütz, 2007; Valiente, Cantero, 

Vázquez, Sanchez, Provencio, & Espinosa, 2011; Zeigler-Hill, 2006). Future studies 

may investigate whether different forms of discrepancies are related to different 

outcomes.  

Moreover, the respondents in this study were from the same organization in the 

same city, generalizability of the results to broader context of dirty work organizations 

or other countries is limited. Future research should examine the perceived work 

dirtiness in a more diverse organization or country. The paucity of research examining 

implicit attitudes towards dirty work makes it difficult to identify the effect size for this 

study. Given that research of implicit attitudes often uses a relatively small sample (e.g., 

Leavitt, Fong and Greenwald (2011) used a small sample size (N=35) for their study on 

implicit job satisfaction), the sample size (N=76) of this study is still acceptable, 

nevertheless, it might affect the validity of the results. Future studies could use a larger 

sample to validate the results of this study. 

Sleep quality in this study was measured by employing the Likert-style rating of 

the previous night’s experience. Such rating may not reflect the overall sleep quality 
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throughout the whole study. Thus, surveying sleep components spanning the previous 

2 months is recommended in future research. In addition, researchers may consider the 

use of wearable physiological devices to objectively record the subjects’ sleep.  

Another concern involves the causality between sleep quality and 

depersonalization. It is possible that depersonalization may play a role in predicting 

sleep quality. Research has demonstrated that psychological detachment is associated 

with less fatigue and hence improves sleep quality (Barber & Jenkins, 2014), suggesting 

a reversed causality between depersonalization and sleep quality. Future research may 

adopt longitudinal research design to verify these temporal relationships.   

Lastly, perceived moral dirtiness is neither significantly related to sleep quality nor 

depersonalization in this study. The lack of significance of perceived moral dirtiness 

could be due to the centrality and intensity of dirty task involvement. Future researchers 

may further investigate the reasons for the phenomena. It is suggested that future 

research should replicate the current model by focusing on occupations categorized as 

morally tainted such as casino employees, sex workers, etc., in order to examine and 

clarify the causality of perceived moral dirtiness, sleeping quality and depersonalization.  

Given the lack of empirical study on dirty work, some implications of this study 

provide certain directions for future research. First, this study has demonstrated the 

negative influences of physical and social dirtiness, an exploration of moderators to 

alleviate such impacts is suggested. For instance, social buffers are believed to insulate 

dirty workers from the stigmatized tasks (Ashforth et al., 2007). Future research can 

include constructs like perceived peer support to examine its normalization effect to 

minimize the negative impact of work dirtiness. Second, this study focuses on one 

single implicit job attitude, i.e., job satisfaction. It is possible that other implicit 

attitudes might also play a role in dirty work, e.g., implicit self-esteem, implicit 
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satisfaction toward organizations, etc. As a result, a possible direction for future 

research is to add implicit measures of other attitudes to generate a greater 

understanding of dirty work context.  

 

7.2 Conclusion   

 Sleep is a fundamental mechanism for human beings to replenish resources. The 

purpose of this study is to identity the influences of perceived work dirtiness on workers’ 

sleep quality. Attitudes research has shown that implicit and explicit evaluations can be 

influential. Experience of discrepant implicit and explicit attitudes leads to cognitive 

dissonance, which may augment the negative influence of work dirtiness. This study 

uses implicit association test to assess the implicit attitudes towards work and its 

inconsistency with explicit attitudes. The present research provides a clear indication 

of the importance of such discrepancy on affecting the relationship between perceived 

work dirtiness and poor sleeping quality among correctional officers in Macao. Dirty 

workers with a high discrepancy between implicit and explicit job satisfaction engage 

in pervasive information processing, which makes the taints associated with their work 

more prominent. This heightened focus on work taints continues to linger as workers 

go to bed. As such, it affects the workers’ mental ability to switch off after getting off 

work. Further, this study offers insights into the process by which perceived work 

dirtiness could influence dirty workers’ sleep quality, which in turn leads to 

depersonalization. Understanding implicit attitude and its discrepancy with explicit 

attitudes is crucial in organizational behavior research, particularly relevant in dirty 

work, the findings of this study provide some potential avenue of future research. In 

order to extend the understanding of dirty work and to evaluate the generalizability of 

the findings, more empirical studies on various organizations are needed.  
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Appendix 1 Time 1 Survey 

澳門懲教人員工作狀況調查研究 

A study on the work situation of correctional officers in Macao 

 

感謝閣下撥冗參與由澳門大學工商管理學院進行的工作狀況調查。本問卷調查旨

在瞭解本澳懲教人員對其目前工作狀況的看法與感受。這是一項獨立的調查研究，

所有資料僅供學術研究之用。答案並無對錯之分，懇請閣下就實際狀況及感受填

寫。 

 

是次調查將分兩階段進行，填寫此問卷需時約 15至 20分鐘。此問卷以不記名方

式進行，閣下提供的答案及個人資料會絕對保密，並於統計分析後銷毀。任何外

來人士包括你的公司或上司絕對不能參閱。此外，我們亦會以統計法分析問卷，

從而使問卷調查的最終結果將不能確定為何人所答。請放心填寫。 

 

如對是次調查有任何垂詢，歡迎電郵至 mb54535@umac.mo 與陳綺雯小姐聯絡。

再次感謝閣下的參與，並祝閣下工作順利！ 

~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~ 

 

Thank you for your time in participating a survey conducted by Faculty of Business 

Administration, University of Macau. This survey questionnaire aims to understand the 

views and feelings about the current work situation of the correctional officers in Macao. 

This is an independent research, all information is used for academic research only. 

There is no right or wrong answer, so please kindly fill in based upon the actual situation 

and feelings. 

 

The survey will be conducted in two phases. The current survey should take about 15 

to 20 minutes to finish. The survey is anonymous, the answers and personal 

information provided will be kept strictly confidential and destroyed after statistical 

analysis. Any external members including your company or your supervisor must not 

be able to read the completed questionnaire. Besides, we will also analyze the 

questionnaire by statistical method, so that the final result of the survey will not be 

personally identified. Please rest assured to fill in. 

 

If you have any queries about the survey, please feel free to contact Ms. Connie Chan 

at mb54535@umac.mo. Thank you again for your participation and wish you every 

success in your work!

mailto:mb54535@umac.mo
mailto:mb54535@umac.mo
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第一部分 Part One 

以下問題是關於你個人對懲教工作的看法，看法沒有對錯之分。請在右方圈出最

能代表你意見的數字。你所提供的資料絕對保密，請以實際情況作答。 

The following questions are about your personal views on the work of correctional 

services. There is no right or wrong. Please circle the number that best represents your 

opinion on the right. The information you provided is strictly confidential. Please reply 

according to the actual situation. 

1 

非常不同意 

Strongly 

Disagree 

2 

不同意 

Disagree 

3 

中立 

Neutral 

4 

同意 

Agree 

5 

非常同意 

Strongly Agree 

我認為： 

I think: 

1. 
為了完成我的工作，我需要接觸一些骯髒的東西。 

I have to touch some things that are filthy to do my job. 
1 2 3 4 5 

2. 
工作時，我需要做出一些令人厭惡的事情。 

I have to do something physically disgusting. 
1 2 3 4 5 

3. 
我需要在厭惡的工作環境下工作。 

I have to work in physically unpleasant work surroundings. 
1 2 3 4 5 

4. 

工作時，我需要做一些會對我健康產生不良影響的事

情。 

I have to do something that presents a danger to my health 

(i.e. either physical danger or risk of illness). 

1 2 3 4 5 

5. 

我的工作有機會影響我個人的安全。 

There is a possibility that my work may affect my personal 

safety. 

1 2 3 4 5 

6. 

我的工作是需要向別人(如：在囚人士、探訪者、同事

等)卑躬屈膝。 

My work requires me to act inferior in front of others (e.g. 

inmates, visitors, coworkers etc.).  

1 2 3 4 5 

7. 
我的工作要忍受被別人責駡。 

My work requires me to tolerate abuse from others. 
1 2 3 4 5 

8. 

工作時我會感覺自己地位比別人低。 

I have a feeling of lower status when dealing with others 

during work. 

1 2 3 4 5 

9. 我在工作時會接觸到有黑社會背景的人。 1 2 3 4 5 
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At work, I interact with people who have a gang 

background. 

10. 

我的工作需要跟背景有問題人相處。 

My work requires me to interact with people who have a 

questionable background. 

1 2 3 4 5 

11. 

我的工作需要厚著臉皮去面對在囚人士。 

My wok requires me to wear “thick skins” when dealing 

with inmates. 

1 2 3 4 5 

12. 

我的工作需要對在囚人士忍氣吞聲。 

I often need to suppress my opinions and emotions when 

interacting with inmates. 

1 2 3 4 5 

  

第二部分 Part Two 

以下是關於你對於自己工作的基本描述，當中無對錯之分，請在右方圈出最能反

映你的情況及意見的數字。你所提供的資料絕對保密，請以實際情況作答。 

The following descriptions are about your work. There is no right or wrong. Please 

circle the number that best reflects your situations and opinions on the right. The 

information you provided is strictly confidential. Please reply according to the actual 

situation. 

1 

非常不同意 

Strongly 

Disagree 

2 

不同意 

Disagree 

3 

中立 

Neutral 

4 

同意 

Agree 

5 

非常同意 

Strongly Agree 

我認為： 

I think: 

13. 
總體來說，我的工作真棒。 

All in all, the job I have is great. 
1 2 3 4 5 

14. 
總括來說，我對自己的工作感到滿意。 

In general, I am satisfied with my job. 
1 2 3 4 5 

15. 
我享受我的工作。 

My job is very enjoyable. 
1 2 3 4 5 
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第三部分 Part Three 

以下是關於你的個人資訊，你所提供的資料絕對保密。請於適當的方格中填上

或在空格內填上適當的資料。 

The following is about your personal information. The information you provided is 

strictly confidential. Please fill in the appropriate box with  or fill in the appropriate 

information in the box.  

性別 Gender  男Male  女 Female  

原居地 Place 

of origin 

 澳門 

Macau 

 中國大陸 

Mainland China 

 香港 

Hong Kong 

 越南 

Vietnam 

 尼泊爾 

Nepal 

 菲律賓 

Philippines 

 其他 Other (請註明 Please specify: _____________________ ) 

年齡 Age  20 – 24歲 

20 to 24 years old  

 25 – 29歲 

25 to 29 years old 

 30 – 34歲 

30 to 34 years old 

 35 – 39歲 

35 to 39 years old 

 40 – 44歲 

40 to 44 years old 

 45 – 49歲 

45 to 49 years old 

 50 – 54歲 

50 to 54 years old 

 55 – 59歲 

55 to 59 years old 

 60歲或以上 

60 years old or above 

在這間機構總

年資 

Total years in 

this organization 

 少於 1年 

Less than 1 year  

 1至 3年  

1 to 3 years  

 4至 6年  

4 to 6 years 

 7至 10年 

7 to 10 years  

 多於 10年  

More than 10 years  

 

每月總收入(澳

門幣) 

Monthly total 

salary (MOP) 

 少於 20,000 

Less than 20,000  

 20,000 – 24,999 

20,000 – 24,999 

 25,000 – 29,999 

25,000 – 29,999 

 30,000 – 34,999 

30,000 – 34,999  

 35,000 – 39,999 

35,000 – 39,999  

 40,000或以上  

More than 40,000 

任職隊伍 

Serving team 

 路環監獄 (保安看守

組) 

Coloane Prison 

(Security and 

Vigilance Team) 

 路環監獄 (特別保

安組) 

Coloane Prison 

(Special Security 

Team) 

 少年感化院 

Youth Correctional 

Institution 

 其他 Other (請註明 Please specify: _____________________ ) 

手機號碼 (最後四位數字) Mobile No. (Last 4 digits)     
出生月份 Month of birth  ___________________  

 

問卷到此完結，感謝你的參與！ 

This is the end of the questionnaire. Thank you for your participation! 
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Appendix 2 Time 2 Survey 

澳門懲教人員工作狀況調查研究 

A study on the work situation of correctional officers in Macao 

 

感謝閣下撥冗參與由澳門大學工商管理學院進行的工作狀況調查。本問卷調查旨

在瞭解本澳懲教人員對其目前工作狀況的看法與感受。這是一項獨立的調查研究，

所有資料僅供學術研究之用。答案並無對錯之分，懇請閣下就實際狀況及感受填

寫。 

 

填寫此問卷需時約 15至 20分鐘。此問卷以不記名方式進行，閣下提供的答案及

個人資料會絕對保密，並於統計分析後銷毀。任何外來人士包括你的公司或上司

絕對不能參閱。此外，我們亦會以統計法分析問卷，從而使問卷調查的最終結果

將不能確定為何人所答。請放心填寫。 

 

如對是次調查有任何垂詢，歡迎電郵至 mb54535@umac.mo 與陳綺雯小姐聯絡。

再次感謝閣下的參與，並祝閣下工作順利！ 

~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~*~ 

 

Thank you for your time in participating a survey conducted by Faculty of Business 

Administration, University of Macau. This survey questionnaire aims to understand the 

views and feelings about the current work situation of the correctional officers in Macao. 

This is an independent research, all information is used for academic research only. 

There is no right or wrong answer, so please kindly fill in based upon the actual situation 

and feelings. 

 

The survey should take about 15 to 20 minutes to finish. The survey is anonymous, 

the answers and personal information provided will be kept strictly confidential and 

destroyed after statistical analysis. Any external members including your company or 

your supervisor must not be able to read the completed questionnaire. Besides, we will 

also analyze the questionnaire by statistical method, so that the final result of the survey 

will not be personally identified. Please rest assured to fill in. 

 

If you have any queries about the survey, please feel free to contact Ms. Connie Chan 

at mb54535@umac.mo. Thank you again for your participation and wish you every 

success in your work! 

 

mailto:mb54535@umac.mo
mailto:mb54535@umac.mo
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第一部分 Part One 

以下問題是關於你在工作上的感覺和情感，請根據你的實際感受，在右方圈出對你最

適用的數字。你所提供的資料絕對保密，請以實際情況作答。 

The following questions are about your feelings and emotions at work. Please circle the 

number that best represents your actual feelings on the right. The information you provided 

is strictly confidential. Please reply according to the actual situation. 

請仔細閱讀每個描述，並判斷是否曾經對工作有這樣的感覺。如果你從未有過這樣

的感覺，請在右方圈出「0」(零)。如果你曾經有這種感覺，請在右方圈出(由 1至 6)

你感受到這感覺的頻率。 

Please read each statement carefully and decide if you ever feel this way about your 

job. If you have never had this feeling, please circle the “0” (zero) on the right. If you 

have had this feeling, indicate how often you felt it by circling the number (from 1 to 

6) that best describes how frequently you feel that way.  

從來沒有 

Never  

0 

從不 

Never 

近乎沒有 

Almost 

never 

1 

一年數次

或更少 

A few 

times a 

year or 

less 

很少 

Rarely 

2 

每月一次

或更少 

Once a 

month or 

less 

有時 

Sometime

s 

3 

每月數次 

A few 

times a 

month 

經常 

Often 

4 

每星期一

次 

Once a 

week  

常常 

Very 

often 

5 

每星期數

次 

A few 

times a 

week  

總是 

Always 

6 

每天 

Every day 

1. 

我覺得自己把一些服務對象當作物件看待。 

I feel I treat some recipients as if they were 

impersonal objects. 

0 1 2 3 4 5 6 

2. 

自從做這份工作之後，我覺得對人更冷淡。 

I’ve become more callous toward people since I 

took this job. 

0 1 2 3 4 5 6 

3. 
我擔心這份工作會令我硬起心腸。 

I worry that this job is hardening me emotionally. 
0 1 2 3 4 5 6 

4. 

對於某些服務對象，我不會真正關心他們。 

I don’t really care what happens to some 

recipients.  

0 1 2 3 4 5 6 

5. 
我覺得有些服務對象把他們某些問題歸咎於

我。 
0 1 2 3 4 5 6 
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I feel recipients blame me for some of their 

problems. 

 

第二部分 Part Two 

最後，以下問題有關你的生活習慣，請在右方圈出最能反映你的情況的數字。你

所提供的資料絕對保密，請以實際情況作答。 

Finally, the following questions are about your habit. Please circle the number that best 

reflects your situation on the right. The information you provided is strictly confidential. 

Please reply according to the actual situation. 

根據以下指示回答問題：「請選擇最能反映你昨晚的經歷與敍述句子相符程度的數

字。 

1 代表很小程度，5代表很大程度。」 

Please rate on the items according to the statement of “to what extent do you 

experience the following symptoms?” (1 = to a very small extent, 5 = to a very large 

extent). 

6. 
你有困難入睡。 

You have trouble falling asleep. 
1 2 3 4 5 

7. 

你有困難保持入睡狀態(包括太早起床)。 

You have trouble staying asleep (including 

waking up too early). 

1 2 3 4 5 

8. 
你在睡眠期間起床過幾次。 

You wake up several times during the night. 
1 2 3 4 5 

9. 

你在睡了跟平常差不多長時間後，起床後仍感

到疲累及睏頓。 

You wake up after your usual amount of sleep 

feeling tired and worn out. 

1 2 3 4 5 
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第三部分 Part Three 

以下是關於你的個人資訊，你所提供的資料絕對保密。請於適當的方格中填上

或在空格內填上適當的資料。 

The following is about your personal information. The information you provided is 

strictly confidential. Please fill in the appropriate box with  or fill in the appropriate 

information in the box.  

性別 Gender  男Male  女 Female  

原居地 Place 

of origin 

 澳門 

Macau 

 中國大陸 

Mainland China 

 香港 

Hong Kong 

 越南 

Vietnam 

 尼泊爾 

Nepal 

 菲律賓 

Philippines 

 其他 Other (請註明 Please specify: _____________________ ) 

在這間機構

總年資 

Total years in 

this 

organization 

 少於 1年 

Less than 1 year  

 1至 3年  

1 to 3 years  

 4至 6年  

4 to 6 years 

 7至 10年 

7 to 10 years  

 多於 10年  

More than 10 years  

 

任職隊伍 

Serving team 

 路環監獄 (保安看

守組) 

Coloane Prison 

(Security and 

Vigilance Team) 

 路環監獄 (特別保

安組) 

Coloane Prison 

(Special Security 

Team) 

 少年感化院 

Youth Correctional 

Institution 

 其他 Other (請註明 Please specify: _____________________ ) 

手機號碼 (最後四位數字) Mobile No. (Last 4 digits)     
出生月份 Month of birth  ___________________  

 

 

問卷到此完結，感謝你的參與！ 

This is the end of the questionnaire. Thank you for your participation! 
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Appendix 3 Stimuli used in implicit association test 

 

Category 
Stimuli 

English Chinese 

Correction 

懲教 

Detention Zone 囚倉區 

Prison Guard 獄警 

Inmate 在囚人士 

Inmate Uniform 囚犯制服 

Prison 監獄 

Non-Correction 

非懲教 

Teacher 教師 

Accountant 會計師 

Writer 作家 

Designer 設計師 

Architect 建築師 

Positive 

正面 

Rainbow 彩虹 

Happy 高興 

Smile 微笑 

Gift 禮物 

Sunshine 陽光 

Negative 

負面 

Pain 疼痛 

Dangerous 危險 

Unhappy 不高興 

Rain 降雨 

Cry 哭泣 

 

  



96 

 

Appendix 4 Illustration of job satisfaction implicit association test 

 

Block 

No. of 

trials Task 

Response area 

Left Right 

1 10 
Target 

discrimination 

Correction Non-correction 

Prison guard Accountant 

2 10 
Attribute 

discrimination 

Positive  Negative 

Smile Rain 

3 20 
Initial combined 

task 

Correction or 

Positive 

Non-correction or 

Negative 

Prison guard, Smile Accountant, Rain 

4 20 
Initial combined 

task 

Correction or 

Positive 

Non-correction or 

Negative 

Prison guard, Smile Accountant, Rain 

5 10 
Reversed target 

discrimination 

Non-correction Correction 

Teacher Prison 

6 20 
Reversed 

combined task 

Non-correction or 

Positive 

Correction or 

Negative 

Teacher, Smile Prison, Rain 

7 20 
Reversed 

combined task 

Non-correction or 

Positive 

Correction or 

Negative 

Teacher, Smile Prison, Rain 

Remark: Sample items are italicized.  




