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I.	Introduction
[bookmark: _GoBack]Job satisfaction is defined as “a positive feeling about a job resulting from an evaluation of its characteristics” (Langton, Robbins, & Judge, 2012). Other sources define job satisfaction as “how content a person is with his or her job”. Job satisfaction is a very crucial part of an organization and is a factor of the company’s productivity and profits, their competitiveness in the industry, client or customer satisfaction, and in some cases the termination of the company. The concept can be split into two different categories: affective job satisfaction and cognitive job satisfaction. The distinction is affective job satisfaction being the extent of pleasurable emotional feelings individuals have about their jobs overall, while cognitive job satisfaction is the extent of the individuals’ satisfaction with particular facets of their jobs (i.e. pay, bonus, work arrangements, co-workers, etc.) (Job.am, 2013). While there is a difference between the two, they are not independent of each other. Depending on the situation or individual, cognitive satisfaction can have an impact on affective satisfaction. For example, a worker who is not satisfied with his overall job may be satisfied with the people that he or she works with, and does not want to leave their job because of them. 
The primary measurement of an employee’s job satisfaction is by some type of self-report or survey based on multi-item scales such as work environment, pay, stability and opportunities. These reports or surveys are increasingly focusing on the cognitive aspects to the job and, and lack the affective component. Also, the sample of employees who complete these surveys may not be completely honest and may tend to have a bias to them. That is, an employee may evaluate a facet of the job as favorable as to not cause any trouble or displeasure to their organization even though they know it is unfavorable to them. This causes many problems for both the employee and the organization such as their productivity, safety, motivation and most importantly their job status.  
In this paper, we will discuss both job satisfaction and job dissatisfaction and their respective effects in the workplace, as well as a case study on Ford Motor Company and the treatment of their employees both in the past and the present. 
II.	       Job Satisfaction and its Impact in the Workplace
There are many factors that affect job satisfaction, which are not limited to job conditions. A major influence of job satisfaction is the social context in the workplace. People enjoy interdependence, feedback, social support and interaction with co-workers (Langton, Robbins, & Judge, 2012). Also, employees who have a positive core self-image and who believe in themselves will have high job satisfaction as well. This is influenced by personalities and the interaction of different personality types. Managers want to have happy employees because they tend to be more productive, while productive employees tend to be happier. Happiness and job satisfaction are positively correlated; one can influence the other.  
Jobs that have high employee engagement, involvement and psychological empowerment tend to have highly satisfied employees. These employees are able to connect their job to their self-worth, feel proud of themselves and feel passionate about their jobs. An important impact of having satisfied employees is that it creates people who are committed to the organization, either from a desire working there or an emotional attachment to the organization. Research shows that committed employees tend to have a better understand of the organizations goals, enjoy high risks with high rewards and high quality performance and enjoy interacting with coworkers. However, commitment to the organization may not always be caused by job satisfaction. 
III.	Job Dissatisfaction and its Impact in the Workplace, With Example
Employees who feel like they must stay at their current job for economic reasons, or do not want to leave due to moral reasoning may not necessarily be satisfied with their jobs. Job dissatisfaction is high in jobs that provide customer service to rude, disgruntled customers. It can also be caused by a negative relationship between employees and managers/supervisors and fellow coworkers (Langton, Robbins, & Judge, 2012). Employee dissatisfaction can impact organizations in many destructive ways other than having low productivity. To deal with job dissatisfaction, employees can attempt to: exit the company by either finding a new position or quitting, voice their opinions in attempts to improve conditions, or either wait for the conditions to change (Ibid, 2012). When employees are dissatisfied with their job, this can lead to absenteeism and turnover. High rates of skipped workdays and losing employees presents a large problem for organizations because they will need to train new employees which increases costs and takes up the company’s valuable time. Job dissatisfaction from one employee can also translate into negative views about the organization by multiple employees from peer influences, possibly resulting in poor morale (McFarlin, 2013). Another negative impact of job dissatisfaction in the workplace is the mental and physical health issues that can arise from high stress levels (Mielach, 2012). Despite the fact that job dissatisfaction does have negative impacts in organizations, managers do not appear to place much importance on the matter, which results in a status quo (Ibid, 2012). 
To illustrate the impact of dissatisfied employees, we decided to look at Dish Network, America’s second-largest satellite TV provider and named worst company for which to work in 2012.  From approximately 26,000 employees at Dish Network, many complain about long hour days, excessive mandatory overtime, lack of paid holidays and disrespectful behaviour towards employees. One employee recently posted on the Internet that she was yelled at and recommended to quit after she sought management advice (Hannan, 2013). Many of these complaints can be related to Herzberg’s motivation-hygiene theory (Langton, Robbins, & Judge, 2012). Hygiene factors, which lead to extreme job dissatisfaction, are Dish Network’s main problem. Factors such as the unattractive work conditions and compensation causes the employee turnover to be very high at Dish Network. 
Employee turnover is the permanent withdrawal from an organization that results in high costs for the company due to the lost of experienced personnel and the high recruiting costs of new employees (Langton, Robbins, & Judge, 2012). Based on a recent survey, many of the employees (especially managers and supervisors) at Dish Network do not last longer than a year with the company and leave voluntarily. Besides the many dissatisfying factors at the company, there is a lack of intrinsic motivation for the employees. The four key rewards described by Kenneth Thomas: sense of choice, competence, meaningfulness and progress, all seem to be missing at Dish Network (Ibid, 2012). For example, numerous former employees state that it was not uncommon that executives publicly berate employees for being a few minutes late, even when that employee spent the entire night working from home to finish a task (Anderson, 2013).  However, despite the many complaints from employees and high costs, Dish Network has not made any improvements regarding this problem.
IV. Case Study: Ford Motor Company 
Henry Ford incorporated his automobile company in 1903, Ford Motor Company, and is now the third-largest automobile manufacturing company in the world by measure of global sales. The company was born in Dearborn, Michigan, a suburb of Detroit and was one of very few companies that survived the Great Depression. Ford Motor Company became one of the biggest and most profitable companies in the country. After World War I, a large number of migrants from Europe and Africa arrived to Detroit and were desperately looking for work. With the scale of Ford Motor Company and their demand of low-skilled workers being high, these migrants found work at the well-known company. However, these jobs had grueling work hours and poor work environments (Martin, 2013). These migrants were not satisfied with their jobs, but knew they would not be able to find a job that pays as well anywhere else. The workers evaluated the cognitive aspects of their jobs and decided to stay, causing many to become injured from the physical, grueling work on the assembly lines. 
Throughout the years, Ford Motor Company has been improving the working conditions for its employees, specifically during the last decade. By providing a safer workplace, encouraging employee engagement and promoting a diverse workforce, Ford has succeeded to increase employee satisfaction. 75% of employees took part in a 2011 satisfaction survey of 53 items, and 69% of respondents gave favorable ratings. 
Furthermore, Ford recently implemented a few new programs that allow its employees to get involved and be more engaged within the company. For example, around a 1000 employees were invited to help develop and test Ford’s new dashboard software, “MyFord Touch”. This type of job enrichment has helped significantly in the improvement of job satisfaction at Ford. Ford has also recently created “Drive Events”, which gives its employees the opportunity to test drive new concept cars and provide feedback about what they like and do not like about the new cars (Ford, Sustainability 2011/12, 2013).
By engaging and involving the employees through programs such as the “Drive Events”, Ford has succeeded to satisfy most of their employees’ needs which has allowed Ford to keep growing and maintain their reputation as one of the most well-know automobile manufactures in the world.

V. 	 Recommendations/Solutions
Often, in cases of job dissatisfaction, the senior managers of a company are unaware of any issues, making it difficult to firstly, identify the problem and secondly, to work towards resolving it. In a study that included 262 large employers, only 55% of the employees believed they were been treated fairly, while 86% of management believed their employees were satisfied with their jobs (Langton, Robbins, & Judge, 2012). It will not be possible to resolve any issues in the workplace without admitting to the problem.
The next question then becomes, how can one measure job satisfaction? There are a few different tests related to job satisfaction that, if encouraged by senior managers, will give better idea of the overall level of happiness amongst employers. 
Maslow’s Hierarchy of Needs Theory, is traditionally used to help determine self-actualization, but does have an equivalent model, which has job satisfaction as its highest level. It states that for employees to be satisfied, their necessity of salary and rewards need to be met first. Next comes job security, then culture and at the top is recognition and results. Only once all those needs have been fulfilled can a person achieve job satisfaction (Ibid, 2012). This hierarchy could be instilled in an organization to ensure that employee’s needs are being met on a daily basis.
Another test to help determine job satisfaction is Herzberg’s motivation-hygiene theory, which relates intrinsic factors to job satisfaction and extrinsic factors with dissatisfaction. (Ibid, 2012). Herzberg believes that satisfaction is not the opposite of dissatisfaction, but instead one can exist with or without the other. Managers could use this theory to their advantage to simultaneous eliminate two problems, which are increasing job satisfaction while concurrently decreasing job dissatisfaction. 
Once it has been determined that there is a job dissatisfaction problem in an organization, the issue becomes resolving it. An easy answer would be to relate happiness back to money, and suggest that companies should pay their employees more. However, this is relatively false, especially in modern societies where the majority of individuals reach a comfortable level of living. Higher-paying jobs have on average, no higher satisfaction levels than those who are paid much less (Ibid, 2012). Instead, increased job satisfaction appears to come from internal factors, such as having a positive core self-evaluation, which is the belief in inner worth and competence. Also, managers can apply the Job Characteristics Model, which has five core dimensions, to lead to higher satisfaction. The five characteristics (skill variety, task identity, task significance, autonomy and feedback) all relate strongly back to intrinsic factors and values (Ibid, 2012). Feedback is a particularly important dimension, as it gives employees direct and clear information about the effectiveness of their performance, as well as letting them know if they performed well on a task and how they can improve. 
Should intrinsic motivators not be enough to provide job satisfaction, there are a few external factors that can also be considered. Both expectancy and equity theories provide areas to improve job satisfaction. Expectancy theory is based off the effort-performance relationship, leaving employees dissatisfaction perhaps resulting from their belief that no matter how hard they work, the likelihood of getting a good performance appraisal is low (Ibid, 2012). Similarly, equity theory can help explain job dissatisfaction. This theory states that employees perceive that what they get from a job (Salary, raises, recognition) should be relative to what they put into it (effort, experience, education) and comparable to others.  If any of these factors not match up, it will decrease job satisfaction. 
Specific internal ways to increase job satisfaction can also include things such as job rotation, which is the periodic shifting of an employee from one task to another, or job enrichment, the expansion of an employee’s control on the planning, controlling and evaluation of their work. Both of these changes can lead to an employee becoming more satisfied with the work they do. Employers can also provide alternative work arrangements such as flextime, job sharing, and telecommunications, in hopes of appealing to the employee’s needs and hopefully increasing their satisfaction.






VI. 	Executive Summary

Job satisfaction is an important topic for companies and their managers to understand so that they know how to what will make their employees happy, and to build the most productive workforce possible. Two aspects of job satisfaction are affective satisfaction and cognitive satisfaction, the first being emotions associated with the job and the latter representing the employees’ satisfaction with external factors such as salary and benefits. Job satisfaction can be a difficult topic to measure so researchers need to carefully choose methods that eliminate bias. 
Employees may be satisfied for many reasons, including a positive core self-image or having one of several personality types. Research shows companies that empower, trust and involve their employees tend to have more satisfied employees. This falls in line with the job satisfaction pyramid that shows what needs must be met before job satisfaction can be reached.
On the opposite side of the spectrum, employees in a company may be disappointed for a myriad of reasons but many of the worst companies share similarities such as dealing with customers for low pay. This factor can be made even worse if the company demands mandatory overtime, low benefits and has little flexibility in scheduling for their employees. This is exactly the case at Dish Networks an American company that found itself at the number 1 spot of worst companies to work for. Ford Motor Company on the other hand is a brilliant example of organizational change. Ford realized that satisfied employees become happy employees that are productive and are valuable brand ambassadors.
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