Chapter 4 Job Satisfaction (Individual Mechanisms)
Job Satisfaction- A pleasurable emotional state resulting from low job satisfaction produces low feelings about how appraisal of ones job or job experiences, represents how a person feels and thinks about his or her job. If a person has owe job satisfaction they view their tasks negatively. Culture , opportunity to use skills , opportunity to learn and be creative as top drivers of job satisfaction. 
[bookmark: _GoBack]Why some employees are more satisfied then others?
Job satisfaction depends on personal values
Values- Things that people consciously or unconsciously want to seek to attain. Values can change over time and people have different values. Ex Someone starting a family might value money more as opposed to someone seeking to be creative and valuing a simulating work environment. 
Value Fulfillment 
Value perception theory- A theory that argues that job satisfaction depends of whether the employee perceives that his or her job supplies those things that they value
	Dissatisfaction= Want-Have X Importance 
		Want- How much of a value an employee wants
		Have – How much of that value the job supplies
		Importance- How important the value is to the employee
· Big differences between wants and haves creates dissatisfaction, multiplication of importance puts a magnitude on the value to put it in proportion. 
Overall Job satisfaction
· Pay satisfaction – Employees feeling about the compensation of the work. Includes do they think its what they deserve, adequate for their desires. Pay tends to be relative people look at how much they work next to others and how much others are paid. 
· Promotion satisfaction- Feelings about how the company handles promotions ie are they fair, frequent and based on ability. Some might not want it because of more responsibility
· Supervision satisfaction-Feelings about ones boss and their competency, communication and personality. Can they help attain what I value and are they likable
· Coworker Satisfaction-Employees feelings about their coworkers including abilities and personalities. People want to work with people they like and think they can help them
· Satisfaction with the work itself- (Strongest driver for work satisfaction)- How employees feel about their actual work tasks. 
Satisfaction with the work itself
Easier jobs are not necessarily better jobs. So what makes a good job
Critical Psychological states that make work satisfying
Meaningfulness of work- The degree to which work tasks are viewed as something that counts in the employees system of philosophies and beliefs. Trivial task are less satisfying then those that produce feelings of contribution
Responsibility for outcomes- The degree to which employees feel they are the key drivers of quality of work output. Their efforts matter as opposed to systemized methodologies
Knowledge of results- Degree to which employees are aware of how well or how poorly they are doing 
Job Characteristic theory- Argues that five core characteristics (Variety, identity, significant, autonomy and feedback) Combine to result in high levels of satisfaction with the work itself. 
VISAF
· Variety- The degree to which the job requires different activities and skills. When variety is high almost every other work day is different and there is rarely feelings of repetition. Variety pleasure is hardwired in us releasing dopamine. 
· Identity- Degree to which the job offers completion of a whole , identifiable piece of work. Employees can point to something and say they did that. 
· Significant- Degree to which a job really matters and impacts society as a whole. If a job was taken away society would be worse off. 
· Autonomy- Degree to which a job allows individual freedom and discretion regarding how the work is to be done. View work more as a product of your efforts rather then regimentation. 
· Feedback- Degree to which the job provides information about how well the job holder is doing. Obtained directly from the job instead of coworkers and supervisors. Low gov worker high waitress. 
Assumptions
Looking for more motivating work 

Variable- Knowledge and skill- Degree to which employees have the aptitude and competence needed to succeed on the job. 
Growth need Strength- Degree to which employees desire to develop themselves further
These are called moderators *influence the strength between variables. If lacing then more autonomy and variety will not give more job satisfaction. Relationship between the core characteristics increase satisfaction when growth needs strength increases. 

Job enrichment- When job duties and responsibilities are expended to provide increased levels of core job characteristics. Can heighten work accuracy and customer satisfaction, though training and labor costs arise from this. Duties and responsibilities are expanded to provide more variety, identity autonomy and etc
Mood and Emotions ** not in Exam
Feelings fluctuate over time producing different levels for satisfaction throughout the day even though the environment stays the same. Things happen through the day that influence this. 
Moods- States of feeling that are mild in intensity , last for extended periods and are not directed at anything. Don’t know who to blame for this feeling they feel throughout the day. Can be categorized as pleasantness and engagement. Most positive moods are when people feel enthusiastic, excited. Most negative feelings of hostile , annoyed and nervous. 
Affective events theory- Describes how work place events can generate emotional reactions that impact work behaviors. Things through out the ay happen that affect how people feel
Emotions- Intense feelings often lasting for a short duration , that are clearly directed as some one or some circumstance. The difference between that and mood is how we disrobe them. Mood is im feeling sad emotion is im angry at my boss. Positive motions may encourage citizenship behavior. 
	Positive emotions- Feelings of joy , pride, relief, hope love and compassion
	Negative emotions-Feelings of fear , guilt , shame , sadness
Emotional labor- Management of emotions that employees must do to complete their job successfully. Example customer service and smiling. 
Emotional Contagion- The notion that feelings can be transferred from one person to another
Summery
Satisfaction is correlated with job performance. Satisfied employees do a better job. Positive feelings foster creativity, improve problem solving and decision making. Improves task persistence and helping Helps people concentrate. Related with citizenship behavior extra mile behavior. Satisfaction produces feelings of commitment obligation to stay with the firm. Satisfaction unrelated with continuance commitment doesn’t create cost based need to stay with the firm. Dissatisfaction leads to withdrawal. .***Have to look at strength of relationship
Job satisfaction has strong influence on commitment. ( want to stay)
Life satisfaction- Degree to which employees feel a sense of happiness with their lives in general. Job satisfaction is strongly associated with life satisfaction. 
Tracking job performance
Includes focus groups, interviews attitude surveys. Attitude surveys are most affective and accurate. It provides a snapshot. Most used attitude survey
Job Descriptive index- measures job satisfaction that assesses an individuals satisfaction with pay, promotion, supervision, coworkers and work itself. Measures satisfaction on each of the key factors. Improvement can be made by redesigning work. *
JIG Job in general survey- scale job satisfaction survey. Should be more anonymous as truthfulness declines as identity of the individual increases. Should be administered by in house HR or outside consulting firm. 
Can determine whether the organization is satisfied or dissatisfied by comparing scores. It can then be compared to national norms. Allows for comparison within the firm to see which departments are most satisfied. It should be catalyst for improvement efforts. Low satisfaction and be improved by redesigning job tasks or improving benefits or train supervisors to improve five core job characteristics on a more informal basis. 
Moods and emotions not included in the exam*****
Supervisory- Are they likable and do they give us enough resources to finish the job. 
Workers- satisfaction might depend on your work might depend on work of other people if it’s a process. 
Strong driver of satisfaction is work itself due to the significant time we spend doing the job we can only think about pay for 10 minutes of the day. Coworkers and supervisory are next in line for spent time which is why they are more significant next in line.

	



