Job Satisfaction
What is Job Satisfaction?
· Job Satisfaction: pleasurable emotional state resulting from the appraisal of one’s job or job experiences represents how a person feels (affective) and thinks about his or her job 
· 81% of Canadians report being satisfied. And 88% like the people that they work with

What are Values? How Do They Affect Job Satisfaction? 
· Why are some employees more satisfied that others? Employees are satisfied when provided with the things that they value
· Commonly assessed work values;
· 
· Pay
· Promotion
· Supervising
· Praise
· Coworkers
· The work itself
· Altruism
· Environment
· 
· Value-Percept Theory: Job satisfaction depends on whether you perceive that your job supplies the things that you value
· Dissatisfaction = (Vwant – Vhave) x (Vimportance)
· Eg. Pay (50,000 – 40,000) x importance
· People evaluate job satisfaction according to specific “facets” of the job;

Facets
· Pay satisfaction: employees’ feelings about the compensation for their jobs 
· Is it as much as they deserve, secure, and adequate for both normal expenses and luxury items? 
· Pay satisfaction based on a comparison of the pay that they want and what they receive
· Most employees base their desired pay on a careful examination of the job duties and the pay given to comparable colleagues
· Promotion satisfaction: employees’ feelings about how the company handles promotions 
· Are the promotions frequent, fair, and based on ability? 
· Some may not want frequent promotions as it involves more responsibility and increased work hours 
· Promotions provide opportunity for more personal growth, a better wage, and more prestige
· Supervision satisfaction: employees’ feelings about their boss , including his or her competency, communication, and personality 
· Is the boss polite, competent, and a good communicator? (Rather than them being lazy, annoying, and too distant) 
· Employees ask 2 questions about their supervisor; 
· 1) Can they help me attain the things that I value? Depends on whether supervisor provides regards for good performance, helps employees obtain necessary resources, and protects employees from unnecessary distractions 
· 2) Are they generally likeable? Depends on whether supervisors have good personalities, and values and beliefs similar to the employees’ philosophies 
· Co-worker satisfaction: employees’ feelings about their co-workers, including their abilities and personalities 
· Are they smart, responsible, helpful, fun, and interesting? (As opposed to being lazy, gossipy, unpleasant, and boring)
· Employees ask 2 questions about their co-workers;
· 1) Can they help me do my job? Most of us rely on some extent on our co-workers when performing job tasks
· 2) Do I enjoy being around them? Those who are pleasant and fun can make the work week go much faster, and the disrespectful and annoying ones can make a day seem like eternity 
· Satisfaction with the work itself: employees’ feelings about their actual work tasks 
· Are the tasks challenging, interesting, respected, and make use of key skills? (Rather than being dull, repetitive, and uncomfortable)
· This facet focuses on what the employees actually do
· How can employers instill a sense of satisfaction with the work itself? Emphasize the most challenging and interesting parts of the job
** Exam like question: Which of the five facets contribute the most to overall job satisfaction? (In order of significance, highest and lowest)
a) Pay, promotions, supervisor
b) Supervisor, co-worker, pay
c) Work, supervisor, co-worker
d) Work, pay, supervisor
What is the implication for managers? 

Critical Psychological States That Make Work More Satisfying
· [bookmark: _GoBack]Meaningfulness of Work: the degree to which job tasks are viewed as something that counts in the employee’s system of philosophies and beliefs
· Trivial tasks tend to be less satisfying than tasks that make employees feel like they’re aiding the organization 
· Responsibilities for Outcome: the degree to which employees feel like they’re key drivers of the quality of the unit’s work
· Employees sometimes feel that their efforts don’t matter because outcomes are dictated by effective procedures, efficient technologies, or more influential colleagues 
· Knowledge of Results: the extent to which employees know how well (or how poorly) they’re doing
· Many work in jobs in which they never find out about their mistakes or notice what they did particularly well 

Job Characteristics Theory
· Theory: Intrinsic satisfaction – argues that 5 core job characteristics result in high levels of the three psychological states, thus making work tasks more satisfying 
· 5 characteristics; VISAF
· Variety: degree to which a job requires different activities and skills
· High variety = every workday seems different in some way, job holders rarely feel a sense of monotony or repetition 
· Novel stimulus (new experiences) releases dopamine – preference for variety is hard wired in our brain
· Ex. Spot welder – low variety – pushes the same button, stands in the same spot, works for 8 hours a day doing the same thing
· Ex. Piano tuner – high variety – does piano tuning for various different people in areas around the city, different instruments to tune 
· Ex. Scientist, software designer (class examples)
· Identity: degree to which the job requires completing a whole, identifiable, piece of work from beginning to end with a visible outcome 
· High identity = employee can say “I did that”, transformation of inputs to finished product is very visible, employees feel a sense of beginning and closure 
· Ex. An author can point to a book, a painter can point to a painting 
· Ex. Truck driver – down the production line, the driver picks up the package and delivers it. The day’s work is done after the delivery.
· Significance: the degree to which a job really matters and impacts society as a whole
· Does not include a job that simply puts food on the table, helps send kids to university, or make employees feel like they’re part for the working world – goes BEYOND that
· Significance captures the belief that this job really matters, when employees feel their job has a high significance they can see that others value what they do 
· If their job was taken away, society would be worse for it
· Ex. Washroom attendant – low significance – Keep the job hidden from most people that they know, and someone to hand you a towel or offer you perfume in a washroom was never necessary 
· Ex. Fireman – high significance – See them put out a fire, see them come out with babies in their hand, give mouth-to-mouth resuscitation, without them lives would be lost 
· Autonomy: degree to which the job provides freedom, independence, and discretion to the individual performing the work  
· With a job that provides autonomy, you view outcomes of it as the product of YOUR efforts rather than the result of careful instructions from your boss or a manual 
· Freedom to control timing, scheduling, and sequencing of work activities as well as the procedures and methods used to complete work tasks 
· Ex. Airline reservationist – low autonomy – using Sabre to book tickets, you have to be on call, can’t take flexible breaks, have to adjust to the machine, no free will, become a part of the machine
· Ex. Jazz musician – high autonomy – absolute freedom, expressing freedom in every note played, wouldn’t mind playing it until they death 
· Feedback: the degree to which the job itself provides information about how well the job holder is doing
· CRITICAL DISTINCTION; it means feedback from the job itself, not from co-workers or supervisors 
· Ex. School janitor – low feedback – rarely will get feedback from students about the standard of cleaning 
· Ex. Waitress – high feedback – loyal customers who come back to the restaurant and ask for you only, high tips
· Do ALL employees want more variety, autonomy, etc.? 2 More Variables; 
· These 2 variables capture whether employees have strong needs for personal accomplishment or developing themselves beyond where they currently are 
· Different from VISAF because these variables are ‘moderators’ – rather than directly affecting other variables in the diagram, moderators will influence the strength of the relationship between variables 
· Knowledge & Skill: degree to which employees have the aptitude and competence needed to succeed on their job
· Growth Need Strength: degree to which employees desire to develop themselves further 
· How can employers use the job characteristics theory to improve satisfaction among their employees?
· The organization, together with job design consultants can attempt to redesign aspects of the job to increase the core job characteristic levels (called job enrichment)

Job Enrichment
· Job enrichment: when job duties and responsibilities are expanded to provide increased levels of core job characteristics – provide more variety, more identity, more autonomy, and so forth 
· Enrichment can;
· Boost job satisfaction levels
· Heighten work accuracy and customer satisfaction 
· Be expensive and raise labour costs as a result of such changes 
· Job crafting: when employees themselves take the initiative to shape, mould, and redefine their jobs in a proactive way 
· Ex. Alter the boundaries of their job by switching certain tasks, change specific collaborative relationships, or re-envision how they view their work 

Mood & Emotions: Why Are Some Employees More Satisfied Than Others? 
· Moods: states of feeling that are often mild in intensity, last for an extended period of time, and not explicitly or directly caused by anything 
· Emotions: states of feelings that are often intense, last for a short duration, and are clearly directed at someone or some circumstance 
· Need to assess the rational appraisals people will make about their job and the things its supplies for them – pay, promotions, supervision, co-workers, and the work itself
· Need to assess the satisfaction with the work itself, take a look at the five core job characteristics – VISAF
· Need to assess the daily fluctuations in how people feel – positive and negative moods, and positive and negative emotions 
· Managers who understand these sorts of fluctuations can separate long term problems (boring tasks, incompetent co-workers) from more short lived issues (a bad meeting, an annoying interaction) – prevents managers from mistakenly firing an employee who was just having a short lived issue 

Effects of Job Satisfaction on Performance and Commitment 
· Job satisfaction has a moderate positive effect on job performance – people who experience higher levels of job satisfaction tend to have higher levels of task performance, higher levels of citizenship behavior, and lower levels of CWB
· Job satisfaction has a strong positive effect on organizational commitment – people who experience higher levels of job satisfaction tend to feel higher levels of affective commitment and higher levels of normative commitment
· Effects on continuance commitment are weaker 


