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2. Some essential concepts 

2.1.Job satisfaction

“Job satisfaction is a complex and multifaceted concept, which can mean different things to different people. Job satisfaction is usually linked with motivation, but the nature of this relationship is not clear. Satisfaction is not the same as motivation. Job satisfaction is more of an attitude, an internal state.” (Mullins, 2002.) In this chapter some definitions about job satisfaction will be given, but there isn’t one general, comprehensive theory overall. 

Mullins (2002) divides the dimensions of job satisfaction to five large groups:

Individual factors: personality,  education, intelligence and abilities, age, marital status and orientation to work

Social factors: relationships with co-workers, group working  and norms, opportunities for interaction and informal organisation

Cultural: factors: underlying attitudes, beliefs and values.

Organisational factors: nature and size, formal structure, personnel policies and procedures, employee relations, nature of the work, technology and work organisation, supervision and styles of leadership, management systems, working conditions

Environmental factors: economic, social, technical and governmental influences

Some of these dimensions will be gone throw more detailed in chapter 3 and the questionnaire questions will be designed on ground of these dimensions being emphasized to individual, social and organisational factors.

Juuti (1988) means with job satisfaction subjective experience about adaptation level at work. It reflects correlation between the demands, which person has set to his work, and the reality. Work satisfaction is emotional reaction, which work awakes and the sum of these reactions. Items which effect to work satisfaction are: contents of work, amount of work, supervisors, compensation from work, working hours, physical working environment, relationships, respect of profession, organizational culture and way how personnel issues are handled.(p.?) With an other definition Nakari (2003) appoints that according Rubenowitz (1989, 79,95) the most important factors to conceive working environment are: control of own work, positive working atmosphere, inspiring, good togetherness and optimal work load. 

The creator of psychoanalysis, Sigmund Freud, discovered that human being has two distinguished abilities: ability to love and ability to work. Work perceives as productive and creative actions, when emotional demands were not forgotten.  Both abilities were seen important to people’s personal growth and healthy soul. Work was seen as a servant and tool, which can help human being to live meaningful life. (Hämäläinen, 1991.) 

According Hämäläinen (1991) working life in Finland is on crisis. Finnish society admires intelligence, power of deduction, efficiency and achievements.  These have led into tense atmosphere, forded working rhythm, poor delegation and lacks in supervisor-subordinate relationships. On the altar of efficiency has forgotten that human being is a complex of social, physical and psychological characteristics. Psychosomatic symptoms are common, when emotional life begins to resist inhuman applications. Meritocracy demands competition, performing and efficiency from early childhood.  The value of human changes only to instrumental value (s. 43,108-109)
According Juuti (1991) to Finnish people the balance between family, work and other free time has become more important. They want to live balanced, happy and healthy life. The position of work has changed more to direction where significance is the most important value. 

Satisfaction and well-being are one of the most desirable issues in both individuals and collectives life.  However nobody needs satisfaction rather issues and items, which achieving bring satisfaction. Individuals have needs and if they can satisfy the needs in reasonable level they feel satisfaction. (Nakari, 2003.)

Work has essential role in people’s life. In year 1979 60 percent of finish people would have continued working even if the livelihood would have been assured in other way. Same figure in 1986  has been 57 percent and 25 percent would have continued working every now and then. These results show that work has also other meaning to people than livelihood. (Nakari, 2003.)

2.2.Working motivation

Some definitions: 

…

Hämäläinen (2005) sees that values are ground of motivation. Values are …. When the values of the company and employee’s are close each others, working motivation will born. When the values don’t confront, employees don’t feel that they are seen as individuals. They feel themselves more like profit items or performer. Then they don’t give their best to work community. When motivation is high there is now coping problems and result is good.  On the contrary, if motivation is week, work feels hard and also the working atmosphere can get inflamed. Hämäläinen claims that people don’t get tired from too much work but lack of motivation.  Well-being of work community as well as success of a company rise from values, which are has been discussed through so well  that there is mutual understanding about them.

Mullins (2002) divides motivation causes to three groups according to what are needs and expectations at work : economic rewards, intrinsic satisfaction and social relationships. Economic rewards is an instrumental orientation to work and instruments can be  for example wage, fringe benefits or pension rights. Intrinsic satisfaction is more personal orientation. It depends on how person can grow and develop in his work. The last, social relationships means that person has relational orientation to work. 

According Steers and Porter (1975) Maslow’s motivation theory has been widely used by organizations for projects of work-life improvement.  Maslow’s theory is a hierarchy of 5 general needs. Essential is that higher level needs are not important and are not turn out until lower-level needs are satisfied. Allthough lower-level needs don’t has to be completely satisfied before person can satisfy also higher level needs. Maslow’s estimation about satisfaction levels of average working adults is as follows: 85 percent of physiological needs, 70 percent of safety needs,50 percent of social needs, 40 percent of their self-esteem needs and 10 percent of self-actualization needs.  One example how needs can be satisfied in organization is shown below:

Applying Maslow’s need hierarchy (Steers and potter, 1975).

Need levels

General rewards

Organizational factors

Physisological
Food, water, sex, sleep

Pay






Pleasant working conditions






Cafeteria

Safety

Safety, security,

Safe working conditions



stability, protection

Company benefits






Job security

Social

Love, affection,

Cohesive work group



belongingness

Friendly supervision






Professional associations

Esteem

Self-esteem,

Social recognition



self-respect,


Job title



prestige, status

High status job






Feedback from the job itself

Self-actualization
Growth


Challenging job



advancement,

Oppurtunities for creativity



creativity


Achievement in work

Advancement in the organization

Criticism has described especially about the hierarchy. In some cultures social needs are much more important than others. There has also been examples from persons, which has been starving but still creating magnificent art. (Envision software, 2007.)

Herzberg…

2.3The relationship of work satisfaction and the result of a company

3. Issues, which effect to job satisfaction

3.1. Individual factors: personality,  intelligence and abilities

As was mentioned in chapter 2.1. job satisfaction means different things to different people and reason to this are the individual differences. There is several personality theories, from which some are introduced.  

Common to all those theories is that they all in general include basic division to extrovert and introvert. (Dunderfelt, 1998 p.30)  

Hans Eysenck’s theory is one of the typical, which starts from that division. Each type will lead to the likelihood of certain behaviours. As Eysenck expressed that these personality types were quite constancy and inherited, he got supports from managers, which tried to predict the future behaviour of selected employees. This opinion was supported with some study, in which was indicated that stable introverts were generally found among the most successful businessmen. (Mullins, 2002. p.307)

Talking about personalities Sigmund  Freud has to be mentioned. Freud thought that the most important to the development of personality was the early childhood experiences and the parent-child relationship. Freud offers also tools to understand stress behaviour at workplace. When there is lots of rush and pressure behaviour can easy slip into habitual ways that have learned in childhood.  Regression means adopting childhood patterns or behaviour. Fixation means inflexible behaviour or attitudes. Covering-up of ideas is rationalisation of behaviour and projection means that feelings and motives attributes to others. (Mullins, 2002. p 310-313)

Taken the employee centralized leadership style in use increasede the competence of organisation  in longitudinal research made in Kanada. The leadership style included more involvement of employees to solve problems and  make decisions.(Nakari, 2003.)p.45
3.2 Social factors: relationships with co-workers, group working  and norms, opportunities for interaction and informal organisation

“The interaction problems at working places are one of the biggest challenges in nowadays working life” (Hämäläinen, 2005.) These create exhaustion, burnout and long sick absences. 

3.3. Job description and independency

---

3.4. Age

In common discussion it is usually assumed that older people don’t enjoy their work as much as younger ones. It is assumed that they are sicker and that effects to work motivation. They can have difficulties to learn new things and they are not so energetic any more and all these are seen as evidence of lower work satisfaction. 

In survey, which was made in Europe they asked: “On the whole, are you satisfied, fairly satisfied, not very satisfied or not at all satisfied with your main paid job?” Differences between over and under 45- year old people were little. As  a matter of fact work satisfaction seemed to become better during years. Over 85 percent were satisfied or fairly satisfied with their job. (Ilmarinen , 1999.)

	Table 1. Work satisfaction over and under 45 year old employeees in EU vcountries, %

	
	
	
	
	

	 
	Men, answers 9 138
	Women, answers 6 776

	age
	Satisfied
	Fairly satisfied 
	Not very satisfied
	Not at all satisfied

	under 45
	86,7
	13,3
	86,73
	13,27

	over 45
	87,34
	12,66
	88,18
	11,82

	 
	 
	 
	 
	 

	answers
	7943
	1195
	5907
	869


(Ilmarinen, 1999.)

In the same way it is often assumed that higher sick absence amounts and burn out cases in group level are due to bigger proportion of older people. (Nakari, 2003.)

In research, which was made in 1989 by Juuti, noticed that young (under 30 year old), middle-age (30-60 year old) and old (over 60 year old) differed clearly from each other in their expectancy. To young people salary and enough free time were most important  issues. Those young people, which have just moved to working life want most support from superior and co-workers. 30-40 year old employees wanted independency and responsibility. The oldest (over 60 year old) has clearly different expectations than the other ones. Work should be interesting, independent, developing and responsibility. But the role of free time was also important. The appreciation of work was lowest among under 20 year old and over 60 year old employee. (Nakari, 2003.)
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