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Single aspects of job satisfaction among engineers 

Summary:  
In a socio-professional group of engineers by means of a survey based research the relationship between the job satisfaction as a whole (global satisfaction) and the single aspects of satisfaction, i.e. their attitudes towards the company and work, has been analyzed. The results show that alongside with satisfaction with one’s own status, with the immediate superiors and with the personal income, a crucial role in the global satisfaction is played by the degree of attachment to the company and by the impression that the most significant functions are allocated to the really most capable individuals. 
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Satisfaction with one's work place or with work is generally considered as a set of attitudes and feelings of the employed which are based on their work experience (Locke, 1976; Price, 2001) and is composed of emotional states and cognitive assessments. There are two basic approaches to satisfaction: the global and the facet one. According to the first approach, job satisfaction is seen as a general attitude towards work and assumes that job satisfaction is more than the just the sum of satisfaction with single job aspects and that the employee can be dissatisfied with a particular aspect but be further on generally satisfied with their job. This attitude is conducive for comparing satisfaction in different socio-professional groups and professions. The second, facet approach includes the examination of relevant aspects of work that contribute towards the overall job satisfaction. In its additional form it presumes that the general job satisfaction is the sum of satisfaction with single job aspects, whereas in the multiplicative form it represents the sum of satisfaction with single job aspects weighted with their importance. In this way a more detailed insight into work dis\satisfaction can be achieved. Crucial divergences among authors dealing with this topic emerge when they try to define the relevant aspects of satisfaction
 (Petty and Associates 1984; Seashore and Taber, 1975;) since satisfaction with communication, with colleagues, with working conditions, income etc. is differently emphasized (more detailed in: Jackson and Corr, 2002
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). There is a series of attempts to group these satisfaction aspects. Relatively simple dichotomous divisions make a distinction between personal and organizational aspects. Personal aspects of satisfaction are based on interests, attitudes and needs of employees (income, promotion, recognition and similar), whereas organizational aspects are considered e.g. quality of communication with colleagues and superiors, autonomy and freedom in performing work tasks, the degree of work routinization, conditions guaranteed by collective agreements and similar. Organizational aspects are connected with the company structure and its immediate environment. In this area its level of formalization, centralization and specialization but also the degree of organizational hierarchy are particularly emphasized. Somewhat more complex taxonomies (Porter and Miles 1974; according to Jaman, 1985) single out personal characteristics, features of work such as independence, task complexity, feedback on achievement in the end,  features of the work situation among which the most important are the immediate work environment (position and leadership) and organizational activities (rewarding practice and organizational culture). An additional complexity is conveyed to this topic by the fact that relevant dimensions of work satisfaction differ significantly depending on the kind of profession, work place and the related level of education. Work satisfaction is certainly not the same for unqualified workers, nurses or top managers. It is exactly from their socio-economic and professional status, different attitudes and requirements of a particular work place that different views and requirements concerning desired conditions, the characteristics of the organization and the objectives contributing towards job satisfaction are originated. In the research and operationalization of satisfaction a five scale Job Description Index is commonly used (Job Description lndex – JDI, Smith and Associates, 1969), a Work Satisfaction Index (Stamps and Piedmont,1986) and among the more recent instruments is the Minnesota Satisfaction Questionnaire (MSQ) which tests satisfaction with twenty different facets.
Purpose of the paper
In the definition of the purpose of this paper the starting point was the fact that satisfaction and its single aspects depends on professional qualifications and education and on the kind of work.
 It is exactly because of this that it seemed totally plausible for the paper to be focused only on one narrowly specialized socio-professional group with the identical level of education. The conclusions in this way would be of a more narrow scope, but more authentic. In this sense the research was limited to engineers and the factors that are in correlation with their dis/satisfaction with their work place. Thus, the purpose of this paper is to examine the relations between satisfaction of engineers and the factors mentioned in the introductory section, that is: 

I) identify which aspects of satisfaction contribute towards global satisfaction among engineers. In other words the aim of the paper is to examine the relation between global satisfaction and the single aspects of the facet attitude towards work satisfaction; 

II) analyze the relation between satisfaction and single relevant attitudes of engineers which refer to the organization and to the perception of one’ s own status within the organization; 

III) analyze satisfaction and single socio-demographic characteristics of the population of engineers.
Sample and methodology

The sample consisted of 153 engineers
 with VI degrees of education (electro-technical, mechanical and construction engineers) from app. fifty different organizations.
 The survey carried out alongside with the usual socio-demographic characteristics contains also those characteristics relevant for this topic such as the years of service, the number of subordinates, being part of the management and similar. In the other part of the survey through app. thirty items (ČESTICA) (a five-point Likert scale) the attitudes and opinions were questioned as well as the levels of satisfaction. The examinees defined their perception of their own status in the company and the connected behavioral intentions to leave the company in question, and at the same time the subjective attachment of employees to the organization was questioned.. Further analyses included the attitude of the person towards the organization and this particularly with respect to the following: the perception of the management, the perception of meritocracy and hierarchy of the organization¸ and the perception of the degree of social and professional mobility in the organization in question. Finally, the attitude of the person towards the job and work in general was questioned. 

Results

 I
Satisfaction was examined in the survey as the degree of satisfaction with one' s work place in general but also it was divided into a series of aspects, which in one part refer both to the perception of one's own position and to the perception of one's immediate working environment. The first part of the research attempts to answer the question on which features and to what extent they contribute towards the global perception of dis/satisfaction among employees. Whether the key factor is the personal income and/or the position within the organization, the perception of one’s own professional vertical mobility or the perception of the immediate associates and one' s superior. Further on, the question is raised whether satisfaction aspects function as one factor or are basically independent. In ranking satisfaction aspects the different importance of single satisfaction aspects can be identified immediately at first sight.
	Aspect of satisfaction with 
	x

	ASSOCIATES
	3,62

	IMMEDIATE SUPERIORS 
	3,56

	ONE’S OWN PROMOTION
	3,36

	ONE’S OWN POSITION
	3,32

	PERSONAL INCOME
	3,19

	CORPORATE POLICY
	2,94


Table No. 1:  ranking of facet satisfaction aspects

Engineers are most satisfied with their associates and the immediate superiors. In this sense, interpersonal relations are the less problematic. Engineers are somewhat less satisfied with their own position and promotion so that there is no statistical significant difference.
 If the utterly subjective (and thus often object of discussion among employees) satisfaction with the corporate policy is excluded, the satisfaction with the personal income is at the bottom of the questioned aspects. It can be inferred that engineers accept and are therefore more satisfied with those aspects of satisfaction which they perceive as matter of facts or as status quo of the existing structure, and are less satisfied with those aspects for which they believe they can be changed.

The second question is how these aspects correlate with each other and whether only one or more dimensions of satisfaction are involved here. If the given items are used as one satisfaction scale, its internal consistency is extremely emphasized (cronbach (=0,81) and the correlation of satisfaction aspects with each other varies and is relatively high and significant (Pearsonov r = from 0,23 to 0,64). The key question is which aspects of satisfaction contribute the most towards the overall satisfaction.
	
	B
	Std. Error.
	Beta
	t
	Sig.

	(Constant)
	-,273
	,279
	
	-,978
	,330

	Satisfaction with personal income
	,181
	,067
	,172
	2,71
	,008

	Satisfaction with one's position 
	,378
	,093
	,337
	4,04
	,000

	Satisfaction with associates /peers
	,086
	,075
	,076
	1,13
	,257

	Satisfaction with superiors
	,230
	,065
	,251
	3,54
	,001

	Satisfaction with promotion
	,092
	,087
	,086
	1,05
	,292

	Satisfaction with corporate policy
	,115
	,066
	,115
	1,75
	,082


 Table No. 2:  global satisfaction and aspects of satisfaction

The analysis shows (R2=0,61) that for global satisfaction the most pronounced predictor is satisfaction with one’s own position ((=0,33) and only then with the immediate superior ((=0,25) and at the bottom satisfaction with ones personal income ((=0,17). Associates, promotion and corporate policy have no significant contribution according to the data from this research. In other words, the level of dis/satisfaction is predominantly affected by satisfaction with one’s own position, one’s income and the superior. 

II
The second part of the paper is focused on the relationship between the global satisfaction and the single subjective views and attitudes of engineers, which mainly refer to the company they work for. Therefore, by means of the research the following scales have been operationalized: the attachment scale (cronbach (=0,76) consists of attitudes that denote cognitive and emotional attachment to and the intention of (not) leaving the company; the scale of the meritocracy of the company and the capability of the management ((=0,78)  which denotes to which extent employees perceive the company as organization in which functions are allocated justly and based on capabilities in the sense that the most capable individuals perform the most important functions (but also the other way round); the scale of hierarchy ((=0,32) denotes to which degree the examinees perceive their company as an organization with accentuated differences and prominent hierarchy; the scale of dissatisfaction with one’s own position ((=0,73) in the sense that the person is not in the right job or he/she is underpaid, and in the end the scale of attitudes towards work in general ((=0,20). The score in the overall scale is expressed as the average result at the items of a single scale. If the degree of the statistic connection between satisfaction with one’s work place in general then there is primarily a strong connection with the scale of meritocracy and capacity of the organization (r=0,68). In other words, a higher degree of satisfaction is expressed by those employees who perceive the organization as being just in the sense of a just allocation of functions (the more capable perform higher positions and vice versa; the amount of income matches the effort invested etc.) and those who have defined the management as competent and having clear visions. Satisfaction is statistically connected also with the feeling of attachment to the company (r=0,63). More satisfied employees (in this case engineers) perceive that the organization they work for offers them perspectives, they state that they are attached to the company and do not intend to leave the company even if they were offered a better-paid job. In the end, satisfaction is connected with the perception of one’s own position (r=-0,61) in the sense that they are adequately paid for their effort and that they are in positions that are in line with their capacities and competencies. 

On the other hand, attitudes towards work and the perception of its hierarchical nature are not significantly correlated to satisfaction. A sound common sense expectation that those who have a negative attitude towards work and work in general will be at the same time less satisfied (but also vice versa) did not prove to be correct. The table below shows to what extent previously tested attitudes and perceptions are predictors of satisfaction. 

	
	B
	Std. Error
	Beta
	t
	Sig.

	(Constant)
	2,030
	,430
	
	4,717
	,000

	Attachment
	,346
	,059
	,364
	5,822
	,000

	Meritocracy 
	,308
	,058
	,375
	5,336
	,000

	Status dissatisfaction 
	-,213
	,065
	-,232
	-3,274
	,001

	Hierarchical nature 
	,043
	,052
	,045
	,816
	,416

	Attitudes towards work 
	-,018
	,047
	-,020
	-,377
	,706


 Table No. 3: Global satisfaction and attitudes

The attachment to the organization and the perception of its meritocracy statistically determine satisfaction to an equal extent ((=0,36 i (=0,37), whereas this to a smaller extent refers to dissatisfaction with one’s personal status ((=(0,23). Again it is shown that the remaining predictors do not contribute towards satisfaction. 

III 
In the last section of the paper the intention was to single out according to socio-demographic characteristics those employees who express respectively satisfaction and dissatisfaction. In this sense we analyzed the gender, assets, age, years of service within the organization in which the person is currently employed, and in the end, the position within the organization.  

The HI2 test shows that there are no significant differences between genders (HI2=0,44, p=0,8) and the identical situation applies to income (HI2=6,26; p=0,18). Data did not confirm the theses that older employees and those who have been employed for a longer period of time would express more pronounced dissatisfaction. A significant but weak connection (r=(0,28, p=0,01) appears between satisfaction and the status within the organization.

	
	B
	Std. Error.
	Beta
	t
	Sig.

	(Constant)
	3,174
	1,091
	
	2,910
	,004

	Gender
	,035
	,324
	,009
	,108
	,914

	Age
	-,024
	,034
	-,163
	-,693
	,490

	Income
	-,020
	,026
	-,063
	-,748
	,456

	Years of service
	,028
	,035
	,210
	,793
	,429

	Duration of employment
	-,037
	,026
	-,218
	-1,405
	,163

	Status
	,265
	,085
	,266
	3,132
	,002


 Table No. 3:  Global satisfaction and single socio-demographic characteristics

Identical relationships are offered by the regression analysis. The only significant predictor of satisfaction is the hierarchical position (status) within the company ((=0,26, p=0,00).

Conclusion 

The intention of the paper was to single out those aspects of satisfaction, attitudes and socio-demographic characteristics, which are statistically connected with satisfaction in general (i.e. global satisfaction) in the population of engineers. Although they are most satisfied with their immediate associates, this certainly does not mean that those factors determine global satisfaction also statistically to the most significant extent. In fact, satisfaction with one’s own status, with the immediate superiors and satisfaction with one’s income play the major role.   The same major role is played by the degree of attachment to the company and the impression that the most significant functions are performed by the actually most capable individuals and that the management is capable and professional enough. We point out that the connections shown are statistical, and can therefore not be understood as unilateral. By means of the research no significant socio-demographic subgroup of engineers could be singled out, except for the indication that high positioned engineers show a more pronounced satisfaction.  

The results are limited to engineers and can be used as indicators in the frame of HRM as a kind of satisfaction management. It is only by means of further research that we can confirm to what extent these conclusions are valid for other socio-professional groups.  
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�  It is necessary to divide the aspects of job satisfaction from the theoretical explanations in which way dis/satisfaction is caused. In this sense we differentiate situational theories (e.g.: the two-factor theory by Herzberg; the theory of processing social information; the model of work characteristics), dispositional theories (originating from a series of direct and indirect studies, self-evaluation studies, studies of positive and negative effects and similar) and interaction theories (the interactive theory by Cornelli, the value –perception theory by Lock and similar).


� Key factors by means of which two jobs are differentiated are the content of the work, the level of independence, responsibility and the diversity of work tasks  (Davies i Shackleton, 1975).


� Subsequently, the examinees, who are owners or co-owners of the company, were excluded from the sample in order to obtain an as homogenous a sample as possible..


� The features of the company varied with regard to the ownership structure (private companies; stock companies and state organisations) and their size – number of employees. 





�Statistically relevant differences between the arithmetical mean: satisfaction with one's associates and superiors( promotion, position, income(t=3,5; p=0,001); promotion, position, income (corporate policy (t=4,4; p=0,001);





