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Job satisfaction is becoming a subject of growing interest in organizations. It is justi-
fied that job satisfaction has an impact on business performance. Committed staff
can be a determining factor in the success of an organization. It is very important
to recognize the determinants of job satisfaction. The purpose of the paper is to
review the literature concerning about the determinants of job satisfaction. Based
on the study of the literature, the author made her own model of determinants of
job satisfaction. The final conclusions are related to the empirical study based on
job satisfaction survey conducted in the X firm. There is detailed information and
analysis on the structure of the factors affecting job satisfaction in this company.
The findings obtained from the survey could support theoretical views described
in the paper: the determinants which are in the presented model are also present
in tested organizations.
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One of the main activities of each adult is their job. It can be concluded

that the average worker spends almost half of the active time performing
professional activities. The work is part of our lives and at the same time
it decides about our quality of life. Absolutely it can be said that the work
affects the personal life of each employee. Aside from the obvious value of the
material motivators, intangible assets such as social ties can be identified. Job
satisfaction is a very important topic, both for employees and for employers,
that is why job satisfaction is a deeply researched area. Job satisfaction is a very

important attribute which organisations desire from their employees:
Because of its relevance to the physical and mental well being of employees,

i.e. job satisfaction has relevance for human health.
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¢ Because work is an important aspect of people’s lives and most people
spend a large part of their lives at work.

In addition to its humanitarian value, job satisfaction appears to be
extensively researched in a variety of organisations for work-related objectives.
This is because of the implicit assumptions that job satisfaction is a potential
determinant of productivity, absenteeism, turnover, in-role job performance
and extra-role behavior!.

One of the better-known job satisfaction theories was developed by
F. Herzberg?. Herzberg’s two-factor theory supposed that the phenomenon
of job satisfaction and/or dissatisfaction is a function of two classes of
variables named motivators and hygiene factors. The satisfaction, growth or
motivational factors that are intrinsic to the job are: achievement, recognition
for achievement, responsibility, the work itself, and growth or advancement.
The dissatisfaction, avoidance or hygiene factors that are extrinsic to the job are:
salary, status, security, company policy and administration, working conditions,
supervision, and interpersonal relationships)’. Herzberg claimed that hygiene
factors are not directly related to job satisfaction, therefore, these factors will
not distinctly improve performance®*. The motivators and hygiene factors® are
similar to the intrinsic and extrinsic job satisfaction factors of other scholars.
Intrinsic job satisfaction has been defined as a person’s value in terms of their
creativity, opportunities for resource mobilization, future development and
stability derived from the job; overall, it includes items related to job content®.

Numerous attempts have been made by researchers to define the concept
of satisfaction, and they all acknowledge that satisfaction is the final state of
a psychological process. Most of the existing definitions have been reviewed and
compared in the presented table.

I T. Oshagbemi, Academics and their managers: a comparative study in job satisfaction,
“Personnel Review” 1999, Vol. 28, No. 1/2, pp. 108.

2 F. Mausner, B.B. Synderman, The Motivation to Work, Wiley, New York, NY 1959.

3 F. Herzberg, One more time: how do you motivate employees?, “Harvard Business Review”
1987, Vol. 65, No. 5, pp. 109-20.

4 M. Hancer, T.R. George, Job satisfaction of restaurant employees: an empirical investigation
using the Minnesota Satisfaction Questionnaire, “Journal of Hospitality & Tourism Research”
2003, Vol. 27, No.1, pp. 85-100.

5 F. Herzberg, B. Mausner, B.B. Synderman, The Motivation to Work, Wiley, New York, NY
1959.

6 H.T. Kuo, T.J.C. Yin, Relationship between organizational empowerment and job satisfaction
perceived by nursing assistants at long-term care facilities, “Journal of Clinical Nursing” 2008, Vol.
17, No. 22, pp. 3059-3066.
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Table 1. Comparison of definitions of job satisfaction according the authors

Authors Definitions of satisfaction

a pleasurable or positive emotional state, resulting from the appraisal
1. E. A. Locke of one’s job experiences”. There are, of course, a few but largely
unimportant differences to the general construct

an individual’s positive emotional reactions to a particular job. It is an
2. J.P. Wanous, E.D. Lawler | affective reaction to a job that results from the person’s comparison of
actual outcomes with those that are desired, anticipated or deserved

a function of the correspondence between the reinforcer system of the

8. L.H. Lofquist, R.V. Dawis work environment and the individual’s needs

the achievement of one’s job values in the work situation results in the

4. EA. Locke, D. Henne pleasurable emotional state known as job satisfaction

a feeling about a job that “is determined by the difference between
the amount of some valued outcome that a person receives and the
amount of outcome he feels he should receive”

5. L. W. Porter, E.E. Lawler,
J.R. Hackman,

refers to an individual’s positive emotional reactions to a particular
job. It is an affective reaction to a job that results from the person’s
comparison of actual outcomes with those that are desired,
anticipated, or deserved

6. T. Oshagbemi

Source: own study based on: E.A. Locke, The nature and causes of job satisfaction, in: Handbook of
Industrial and Organisational Psychology, Eds. M.D Dunnette, Rand McNally, Chicago, IL,1976 pp.
1297-1343; J.P. Wanous, E.D. Lawler 111, Measurement and meaning of job satisfaction, “Journal of
Applied Psychology” 1972, Vol. 56, No. 2, pp. 95-105; L.H. Lofquist, R.V. Dawis, Adjustment to Work —
A Psychological View of Man’s Problems in a Work-Oriented Society, Appleton Century Crofts, New York,
NY 1969, p. 53; E.A. Locke, D. Henne, Work motivation theories, in: International Review of Industrial
and Organisational Psychology, Eds. C.L. Cooper, 1. Roberston, Wiley, London, 1986 pp. 21; L.W. Porter,
E.E. Lawler, J.R. Hackman, Behaviour in Organisations, McGraw-Hill, New York, NY 1975, pp. 53-54;
T. Oshagbemi, Academics and their managers: a comparative study in job satisfaction, “Personnel Review”
1999, Vol. 28, 1/2, pp. 108.

In accordance with this review, satisfaction could be defined as “a summary
and affective response of variable intensity that is centred on the specific
aspects of the acquisition and/or the consumption and that takes place at
the exact moment when an individual evaluates the object””. There are many
concepts distingnishing the factors causing and influencing job satisfaction.
In this paper, we understand the determinant of any stimulus that affects the
desired feelings or bringing a feeling of pleasure. The following highlights the
determinants of the most frequently mentioned in the literature.

7 J. Garcfa-Bernal, A. Gargallo-Castel, M. Marzo-Navarro, P. Rivera-Torres, Job satisfaction:
empirical evidence of gender differences, “Women In Management Review” 2005, Vol. 20, Iss: 4,
pp- 279-288.
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Table 2. Comparison of determinants of job satisfaction according the authors

Authors Determinants of Job Satisfaction
1. T. Oshagbemi age, gender, rank and the length of service
2. A.S. Santhapparaj, pay, promotion, fringe benefits, working condition, support of
S.S.Alam research, support of teaching, gender, and job satisfaction

3. L.K. Savery mentally challenging work with which the individual can cope
successfully; personal interest in the work itself; work which is not
too tiring physically; rewards for performance in line with personal
aspirations that are just and understood; working conditions which
are compatible with the individual’s physical needs and work goals;
high self-esteem on the part of the employee; help in attaining
interesting work, pay and promotions and in minimizing role conflict
and ambiguity

4. R. Zeffane demographic/job characteristics (including age, gender, tenure, job
category and job rank/status

5. M. Juchnowicz an interesting job content, job security, fair remuneration, the

possibility of development, knowledge and influence to work on
ways of achieving, career prospects, job prestige, and additional
benefits

. A. Rogozinska-Pawelczyk

working conditions, relationships, leadership, institutional support,
gender differences

7. M.R. Testa,. compensation, opportunity for advancement, leadership style, work
8. D.A. Pearson, R.E. Seiler, | environment, organizational structure and climate
9. J.B. Kline, J.E. Boyd
10. J.K. Eskildsen, country of origin; gender; age; managers vs. employees; educational
K. Kristensen, level; and company size
A. H. Westlund

11. Z. Sekuta factors that create an organization (company objectives and
policies, technique, technology, content of work, working conditions,
managing people and motivating), and factors outside the
organization (employee’s personality and impact on relationships
with employees, professed system of values, family)

12. D.P. Schultz, S.E. Schultz | individual characteristics: age, sex, race, intelligence, using the
work of their professional skills and experience, cognitive ability,
appropriateness of work, personality traits and status of work*

13. J. Garcia-Bernal, “personal development on the job”; i.e. helping people, a useful job

A. Gargallo-Castel,
M. Marzo-Navarro,
P. Rivera-Torres

J. Garcia-Bernal,
A. Gargallo-Castel

to society, working independently, interesting work, “interpersonal
relationships”; i.e. relationships with superiors and relationships
with co-workers “economic aspects”; i.e. wages, advancement
opportunities and job security “job conditions”. i.e. dangerous
conditions, physical effort, stressful work and exhausting work™

* D.P. Schultz, S.E. Schultz, Satysfakcja z pracy a zachowania pracownikéw. Psychologia a wyzwania
dzisiejszej pracy, Wydawnictwo Naukowe PWN, Warszawa 2002, pp. 300-304.

** J. Garcia-Bernal, A. Gargallo-Castel, M. Marzo-Navarro, P. Rivera-Torres, Job satisfaction: empiri-
cal evidence of gender differences, “Women In Management Review” 2005, Vol. 20, Iss: 4, pp. 279-288.

Source: own study based on: T. Oshagbemi, Personal correlates of job satisfaction: empirical evi-
dence from UK universities, “International Journal of Social Economics” 2003, Vol. 30, Iss: 12, pp.
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1210; A.S. Santhapparaj, S.S. Alam, Job satisfaction among academic staff in private universities
in Malaysia, “Journal of Social Sciences” 2005, Vol. 1, No.2, pp. 72-76; L.K. Savery, The congru-
ence between the importance of job satisfaction and the perceived level of achievement, “Journal of
Management Development” 1996, Vol. 15, Iss: 6, pp. 18-27; R. Zeffane, Computer Usage and Job
Satisfaction: An Empirical Exploration, “Information Management & Computer Security” 1994, Vol.
2, Iss: 2, pp. 10-22; M. Juchnowicz, Satysfakcja z pracy w sektorze ustug w realiach polskiej gospo-
darki, “Edukacja Ekonomistéw i Menedzeréw. Problemy, Innowacje, Projekty” 2012, No. 2(24), p. 74;
A. Rogozinska-Pawelczyk, Wptyw plci na poziom satysfakcji z pracy nauczycieli tédzkich szkét podsta-
wowych, ,Edukacja Ekonomistéw i Menedzeréw. Problemy, Innowacje, Projekty” 2012, No. 2(24),
pp. 120-122; M.R. Testa, Satisfaction with organizational vision, job satisfaction and service efforts: an
empirical investigation, “Leadership & Organization Development Journal” 1999, Vol. 20, No. 3, pp.
154-161; D.A. Pearson, R.E. Seiler, Environmental satisfiers in academe, “Higher Education” 1983, Vol.
12, pp.35-47; J.B. Kline, J.E. Boyd, Organizational structure, context, and climate: their relationships to
job satisfaction at three managerial levels, “Journal of General Psychology” 1991, Vol. 118, No. 4, pp.
305-316; J.K. Eskildsen, K. Kristensen, A.H. Westlund, Work motivation and job satisfaction in the Nordic
countries, “Employee Relations” 2004, Vol. 26 Iss: 2, pp. 122-136; Z. Sekula, Prestiz zawodu, “Personel
i Zarzadzanie” 2012, 5 p. 78; D.P. Schultz, S.E. Schultz, Satysfakcja z pracy a zachowania pracownikéw.
Psychologia a wyzwania dzisiejszej pracy, Wydawnictwo Naukowe PWN, Warszawa 2002, pp. 300-304;
J. Garcia-Bernal, A. Gargallo-Castel, M. Marzo-Navarro, P. Rivera-Torres, Job satisfaction: empirical
evidence of gender differences, “Women In Management Review” 2005, Vol. 20, Iss: 4, pp. 279-288.

However, one of the most clear and complete concepts and ideas, organizing
the above mentioned determinants is the division proposed by V.K. Borooah?.
The Author classified the determinants into four main groups:

The first category referred to items which might be regarded by workers
as important attributes of a job: good pay; not too much pressure; security;
respected job; good hours; opportunity to use initiative; generous holidays;
opportunity to achieve; a responsible job; an interesting job; meets one’s abilities;
pleasant people to work with; good chances of promotion; useful for society; and
opportunity for meeting people. The variables in the second group are related to
the respondents’ social life and feelings: whether they spend time socially with
work colleagues at least once a month; and if they were “unhappy”. The third
group comprised the socio-demographic variables: sex, age, marital status and
education. The fourth group related to the characteristics of the respondents’
jobs: the perceived degree of job security, the respondents’ perception of their
household income (both classified as low, medium, high) and the respondents’
perception of the type of job which they performed.

Despite objections to the diversification of sources of perception and
feeling of professional satisfaction, it seems that the types of two classes
that respond similarly to stimuli that generate a sense of job satisfaction
can be determined. These are called differentiating criteria: age, length of
service, job position. Division into two separated groups of determinants that

8 V.K. Borooah, Comparing levels of job satisfaction in the countries of Western and Eastern
Europe, “International Journal of Manpower” 2009, Vol. 30, Iss: 4, pp. 304-325.
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influence the final evaluation and sense of job satisfaction is shown in the
presented figure. The constitutive variables are the main mechanism building
perception of professional satisfaction. They have a status of attributes related
to the employer and its organizational and motivating system, i.e.: pay, formal
relations, organizational culture and others. The overall individual sense of job
satisfaction, the specific final feeling for each person is then varied by their
socio-demographic factors, related to personal and professional life of each
employee.

Figure 1. Model of types of determinants influencing overall sense of job
professional satisfaction

Constitutive Variables
Internal — organizational Determinants
Impartial components

Differential Variables
Personnel Determinants
Subjective components

Source: own study.

To clarity the presented model, there is a need to briefly describe an area
of differential variables which have been used in a practical study in X firm.

The first differentiating variable is the age. In the literature there are views
that job satisfaction increases with age. The least satisfied with the work are
young workers. This relationship is confirmed blue-collar and white-collar
workers, in men and women. Many young people are dissatisfied with their
first job because they do not find in it appropriate, difficult and responsible
tasks. If our response to the first job is often a disappointment, so why does job
satisfaction generally increase with age? There are three possible explanations.

Firstly, the most job dissatisfied young people either permanently give up
work, or they change it so frequently, as a result they are not involved in the
search of satisfaction. According to this way of thinking, the older workers
are tested, the more satisfied they are. Secondly, with the aging of workers,
their disappointment may grow. They can abandon their job dedication and
challenges at work and look for satisfaction elsewhere. Therefore, the study
may show slight dissatisfaction. Thirdly, older workers may feel more and
self-fulfilled at work than young people. Age and experience is usually combined
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with greater confidence, competence, high self-esteem and responsibility, which
in turn promotes greater achievements. In other words, older workers may have
a better job than young workers®.

Another differentiating variable is the length of service. In general, of the staff
have just taken up a new job, they are satisfied with it. The work is interesting
for them because it is something new. A new place, the content of work, working
conditions and the environment and learning new skills and competences —
that all will impact early satisfaction in the initial period. However, we must
remember that the level of satisfaction after a certain period may start to
fall if the worker is accustomed to the new circumstances. Especially if the
employee does not develop. Thus, after a few years the level of satisfaction
declines. Changing jobs gives feedback to their self-development and progress,
and increased opportunities for advancement!®. After examining 124 sales
representatives of 7 companies, it was found that their satisfaction declined over
time. More experienced workers do not believe that good performance at work
leads to rewards. Their aspirations and commitment to work decreased, their
organizational commitment!! was also smaller. On the basis of those results
it can be concluded that job satisfaction seems to be significantly increased
in the first years of occupation. However, after a certain period of time, this
increase is much smaller. Here an analogy with the case depending on the age
and satisfaction can be observed.

The last variable in the model presented is a job position. The relationship
between the position and the satisfaction is simple. The higher the job position,
the higher the perceived satisfaction. For example, the attitude of managers
towards work is more positive than the attitudes of grassroots leaders who - in
turn — are more satisfied with their jobs than their subordinates!?.

Employee satisfaction survey in the X Company

The X Company is a French company in a construction and interior
decoration sector. It has been operating in Poland since 1994 and today it has
43 stores in large and medium-sized citiesin six regions. There is clear, the same

° D.P. Schultz, S.E. Schultz, Satysfakcja z pracy..., op. cit., pp 300-301.

10" T, Newton, T. Keenan, Further analyses of the dispositional argument in organizational
behaviour, “Journal of Applied Psychology” 1991, No. 76, pp. 781-787.

I S K. Stout, JW. Slocum, W.L. Cron, Career transitions of superiors and subordinates,
“Journal of Vocational Behavior” 1987, No. 30, pp. 124-137.

12 D.P. Schultz, S.E. Schultz, Satysfakcja z pracy..., op. cit., pp. 304.



156 Agata Borowska-Pietrzak

organizational structure in all stores. Each employee reports to the head of the
unit to which he or she is assigned. The most important function is performed
by Store Manager who is responsible for managing the store in terms of sales
and administration. The Store Manager also creates an image of the store and
the company outside. According to the corporate strategy the Store Manager
determines trading, administrative and personnel policy in the store.

The X Company is an organization that gives priority to satisfaction and
confidence (trust) of the staff. Employee involvement is an element, without
which it is difficult to imagine the functioning of the company. That is why the X
Company pursues a philosophy of division, the true foundation of the company:
* sharing knowledge (exchange of information and training to enable

employees to develop personally and professionally),

* separation of power (based on the awareness of responsibility, self-reliance
and encouragement to express employees’ ideas about the future of the
company),

* breakdown of the results (the company believes in teamwork and rewards
shared success ).

Given the assumptions, which have been described in above personnel
strategy, the company conducted a professional study on job satisfaction. All
detailed survey areas are presented below. The results were gained from among
numerical answers: 1 — very low level of evaluation in this area, 5 — very high
level of evaluation in this area.

Research fields — the determinants of job satisfaction in the X firm:

* my work - within the factor there have been diagnosed the following
problems: having friends among the employees of the company, staff
ideas appreciation ideas, degree of satisfaction with job content, clarity
of procedures in a firm, further career plans with the company, taking
into account by management staff ideas of workers, the level of employee
contribution to the success of the company, assessment of the degree of
employee identification with the company,

* atmosphere and cooperation — concerns the problem of assessing the level
of the atmosphere at work, sense of help and support from colleagues if
there was a need, help and support from the headquarters staff if there
was a need, the impact of job rotation, evaluation of cooperation in the
implementation of a common goal by employees,

¢ working conditions - it diagnoses the support of the organization in
providing adequate working tools, evaluation of stability and a sense of job
security, the adequacy of the scope and time in relation to the possibility of
an employee, feeling of comfort by wearing official dress,
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* internal communication — involves: the frequency of meetings with the
team manager, the frequency of individual meetings with the supervisor,
the duration of meetings with the supervisor to clarify the concerns of the
employees, the assessment of communication about events in the company,
review of meetings with the supervisor, assessing the role of communication
tools (sources of information),

* opportunities for development and training — within this factor there
are identified the following areas: a sense of employee development
opportunities, knowledge of the criteria for joining the development
program, the quality and quantity of training in relation to the expectations
of the employee, the variety of forms of training, the role of the supervisor
in promoting training,

* immediate superior — is the area in which there is evaluation of workers’
opinion: superior’s competence, level of communication with superiors,
respect for time supervisor, motivating subordinates, supervisor’s support
for their employees in carrying out tasks,

* wages and social benefits — as part of this factor are diagnosed following
problems: knowledge of the criteria for promotion and bonuses, salaries
compared to salaries in the company competitors, timely payment of wages,
salary satisfaction, the degree of impact of variable remuneration and social
benefits,

* evaluation interview about the annual assessment and the development of
an individual - includes questions about: communication of the necessary
information to employees so they can make self-assessment of their tasks and
strengths, the annual appraisal meeting, taking into account the feedback,
the impact of the objectives and tasks of the sense of employee development,
employee development plan, the adequacy of its ambitions, compliance
with the findings of the annual talks, the degree of self motivation after
speaking assessment,

* azimuth/a business project!? — identifies the knowledge and understanding
of the project, the value of individual components of the azimuth, compliance
with the company rules azimuth, such as cooperation, respect, good
atmosphere, acquisition, use, and development of knowledge, responsibility,
competence of employees and managers, challenges and motivation with

13" Azimuth is a project involving some values of the company that are expressed in the
form of competence. These competencies are evaluated. For all positions there are: focus on
the results and the customer, collaboration and communication, extension and application of
knowledge. Managerial standpoints are dedicated to leadership, talent development, confidence
building, persuasion and influence, innovation.
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a particular focus on giving challenges and appreciating the results,
customer satisfaction, good governance/management and development of
the company!4.

It is clear that the above areas overlap with the determinants that are
most common in the literature. It is possible to the factors related to material
motivating such as: pay, pension accruals, fringe benefits and the factors of
non-material motivation, both work-oriented like: working condition, interesting
job content, knowledge and influence on how to work on ways of achieving it,
the content of work, respected job, good hours and employee-oriented such
as support of teaching, high self-esteem on the part of the employee, the
possibility of development, relationships, institutional support, opportunity for
advancement, leadership styles, climate, managing and employee motivating,
opportunity to use initiative, opportunity of achievements pleasant people
to work with, good chances of promotion, interpersonal relationships e.g.,
relationships with superiors and relationships with co-workers, advancement
opportunities.

On the basis of the source data, below is presented a synthetic study of
employee satisfaction. The study was conducted in three editions in the years
2007-2011. In 2007, the study included 48% of the workforce. In 2009, the
number of respondents increased to 69%. However, in 2011 the study involved
5,236 workers, 79% of the workforce. Thus in 2011 the increase in participation
compared to 2009 and 2007 can be seen.

Table 3. Distribution data on the level of satisfaction by the individual factors

in 2007-2011

Satisfaction survey elements 2011 2009 2007

1. My job 3.6 3.4 3.3
2. Atmosphere and Cooperation 3.3 3.3 3.3
3. Working Conditions 3.4 3.4 3.5
4. Internal Communication 3.4 3.5 3.5
5. Possibility of development and training 3.0 3.1 2.9
6. Direct manager 3.6 3.6 3.7
7. Salaries and social package 2.8 3.0 2.9

8. Annual interview for evaluation and development 3.1 3.1 X
9. Azimuth / project company 3.4 3.3 3.2
10. General question - level of satisfaction 3.2 3.3 3.2

Source: own study based on internal documents of the X organization.

14 Source: own study based on interior documents of X organization.
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Based on these data, we can see that over the last four years, the level of
employee satisfaction is at a similar level and it fluctuates around the average
level. But there can be seen a slight downward trend in the level of satisfaction:
working conditions, communication and immediate supervisor. The upward
trend is visible only in the area of: my job and azimuth / design company.
Atmosphere and cooperation and the annual discussion of the assessment and
development are formed in each edition of the survey at the same level. However,
in the case of training and development opportunities, wages, and the overall
level of satisfaction in 2009 an increase was recorded (compared to 2007) and
then a decrease in 2011 compared to the previous edition of the study. It should
also be noted that the lowest value was recorded in the satisfaction level of the
salaries and social packages. Therefore consideration should be given to the
improvement of this factor.

In the following tables a detailed schedule of tests carried out in 2011
is presented. Results are ordered by ordering the variables proposed by the
company. Age: up to 25 years, 25-35 years, above 35 years, work experience
of six months, from six months to two years, over 2 years, the position of:
managerial and no-managerial. It is worth noting that the variables proposed
by the company are in line with the variables proposed in the model.

Table 4. Distribution data on the level of satisfaction by the individual factors
in the context of age

Satisfaction survey elements ?evs?:li“sl Age up to | Age 25-35 | Age above
for X 25 years years 35 years
1. My job 35 35 3.4 3.7
2. Atmosphere and Cooperation 3.6 3.5 3.5 3.9
3. Working Conditions 3.3 3.3 3.2 3.4
4. Internal Communication 3.4 3.4 3.4 3.5
5. Possibility of development and training 3.0 3.0 3.0 3.3
6. Direct manager 3.6 3.6 3.5 3.7
7. Salaries and social package 2.8 2.8 3.1 3.1
8. Annual interview for evaluation and development 3.1 3.1 3.4 3.4
9. Azimuth / project company 3.4 3.4 3.3 35
10. General question - level of satisfaction 3.2 3.2 3.1 3.5

Source: own study based on internal documents of the X organization.

Based on these data it can be seen that the level of satisfaction in each age
group is at a similar level in the area of average. The replies are formed in the
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range of 2.8-3.9. A slight trend indicating that job satisfaction increases with
the age of the employee is observed. However, this is a very poor correlation.
Therefore, it can be concluded that age is not clearly differentiating variable
sense of satisfaction in the company.

Table 5. Distribution data on the level of satisfaction by the individual factors in the
context of a seniority

Overall Seniority | Seniority | Seniority
Satisfaction survey elements results for 6 6-24 up 24

for X months months months
1. My job 35 3.9 3.5 3.5
2. Atmosphere and Cooperation 3.3 3.7 3.3 3.3
3. Working Conditions 3.4 3.6 3.4 3.4
4. Internal Communication 3.4 3.6 3.5 3.4
5. Possibility of development and training 3.0 3.4 3.1 3.0
6. Direct manager 3.6 3.9 3.6 3.5
7. Salaries and social package 2.8 3.1 2.7 2.8
8. Annual interview for evaluation and development 3.1 3.5 3.2 3.1
9. Azimuth / project company 3.4 3.8 3.4 3.3
10. General question — level of satisfaction 3.2 3.6 3.2 3.2

Source: own study based on internal documents of the X organization.

Similar results have been identified in case of seniority and age. The
replies are positioned in the range of 2.8-3.9. It was also noted that the level
of satisfaction decreases with increasing seniority. This trend applies to all
components, except of four areas: my job, the atmosphere and cooperation,
working conditions and general questions — the level of satisfaction decreases
with increasing seniority in the range of 6 months — 2 years relative to the
preceding interval and the interval length of service of more than 2 years is
already stable. The only component that does not show this trend downward
is the area of remuneration and social package. In this area a decrease in the
level of satisfaction between 6 months — 2 years compared to the previous range
is showed and level of satisfaction increased slightly in the range of another.
The practical implications of research in this area is to pay special attention to
the possible problem with the experienced staff turnover. Less and less sense
of satisfaction with another year of employment in the tested company may
result in the departure of the employee or decrease in the effectiveness of their
work. In addition, a problem is compounded by the lack of ability to address
the described risk due to structural constraints. Among the fundamental
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factors there are a flat organizational structure limiting promotions, simple
and monotonous work content for most positions (customer service) or
unsatisfactory remuneration.

Table 6. Distribution data on the level of satisfaction by the individual factors
in the context of type of job position

Satisfaction survey elements Overall Manggerial Non-mgpagerial
results for X Positions Positions
1. My job 3.6 4.1 3.6
2. Atmosphere and Cooperation 3.3 3.3 3.3
3. Working Conditions 34 3.7 3.4
4. Internal Communication 3.4 3.6 3.4
5. Possibility of development and training 3.0 3.5 3.0
6. Direct manager 3.6 3.8 3.5
7. Salaries and social package 2.8 3.3 2.8
8. Annual interview for evaluation and development 3.1 3.5 3.1
9. Azimuth / project company 3.4 3.7 3.4
10. General question - the level of satisfaction 3.2 3.8 3.1

Source: own study based on internal documents of the X organization.

As can be seen the level of satisfaction of employees in managerial positions
is higher than that of employees in non-managerial positions. This applies to
all areas except for the component of the atmosphere where cooperation and
satisfaction is at the same level in both managerial and non-managerial posts.
The presented results are a confirmation of the theoretical assumptions that
employees occupying managerial positions (higher salary, interesting work
content, prestige) are more satisfied with their work.

A key finding of the study is that the variables influencing the sense of
satisfaction fluctuate at a similar level between 2.8 and 3.6. in the area of:
“my work” and “the immediate supervisor”. It can be concluded therefore
that extreme areas have been identified that do not represent a strong threat.
Also, the research have shown variables, which definitely have a positive
impact on the sense of satisfaction. It should also be noted that the X Company
proposed by differentiating variables (age, length of service, position) did not
differentiate significantly a feeling of satisfaction. This level is adopted in each
of the dimensions at a comparable level. On this basis, it should be noted that
the overall distribution of the variables has a very low dispersion fluctuating
around the mean value hypothetically indicating the error of central tendency.
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Regardless of the interpretation of the results it is clear that the study of
satisfaction is extremely important personal practice, which allows to shape,
develop and improve human resource management strategies. Taking into
account the opinion of employees in shaping effective staffing decisions is
a subject of and a modern approach to personnel management.
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Peslome

JeTepMuHaHTbl Npo¢ecCUoHaNbHOI YAOBAETBOPEHHOCTUN — NPUMep
3MMMPUYECKUX NCCNIeA0BaAHNI

ITpodeccuonanpHasd y[OBIETBOPEHHOCTb CTAHOBUTCA IIPEAMETOM pPacTyIIero
MHTEpeca CO CTOPOHBl OpraHM3alMii BBUAY €€ HENOCPe[CTBEHHOTO BAMAHMUA Ha
3¢ eKTUBOCTD TpyAa. MOTMBMPOBAHHBIN M YBIEYEHHBINI KOMIEKTMB CTaHOBUTCA
K/Io4eBbIM (aKTOpoM Yyclexa opraHmsanuu. Ilo 9Toll NpuUYMHe CyleCTBEHHBIM
BOIIPOCOM CTQHOBUTCSI B HacTosllee BpeMs BblsgB/IeHMe (PAKTOPOB, BAMAIIIUX Ha
¢dbopMupoBaHUe YpPOBHS YAOBIETBOPEHHOCTM COTPYAHUKOB. Ommpasch Ha aHamus
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JIMTEPATyphl B IMIPEMETHOI 0061aCTH, aBTOPKA IIPEANPUHSA/A HOIBITKY OINCATh MOJENb
(akTOpOB, BIMAIOMINX Ha OLIyIIeHNe YJOBIeTBOPEHHOCTI. B 3aK/ItoueHye IpeficTaB/IeHb
pes3ynbTaThl SMIMPUYECKUX MCCIEROBAHMI, BepUUUUPYIOIUX NAHHYIO MOZEIb Ha
npumepe ¢upmbr X. Takum 06pasoM IpOZEeMOHCTPMPOBAHA [Ie/ICTBUTENbHASA KapTUHA
CTPYKTYpHl (paKTOpOB, BIMSAIOMIMX Ha Y[OBIETBOPEHHOCTb B JCCIERyeMOll ¢upMe.
Jrak, KOHeYHbIe, ONMCAaHHBIE B pedepaTe BBIBOADBL, MMEIOT LIeJIbI0 BepUPULMPOBATDH
IPEJCTaB/IEHHYI0 TEOPETUYECKYI0 TPAKTOBKY, KacCalOUIYIOCA MOJE/NIbHbIX NEPEMEHHBDIX,
($hOopMMPYIOLINX YIOBIETBOPEHHOCTD COTPYLHIKOB.

KnroueBbie cmoBa: YAOBJIETBOPEHHOCTD OT pa6OTbI; MO[enb IIEpEMEHHbIX, (l)OpMI/IpyIOH.U/IX
YAOBIE€TBOPEHHOCTD; OSMIIMPUYIECKUNE MCCIENOBaHUA; YBIC€YE€HHOCTD; Yye0BedeCKIUt
KaIlmnTarl.
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