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ABSTRACT. A scale on job satisfaction was developed, which
could be used in a wide range of occupational groups. Aninitial item
pool of 44 items thought to be aspecis of .iobiatidfaction was com-
pleted by a sample of 885 Ontario working adults in a wide range of
occupations. Factor analysis was conducted on the items and a set of
l0 items was defined on one factor. Cronbach's alpha for these items
was .77. Average scores on the scales were not sighificantly different
between males and females and among six major oc6upational
groyps. The scale was significantly relateri'-to workdlace fact6rs such
as job stress, boredom, isolation and danger of-illness or injury.
[Article copies available from The Haworth Document Delivery Service:
I - 8 0 0 - 3 4 2 -9 67 8. E- m ail addres s : ge I info @h owo rth. co mJ

Job satisfaction is one of the most enduring yet elusive constructs
used in the study of industrial relations (Locke, 1976; Yuzuk, 196l).
For years researchers have attempted to define and measure the
concept ofjob satisfaction; however, the scales developed to date
could be improved. In particular, there is a need for a valid and
reliable scale that is short and easily administered in the workplace.
Furthermore, the scale should be relevant to a wide varietv of oc-
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2 EMPLOYEEASSISTANCEQUARTERLY

cupations. A key advantage ofa scale, applicable to almost anyjob,
is that norms can be developed that will allow individuals to assess
how satisfied they are in relation to others, and employers to deter-
mine the relative satisfaction of their employees.

In order to clari$, the meaning of "job satisfaction" it is useful to
differentiate it from employee morale. The two concepts are very
closely related, and some authors treat them as synonymous; how-
evsr, job satisfaction, as Locke (1976) describes, differs from em-
ployee morale in two respects. Firstly, job satisfaction refers to a
single individual and his/her job situation, whereas employee mo-
rale focuses more on how an employee rslates to a sense of com-
mon (or group) purpose within an organization. Secondly, job satis-
faction more appropriately addresses past and present situations,
while morale addresses feelings about the future.

The value ofajob satisfaction scale cannot be understated due to
its high correlations with important job outcomes. Job-related out-
comes such as job involvement (Elloy & Terpening, 1992), stress
(Ramanathan, l99l), turnover (Gregson, 1990; Steers & Stone,
1988) and employee attendance (Steers & Stone, 1988) have been
associated with satisfaction. Age and job status also have been
found to be positively correlated with job satisfaction in some stud-
ies (Fournet, Distefano & Pryer, 1966; Rhodes, 1983). These results
may be somewhat confounded by the tendency of older workers to
move into higher status jobs.

As shown by the concepts included in existing job satisfaction
scales (see Table l), a substantial degree of agreement exists among
researchers regarding the characteristics of job satisfaction (Cross,
1973; Yuzuk, 1961; Hackman & Oldman, 1975; Scarpello & Camp-
bell, 1983; Khaleque & Rahman, 1987). For instance, pay, relations
with co-workers, superyisors, and job security have been viewed as
important components of satisfaction. The most important limita-
tion of prior studies, however, is the type of samples that were used
for scale development. Sometimes the sample sizes were small,
such as in the Khaleque and Rahman (1987) or Scarpello and
Campbell (1983) studies. In other studies, the samples were larger'
but drawn from limited population frames. For example, Cross
(19?3) studied workers from four manufacturing plants, Hackman
and Oldham (1975) examined employees from seven industrial and
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service organizations, and Khalequel and Rahman (1982) focused
9n jgte workers in Bangladesh. While the study results are general-
iz-abJe 1o the populations from which the sampies were drain, they
likely have less generalizability to wider employee groups.

Therefore, the validity of existing scales must be established in
different employee groups because issues related tojob satisfaction
lnay u.ary from group to group. People tend to migrate to jobs that
have intrinsic characteristics that are consistent with their own iob
priorities or personalities (Barrick & Mount, l99l; Tett, Jackson &
Rothstein, l99l). For example, people interested in becoming a real
estate salesperson likely are motivated by job independence, meet-
ing a variety of people and receiving incremental monetary rewards
from their efforts. By contrast, those attracted to jobs in research
likely have less desire to meet people and value a more steady
income. Although there are differences among occupational groups
in terms of values in their jobs, the purpose of the scile examined in
this paper is to determine generic or common aspects of job satis-
faction that could be applied to all occupations. This approach will
lead to the development of a scale with greater utility in the work-
place than existing scales.

There appear to be two main approaches to research on the topic:
one that examines the facets ofjob satisfaction and the other ihat
examines the general level of satisfaction. The facets approach
attempts to determine and measure the most relevant dimensions of
job satisfaction. This has been the most widely used approach and
several scales have been designed to measure the specific facets of
job satisfaction (Bell & Weaver, 1983; Smith, Kendall & Hulin,
1969; Gregson, 1990; Yuzuk, 196l). Characteristics ofthejob such
as pay, promotion, supervision, working conditions and relation_
ships with co-workers have been shown to be components of job
satisfaction (Cherniss & Kane, 1987; Bell & Weaver, l9g7; Hatk-
man & Oldham, 1975). The more general approach examines levels
of satisfaction regardless of their source. Some researchers have
suggested that the facets approach and the general approach yield
indices ofjob satisfaction that have low correlations with each other
(Scarpello & Campbell, 1983). Howeveq most studies suggest that
facets are merely components of a larger, more general faclor, some
of which may correlate more highly with the general factor than
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others (Cross,1973). It can be concluded that the facets approach
better examin es the structure of satisfaction whereas the general
approach better examines the overall /evels of satisfaction.- 

bne disadvantage of the facet approach is the high number of
items used to compose a scale, since each of the selected facets
must be measured with several items. Many facet approach scales
have over 100 items, which could take over an hour for the respon-
dent to complete. This may be far too long for many workplace
applications.- In contrast, some authors have simply assessed job

sitisfaction by using the question "Are you satisfied at work?"
(Cross, 1973;-E11oy & Terpening, 1992). However, the inclusion of
the major facets of job satisfaction, or at least a multiple- item
measurL, is often recommended to increase validity' The scale de-
veloped in this study has only l0 items which means it can be easily
and quickly administered and has a sufficient number of items to
determine its reliability.

The purpose of this study is to develop of a brief but generic
scale ofjob satisfaction by using the facet and general approach. An
initial item pool of44 variables thought to be aspects ofjob satis-
faction was examined using factor analysis to obtain a smaller set of
items to form a scale. The validity of the new scale was tested by
examining the correlates ofjob satisfaction both within and outside
the workplace.

METHOD

Inl992,a survey was conducted on characteristics ofpeople'sjobs
and how they relate to alcohol and drug use. The results presented in
this paper relate to the development of a job satisfaction scale.

Sample Selection

The sample used in this study was obtained from telephone
directories lor regions across Ontario. Systematic sampling was
used to select caies from telephone directories. First, for each
telephone directory, the number of cases to be selected was pro-
porfioned to the population in each area' Second, the sampling
interval was determined by dividing the number of pages in each
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book by the number of cases to be sampled from each region. A
random number table was used to obtain the initial number, or
random start, for each telephone book. A total of3,300 cases was
sampled using this method.

Questionnaire Distribution and Collection

Questionnaires were mailed to 3,300 Ontario households in June
and July of 1992. Enclosed with the questionnaire was a letter
describing the purpose of the study and a self-addressed stamped
envelope. The subjects received a follow-up telephone call encour-
aging them to participate in the survey. Respondents were asked not
to place their names on questionnaires so that information obtained
from the questionnaires would remain completely anonymous.

The Response Rate

From the 3,300 questionnaires sent out, 355 were judged ineligi-
ble to participate in the study. During telephone follow-up calls,
ineligible questionnaire recipients informed our callers that the
questionnaire was not relevant to their situations. Letters and post-
cards were also received from questionnaire recipients indicating
why they could not participate in the study. Individuals were ineli-
gible to participate because they had retired (l8l), they were not
working outside the home (75), they had language difficulties (41),
the questionnaire recipient was deceased (32), and other reasons
(26). The questionnaire was not received by 477 people. Mail-out
packages were returned because the occupant had moved (185), the
address was incomplete (16l), or the address was unknown (48).
For 83 cases, it was unclear as to why the packages had been
retumed because no information indicating the reason for their
retum was provided on the packages. It is likely that they were not
delivered for the same reasons discussed above (i.e., moved, incom-
plete address, or unknown address). Excluding ineligible cases,
2,468 were eligible to participate. Of these, 885 completed the
questionnaire, resulting in a response rate of 35.9%. Mail surveys
often produce response rates in this range, especially when the
questionnaire is lengthy.
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The items in the scale focused on the employee's feelings or
reactions towards aspects of their jobs. Structural characteristics of
the job (i.e., actual value of wages, status, autonomy, etc.) were not
considered to be as important in determining employee job satisfac-
tion as the reactions ofemployees to those characteristics. For ex-
ample, two employees with the same job and rate of pay likely have
different opinions about the faimess of their wages and conespond-
ingly may have different levels of job satisfaction. Therefore, an
important psychological element in determining job satisfaction is
the reaction to the characteristics ofthejob.

The initial item selection was conducted by reviewing the litera-
ture on job satisfaction and writing items that addressed major
facets ofjobs that have been found to be related tojob satisfaction.
As well, employees from various settings were asked to describe
the characteristics of jobs that were important to them and items
were written to represent these concepts. This approach produced
an initial pool of 44 items. Each item had 5-point Likert response
categories from strongly agree to strongly disagree. Other vari-
ables included in the study were occupation, gender, age, personal
problems, and various items measuring general affect and health.

D EM OG RA PH IC C HA RAC TE R ISTICS

Occupation. Three questions addressed the respondent's exact
occupation which, using Statistics Canada oriteria, were coded into
six broad groupings: (l) Managerial, Administrative; (2) Profes-
sional Occupations; (3) Clerical and related occupations; (4) Sales;
(5) Service; (6) Processing, Machining, Product Fabricating, Con-
struction, Transporl, Equipment.

Gender and Age. Respondents were also asked to indicate their
gender and age.

Workplace Affect. A series of 14 items examined various affec-
tive characteristics of the workplace:

Shift Work: Respondents were asked to indicate the shifts that
they usually work. These were recoded into a di-
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chotomous_ variable representing those working
primarily during the day versus those doing shift
work.

Boredom: Two items assessed the degree to which the re-
_ spondent felt isolated and alone on thejob.
Danger: Two items assessed the degree to which respon-

dents felt that their work was dangerous.
Control: Three items assessed to degree to which respon-

dents had control over their work.
Job Security: Two items measured the degree to which respon-

dents felt that their job was secure (i.e., they were
not in jeopardy of losing it).

Specific Personal Problems. A series of eight items with Likert
responsecategories addressed the degree to which respondents ex_
perienced personal problems pertaining to control overbne,s health.
amount of sleep, worry, financial difficulties, counselling needs for
children, marriage, or individual legal difficulties.

!9neryl Afect and Health. The iterns measuring general aflect
and health were:

Sleep:

Health:

Happy:
Life Stress:

In the last month, how often did you have trouble
getting to sleep or staying awake?

Worn out: In the past month, how often were you wom out at
the end of your work day (or shift) to the extent
that you did not really enjoy your time away from
work?
In general, compared to other persons your age
would you say that your health is good?
11 general would you say that you are happy?
Would you describe your life as stressful?

RESALTS

Factor Analysis

Factor analyses were conducted on the items from the initial item
pool. A set of l2 items consistently defined the first factor in proce_
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dures that extracted two, three, four, and five factors using both
Principal Components and Maximum Likelihood extractionheth-
ods, as well as both VARIMAX (orthogonal) and OBLIMIN
(oblique) rotations. These procedures were followed to ensure that
the factors were stable across extraction and rotation methods. The
first factor was consistently defined by the same set of variables.
When a three factor solution was produced, the first factor remained
intact while the second factor broke into two components. Similar-
ly, when four and five factor solutions were produied, only the first
factor remained intact. Thus, the first extraCted factor wai consid-
ered to be robust across extraction methods, as reconunended bv
4anis (1967), and therefore a reliable measure of a single construci.
Two.items were subsequently dropped because they appeared to be
nearly identical with two other variables and did not iignificantly
add to the reliability or validity of the scale.

A description of the remaining l0 items that defined the first
factor are shown in Table 2 along with their factor loadings ob-
tained from a principal components analysis. All of the loidings
were above the traditional cut-offvalue of .30. Table 2 also presents

TABLE 2. ltem Properties

Loadlng Label

.46

.43

.n

.70

.61

.57

.64

.52

,JU

4.17

3.22

3.98

3.27

3.67

3.44

.t.o I

t o',

3.41

3.68

.86

1.27

.94

1 .19

1.09

1.00

1.09

1.27

1 .12

1 .10

I get along with supervisors

All my talonls and skills are used

I feelgood about my job

I receive recognition for a job welt done

I feel good about wofiing at this company

lleelclose to the people at work

lleelsecure about my job

I believe managemont is concerned about me

On the whols, I believe work is good l0r my
physical health

My wages are good

Number ol Cases ' 787
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the item means and standard deviations. The Chronbach's alpha
reliability for this scale (c = .77) was acceptable. The diversity of
item themes likely reduced the reliability coefficient. However, a
diversity of items is consistent with the intent to include the relevant
facets of job satisfaction.

Effects ofAge, Occupational Type, and Gender

The potential influence of age, occupation type, and gender on
the universal scale of job satisfaction wers examined. A t-test re-
vealed no significant difference between males and females. A one-
way ANOVA revealed no significant differences among the six
occupational groups. However, a significant effect was found for
age group (p < .001). Post hoc tests (Tukey's HSD) revealed that the
oldest group was significantly more satisfied than all of the others
and no other significant differences were found. These findings
indicate that similar levels ofjob satisfaction are experienced for
males and females and in most occupational and age groups.

Workplace Variubles

Correlations were computed between the scale scores and vari-
ables representing characteristics of the job and measures of work-
place affect. Low, but significant, correlations were obtained with
measures of income, hours worked, and occupational prestige.
Much higher correlations were obtained for measures of workplace
affect: feeling isolated, feeling in control of one's work, perceived
danger ofillness or injury feeling bored, and the perception ofjob
security. The differences in the magnitudes of these correlations
may be taken as evidence that structural properties of the job may
be less important in job satisfaction than are the affective reactions
to the job. For example, the scale includes the item "my wages are
good," but this does not correlate highly with the actual value of
those wages. Therefore, perception appears to be the key concept
when measuring job satisfaction.

Shift work may reduce satisfaction. To investigate this possibil-
ity, a t-test was performed on two groups: individuals who work
primarily during the day versus those who work other shifts. A
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significant difference in job satisfaction was observed (p < .01).
Those who perform shift work were less satisfied than thoie peopie
who work regular hours.

Variables Outside the Workplace

The job satisfaction scale was signifrcantly correlated with vari-
ables measuring factors outside the workplace as well (see Table 3).
The strongest correlates ofjob satisfaction were: degree ofoverall
happiness, feeling worn out, and extent of sleeping pioblems. High
levels of satisfaction were related to being happy, not feeling wor-
ried, and sleeping well. These corelation coefficients might bi seen
as support for the hypothesis thatjob satisfaction influences home
life and (potentially) vice versa.

Correlations were also computed with variables representing af-
fective reactions to life in general. All of the variables included in
this.analysis correlate significantly with job satisfaction, including
feeling worn out, having sleeping problems, feeling stress in onet
life, and feeling healthy. The highest correlation was observed be-
tween job satisfaction and perhaps the most general measure of
affectivity, "I feel happy" 1r2 - 371.

In addition to these general reactions, more specific personal
problems were correlated with job satisfaction. The scale shows
small but significant correlations with all eight of the problems and
the highest correlations are observed for the items measuring the
tendency to worry, to get enough sleep, and to have control over
one's health.

These results, coupled with those observed for variables within
the workplace, support the validify of the scale and demonstrate the
potentially pervasive effects of satisfaction with one's job.

Practical Application of the Scale in the Workplace

Appendix A shows the scale items, response categories and an
explanation of how to interpret scores for the scale. Employees
circle the number corresponding to their degree of agreemeni for
each item, and add all the numbers together to form a composite job
satisfaction score. Norms, or percentile ratings are provide-d in oider
that individuals can assess how their iob satisfaction relates to oth-
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TABLE 3. Statistically Signilicant (p . .05) Correlations of Job Satisfaction
wilh Variables Inside and Outside the Workplace

Varlablss Corrslrtlon Coofllclonls

Characteristics ol the Job

lncome

# of hours wofied

Blishen (preslige)

19

10

13

Workplace Atlect

lsolaled

Conlrol

Dangor

Boredom

Job securily

-.54

.31

- .19

- .41

General Aflective Reactions

Happiness

Healthy

Lile slress

Sleep problems

Feeling worn oul

.97

.14

- .15

- .19

-.26

Personal Problems

Conlrol over health

Get enoqh sleep

Worry aboul things

No money lell belore Pay Day

Children need counselling

Ma.riage is in lrouble

Legal difliculties

D€sirs counselling

.23

.25

- .12

- .11

-.08

- . 1 9
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ers. Finally, some characteristics related to job satisfaction are pro-
vided, based on the results reported here.

DISCUSSION

The objective of this study was to introduce a scale ofjob satis-
faction reievant to a wide range of occupational groups. The sample
used in this study was obtained from a wide variety of employees.
Therefore, the scale should have relevance to practically any oc-
cupation. The fact that no significant differences in scale averages
were found among the occupational groups or between males and
females indicates that the scale has relevance in a variety of em-
ployment settings without separate norms for each group. Further-
moie, overall siale means were consistent for those between the
ages of20 and 60.*A 

second goal was to create a short scale (10 items) so that its
length would not be a detenent for practical applications in the
workplace and future research. For this reason it was necessary to
measure the various facets of job satisfaction with single items in
order to cover the widest possible domain. The results of this study
indicate that this combinaiion ofthe facets approach and the general
approach can be successful because the model ofjob satisfaction
presented here focuses on the reaction to events rather than the
events themselves. Analysis showed that objective characteristics
of a job account for only a small percentage of the variance in job

satisfaction. On the other hand, psychological reaction to the job
(such as isolation or boredom) was strongly associated with job

iatisfaction and accounted for a substantial portion ofits variance'
An additional advantage of this type of model is that although
idiosyncrasies in the individual or the workplace exist, the focus
rernuins on the respondent's evaluation ofhisiher satisfaction with
that job. However,ihis scale could be further improved by applying
appropriate weights according to the level of importance. respon-
aints place on each facet, as suggested by Rice et al' (1991).

Rezults show that the generic job satisfaction scale is related to
variables external to the workplace. It is likely that job and life
satisfaction influence each other and the nature of that influence
may change from time to time. A crisis at work may cause disrup-
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tion at home and later a crisis at home might cause disruption at
work. However, Chacko ( I 983) does suggesi that aspects of the ioUinfluence home life more than home life influences the job. If this is
the case, then measures of job satisfaction may havelmplications
well beyond the workplace.
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APPENDIX A

Job Satislaction Scale

For each slalement, please circle the number lo indicate your degree ol agreemenl.

Slrongly Don't Slrongly
Disagree Disgree Know Agree Agree

I receive recognition tor a iob well done 1 2 3 4 5

ffeef close to the people at work 1 2 3 4 5

I leelgood about working at lhis company 1 2 3 4 5

lleef secure about my iob 1 2 3 4 5

I believe maragemenl is concerned
about mo 1 2 3 4 5

On lhe whole, I believe work is good lor
my physical health 1 2 3 4 5

My wages are good 1 2 3 4 5

Alf my talents and skills are used at work 1 2 3 4 5

I get afong with my supervisors 1 2 3 4 5

ffeel good about myiob 1 2 3 4 5

Add scores. Interpretalion: 42-50--very highi 39-41-high; 32-3&-average, 27-3l,-low'
1O-2$-very low. This scale is mosl accurate lor employees between lhe ages of 25 and
60. Those under 25 tend to have lower job satislaction and those 60 and over have
higher job satisfaclion. The scale works equally well for males and lemales lrom all
occupattions. Characteristics of high scorers{ew sleeping problems, happy in personal
lile, don't leel worn out at end oi day, don't desire counselling and rarely worry. Job
salisfaction reflecls how happy you are with your job. Job salislaction can be improved
by either changing one's attitirde towards the iob or changing to a new iob environment.


