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this factor to their overall job satisfaction compared Communication between employees and senior Effective

with employees in nonmanagement positions. management has consistently made the list of top five communication
clements of employee job satisfaction as perceived by X

Itis a commonly held belief that employees will feel HR professionals. It could be that HR professionals from senior

more committed to an organization if they believe that understand that effective communication from senior man agement,

their efforts are valued. This is even more relevant dur- management, especially during times of uncertainty, especi a”y

ing challenging economic times, when employees are can provide the workforce with direction, dispel durin g times of

expected to do more with fewer resources. rumors and promote trust. )

uncertainty, can

Communication Between Employees HR professionals were asked what measures their provide the

and Senior Management organizations were taking to keep employee job workforce with

Almost half (47%) of employees and 65% of HR satisfaction high during uncertain economic times. direction. di sp el

professionals reported that communication between Encouraging open communication between su- ’

employees and senior management was very impor- pervisors and employees (58%) and fostering open rumors and

tant to employee job satisfaction (sce Figure 24). communication with employees regarding the orga- promote trust.
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nization’s financial standing (43%) were the top two

measures they reported.

Employees need to be encouraged to pose ques-
tions and bring forth suggestions and concerns to
management. There are various mechanisms that
can be used to encourage feedback and commu-
nication from employees to senior management,
such as employee attitude surveys, focus groups
and suggestion boxes. In addition, employees can
meet with their supervisors one on one to discuss
any matters, regularly or as needed, and this can be

used as a means of upward communication.

Likewise, it is important for senior management

to communicate with employees so that employees
understand the organization’s strategy, business
goals, policies and vision, and are apprised of what
is going on in the organization. It can be particu-
larly challenging for large organizations to keep the
lines of communication clear and to keep employees
informed of the pertinent business decisions and
strategies. Senior management can reduce these
potential obstacles by keeping employees well-
informed through companywide meetings and the
use of technology in top-to-bottom communica-
tions (e.g., CEO blog, intranet mechanisms and

e-mails).

Figure 24
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Differences related to this factor emerged by em-
ployee gender and job level. Employees in middle-
management positions were more likely to tie this
aspect to their overall job satisfaction compared
with employees in nonmanagement positions.
Female employees also placed more value on this

component (Table 3).

Autonomy and Independence

Autonomy and independence refer to the degree to
which a job provides an employee with freedom,
flexibility and discretion to make decisions, such as
scheduling the work and determining how it is to
be done. Increased autonomy can give employees a
greater sense of responsibility for the outcomes of
their work and, in turn, may increase their satisfac-
tion. Forty-six percent of employees and 35% of HR
professionals stated that this was a very important

job satisfaction factor (see Figure 25).

There were differences by employee organization
size and job level. Employees from small and large
organizations perceived this aspect as more impor-
tant than employees from medium organizations.
Employees in middle-management positions valued
this aspect more than employees in nonmanage-

ment positions.

Importance of Communication Between Employees and Senior Management
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Does Age Matter?

ach of the four generations currently in the

workforce brings different perspectives to
the workplace. Are there generational differences
when it comes to the factors that contribute to
employee job satisfaction?

The survey found that job security was ranked high-
est by the youngest employee demographic group,
while the oldest employee segment rated benefits
as their top contributor to job satisfaction. While
there were some differences in the top five con-
tributors across the generations, similarities were
more frequent. All four generations rated benefits
among their top three contributors to job satisfac-
tion. However, the importance of some generally of-
fered employee benefits was divided sharply along
generational lines. No employees 65 years of age
and older considered family-friendly benefits to be
very important to their job satisfaction, whereas
many employees younger than 65 (between 32%
and 40%) viewed these types of benefits as very
important. This illustrates a broader pattern: com-
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pared with younger employees, workers over the
age of 64 generally place less importance on most
employee benefits aspects.

Other common determinants of employee job
satisfaction across the generations were: oppor-
tunities to use skills/abilities, the work itself and
the organization’s financial stability. Employees
over the age of 64 were most likely to rank items
from the relationship with management category as
most important to their job satisfaction. These data
are depicted in Figure 23 and in Tables 6 and 16 in
the appendix.

Another notable finding is that overall job satisfac-
tion appears to increase with age. As a result, em-
ployees aged 65 and older are the most satisfied
age group: 61% of employees in this age group
reported that they were very satisfied with their
jobs compared with only a third of employees aged
30 and younger.
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Figure 23 | Top 5 Very Important Aspects of Job Satisfaction by Employee Age

Millennials
(born after 1980)

Generation X
(born 1965-1980)

Baby Boomers
(born 1946-1964)

Veterans
(born before 1946)

Benefits
60%

Benefits
62%
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59%

Relationship with
immediate supervisor,

. communication between

employees and senior
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36%

.. The work i
5|

The work i
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Note: Table represents those who answered “very important” Percentages are based on a scale where 1 = “very unimportant” and 4 = “very important.”

Source: 2010 Employee Job Satisfaction (SHRM, 2010)



Work Environment

The final group of questions asked employees and
HR professionals to rate various work environment
components on their level of importance to overall
job satisfaction. Employers understand that employ-
ees spend a fair amount of their time at work and
take steps to ensure the work environment is con-

ducive for employees to be productive and satisfied.

Feeling Safe in the Work Environment

While at work, employees expect their employers to
take measures that ensure their safety. About one-
half of both employees and HR professionals (51%
and 49% respectively) indicated that feeling safe in
the work environment was very important to em-

ployee job satisfaction. Female employees consider

HE[PLM Importance of Autonomy and Independence

6% 49

26 2010 Employee Job Satisfaction Investigating What Matters Most to Employees

feeling safe in the workplace an especially important
job satisfaction factor.

With safety and security threats ranging from terror-
ism and violence in the workplace to public health
issues and workplace accidents, it is not surprising
that employees are concerned about workplace
safety. This, in turn, may lead to greater expectations
of employers to protect their workforce from major
threats. A number of employers have taken steps to
improve their safety and security systems and disaster
preparedness plans. In a SHRM poll conducted in
September 2009, 64% of HR professionals reported
that their organizations had in place disaster pre-
paredness plans that would go into effect in the event
of an HIN1 or other flu virus outbreak.’

60%

46%

1% 1%
Very unimportant Unimportant Important Very important
'Employees (n=602) BIHR Professionals (n = 547)
Source: 2010 Employee Job Satisfaction (SHRM, 2010)
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INSIGHTS
Chad P. Richter

Attorney at Law, Jackson Lewis LLP

SHRM Employee Relations Special Expertise Panel

Q: Is there one single factor that you see as
important regarding employee job satisfaction
for 2010?

A: Communication. As the focus on union organiz-
ing increases, effective internal communication
vehicles will be key for organizations.

Q: In your opinion, looking toward stronger eco-
nomic times, how important to employee engage-
ment and productivity are such factors as benefits,
career development, compensation, economic
climate, employee relationships with management
and/or work environment?

A: Two key elements of employee engagement
and productivity are employees’ relationships with
management and an understanding that there is
room to grow in the organization. Employees who
respect their managers and understand that they
have opportunities for future growth will work hard
not only for that manager but for the organization as
a whole as they strive to obtain their career goals.

Q: What are the top three factors of employee
job satisfaction that are important in your busi-
ness sector?

A The top three factors of employee job satisfac-
tion are effective communication tools, manage-
ment-employee relations and wages and benefits.
In some of my more recent union organizing drives,
poor communication and management-employee
relations were leading drivers for employee unrest.
Employees want to feel respected in their position
and know that they have a voice in the organization.

Q: When you consider making changes to your
employee policies and practices, which areas
would you focus on in order to promote and/or
increase overall employee job satisfaction?

A | would focus on flexibility in scheduling. To the
extent feasible, employees are demanding flexible
schedules as caregiving responsibilities only increase.
Employers that offer flexible work arrangements will
likely generate long-term stability in their labor force
and increase in production.

Q: When you consider the role of HR as a
champion for effective and successful employee
relations, what areas do you view as the most
important for employee job satisfaction?

A: Effective communication. Without a voice in the
organization, employees are not engaged, committed or
dedicated to remaining employed with the organization.
Another area is flexibility and a positive work environ-
ment. An environment that is open, flexible and a fun
place to work will generate enormous results in terms
of employee satisfaction, production and retention.

Q: When undertaking change management
initiatives to improve overall employee job
satisfaction, what do you see as key areas to
develop, focus on and/or update?

A | think flexibility in the work schedule and ef-
fective communication are key to positive employee
job satisfaction. | would focus on these two areas as
organizations undertake change management initia-
tives in 2010.
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Flexibility to Balance Life and Work Issues
Organizations may have different definitions of
work /life balance, but generally speaking, through
flexible work arrangements, the organizational
objective is to ensure that employees feel success-
ful both at work and at home. Flexibility to balance
work and life, also referred to as work /life balance,
was selected by a similar proportion of employees
and HR professionals (46%) as very important
(Figure 27). Female employees (55%) placed greater
value on this aspect than male employees (38%) did.

Workplace flexibility includes a specific set of
organizational practices, policies, programs and a
philosophy that help employees meet the demands
of their work and personal life. Initiatives can take
the form of health and wellness support, financial
support, paid and unpaid time off, and workplace

flexibility. These types of benefits offerings are

Figure 27
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Very unimportant
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further explored in SHRM research reports titled
Workplace Flexibility in the 21st Century: Meeting the
Needs of the Changing Workforce and 2010 Employee
Benefits. Flextime (offered by 49% of responding or-
ganizations), some form of telecommuting (ad-hoc,
part-time or full-time basis) (44%) and compressed
workweeks (34%) are examples of ways in which or-
ganizations provide flexibility for their employees.'?

During challenging economic times, employers

may use workplace flexibility as one of their ways of
reducing costs, accomplishing business goals, and
rewarding and retaining employees. Offering job-
sharing and introducing full-time telecommuting for
employees to save on building and maintenance costs
were among the changes organizations made within
the past six months as a result of the economic reces-
sion, according to a 2010 SHRM poll."! The same
poll shows that companies are exploring workplace

Importance of Flexibility to Balance Life and Work Issues

. 46%  46%

Important Very important

B Employees (n=553) BIHR Professionals (n = 549)
Source: 2010 Employee Job Satisfaction (SHRM, 2010)

Figure 28

Importance of Overall Corporate Culture
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Flextime (offered by 49% of responding organizations), some form-of telecommuting

(449%) and compressed workweeks (34%) are examples of ways in-whieh

organizations provide flexibility for their employees.

2010 Employee Benefits: A Research Report by SHRM

flexibility options as a way to reduce costs. Four
percent of organizations reported that if the economy
continues to decline, job-sharing would likely be
implemented and 20% would likely implement full-
time telecommuting.'? In another SHRM study of
employees, a quarter of respondents cited flexible
work arrangement benefits in the top three benefits
their employers could offer to help them cope with

current or possible increase in gas prices.'?

Overall Corporate Culture
Figure 28 looks at the overall corporate culture—the
organization’s reputation, work ethics, values and

working conditions—as it relates to job satisfaction.

believed that corporate culture was very important
to job satisfaction. Female employees (47%) placed
greater value on this aspect than male employees
(36%) did (see Table 3).

Meaningfulness of Job

When employees find their work to be meaning-
ful and fulfilling, they are more likely to be satis-
fied and do their work well. Some people derive
meaning through giving back to their community.
When asked about the meaningfulness of one’s job
(the feeling that the job contributes to society as a
whole), 38% of employees, compared with 34% of
HR professionals, believed that this aspect was very

The definition of corporate culture varies, but in important to overall job satisfaction (see Figure 29).

general, culture consists of the collective attitudes

and behavior of individuals within the organiza- HR professionals in the nonprofit sector perceived

tion—the explicit and implicit expectations, norms this aspect to be more important to employee job

of behavior and standards of performance. Forty- satisfaction compared with HR professionals in pub-

one percent of employees and 49% HR professionals licly owned for-profit and privately owned for-profit

The increased threat of global pandemic issues, such as the HIN1 flu virus, will place greater
emphasis on the need for organizational disaster planning.

2010 Top k

Health 2. A growth in the incidence of workplace aggression will influence employee safety policies.

and Safety 3. The ongoing rise in both employer and employee health care costs will sustain and encourage an
increase in the use of workplace wellness programs.
Trends

4. Workers' compensation claims and litigation will continue to be on the rise, resulting in the need for
more proactive management of safety in the workplace.

5. Safety compliance issues will increase and demand more attention from HR.
6. Work/life balance issues will continue to influence employee stress levels.

7. The rising threat of fraud and identity theft will require more employer vigilance in protecting em-
ployee data and privacy.

8. An increase in the number of employees using prescription medications and/or illegal drugs will
continue to emphasize the need for more proactive monitoring systems and support programs.

9. The rise in workplace violence will lead to an increased awareness and proactive stance among
organizations to ensure worker safety and mitigate liability.

10. The rise in mental health issues and illnesses, such as chronic depression, will continue to affect
workforce productivity and require increased organizational intervention.

Note: Trends sorted in order of importance with the first trend being the most important.
Source: Future Insights: The top trends according to SHRM's HR subject matter expert panels (SHRM, 2009)




30 2010 Employee Job Satisfaction Investigating What Matters Most to Employees

sectors. Likewise, this aspect was deemed more im-
portant by female employees than by male employees
(Table 3). Organizations can make a concentrated
effort to communicate the ways in which the em-
ployee’s and the organization’s work contributes to
society, including any corporate social responsibility
and sustainability activities that the organization may
be involved in.

Relationships With Co-Workers

Figure 31 examines relationships with co-workers
and their impact on employee job satisfaction.
Depending on the type of position, there are some
jobs where employees work predominately on their
own, while other jobs involve regular collaboration
with co-workers. Regardless, projects often require
employees to work together to accomplish a common
goal, and teamwork skills are generally important for
success. According to 38% of employees and 41%

of HR professionals, this factor is very important to
employee job satisfaction. Female employees placed
greater value on this aspect than male employees did
(see Table 3).

Contribution of Work to the

Organization’s Business Goals

Contributing to the organization’s business goals was
viewed by 36% of employees and 32% of HR profes-
sionals as a very important aspect of employee job
satisfaction. Contributing to the organization’s overall
business goals can give employees a clearer sense of

their role (i.c., how their work fits into the bigger pic-

Importance of Meaningfulness of Job

11% 12%
1% 0%

Very unimportant Unimportant

ture) and the significance and relevance of their work
to business goals. As a result of the uncertain economic
climate, 42% of employees reported that the impor-
tance of their job (role) to their organization’s overall
success increased their sense of job security (Figure 5).
Compared with those in nonmanagement positions,
employees in executive-level positions rated this facet as

more important.

Variety of Work

It has been argued that employees will be more
satisfied with their jobs and find their work more
meaningful when there is variety in activities and
the utilization of different skills. Similar to “the
work itself” aspect, this includes providing em-
ployees with opportunities to work on new kinds
of assignments that call upon or develop a range of
skills and abilities. HR professionals underestimat-
ed the importance of this component to employee
satisfaction: 36% of employees, compared with
22% of HR professionals, indicated that variety of
work was very important. These data are shown in
Figure 33.

Organization’s Commaitment to

Corporate Social Responsibility

An organization’s commitment to corporate social
responsibility (CSR) involves balancing financial
performance with contributions to the quality of
life of its employees, the local community and soci-
ety at large. A broad range of practices and activities
fall under the umbrella of CSR, such as charitable

54%

38%

Important Very important

BEmployees (n=603) BHR Professionals (n = 573)
Source: 2010 Employee Job Satisfaction (SHRM, 2010)
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Female Employees
Satisfied With How Their
Job Contributes to Society

According to the Bureau of Labor Statistics, in 2008, 59.5% of the people
in the workplace were women. Of the women participating in the labor
force, 71% had children under age of 18.'

With so many women in the workplace, it is important to examine the fac-
tors that make their work satisfying. As illustrated in Figure 30, the top five
contributors to job satisfaction for women are:

1. Job security.

Benefits.

Feeling safe in the work environment.

Organization’s financial stability and the work itself.

Opportunities to use skills/abilities.

oS @

The top job satisfaction factors for female employees were generally in line
with the top five factors for all employees, except for their high ranking of
feeling safe in the work environment (61%) as one of their top contribu-
tors (see Table 11).

Of the 25 job satisfaction factors rated as very important, female employ-
ees reported that they were very satisfied with the meaningfulness of their
Job, relationship with co-workers and contribution of work to organiza-
tion's business goals. A third of female employees said they were least
satisfied with communication between employees and senior manage-
ment and compensation/pay (see Table 14).

Among the compensation and benefits aspects rated by employees as very important, health care and medical benefits were
rated as very important to job satisfaction by 70% of women. However, only 37% of female employees reported being very
satisfied with their current package of health care and medical benefits. Women workers were most satisfied with their flex-
ibility to balance life and work issues and paid time off. They were least satisfied with being paid competitively with the local
market, even though 52% indicated that this factor was very important to their job satisfaction (see Table 15).

Figure 30 | Top 5 Very Important Aspects of Job Satisfaction by Employee Gender
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Note: Table represents those who answered “very important” Percentages are based on a scale where 1 = “very unimportant” and 4 = “very important.’
Source: 2010 Employee Job Satisfaction (SHRM, 2010)
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donations, cause marketing,/branding and partner-
ing with environmentally friendly suppliers/compa-
nies. As shown in Figure 34, 28% of employees and
19% of HR professionals rated the organization’s
commitment to corporate social responsibility as

very important.

Organizations’ commitment to CSR is growing.
According to a poll conducted by SHRM, 46% of
HR professionals in 2010 compared with 35% in
2005 reported that their organization is matching
employee contributions via company-organized
donation program to aid in disaster relief efforts.'®
Organizations that practice corporate social respon-
sibility have a stronger appeal for some employee

demographics, particularly female employees.

Figure 31

7%

Very unimportant Unimportant

Importance of Relationships With Co-Workers

Onganization’s Commitment to o ‘Green’ Workplace
This aspect of job satisfaction was viewed by both
employees and HR professionals as the least impor-
tant contributor to employee job satisfaction: 17%
of employees believed the organization’s commit-
ment to a ‘green workplace,” one that is environ-
mentally sensitive and resource-efficient, was very
important, compared with 10% of HR professionals
(see Figure 35). Organization’s commitment to

a ‘green’ workplace, although ranked as the least
important factor, could grow in importance as the
demographic makeup of the workplace continues to
change with an increasing number of Generation

Y workers entering the workforce. According to

a SHRM poll on green workplace, the three top

drivers of environmentally responsible programs,

57%
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38%
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B Employees (n=589) BIHR Professionals (n=571)
Source: 2010 Employee Job Satisfaction (SHRM, 2010)

Figure 32

8%

6%
Very unimportant Unimportant

Importance of Contribution of Work to Organization’s Business Goals
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Employees continued to be satisfied with their jobs,

with 44%:saying they were “somewhat satisfied” and 40%

indicating they were “very satisfied.

as reported by employees, were contribution to
society, environmental considerations and economic

considerations.'®

Overall Employee Job Satisfaction

Most management experts and business lead-

ers agree that when employee satisfaction is very
high, it translates into increased productivity,
commitment and retention for organizations. In
2010, employees continued to be satisfied with
their jobs, with 44% saying they were “somewhat
satisfied” and 40% indicating they were “very
satisfied.” HR professionals perceived employees as

more likely to be “somewhat satistied” (73%) than

HE[EEM Importance of Variety of Work

11%
1% 1%

Very unimportant Unimportant

13%

“very satisfied” (16%). These data are depicted in
Figure 36.

The overall level of satisfaction of employees has
been consistently favorable over the years and reveals
that employees are more satisfied with their jobs now
than they were eight years ago (in 2002, when the
first Job Satisfaction Survey was conducted). Figure
37 illustrates the trend data on overall employee
satisfaction from 2002 to 2010. There were difter-
ences along employee demographics. More tenured
employees (16 years or more) were more satisfied
than less tenured employees (two years or less).
Executives were also more satisfied than middle- and
nonmanagement-level employees (see Table 11).

64%

36%

Important

Very important

'Employees (n=602) BIHR Professionals (n=571)
Source: 2010 Employee Job Satisfaction (SHRM, 2010)
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Employees were asked about their satisfaction level
with their current job given the current economic
climate. More than one-half of employees reported
that the current economic climate has not made a
difference in their satisfaction levels; that is, they
are not more or less satisfied. However, more
employees in 2010 (28%) than in 2009 (22%)
indicated that they were less satisfied with their
jobs given the economic climate (see Figure 38).
Because of the recession, organizations’ resources
have been stretched, and some employees may be
feeling fatigued and dissatisfied. One half (50%) of
employees whose organizations have not been af-
fected by the current economic climate were over-

all very satisfied with their current job, compared

HEICREM Importance of Organization’s Commitment to a ‘Green’ Workplace
34%
8%
Very unimportant Unimportant
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with 33% of employees whose organizations have
been greatly affected by the recession. Employees
were also asked if their organizations laid off any
employees in the past 12 months. Not surprisingly,
employees in organizations with no staff reductions
in the last 12 months were more likely to be very
satisfied with their jobs compared with employ-

ees in organizations where layoffs occurred (44%
versus 34% respectively). These data are depicted in
Table 11.

HR professionals were also asked about their level
of satisfaction with their current job in light of the

recession, and one-third of the HR respondents in-
dicated that they were very satisfied.!” Almost four

53%

17%

Very important

Important

'Employees (n=602) BHR Professionals (n = 574)
Source: 2010 Employee Job Satisfaction (SHRM, 2010)

Figure 36
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out of 10 HR professionals indicated that employ-
ees in their organization were satistied despite the

economic climate.

The opinions of HR professionals about employee
job satisfaction have remained relatively consistent
over the years (Figure 39). Interestingly, there is a
continuing trend for HR professionals to predict

lower levels of employee satisfaction than what em-

ployees report. This may be related, in part, to how
HR professionals gather feedback from employees.
HR professionals report that the top five methods
their organizations use to determine employee
satisfaction are exit interviews/surveys, feedback
from employee performance reviews, conversations
with employees on an individual basis, turnover
data tracking and employee attitude surveys (see
Figure 40).

Overall Employee Job Satisfaction Over the Years (Employees)

Figure 37 i i
2010 2009 2008 2007
(n=1605) (n=602) (n=601) (n=1604)

40% 41%
41% 0, 0 30%
38% 39% 39% 37%
9 479
44% S 41% 41% 41% — 40% '

2006 2005 2004 2002
(h=604) (n=600) (n=1604) (h=604)

B Somewhat Satisfied .Very Satisfied

Note: Figure represents those employees who answered “somewhat satisfied” or “very satisfied”

Source: 2010 Employee Job Satisfaction (SHRM, 2010)

Figure 38
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Source: 2010 Employee Job Satisfaction (SHRM, 2010)
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While 53% of employees said that compensation/pay was very important to their

overall job satisfaction, only 26% of these employees reported being very satisfied

with their current compensation/pay packages.

Employee Satisfaction With
Individual Job Aspects

Employees were asked to rate their satisfaction
with each of the 25 job satisfaction aspects and
select compensation and benefits factors, if they
indicated that these factors were “very important”
to their overall job satisfaction. These data are
depicted in Figures 41 and 42.

Approximately six out of 10 employees indicated
that they were very satisfied with their relation-
ships with co-workers, the meaningfulness of their
job and feeling safe in the work environment.

This highlights the fact that those employees who
viewed these factors as very important to their

job satisfaction were mostly satisfied with those
aspects of their current job. Employees were least
satistied with career advancement opportunities
within the organization and compensation/pay.
While 53% of employees said that compensation/
pay was very important to their overall job satisfac-

tion, only 26% of these employees reported being

Overall Employee Job Satisfaction Over the Yea

27% 16% 14%
69% 69%
63%

2009 2008 2007
(n=548) (n=684) (h=710)

2010
(n=569)

very satisfied with their current compensation/pay
packages.

When specific components of compensation and
benefits were examined, employees were most sat-
isfied with their paid time off and stock options.
Being paid competitively with the local market
received the overall lowest score, indicating that
while 50% of employees said competitive pay was
very important to their job satisfaction, only 28%
indicated they were very satisfied of this aspect of

their current job (see Figure 41).

rs (HR Professionals)

8%
18%
71%
65%
2006 2005 2003 2002
(n=546) (n=503) (n=1428) (n=1460)

B Somewhat Satisfied BliVery Satisfied

Note: Figure represents those HR professionals who answered “somewhat satisfied”

Source: 2010 Employee Job Satisfaction (SHRM, 2010)

or “very satisfied”
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INSIGHTS

Marie LaMarche, MBA, SPHR

Employee/Labor Relations Manager, Harrison Medical Center
SHRM Employee Relations Special Expertise Panel

Q: Is there one single factor that you, as an
HR professional, see as important regarding
employee job satisfaction for 2010?

A: The level of employee engagement is the one
factor that will continue to be important in 2010 as
the economy fluctuates and retirement and health
care benefits continue to wane. Employees feel
stuck, as if they have no choice but to stay in their
current position else risk not having a job. The old
adage that it is easier to get hired when you are
working is not the case anymore.

Q: In your opinion, looking toward stronger eco-
nomic times, how important to employee engage-
ment and productivity are such factors as benefits,
career development, compensation, economic
climate, employee relationships with management
and/or work environment?

A Although with the allure of stronger economic
times, compensation will make an impact, relation-
ships with managers and feeling valued are going to
continue to dominate as motivators to perform. The
turbulent economy has had a lasting impact on ben-
efits and compensation levels moving forward, and
other needs will have to be met along the hierarchy
spectrum to create the right mix.

Q: What are the top three factors of employee
job satisfaction that are important in your business
sector?

A: Inour organization, a health care setting, the
employee engagement results indicated that having
the opportunity to do what employees do best every
day was an important element of job satisfaction.
This makes sense since so many of our workers are
professionals and/or direct patient care employees.

In addition, recognition and a supervisor or some-
one at work who cares about the employee were
important factors. Lastly, our employees indicated
that having someone who encourages development
was an area they would like to see improved.

Q: When you consider the role of HR as a
champion for effective and successful employee
relations, what areas do you view as the most
important for employee job satisfaction?

A The leveraging of talent management strate-
gies and ongoing coaching of managers to bring out
the best in their employees and letting employees
do what they do best is one of the most important
roles HR can play. An engaged and supportive
manager breeds an engaged workforce. Helping
managers perform is at the essence of HR support.

Q: Whatdo you consider to be the key leader-
ship opportunities for HR today to promote/af-
fect overall employee job satisfaction?

A: Aleadership opportunity exists for human re-
sources to promote overall employee job satisfaction
by building, encouraging and supporting a manage-
ment culture that encourages professional develop-
ment of employees.

Q: When undertaking change management initia-
tives to improve overall employee job satisfaction,

what do you see as key areas to develop, focus on
and/or update?

A: The good old fashioned “Practice what you
preach” or “Walk the talk” comes immediately to mind;
a leader who is willing to say “How could | have let this
happen?” instead of “How did you let this happen?”;
and constant communication with those affected.
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Y8 How Organizations Determine Employee Job Satisfaction

Through employee exit interviews or surveys

Through feedback from employee performance reviews

By speaking with employees on an individual basis

By tracking turnover data

Through employee attitude surveys

By speaking with managers about their direct reports

By word of mouth

By conducting employee focus groups

By tracking the number of complaints HR receives

By tracking the number of legal/EEO complaints the organization receives

Through employee on-boarding interviews or surveys

18%

By tracking the number of complaints the organization receives

Other I2%

(n=1566).
Note: Percentages do not total 100% due to multiple response options.
Source: 2010 Employee Job Satisfaction (SHRM, 2010)

SL-Y'i W Comparison of Importance and Satisfaction With Compensation and Benefits Aspects (Employees)

Very Important Very Satisfied
Paid time off 62% 54%
Stock options 16% 47%
Defined contribution plans (e.g., 401 (k)) 43% 46%
Defined benefit pension plan 43% 42%
Family-friendly benefits 33% 39%
Health care/medical benefits 65% 38%
Base rate of pay 47% 30%
Opportunities for variable pay 39% 30%
Being paid competitively with the local market 50% 28%

(n=1566)

Note: Only respondents who indicated the job aspect was “very important” were asked this question. Data are sorted by the “very satisfied” column. Importance percentages are based on a scale where
1 = ‘“very unimportant” and 4 = “very important.” Satisfaction percentages are based on a scale where 1 = “very dissatisfied” 4 = “very satisfied” and excluded “not applicable”

Source: 2010 Employee Job Satisfaction (SHRM, 2010)
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S [1-¥:VA Comparison of Importance and Satisfaction With Job Aspects (Employees)

Very Important Very Satisfied
Relationships with co-workers 38% 63%
Meaningfulness of job 38% 62%
Feeling safe in the work environment 51% 60%
Contribution of work to organization's business goals 36% 58%
Relationship with immediate supervisor 48% 56%
The work itself 54% 54%
Flexibility to balance life and work issues 46% 52%
Opportunities to use skills and abilities in work 56% 51%
The variety of work 35% 50%
Autonomy and independence to make decisions 46% 49%
Overall corporate culture 41% 49%
Organization's commitment to a ‘green’ workplace 17% 47%
Job security 63% 44%
Organization's commitment to corporate social responsibility 28% 42%
Organization'’s financial stability 54% 41%
Networking 22% 40%
Organization’s commitment to professional development 33% 38%
Benefits 60% 37%
Job-specific training 34% 34%
Paid training and tuition reimbursement 26% 33%
Career development opportunities for learning and professional growth 31% 32%
Management recognition of employee job performance 48% 30%
Communication between employees and senior management 47% 30%
Career advancement opportunities within the organization 34% 29%
Compensation/pay 53% 26%

Note: Only respondents who indicated the job aspect was “very important” were asked this question. Data are sorted by the “very satisfied” column. Importance percentages are based on a scale where 1 =
“very unimportant” and 4 = “very important.” Satisfaction percentages are based on a scale where 1 = “very dissatisfied” and 4 = “very satisfied” and excluded “not applicable.
Source: 2010 Employee Job Satisfaction (SHRM, 2010)
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Conclusions

Regardless of the economic climate, organizations
continually face challenges in attracting, motivating,
developing and retaining top talent. Understanding
the factors that make work gratifying for employees
is a key to the success of any organization. Findings
from this research reveal that above all, employees
want to know that their jobs are secure and that
basic employee benefits, such as health care and
retirement, will remain intact and will not be com-
promised by their employers. Employees also want
to bring their unique expertise—skills, knowledge
and know-how—to their jobs while doing work that

they enjoy.

How can companies help employees feel more
secure about their jobs? First of all, this can be
achieved by training managers to effectively utilize
the skill sets of their direct reports, communicate
the organization’s mission and vision, and demon-
strate how each employee’s role contributes to the
success of the company. Especially during times of
uncertainty, such as during budget cuts, downsizing,
upsizing, restructuring and mergers, it is crucial to
share information about the state of the organiza-
tion in a timely manner and with clarity. This is a
simple, yet often overlooked message. Employees
who work in companies with higher degrees of
organizational transparency are more likely to stay
committed to their organizations during good times
and bad.

The U.S. and global economic recession resulted

in drastic changes in the workplace. In 2009, 67%
of organizations reported budget cuts across the
entire company, and 20% of companies are project-
ing more cuts if the economy does not improve

in the second quarter of 2010.18 Yet, the levels of
satisfaction among employees have barely fluctu-
ated. Four out of 10 employees reported that they
are “very unlikely” to look for a job outside of their
organization (see Figure 43). This may mean that
employees are weathering the economic storm with
their employers and that those still on board as

the economy improves and new job opportunities
abound are more likely to stay with their companies
for the long run.

The dynamic nature of the factors that affect job
satisfaction makes it difficult for organizations to
identify the aspects that are most important to em-
ployees. The results of this research show that each
of the aspects studied was important to employee
job satisfaction to varying degrees. Looking toward
a stronger economic upturn and improvement in
the job market, it will be important for organiza-
tions to balance the lessons learned from the reces-
sion with viable employee benefits and practices that
lend themselves to engage the most productive and
talented employees.

Y% M Likelihood of Looking for a Job in 2010 Outside of Current Organization
41%
29%
15% 15%
Very unlikely Unlikely Likely Very likely
(n=608)

Source: 2010 Employee Job Satisfaction (SHRM, 2010)

Employees
want to know
that their jobs
are secure

and that basic
employee
benefits, such
as health care
and retirement,
will remain intact
and will not be
compromised by
their employers.
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Methodology

HR Professional Sample

A sample of HR professionals was randomly selected
from SHRM’s membership database, which includ-
ed approximately 250,000 individual members at
the time the survey was conducted. Only members
who had not participated in a SHRM survey or poll
in the last six months were included in the sampling
frame. Members who were academicians, students,
located internationally or had no e-mail address

on file were excluded from the sampling frame. In
January 2010, an e-mail that included a hyperlink to
the SHRM 2010 Job Satisfaction Survey'® was sent
to 3,000 randomly selected SHRM members. Of
these, 2,179 e-mails were successfully delivered to
respondents, and 589 HR professionals responded,
yielding a response rate of 27%. The survey was
accessible for a period of four weeks, and five e-mail
reminders were sent to nonrespondents in an effort

to increase response rates.

The sample of HR professionals was generally rep-
resentative of the SHRM membership population,
although there were some differences by industry

and staff size of respondents’ organizations.?’

Employee Sample

The sample of employees was randomly selected by
an outside survey research organization’s web-en-
abled employee panel, which is based on a random
sample of the entire U.S. telephone population.

All panelist households that do not already have
Internet access are provided with a custom-designed

web device so that they can complete surveys online.

Out of 1,148 employees, 606 individuals completed
the online 2010 Job Satisfaction Survey, yielding a
response rate of 59%. The survey was in the field
for a period of seven days. All respondents were
employed, either full time or part time.

Comparing the 606 employees in this survey to the
2009 sample of employees showed that the two

samples were mostly similar in composition.

Notations

Analysis: Throughout this report, conventional
statistical methods are used to determine if observed
differences are statistically significant (i.c., there is

a small likelihood that the differences occurred by
chance). When presenting data from the overall
survey results, findings are discussed, in some cases,
even if they are not statistically significant. In some
cases, the data are not depicted in corresponding
tables/figures even though the results are statisti-
cally significant. Analyses by HR professionals’ and
employees’ organization staff size and sector are
presented and discussed. Additional analyses by
employee job tenure, gender, job level and age were
also conducted.

¢ Organization staff size categories: small (1 to 99
employees), medium (100 to 499 employees) and

large (500 or more employees).

¢ Organization sector: publicly owned for-profit
organization, privately owned for-profit organiza-
tion, nonprofit organization, government sector

and “other” category. Results are not presented for
“other” employment sectors due to the small number
of organizations in this category.

¢ Employee job tenure categories, or total years
with the company: two years or less, three to five
years, six to 10 years, 11 to 15 years, and 16 years or

morc.

¢ Employee job level: nonmanagement (e.g., as-
sistant, coordinator, specialist), middle management
(e.g., manager, supervisor, director) and executive
level (e.g., CEO, CFO).

¢ Employee age categories: 30 years and younger,
31 to 45 years of age, 46 to 64 years of age, and 65

years and older.

Differences: Conventional statistical methods were
used to determine if observed differences were
statistically significant. Therefore, in most cases,
only results that were significant are included, unless
otherwise noted. It is also important to note that in



some cases, data may be discussed in the text of this
report but not presented in an accompanying figure

or table.

Tables: Unless otherwise noted in a specific table,
please note that the following are applicable to data
depicted in tables throughout this report.

¢ Data are sorted in descending order by “overall”
column in a table.

¢ DPercentages for a question or a response option
may not total 100% due to rounding.

¢ Tables include only response options for which
there were significant differences.

Figures: Unless otherwise noted in a specific figure,
the following are applicable to data depicted in
figures throughout this report.

¢ DPercentages for a question may not total 100%
due to rounding.

Generalization of results: As with any research,
readers should exercise caution when generalizing
results and take individual circumstances and experi-
ences into consideration when making decisions
based on these data. While SHRM is confident in its
research, it is prudent to understand that the results
presented in this survey report are only truly repre-
sentative of the sample of HR professionals respond-
ing to the survey.

Number of respondents: The number of respon-
dents (indicated by “n” in figures and tables) varies
from table to table and figure to figure because
some respondents did not answer all of the ques-
tions. Individuals may not have responded to a
question on the survey because the question or
some of its parts were not applicable or because the
requested data were unavailable. This also accounts
for the varying number of responses within each

table or figure.
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Confidence level and margin of error: A confi-
dence level and margin of error give readers some
measure of how much they can rely on survey
responses to represent all SHRM members. Given
the level of response to the survey, SHRM Research
is 96% confident that responses given by responding
HR professionals can be applied to all SHRM mem-
bers, in general, with a margin of error of approxi-
mately 4%. For example, 72% of the responding HR
professionals reported that the relationship with
immediate supervisor was very important for em-
ployees’ job satisfaction. With a 4% margin of error,
the reader can be 96% certain that between 68% and
76% of SHRM members believe that the relation-
ship with immediate supervisor is very important to
employee job satisfaction. It is important to know
that as the sample size decreases, the margin of error

increases.
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About the Respondents

Age

Millennials (born 1980 and later) 17%
Generation X (born 1965-1980) 39%
Baby Boomers (born 1946-1964) 40%
Veterans (born before 1946) 4%
(n = 606)

Gender

Female 48%
Male 52%
(n = 606)

Job Level

Nonmanagement (e.g., assistant, coordinator, specialist) 72%
Middle management (e.g., manager, supervisor, director) 23%
Executive level (e.g., CEO, CFO) 5%

(n=1598)

Employees
Organization Staff Size
Small (1-99 employees) 35%
Medium (100-499 employees) 19%
Large (500 and more employees) 46%
(n=595)
Industry
Educational services/education 15%
Retail/wholesale trade 12%
Health care, social assistance (e.g., in-home care, nursing 11%
homes, EAP providers, hospices, etc.)
Seryices.—professional, scientific, technical, legal, 10%
engineering
Manufacturing 8%
Government/public administration—federal, state/local, 7%
tribal
Services—accommodation, food and drinking places 6%
Construction, mining, oil and gas 4%
Financial services (e.g., banking) 4%
Transportation, warehousing (e.g., distribution) 3%
Other services 2%
Insurance 2%
Telecommunications 2%
Utilities 2%
Real estate, rental, leasing 2%
Association—professional/trade 1%
Publishing, broadcasting, other media 1%
Arts, entertainment, recreation 1%
Biotech 1%
Consulting 1%
High-tech 1%
Pharmaceutical 0%
Other 4%
(n=600)
Job Tenure
2 years or less 21%
3to 5 years 24%
6to 10 years 20%
11 to 15 years 13%
16 or more years 21%

(n=584)
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HR Professionals

Organization Staff Size Sector

Small (1-99 employees) 9250 Publicly owned for-profit organization 27%
Medium (100-499 employees) 40% Privately owned for-profit organization 46%
Large (500 and more employees) 35% Nonprofit organization 20%
(h=464) Government agency 7%

(n=567)

Industry

Manufacturing 18%

Health care, social assistance (e.g., in-home care, nursing 13%

homes, EAP providers, hospices, etc.)

Seryicesjprofessional, scientific, technical, legal, 7%

engineering

Educational services/education 6%

Other services 6%

Financial services (e.g., banking) 5%

Retail/wholesale trade 5%

Transportation, warehousing (e.g., distribution) 5%

Consulting 5%

High-tech 4%

Services—accommodation, food and drinking places 3%

Telecommunications 3%

Arts, entertainment, recreation 3%

Publishing, broadcasting, other media 3%

Utilities 3%

Government/public administration—federal, state/local, 3%

tribal

Insurance 2%

Construction, mining, oil and gas 2%

Biotech 1%

Pharmaceutical 1%

Real estate, rental, leasing 1%

Association—professional/trade 1%

Other 2%

(n=568)
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Appendix

Elements of Job Satisfaction

The following 25 elements of job satisfaction, and

eight special compensation and benefits elements,

are examined in this report:

Career Development

1.

Organization’s commitment to professional
development

Career advancement opportunities within the
organization

Career development opportunities for learning
and professional growth (mentorships, cross
training, etc.)

Job-specific training

Opportunities to network with others (within or
outside the organization) to help in advancing
one’s career

Opportunities to use skills and abilities in work
Paid training and tuition reimbursement

programs

Relationship With Management

8.

9.

10.

11.

Communication between employees and senior
management

Autonomy and independence to make decisions
Management recognition of employee job per-
formance (feedback, incentives, rewards)
Relationship with immediate supervisor

Compensation and Benefits

12.

Compensation,/pay
¢ Base rate of pay

¢ Opportunities for variable pay (bonuses, com-
missions, other variable pay, monetary rewards
for ideas or suggestions)

¢ Stock options

¢ Being paid competitively with the local market

13.

14.

Benefits
¢ Health care/medical benefits

¢ Family-friendly benefits (life insurance for
dependents, subsidized child care, elder care

referral service, etc.)

¢ Paid time off (vacation, holidays, sick days,
personal days, etc.)

¢ Retirement benefits (defined contribution

plans such as 401(k) and other defined plans

such as pensions)

Flexibility to balance life and work issues (alter-
native work arrangements, including job-sharing,

flex schedules, telecommuting, etc.)

Work Environment

15.
16.
17.

18.

19.

20.

21.

22.

23.

24.

25.

Feeling safe in the work environment

Job security

Meaningtulness of job (understanding how job
contributes to society as a whole)
Organization’s commitment to corporate social
responsibility (balance financial performance with
contributions to the quality of life of its employ-
ees, the local community and society at large)
Organization’s commitment to a ‘green’ work-
place (environmentally sensitive and resource-
efficient)

Overall corporate culture (organization’s reputa-
tion, work ethics, values, working conditions,
etc.)

Relationships with co-workers

Contribution of work to organization’s business
goals

The work itself (it is interesting, challenging,
exciting)

Variety of work (working on different projects,
using different skills)

Organization’s financial stability
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Comparison of Very Important Aspects of Employee Job Satisfaction: 2002, 2004, 2005, 2006, 2007, 2008, 2009 and 2010 (Employees)

2002 2004 2005 2006 2007 2008 2009 2010

(n=604) (n=604) (n=601) (n=605) (n=604) (n=601) (n=601) (n=600)
Job security 65% (1) 60% (4) 59% (4) 59% (3) 53% (2) 59% (1) 63% (1) 63% (1)
Benefits 64% (2) 68% (1) 63% (1) 65% (2) 59% (1) 57% (2) 60% (2) 60% (2)
Opportunities to use skills/abilities - 47% 44% 51% (5) 44% 50% (4) 55% (4) 569% (3)
The work itself 50% 46% 35% 46% 41% 47% (5) 50% 54% (4)
Organization'’s financial stability = = = = = = - 54% (4)
Compensation/pay 59% (4) 63% (2) 61% (2) 67% (1) 59% (1) 53% (3) 57% (3) 53% (5)
Feeling safe in the work environment 36% 62% (3) 55% (5) 54% (4) 50% (5) 53% (3) 54% (5) 51%
Relationship with immediate supervisor 49% 49% 46% 47% 48% 47% (5) 52% 48%
Management recognition of employee job 49% 47% 45% 47% 49% 44% 52% 48%
performance
Communication between employees and 62% (3) 54% 50% 48% 51% (4) 50% (4) 51% 47%
senior management*
Autonomy and independence 46% 42% 41% 44% 44% 41% 47% 46%
Flexibility to balance life and work issues 62% (3) 57% (5) 60% (3) 59% (3) 52% (3) 44% 46% 46%
Overall corporate culture 40% 43% 39% 40% 36% 40% 45% 41%
Meaningfulness of job 29% 38% 37% 42% 37% 45% 45% 38%
Relationships with co-workers 23% 33% 34% 35% 34% 39% 42% 38%
Contribution of work to organization's = 35% 33% 37% 32% 34% 39% 36%
business goals
Variety of work = 37% 45% 40% 34% 35% 34% 35%
Job-specific training 34% 34% 28% 36% 27% 27% 35% 34%
Career advancement opportunities 52% (5) 37% 28% 36% 28% 29% 32% 34%
Organization's commitment to professional = 34% 31% 35% 31% 33% 30% 33%
development
Career development opportunities 51% 40% 34% 42% 35% 30% 29% 31%
Organization's commitment to corporate = = = = - 33% 31% 28%
social responsibility
Paid training and tuition reimbursement = = = = 31% 32% 29% 26%
programs
Networking* = 17% 19% 21% 18% 21% 22% 22%
Organization’s commitment to a ‘green’ = = = = — 23% 17% 17%
workplace

* Starting in 2004, “communication between employees and management” was changed to “communication between employees and senior management.’

**Starting in 2008, “networking with others who have similar backgrounds and interests” was changed to “opportunities to network with others (within or outside the organization) to help in advancing your
career.

Note: Table represents those who answered “very important” 2009 percentages are based on a scale where 1 = “very unimportant” and 4 = “very important.” Sample sizes are based on the actual number of
respondents by year; however, the percentages shown are based on the actual number of respondents by year who answered the question using the provided response options. A dash (-) indicates that this
question was not asked. Numbers in parentheses indicate position of aspect in respective column year.

Source: 2010 Employee Job Satisfaction (SHRM, 2010)
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Comparison of Very Important Aspects of Employee Job Satisfaction: 2002, 2004, 2005, 2006, 2007, 2008, 2009 and 2010

(HR Professionals)

Relationship with immediate supervisor
Job security

Communication between employees and senior management*

Organization's financial stability

Opportunities to use skills/abilities

Management recognition of employee job performance
Benefits

Job-specific training

Feeling safe in the work environment

Overall corporate culture

Compensation/pay

Career advancement opportunities

Career development opportunities

Flexibility to balance life and work issues
Organization's commitment to professional development
Relationships with co-workers

The work itself

Autonomy and independence

Paid training and tuition reimbursement programs
Meaningfulness of job

Contribution of work to organization's business goals
Variety of work

Organization's commitment to corporate social responsibility

Networking**

Organization’s commitment to a ‘green’ workplace

2002
(n=461)

61% (3)
59% (4)
77% (1)
62% (2)
53%
34%
30%
33%
54% (5)
43%
48%
46%
29%
33%
24%
18%

2004

(n=429)
70% (1)

50%

59% (4)

57%

68% (2)
60% (3)

47%
40%
32%

58% (5)

43%
51%
53%
48%
34%
34%
32%
20%
22%
14%

14%

2005

(n=505)
71% (1)

9%

60% (5)

52%

69% (2)
61% (4)

43%
39%
32%

62% (3)

47%
50%
53%
43%
30%
30%
29%
23%
21%
13%

15%

2006
(n=548)

72% (1)
50%
61% (4)
53%
71% (2)
62% (3)
45%
45%
37%
60% (5)
49%
55%
50%
50%
30%
29%
33%
24%
24%
16%

17%

2007
(n=1713)

70% (1)
48%
60% (5)
49%
65% (3)
62% (4)
43%
38%
37%
67% (2)
46%
49%
48%
42%
32%
29%
34%
38%
26%
24%
16%

14%

2008
(n=685)

68% (1)
53%
61% (4)
61% (4)
63% (2)
62% (3)
49%
48%
41%
54% (5)
43%
44%
43%
45%
38%
39%
33%
41%
27%
25%
20%
17%
16%
8%

2009
(n=547)

72% (1)
72% (1)
66% (3)
62% (4)
61% (5)
69% (2)
52%
52%
49%
51%
48%
47%
41%
48%
46%
39%
37%
43%
34%
33%
25%
23%
20%
13%

2010
(n=577)

72% (1)
69% (2)
65% (3)
64% (4)
62% (5)
61%
60%
49%
49%
49%
48%
46%
46%
46%
44%
41%
40%
35%
34%
34%
32%
22%
19%
19%
9%

* Starting in 2004, “communication between employees and management” was changed to “communication between employees and senior management”
**Starting in 2008, “networking with others who have similar backgrounds and interests” was changed to “opportunities to network with others (within or outside the organization) to help in advancing your

career.

Note: Table represents those who answered “very important” 2009 percentages are based on a scale where 1 = “very unimportant” and 4 = “very important” Sample sizes are based on the actual number

of respondents by year; however, the percentages shown are based on the actual number of respondents by year who answered the question using the provided response options. A dash (-) indicates that
this question was not asked. Numbers in parentheses indicate position of aspect in respective column year.
Source: 2010 Employee Job Satisfaction (SHRM, 2010)
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Comparison of Select Very Important Aspects of Employee Job Satisfaction (Employees)

Overall

Differences Based Differences Based Differences Based Differences Based Differences Based
on Gender on Organization Staff Size on Tenure on Age on Job Level
Benefits 60% Female (66%) > Large (64%) > - - -
male (54%) small (51%)
Opportunities to use skills ~ 56% = Large (60%) > = = Middle-management
and abilities medium (46%) (65%) > nonmanagement
(529%)
The work itself 54% Female (58%) > = = = =
male (49%)
Feeling safe in the work 51% Female (61%) > - - - -
environment male (41%)
Relationship with 48% = = = = Middle management
immediate supervisor (609%) > nonmanagement
(45%)
Management recognition 48% = = = = Middle management
of employee work (599%) > nonmanagement
performance (46%)
Communication between 47% Female (51%) > = = = Middle management
employees and senior male (42%) (62%)
management > nonmanagement (43%)
Autonomy and 46% = Large (51%) and = = Middle management
independence to make small (47%) > (66%) > nonmanagement
decisions medium (31%) (89%)
Flexibility to balance life 46% Female (55%) > - - - -
and work issues male (38%)
Overall corporate culture 41% Female (47%) > = = = =
male (36%)
Relationships with co- 38% Female (44%) > - - - -
workers male (34%)
Meaningfulness of job 38% Female (45%) > - - - -
male (32%)
Career advancement 34% = = = Generation X (42%) > Middle management
opportunities Baby Boomers (26%)  (48%) > nonmanagement
(30%)
Career development 31% Female (36%) > - 3to 5 years (37%) > Millennials (42%) > -
opportunities male (27%) 16 or more years (21%) Baby Boomers (25%)
Corporate social 28% Female (36%) > - - - -
responsibility male (20%)
Paid training and tuition 26% - Large (30%) > - Millennials (38%) > -
reimbursement programs small (20%) Baby Boomers (22%)
Organization's commitment ~ 17% Female (21%) > - - - -
to green workplace male (12%)
Note: Dash “~" indicates that there were no significant differences in this category.

Source: 2010 Employee Job Satisfaction (SHRM, 2010)
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Differences Based on
Organization Staff Size

Large (70%) > small (589%)

Large (69%) > small (55%)
and medium (56%)

Large (49%) > small (37%)

Large (49%) > small (32%)

Large (53%) > small (42%)

Differences Based on

Tenure

6 to 10 years (53%), 16 years and older
(51%) > 2 years or less (28%)

11 to 15 years (55%) > 3 to 5 years
(369%), 2 years or less (29%)

11 to 15 years (45%) > 6 to 10 years (23%)

Large (19%) > medium (17%)

Source: 2010 Employee Job Satisfaction (SHRM, 2010)

Table 4 Comparison of Select Very Important Aspects of Compensation (Employees)
Overall Differeré:esdBased on
enaer

Health care/medical benefits 65% Female (70%) > male (61%)
Paid time off 62% Female (68%) > male (56%)
Defined contribution plans 43% =
(e.g, 401(K)
Defined benefit pension plans 43% -
Family-friendly benefits 33% Female (39%) > male (28%)
Base rate of pay =
Stock options 16% =

Note: Dash “~" indicates that there were no significant differences in this category.

First

Job security

Second

Opportunities to use skills/
abilities

Third

Benefits, the work itself

Fourth

Compensation/pay,
management recognition of
employee job performance,

feeling safe in the work
environment

Fifth

Organization's
financial stability

59%

Job security

57%

Benefits, organization’s
financial stability

53%

Compensation/pay

51%

Opportunities to use skills/
abilities

49%

The work itself, feeling safe in
the work environment

66%

62%

58%

Organization's financial
stability, feeling safe in
the work environment,

56%

54%

opportunities to use Relationship with immediate
Job security Benefits skills/abilities The work itself supervisor
62% 60% 56% 55% 53%
Compensation/pay,
Organization’s financial opportunities to use skills/ Feeling safe in the work
Job security Benefits stability abilities environment
68% 66% 58% 55% 53%

Benefits

Job security

The work itself

Opportunities to use skills/
abilities

Autonomy and independence

65%

64%

Table 5 Top Five Very Important Aspects of Job Satisfaction by Employee Job Tenure
Job Tenure
2 years or less
3 to b years
6to 10 years
11 to 15 years
16 years or more

53%

55%

54%

Note: Table represents those who answered “very important.” Percentages are based on a scale where 1 = “very unimportant” and 4 = “very important’
Source: 2010 Employee Job Satisfaction (SHRM, 2010)
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First

Job security

Second

Benefits

Third

Opportunities to use skills/
abilities

Fourth

The work itself

Fifth

Organization’s financial stability

69%

60%

58%

56%

54%

Compensation/pay, Opportunities to use
Job security Benefits organization's financial stability The work itself skills/abilities
66% 62% 59% 55% 53%

Opportunities to use skills/

The work itself, feeling safe

LELICCE Top Five Very Important Aspects of Job Satisfaction by Employee Age
Age
Millennials
Generation X
Baby Boomers
Veterans
449% 36% 35%

Job security abilities Benefits in the work environment Organization’s financial stability
61% 59% 58% 53% 52%
Relationship with immediate
supervisor, communication
between employees and senior  Opportunities to use skills/ Organization's financial
BEnohiTS management abilities, the work itself stability, autonomy Compensation/pay
32% 30%
Note: Table represents those who answered “very important.” Percentages are based on a scale where 1 = “very unimportant” and 4 = “very important’
Source: 2010 Employee Job Satisfaction (SHRM, 2010)
ICIEWA Top Five Very Important Aspects of Job Satisfaction by Employee Gender
Gender First Second Third Fourth Fifth
Opportunities to use skills/ Organization’s financial
Male Job security abilities Benefits Compensation/pay stability
60% 55% 54% 52% 51%
Feeling safe in the work Organization's financial Opportunities to use skills/
Female Job security Benefits environment stability, the work itself abilities
67% 66% 61% 58% 57%
Note: Table represents those who answered “very important” Percentages are based on a scale where 1 = “very unimportant” and 4 = “very important”
Source: 2010 Employee Job Satisfaction (SHRM, 2010)
First Second Third Fourth Fifth
Compensation/pay, Opportunities to use skills/

Job security

Benefits

Organization’s financial
stability

feeling safe in the
work environment

abilities,
the work itself

64%

61%

54%

Opportunities to use

53%

Communication between
employees and senior

52%

Organization's financial
stability, relationship with

Job security Autonomy skills/abilities management immediate supervisor
67% 66% 65% 62% 60%
Autonomy, contribution
Opportunities to use skills/ Feeling safe in the of work to organization's
The work itself abilities work environment business goals Variety of work
65% 61% 58% 55% 52%

IELX: I Top Five Very Important Aspects of Job Satisfaction by Employee Job Level
Job Level
Nonmanagement
Middle management
Executive
management

Note: Table represents those who answered “very important.” Percentages are based on a scale where 1 = “very unimportant” and 4 = “very important”

Source: 2010 Employee Job Satisfaction (SHRM, 2010)
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Staff Size of

Top Five Very Important Aspects of Job Satisfaction by Organization Staff Size (Employees and HR Professionals)

o o Respondents First Second Third Fourth Fifth
rganization
Opportunities to use Benefits, organization's
Employees Job security skills/abilities The work itself financial stability Compensation/pay

% 58% 56% 55% 51% 49%
Small Opportunities to
(1-99 employees) Communication between use skills/abilities, Management recognition

employees and senior Relationship with organization’s financial of employee job

HR Professionals management immediate supervisor Job security stability performance
% 70% 68% 65% 63% 61%
Feeling safe in the work  Organization’s financial Relationship with
Employees Benefits Job security environment stability, the work itself immediate supervisor
Medium % 64% 63% 51% 50% 49%
(100-499 L
employees) Communication between
Relationship with employees and senior  Organization’s financial
HR Professionals immediate supervisor Job security Benefits management stability
% 76% 72% 69% 67% 65%
Communication between
Opportunities to use Organization's financial employees and senior
Employees Job security Benefits skills/abilities stability management
% 67% 64% 60% 59% 58%
Large
(500 and more Opportunities to
employees) use skills/abilities, Communication between
Relationship with organization’s financial employees and senior
HR Professionals immediate supervisor Job security stability Benefits management
% 73% 71% 63% 60% 56%

Note: Table represents those who answered “very important.” Percentages are based on a scale where 1 = “very unimportant” and 4 = “very important”

Source: 2010 Employee Job Satisfaction (SHRM, 2010)
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IELRU Comparison of Importance of Select Job Satisfaction Aspects by Sample

HR Professionals Employees Differences Based on Sample
(n=589) (n=605)

Job security 69% 63% HR professionals > employees
Benefits 60% 60%
Opportunities to use skills/abilities 62% 56% HR professionals > employees
The work itself 40% 54% Employees > HR professionals
Organization's financial stability 64% 54% HR professionals > employees
Compensation/pay 48% 53%
Feeling safe in the work environment 49% 51%
Management recognition of employee job performance 61% 48% HR professionals > employees
Relationship with immediate supervisor 72% 48% HR professionals > employees
Communication between employees and senior management 65% 47% HR professionals > employees
Autonomy and independence 35% 46%
Flexibility to balance life and work issues 46% 46%
Overall corporate culture 49% 41% HR professionals > employees
Meaningfulness of job 34% 38%
Relationships with co-workers 41% 38%
Contribution of work to organization’s business goals 32% 36%
Variety of work 22% 35% Employees > HR professionals
Career advancement opportunities 46% 34% HR professionals > employees
Job-specific training 49% 34% HR professionals > employees
Organization's commitment to professional development 44% 33%
Career development opportunities 46% 31% HR professionals > employees
Organization's commitment to corporate social responsibility 19% 28% Employees > HR professionals
Paid training and tuition reimbursement programs 34% 26% HR professionals > employees
Networking opportunities 19% 22%
Organization's commitment to a ‘green’ workplace 9% 17% Employees > HR professionals

Note: Sample sizes are based on the actual number of survey respondents; however, the percentages shown are based on the actual number of respondents who answered the questions using the pro-
vided response options. Blank cells in the last column indicate that no statistically significant differences were found.
Source: 2010 Employee Job Satisfaction (SHRM, 2010)
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IEIJEREM Comparison of Employee Satisfaction With Current Job (Employees)

Differences Based on

Overall Differences Based Differences Based on Differences Based Impact of Economy on Differences Based on Staff
on Job Level Organization Staff Size on Tenure . Reduction in Organization
Organization
Very satisfied 40% Executives (68%) > Medium (49%) > 16 years or more (51%) >  Not at all affected (50%) > Layoffs (44%) >
middle management (42%) large (36%) 2 years or less (32%) greatly affected (33%) no layoffs (34%)

and nonmanagement (37%)
Source: 2010 Employee Job Satisfaction (SHRM, 2010)

i CRPA Comparison of Importance and Satisfaction With Job Aspects (Employees)

Very Important Very Satisfied
Relationships with co-workers 38% 63%
Meaningfulness of job 38% 62%
Feeling safe in the work environment 51% 60%
Contribution of work to organization’s business goals 36% 58%
Relationship with immediate supervisor 48% 56%
The work itself 54% 54%
Flexibility to balance life and work issues 46% 52%
Opportunities to use skills and abilities 56% 51%
The variety of work 35% 50%
Autonomy and independence to make decisions 46% 49%
Overall corporate culture 41% 49%
Organization's commitment to a ‘green’ workplace 17% 47%
Job security 63% 44%
Organization’s commitment to corporate social responsibility 28% 42%
Organization's financial stability 54% 41%
Networking 22% 40%
Organization's commitment to professional development 33% 38%
Benefits 60% 37%
Job-specific training 34% 34%
Paid training and tuition reimbursement 26% 33%
Career development opportunities for learning and professional growth 31% 32%
Management recognition of employee job performance 48% 30%
Communication between employees and senior management 47% 30%
Career advancement opportunities within the organization 34% 29%
Compensation/pay 53% 26%

Note: Only respondents who indicated the job aspect was “very important” were asked this question. Data are sorted by the “very satisfied” column. Importance percentages are based on a scale where
1 = “very unimportant” and 4 = “very important.” Satisfaction percentages are based on a scale where 1 = “very dissatisfied” and 4 = “very satisfied” and excluding “not applicable.
Source: 2010 Employee Job Satisfaction (SHRM, 2010)
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iENCREM Comparison of Importance and Satisfaction With Compensation and Benefits Aspects (Employees)
Very Important Very Satisfied
Paid time off 62% 54%
Stock options 16% 47%
Defined contribution plans (e.g., 401 (k)) 43% 46%
Defined benefit pension plans 43% 42%
Family-friendly benefits 33% 39%
Health care/medical benefits 65% 38%
Base rate of pay 47% 30%
Opportunities for variable pay 39% 30%
Being paid competitively with the local market 50% 28%

Note: Only respondents who indicated the job aspect was “very important” were asked this question. Data are sorted by the “very satisfied” column. Importance percentages are based on a scale where 1 =
“very unimportant” and 4 = “very important.” Satisfaction percentages are based on a scale where 1 = “very dissatisfied” 4 = “very satisfied” and excluding “not applicable’
Source: 2010 Employee Job Satisfaction (SHRM, 2010)

IETJEREE Comparison of Importance and Satisfaction With Job Aspects (Female Employees)
Very Important Very Satisfied
Meaningfulness of job 45% 66%
Relationships with co-workers 44% 65%
Contribution of work to organization’s business goals 37% 63%
Feeling safe in the work environment 61% 60%
The variety of your work 36% 58%
The work itself 58% 57%
Relationship with immediate supervisor 51% 56%
Flexibility to balance life and work issues 55% 56%
Overall corporate culture 47% 55%
Opportunities to use skills and abilities 57% 54%
Autonomy and independence to make decisions 45% 53%
Job security 67% 47%
Organizations commitment to a ‘green’ workplace 21% 45%
Job-specific training 37% 44%
Organization's commitment to corporate social responsibility 36% 43%
Networking 25% 41%
Benefits 66% 39%
Organization's financial stability 58% 38%
Organization's commitment to professional development 35% 37%
Paid training and tuition reimbursement 30% 37%
Career development opportunities for learning and professional growth 36% 33%
Management recognition of employee job performance 50% 33%
Career advancement opportunities within the organization 33% 32%
Communication between employees and senior management 51% 30%
Compensation/pay 549% 30%

Note: Only respondents who indicated the job aspect was “very important” were asked this question. Data are sorted by the “very satisfied” column. Importance percentages are based on a scale where
1 = “very unimportant” and 4 = “very important.” Satisfaction percentages are based on a scale where 1 = “very dissatisfied” and 4 = “very satisfied” and excluding “not applicable.
Source: 2010 Employee Job Satisfaction (SHRM, 2010)
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IEIEREM Comparison of Importance and Satisfaction With Compensation and Benefits Aspects (Female Employees)
Very Important Very Satisfied
Flexibility to balance life and work issues 55% 56%
Paid time off 68% 55%
Stock options 15% 52%
Defined contribution plans 47% 49%
Defined benefit pension plan 44% 48%
Family-friendly benefits 39% 44%
Health care/medical benefits 70% 37%
Opportunities for variable pay 41% 31%
Base rate of pay 48% 29%
Being paid competitively 52% 27%

Note: Only respondents who indicated the job aspect was “very important” were asked this question. Data are sorted by the “very satisfied” column. Importance percentages are based on a scale where
1 = “very unimportant” and 4 = “very important.” Satisfaction percentages are based on a scale where 1 = “very dissatisfied” and 4 = “very satisfied” and excluding “not applicable’
Source: 2010 Employee Job Satisfaction (SHRM, 2010)

IELICR Select Very Important Benefits Aspects by Employee Age
Millennials Generation X Baby Boomers Veterans
(30 years of age and younger) (31-45 years of age) (46-64 years of age) (65 years of age and older)
Health care/medical benefits 60% 69% 66% 20%
Paid time off 59% 68% 61% 22%
Flexibility to balance life and work issues 49% 50% 44% 10%
Family-friendly benefits 40% 34% 32% 0%
Defined contribution plans 39% 44% 46% 33%
Defined benefit pension plans 33% 44% 46% 27%

Note: Table represents those who answered “very important”” Data are sorted by the “Millennials” column. Importance percentages are based on a scale where 1 = “very unimportant” and 4 = “very impor-
tant and excluding “not applicable!
Source: 2010 Employee Job Satisfaction (SHRM, 2010)

IELICRYAN Top Five Very Important Aspects of Job Satisfaction by Employee Marital Status
Married First Second Third Fourth Fifth
Compensation/pay,
the work itself, Communication between
Opportunities to use skills/ Benefits, autonomy and independence to employees and senior
Male abilities Job security organization’s financial stability make decisions management
57% 56% 53% 50% 47%
Feeling safe in the work
environment, opportunities to Relationship with immediate
Baiils Job security The work itself use skills/abilities Benefits supervisor, compensation/pay

66% 60% 57% 54% 52%

Note: Table represents those who answered “very important.” Percentages are based on a scale where 1 = “very unimportant” and 4 = “very important”
Source: 2010 Employee Job Satisfaction (SHRM, 2010)




56 2010 Employee Job Satisfaction Investigating What Matters Most to Employees

IELICREN Select Very Important Benefits Aspects by Marital Status

Male Female
Health care/medical benefits 63% 63%
Paid time off 55% 61%
Flexibility to balance life and work issues 36% 54%
Defined contribution plans 41% 42%
Defined benefit pension plans 40% 37%
Family-friendly benefits 24% 35%
Note: Table represents those who answered “very important.” Data are sorted by the “female” column. Importance percentages are based on a scale where 1 = “very unimportant” and excluding “not ap-

plicable!
Source: 2010 Employee Job Satisfaction (SHRM, 2010)
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