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
❑ Employees are very important in a workplace – their satisfaction 

with the job is important.

❑ There is the need to improve and maximize employees’ efforts and 
commitment – the introduction of employees’ empowerment 
practices (Askenazy and Caroli, 2010; Askenazy, 2001; Kling, 1995; Bauer, 2004; Kato and 
Morishima, 2002 ).

❑  Employees’ empowerment practices – focus on individual forms
❑ Employee-centred practices that promote employees’ involvement and 

participation. 

❑ Decision making opportunities, information sharing practices, and 
incentive schemes.

❑ Bender et al. (2010) observed positive and negative  effects of 
individual incentive schemes on productivity.

❑ In the work psychology literature, the benefits and costs of these 
practices are theoretically analysed using Demand-Control model.

Introduction (1)






❑ This model suggests that an employee’s well being 

depends on the balance between the demands associated 
with the job and the employee’s degree of control in the 
job (Karasek, 1979).

❑ Studies have suggested that empowerment practices 
affect job satisfaction through job control factors inherent 
in these practices; however, the direction of effect may be 
affected by the level of job demands associated with the 
presence of the practices (Wood, 2008; De Witte et al., 2007; 
Noblet et al., 2006; Noblet and Rodwell, 2009; Mikkelsen et al., 1999; 
Morrison et al., 2003; Akerboom and Maes, 2006).

Introduction (2)




❑ Emphasis is on job demands and the degree of decision authority 

and skills discretion.

❑ Job demands – quantity and pace of work associated with the job, 
e.g. work overload, work intensity

❑ Job control – how employees make decisions about work and 
working conditions and their ability to utilise their skills. 

❑ Focus: Decision authority

❑ Demand-Control model – 2 major propositions

❑ Combination of high levels of job demands and low levels of control
results in job stress

❑ The presence of high levels of job control and high levels promotes 
personal growth, learning, motivation and skills acquisition 

Demand-Control model (1)





❑With emphasis on the effects of the joint 
presence of job demands and job control, the 
demand-control model outlines four types of 
jobs:

❑ Stressful jobs – HD & LC

❑Less stressful jobs – LD & HC

❑Active jobs – HD & HC

❑Passive – LD & LC

Theoretical Framework (2)




❑ Hypothesis 1: Employees are less likely to be satisfied with 

different facets of the job in the presence of high levels of job 
demands 

❑ Hypothesis 2: Employees are more likely to be satisfied with 
various aspects of the job when they have control over 
different aspects of their work. 

❑ Hypothesis 3: The joint presence of a high level of job 
demands and less control opportunities is negatively related 
to various forms of job satisfaction. 

❑ Hypothesis 4: A high level of job control moderates the 
negative consequences of a high level of job demands. 

Hypotheses (1)





❑Hypothesis 5(a): job control and EO policies are 
complementary, such that, the joint effect on different 
forms of job satisfaction is greater than the sum of 
individual effects when implemented separately in 
the workplace. 

❑Hypothesis 5(b): EO policies moderates the negative 
effects of job demands on job satisfaction. 

Hypotheses (2)




2011 Workplace Employment Relation Survey on British workplaces.

❑ Employee and workplace data on a representative sample of 
workplaces.

❑ Interviews conducted with the most senior personnel managers and 
questionnaires distributed to employees.

❑ Meaningful information from 2,680 workplaces out of 7,134 
workplaces (response rate of 38%).

❑ Employee questionnaires were distributed to 81% of the workplaces. 
21,981 questionnaires were returned and this accounts for 50% 
response rate.

❑ Provides detailed information on employee-management relationship, 
job satisfaction, motivation issues, consultation mechanisms, incentive 
schemes, EO policies, workplace characteristics and employee 
characteristics 

Data




❑ Dependent variables: employees’ satisfaction with: sense of 

achievement, initiative, influence, training, opportunity to develop 
skills, pay, job security, the work itself and overall decision-making.

❑ Explanatory variables:
Job demands: Measures include the degree of employees agreement or 
disagreement with the following statements: 
 ‘My job requires I work very hard’ (work intensity), 
 ‘I never seem to have enough time to get my work done’ (work 

overload) 
  ‘I often find it difficult to fulfil commitments outside of work 

because of the amount of time I spend on my job’ (timing 
demand)

Variables (1)




Job Control: Measures include employees’ influence over various 
aspects of work: the tasks they do in their jobs, the pace of work, the 
way they do their jobs, the order tasks are carried out and the time they 
finish or start their working day. 
Control Variables:

❑ Engagement practices such as: individual and collective 
participatory practices, different types of management, individual 
and collective payment schemes.

❑ Fairness at the workplace: EO policies and right to appeal a decision 
made under the grievance procedure. 

❑ Employees’ characteristics: intrinsic motivation, socio-demographic 
factors, union membership, supervisor, job tenure.

❑ workplace characteristics: workplace size, industries, private and 
public sectors, grievance procedure and occupational categories. 

Variables (2)




❑ To test hypotheses 3-5, we conduct PCA on the measures of job 

demands and job control. 

❑ After undertaking the PCA, missing cases are detected in the 
components. Imputation method is used in dealing with the missing 
values. 

❑ 47 observations (out of 403 observations) with missing cases could 
not be imputed. These observations are dropped.

❑ Our feasible sample consists of 20,549 observations.

Preliminary Analyses (1)




Measures of job demands and job control are used to construct four 
binary variables that measure the 4 types of jobs:

❑ HD & HC: takes the value of 1 when job demands is greater than -
0.07 and job control is greater than 0.26; zero otherwise.

❑ HD & LC: takes the value of 1 when job demands is greater than -
0.07 and job control is less than or equal to 0.26; and takes the value 
of 0 otherwise.

❑ LD & HC: takes the value of 1 when job demands is less than or 
equal to -0.07 and job control is greater than 0.26; and takes the value 
of 0 otherwise.

❑ LD & LC: takes the value of 1 when job demands is less than or equal 
to -0.07 and job control is less than or equal to 0.26; and zero 
otherwise.

Preliminary Analyses (2)





Descriptive statistics (1)

 Mean 
Standard 

Deviation 
Minimum Maximum 

Types of Jobs     

High Demand& High control 0.24 0.43        0 1 

High Demand& Low control 0.24 0.43   0 1 

Low Demand& High control 0.27 0.44    0 1 

Low Demand& Low control 0.26 0.44         0 1 

 





Descriptive statistics (2)

 Workplaces with 5 or more employees 

 Females 

% 

Males 

% 

Contract   

Permanent 0.923 0.934 

Temporary 0.035   0.031  

fixed period 0.041   0.033  

   

Occupation   

Higher & Lower managerial and professional occupations 0.349  0.294 

Intermediate occupations 0.323   . 0.234 

Lower occupational category  0.324 0.469 

 





Descriptive statistics (3)
   

No, have never been 0.477 0.428  

No, but have been 0.156  0.185  

Yes 0.362   0.384    

   

Tenure   

less than 1 year 0.115      0.109 

less than 2 year 0.100      0.092 

less than 5 year 0.249      0.231 

less than 10 years 0.242     0.243 

10 years or more 0.292    0.321 

   

Marital Status   

Single 0.199      0.218   . 

married or living with partner 0.675  0.719    

divorced/ separated 0.095    0.053    

Widowed 0.020 0.007   

   

Supervisor  0.304 0.365 

 




❑ Analysis is conducted individually for various forms of satisfaction

❑ Satisfaction with: achievement, initiative, influence, training, skills, pay, job 
security, work itself and overall involvement in decision making

❑ The nested nature of the data raises the question about multilvel 
models. 

❑ The use of ordered logit models are considered and the parallel 
regression assumption is tested.

❑ Response variables are recoded into binary variables and logit 
models are estimated.

❑ Missing value indicators are used.

❑ Endogeneity- the control for union membership raises the question 
about endogeneity. We test for endogeneity by estimating a 
recursive simultaneous bivariate probit model.

Empirical Strategy (1)




Union Membership and Job satisfaction

❑ Union membership – negatively related to satisfaction with skills 
and involvement in decisions and positively related to satisfaction 
with pay and work itself. 

❑ The relationship between union membership and job satisfaction 
may be as a result of reverse causality.

❑ Test for exogeneity – 
❑ Union membership is not endogenous for seven dimensions of job satisfaction. 

❑ Support for the explanation of the reverse causality between union membership 
and pay satisfaction. 

Results(1)





Results (2)





Results (3)




❑ In line with the D-C model, job demands and job control are 

negatively and positively related to various forms of job 
satisfaction.
❑ Interestingly, work intensity is positively related to satisfaction with 

achievement, initiative, influence and work itself.
❑ Results support the argument that job demands may not necessarily have 

negative effects on different forms of job satisfaction.

❑The effects of being in different types of jobs were also confirmed 
except in the case of active jobs.

❑Shows that employees value having control but not necessarily 
in combination with high levels of job demands

❑The importance of the presence of EO policies is also confirmed.
❑Analysis of specific measures of practices and various forms of 
job satisfaction are necessary.

Conclusions 
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