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 TC “I Executive Summary” /l1 I Executive Summary

An employee satisfaction survey was conducted to assess IK and SS workers’ opinions and feelings about all aspects of their jobs, Tyrone management policies, opportunities for promotion and development, organizational communication, and employee needs and preferences for flex-time. One hundred and thirteen employees in the Introducer Kit (IK) and Standard Syringes Assembly and Moulding (SS) departments completed a 77 item, pencil and paper questionnaire that assessed:

1. Attitudes toward nine job facets including: (1) pay, (2) promotional opportunities, (3) benefits, (4) supervision, (5) contingent rewards, (6) job conditions, (7) coworkers, (8) nature of the work itself, and (9) communication. 

2. Workers’ satisfaction with other specific aspects of management.  

3. Workers’ needs and preferences for flex-time

Data were analyzed to compare Tyrone opinions with national norms on job satisfaction, how opinions differed for IK and SS workers, and differences among facets within Tyrone. 

Overall findings from the survey results indicate that employees were generally as satisfied as other workers in comparable industries. The mean for satisfaction with pay was somewhat higher than the composite mean for other manufacturing companies, but slightly lower on promotions, fringe benefits, and satisfaction with co-workers. 

The rankings of means on the nine job facets indicated that employees were most satisfied with supervision and the nature of their work and least satisfied with promotional opportunities and contingent rewards.  While employees feel they are compensated fairly, they feel that they are not getting benefits they should have. This is probably related to the issues of rising health care costs. Tyrone  employees also indicate moderate to high levels of satisfaction on the Tyrone  specific items related to performance evaluation, perceptions of management, and work schedule. Employees in the SS department indicated greater levels of job satisfaction than employees in the IK department. 

More specific findings on satisfaction with various aspects of the jobs across departments indicated that while SS employees are satisfied with the pay they receive, those in IK are much less satisfied. Likewise, those in IK are less satisfied with raises, feel less appreciated by the pay they receive (compared to SS), and perceive they have less chance for salary increases. Again, on the issue of promotion, IK employees are much less satisfied with their chances to get ahead. 

 With regard to the nature of their work, both departments feel their work is meaningful and engaging, with IK employees showing slightly lower means on all four items measuring this facet.  They are also generally satisfied with operating conditions. They do not see rules as an impediment, and they do not feel they are given too much work to do. Employees are generally satisfied with their coworkers, though there appears to more of a concern for bickering and fighting in IK than in SS.

Organizational communication seems to be a concern. While employees are clear on what the organizational goals are and their work assignments, they do not feel that they know enough about what goes on in the organization. This provides an opportunity for management to increase organizational commitment simply by keeping employees more informed about things that are happening in the organization. This may be an area for exploration for focus groups. It would be helpful to determine what kinds of information would be useful to employees that they are not getting now. 


With regard to supervision, the survey respondents like their supervisors, believe them to be competent and fair, but feel that supervisors sometimes do not show enough interest in their feelings.  In their assessment of management, they are generally satisfied and feel confident in managements’ ability to keep Tyrone  moving in a successful direction. However, those in IK showed lower ratings on items relating to “management honesty” and “management caring.”  Tyrone  employees tend to “agree slightly” that the performance evaluations are useful. While they seem to be somewhat satisfied, there is much room for improvement on this important aspect of employee relations. Management may wish to determine how performance management strategies can be employed to increase both productivity and employee morale.

One of the purposes of this survey was to determine the extent and need for alternative work schedules (flextime). Based on the responses of employees, they seem to agree with the fact that Tyrone  provides them with opportunities for attending to non-work related commitments. In general, with the exception of the third shift workers, they do not feel that their work schedule interferes with duties at home.  About 60 % indicated a needed to take off at least once or twice a month to take of outside demands. However, responses to questions asking if supervisors help in this matter and if work schedules allows for handling these responsibilities, there was general agreement.  

In sum, findings from this survey show that Tyrone  employees are generally as satisfied overall as those in other private sector industries, indicating that management is doing a good job maintaining employee morale. Employees are most satisfied with supervision and the nature of their work. They are least satisfied with contingent rewards and believe they should have certain benefits they are not getting. Employees in IK are less satisfied than those in SS with pay, opportunities for promotion. There does not seem to be a compelling need to consider implementing a plan for alternative schedules. 

Based on the findings eight general recommendations are offered and suggestions for ten action plans were outlined that would improve organizational functioning. The recommendations fall into three areas: (1) compensation, benefits, rewards, (2) supervision, and (3) communication. 

Pay/Benefits/Promotions/Rewards:

· Improve feedback to show recognition and appreciation for work well done

· Determine what, if any, additional benefits should be given

· Address concerns of those who feel they don’t have enough for promotional opportunities

· Communicate better on how salary increases and promotions are determined

Supervision:

· Train supervisors on how to show interest in subordinates’ feelings 

· Train supervisors to utilize performance management strategies in the performance evaluation process

Communication: 

· Provide all information to subordinates they believe they need
· Increase vertical and horizontal information flow throughout Tyrone 

.

Finally, it is recommended that Tyrone  conduct an annual survey to evaluate progress with interventions and to guide planning. Conduct the survey more frequently if necessary to assess changes in employee opinions following major change initiatives. To increase worker morale and improve organizational functioning, focus primarily on communication and the nature of work performed. 

 TC “II Introduction” \l1  II Introduction

 TC “Objectives” \l2  Objectives. The purpose of conducting the Tyrone  Organizational survey was to assess employees’ satisfaction with important aspects of their jobs and their attitudes towards Tyrone  management policies. It will provide valuable information to determine where improvements can be made to increase employee morale, effectiveness and efficiency of operations.  The survey will also establish a baseline of opinion for comparison with subsequent administrations of the survey should Tyrone  decide to conduct an annual survey. An annual survey would also enable Tyrone  management to assess the effectiveness of organizational change initiatives over time. 

 TC “Job Satisfaction Survey (JSS)” \l2 Job Satisfaction Survey (JSS). The standardized Job Satisfaction Survey (JSS) developed by Paul Spector
 was used to measure nine job facets relating to (1) pay, (2) promotional opportunities, (3) benefits, (4) supervision, (5) contingent rewards, (6) job conditions, (7) coworkers, (8) nature of the work itself, and (9) communication. Findings from the JSS past of the Tyrone  Organizational Survey will enable management to compare Tyrone  worker opinions with other companies on these facets and, as well, to make internal comparisons among jobs within Tyrone .  

 TC “Terumo Specific Items” \l2  Tyrone  Specific Items. To assess attitudes towards supervision in more detail, five items chosen by managers were added to the survey. These items were intended to provide a more in-depth view of employee attitudes towards their team-leaders/supervisors’ communication, feedback on performance, and clarity of assignments. To determine employee needs and preferences for alternative work schedules (i.e. flex-time work option), participants indicated the frequency with which they needed to attend to work related affairs. They also rated the frequency with which their work schedule interfered with family responsibilities and how often their current schedule allowed them to attend to these responsibilities. 

 TC “III Method” \l1III Method

The 77-item Tyrone  Organizational Survey was administered in seven sessions over a three-day period.  To increase the likelihood of obtaining candid and honest responses to the survey questions, respondents were provided assurance that their survey responses would be anonymous. To guarantee anonymity, the survey was administered by the Consultants who collected the data and secured the questionnaires in an off site location for data entry. There was no personal identifying information on the questionnaires.  Table 1 and Table 2 show the frequency of responses by department, gender, and shift. Gender and shift identification were missing for four participants. A total of 113 employees for IK and SS departments participated, but some did not report their gender and shift. This accounts for the discrepancy between the totals show in the tables and the total number of actual participants (N= 113). Approximately 40% of the participants were from IK, of which 90% were female (39 of 43), whereas only about 30% of SS participants were female (21 of 66). 

Table 1 Frequency of Response by Department and Gender

	
	
	Assoc gender
	
	

	
	
	Male
	Female
	Total*

	Department
	IK
	4
	39
	43

	
	SS
	45
	21
	66

	Total
	
	49
	60
	109

	
	
	
	
	





* Four employees did not identify their gender 

Table 2 Frequency of Response by Department and Shift

	
	
	Shift
	
	
	

	
	
	1st
	2nd
	3rd
	Total*

	Department
	IK
	29
	14
	
	43

	
	SS
	31
	10
	14
	55

	Total
	
	60
	24
	14
	98


 

* Fifteen employees did not identify shift

 TC “Survey Instrument” \l2 Survey Instrument. The Tyrone Organizational Survey was a 77-item questionnaire divided into six sections. Most items used a 5 or 6 point Likert-type response format.  Several questions allowed employees to provide written comments. These comments were recorded and are included in Appendix A. Section I was comprised of the 36 items from the Job Satisfaction Survey (JSS) developed by Dr. Paul Spector to measure employee attitudes toward nine important job facets. These items used a 6-point scale ranging from 1=Disagree very much; 2=Disagree moderately; 3=Disagree slightly; 4= Agree slightly; 5= Agree moderately; 6=Agree very much. 

 TC “Section I: Job Satisfaction Survey (JSS) facets:” \l2 Section I: Job Satisfaction Survey (JSS) facets:

· pay

· promotional opportunities 

· benefits 

· supervision 

· contingent rewards 

· job conditions, coworkers 

· nature of the work itself 

· communication

 TC “Section II: Satisfaction with Work and Job characteristics” \l2 Section II: Satisfaction with Work and Job characteristics. Section II was comprised of 6 items (6-point scale) to assess respondents’ belief about how intrinsically motivating they felt their jobs were.

 TC “Section III:  Nature of Work:” \l2 Section III:  Nature of Work: Six items were included to assess the workers’ perceptions of their need to have growth opportunities in their jobs.

 TC “Sections IV:  Additional management items” \l2 Sections IV:  Additional management items.  Five additional items relating to perceptions of management were included to assess more specific attitudes workers held about supervision. These items, chosen by managers, were selected from a larger pool of available items from the consultant.

 TC “Section V:  Work Schedule and Time Off.” \l2Section V:  Work Schedule and Time Off. This section contained 16 questions pertaining to work schedule and employee needs for time off from work. These items were intended to assess worker needs for flex-time and to determine the frequency with which employees needed time off to attend to family and personal matters.    

 TC “Section VI: Demographics” \l2Section VI: Demographics Finally, Section VI asked respondents' to identify their Department, gender, shift worked, hours worked, and years of service.   

 TC “IV Findings and Recommendations” \l1IV Findings and Recommendations

 TC “Job Satisfaction Survey External Comparisons” \l1 Job Satisfaction Survey External Comparisons

 TC “External: JSS and private sector norms” \l2External: JSS and private sector norms. Findings indicate that Tyrone employee job satisfaction on JSS facets is comparable to that of a large sample of employees (5,974) from 13 private sector organizations. The Tyrone mean was slightly higher on pay yet somewhat lower on promotion, co-workers and fringe benefits. The Tyrone mean was also somewhat lower on satisfaction with co-workers. These findings indicate that on most facets, Tyrone employees’ attitudes are essentially on par with other workers in comparable industries.  

· Table 3 compares the mean differences between Tyrone responses and national norms on the JSS facets. Figure 1 provides a graphical display of the comparisons between the norms for JSS and Tyrone.  
Table 3 Tyrone  vs. JSS Norms for Private Sector

	JSS Facet
	 Tyrone  
	 
	JSS (N=5974)
	 Tyrone  

	
	Mean
	SD
	Mean
	SD
	Mean dif

	 
	N=113
	 
	N=5874
	 
	Ter-JSS

	Pay
	13.5
	5.4
	12.1
	2.1
	1.4

	Rewards
	12.8
	4.5
	13.6
	1.6
	-0.8

	Promotion
	11.6
	4.5
	13.7
	1.4
	-2.1

	Communication
	14
	4.2
	14.7
	1.2
	-0.7

	Benefits
	13.5
	3.8
	14.8
	2.4
	-1.3

	Conditions
	15.1
	3.8
	15.6
	1.6
	-0.5

	Coworkers
	15.8
	4.6
	17.7
	1.2
	-1.9

	Nature of work
	17.9
	4.4
	18.4
	1.1
	-0.5

	Supervision
	17.9
	4.2
	18.8
	1.5
	-0.9

	Total Satisfaction
	132.1
	24.8
	139.1
	8.2
	-7

	*SD = Standard Deviation

Note: higher means indicate a more favorable attitude
	
	
	
	
	


Figure 1 Mean Satisfaction Level for Tyrone  v. JSS (Private Sector)
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 TC “Job Satisfaction Survey Internal Comparisons” \l1Job Satisfaction Survey Internal Comparisons

 TC “Comparisons of facets within Terumo” \l2 Comparisons of facets within Tyrone.  As can be seen from Table 4, comparisons among the Tyrone means for the nine facets on the JSS show that Tyrone   employees are least satisfied with their opportunities for promotion and contingent rewards and most satisfied with the nature of their work and the quality of supervision. 

Table 4 Rank Order of Tyrone  Means on JSS

	
	
	 Tyrone  
	

	JSS FACET
	N
	Mean
	SD

	Promotion
	113
	11.6
	4.5

	Contingent rewards
	113
	12.8
	4.5

	Fringe Benefits
	112
	13.6
	3.8

	Pay
	113
	13.6
	5.4

	Communication
	113
	14.0
	4.2

	Operating conditions
	113
	15.1
	3.8

	Coworkers
	113
	15.8
	4.6

	Nature of work
	113
	17.9
	4.4

	Supervision
	113
	17.9
	4.2

	Total satisfaction
	113
	132.1
	24.8

	
	
	
	

	* SD = Standard Deviation

Note: higher means indicate a more favorable attitude
	
	
	


 TC “Salient findings within JSS Facets for Terumo” \l2 Salient findings within JSS Facets for Tyrone .  To gain a better perspective of employee satisfaction with each of the important aspects of work, we analyzed specific items within each JSS facet. The following findings provide a more in-depth look at specific attitudes employees hold. Tyrone  specific items related to the specific facets are also included. 

Pay Facet:  

·  Tyrone  employees generally agree that they are paid fairly, and, that their pay reflects Tyrone ’s appreciation for their work. However, they are less satisfied with pay raises and their chances for salary increases. Similarly, they perceive that there is a lack of opportunity for advancement and promotion, particularly those in IK. (See Promotion Facet below.) Table 5 shows the descriptive statistics for JSS Pay Items.

Table 5 Descriptive Statistics for JSS Pay Items

	Item #
	Question
	N
	Min
	Max
	Mean
	SD

	1
	Pay is fair.
	113
	1
	6
	3.72
	1.70

	10
	Satisfied with raises. 
	113
	1
	6
	3.02
	1.54

	19
	Feel appreciated by pay received.
	113
	1
	6
	3.64
	1.75

	28
	Satisfied with chances for salary increase. 
	113
	1
	6
	3.22
	1.62


Promotion Facet: 

· As is evident from Table 6, the overall means for the four promotion facet items are low.   Tyrone  employees perceive little opportunity for promotion and advancement.

Table 6 Descriptive Statistics for JSS Promotion Items

	Item #
	Question
	N
	Min
	Max
	Mean
	SD

	2
	Chances for promotion good
	111
	1
	6
	2.78
	1.54

	11
	Fair chance to be promoted if do well.
	111
	1
	6
	3.01
	1.58

	20
	Get ahead as fast as at other co.
	111
	1
	6
	2.86
	1.47

	33
	Satisfied with chances for promotion.
	111
	1
	6
	2.95
	1.52


· Some Tyrone  employees feel that would have moved ahead faster working elsewhere.   In Figure 2 the bar graph shows that most Tyrone  employees believe their chances for promotion are limited. In one comment an employee expresses frustration about promotion, “Promotion to dayshift would be my primary goal. Yet it always seems so far off without a date or future opportunity to achieve it. It would be something to look forward to if a date would present itself.”  Perhaps management could address this issue by providing employees with information about what comparable companies offer.

Figure 2 Bar Graph for JSS Promotion Facet Item 2
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Supervision Facet: 

· Means were high on all four supervision facet items, indicating that, in general, employees moderately agree that they like their supervisors, and feel they are fair and competent. However, employees only agree somewhat that their supervisors show interest in the feelings of their subordinates. Table 7 shows the descriptive statistics for the Supervision items. In general, employees hold favorable attitudes toward their supervisors.  

Table 7 Descriptive Statistics for JSS Supervision Items

	Item #
	Question
	N
	Min
	Max
	Mean
	SD

	3
	Supervisor competent. 
	111
	1
	6
	4.63
	1.26

	12
	Supervisor fair
	111
	1
	6
	4.88
	1.38

	21
	Supervisor shows interest in feelings.
	111
	1
	6
	3.61
	1.54

	30
	Like supervisor.
	111
	1
	6
	4.89
	1.13


Benefits Facet: 

· In general, employees are satisfied with their benefits and believe that they are comparable to those offered at other companies. Table 8 shows the descriptive statistics for the Benefits items. 

Table 8 Descriptive Statistics for JSS Benefits Items

	Item #
	Question
	N
	Min
	Max
	Mean
	SD

	4
	Satisfied with benefits.
	110
	1
	6
	3.50
	1.64

	13
	Benefits as good as other orgs.
	110
	1
	6
	3.84
	1.50

	22
	Benefit package is equitable.
	110
	1
	6
	3.55
	1.57

	29
	Have benefits we should.
	110
	1
	6
	2.69
	1.33


· Some employees are satisfied with their benefits and feel their benefits package is fair. However, the mean for item #29 is significantly lower that the other three items on this facet. This indicates that a significant number of employees feel they don’t have all of the benefits that they should. One employee commented, “The health insurance increases each year and we lose valued benefits.” Employee dissatisfaction with their benefits package is represented graphically in Figure 3.

Figure 3 Bar Graph for JSS Benefit Facet Item 29
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Contingent Rewards Facet:  

· Many employees feel that Tyrone  does not appreciate and recognize their work.  As is seen in descriptive statistics for the Contingent Reward items in Table 9 and the bar graph in Figure 4, Tyrone  employees tend to disagree that their efforts are rewarded fairly.  

Table 9 Descriptive Statistics for JSS Contingent Rewards Items

	Item #
	Question
	N
	Min
	Max
	Mean
	SD

	5
	Receive recognition.
	110
	1
	6
	3.34
	1.61

	14
	Work is appreciated.
	110
	1
	6
	3.45
	1.55

	23
	Satisfied with rewards.
	110
	1
	6
	3.09
	1.54

	32
	Efforts rewarded as should be.
	110
	1
	6
	2.97
	1.52


Figure 4 Bar Graph for JSS Contingent Reward Item 32
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Operating Conditions Facet:   

· The means for the JSS Operating Conditions, detailed in Table 10, show that Tyrone  employees are generally satisfied with their operating conditions. Employees are not given too much work and have little red tape that interferes with their job.

Table 10 Descriptive Statistics for JSS Operating Conditions Items

	Item #
	Question
	N
	Min
	Max
	Mean
	SD

	6
	Rules not an impediment.
	109
	1
	6
	3.99
	1.45

	15
	Seldom blocked by red tape.
	109
	1
	6
	3.53
	1.48

	24
	Not too much work.
	109
	1
	6
	3.97
	1.25

	31
	Not too much paper work.
	109
	1
	6
	3.72
	1.60


Coworker Facet:  

· As seen in Table 11, Tyrone  employees show some ambivalence about their perceptions of their coworkers.  Means for liking and enjoying coworkers are high. However, employees seem less certain of their coworkers’ competence and indicate problems with disagreements and squabbling. 

Table 11 Descriptive Statistics for JSS Coworker Items

	Item #
	Question
	N
	Min
	Max
	Mean
	SD

	7
	Like coworkers.
	110
	1
	6
	4.83
	1.16

	16
	Satisfied with coworker competence.
	110
	1
	6
	3.49
	1.64

	25
	Enjoy coworkers.
	110
	1
	6
	4.44
	1.49

	34
	Not much bickering/fighting.
	110
	1
	6
	3.12
	1.72


Nature of Work Facet:   

· Compared with the other JSS facets, Tyrone  means for the Nature of Work items are quite high. Table 12 shows the descriptive statistics for JSS Nature of Work Items.  Tyrone  employees take pride in their work feel their work has meaning and importance. One Tyrone  employee observed, “All jobs at Tyrone  are very crucial” while another employee stated, “My job is very important. We are a team with one goal in mind.”
Table 12 Descriptive Statistics for JSS Nature of Work Items

	Item #
	Question
	N
	Min
	Max
	Mean
	SD

	8
	Job meaningful.
	113
	1
	6
	4.50
	1.60

	17
	Like the things required by the job.
	113
	1
	6
	4.58
	1.44

	27
	Feel sense of pride in job.
	112
	1
	6
	4.89
	1.28

	35
	Job is enjoyable.
	111
	1
	6
	4.02
	1.44


Communication Facet:  

· The means were mixed on the four communication items. Table 13 shows the descriptive statistics for the JSS Communication Items. Employees feel they are not always privy to information they need. Instead they feel left out and that information flow is restricted. One employee complained, “Very little info is passed on to us.” Another employee expressed concern, “We are not asked for our opinions regarding our work.”  When communication is given, however, it is clear and understandable. Therefore, it is in the area of internal organizational communication where the most immediate and effective gains can be realized. Efforts need to be devoted to finding out specifically where communication is lacking.

Table 13 Descriptive Statistics for JSS Communication Items

	Item #
	Question
	N
	Min
	Max
	Mean
	SD

	9
	Communication is good.
	113
	1
	6
	2.74
	1.57

	18
	Clear organizational goals.
	113
	1
	6
	4.26
	1.53

	26
	Know what goes on in organization.
	113
	1
	6
	2.96
	1.45

	36
	Assignments fully explained.
	113
	1
	6
	4.02
	1.53


 TC “Salient Findings for Terumo Specific Items” \l2 Salient Findings for Tyrone  Specific Items 
Performance Evaluation

· Employees at Tyrone  are somewhat satisfied with the performance evaluation and with the Supervisor’s use of performance evaluation. 
Table 14 Descriptive Statistics for Tyrone  Performance Evaluation Items

	Item #
	Question
	N
	Min
	Max
	Mean
	SD

	45
	Supervisor uses performance evaluation to improve performance.
	111
	1
	6
	3.70
	1.45

	46
	Satisfied with performance evaluation.
	110
	1
	6
	3.38
	1.54


Perceptions of Management

· The means for Perceptions of Management in Table 15 show that employees generally agree that Tyrone  management is doing a good job providing leadership to the company.  However, while they are quite satisfied with management and confident that Tyrone  leadership “can successfully guide the firm in the future,” (items #49 & #50), they are less confident that management is “generally honest in dealing with employees,” and “…cares about its employees.”

Table 15 Descriptive Statistics for Tyrone  Perceptions of Management Items

	Item #
	Question
	N
	Min
	Max
	Mean
	SD

	43
	Management generally honest.
	113
	1
	6
	3.67
	1.43

	44
	Management cares.
	113
	1
	6
	3.74
	1.43

	49
	Confident in management.
	113
	1
	6
	4.34
	1.29

	50
	Satisfied overall with management.
	113
	1
	6
	4.34
	1.27


· This finding is consistent with their responses to the communication item relating to managements’ willingness to disclose important information (See JSS Communication Facet above.)
· The lower means for items #43 and #44 are primarily due to the more negative responses from employees in IK rather than SS.  (See Perceptions of Management in Comparisons for JSS Facets across IK and SS departments below.)
Work Schedule

· Despite many employee comments detailing the difficulties of balancing their work schedule with their home responsibilities, means on the Work Schedule Items (found below in Table 16) suggest Tyrone  provides sufficient scheduling flexibility for most of their employees. Many of the comments about work schedule problems came from parents or those taking care of elderly family members. One employee suggests, “I think Tyrone  could lessen their absences if they offer a daycare at work. Many people I know do have babysitter issues, due to how early we have to be here in the mornings.” 

Table 16 Descriptive Statistics for Tyrone  Work Schedule Items

	Item #
	Question
	N
	Min
	Max
	Mean
	SD

	68
	Supervisor helps attend to personal matters.
	113
	1
	6
	4.57
	1.44

	69*
	Work schedule interferes with home.
	113
	1
	6
	2.48
	1.31

	70
	Work schedule allows for home and work responsibilities.
	113
	1
	6
	4.30
	1.32

	71
	Have flexibility for work and home
	113
	2
	6
	4.35
	1.32

	72
	Personal/Sick leave has assisted in attending to personal matters.
	110
	1
	6
	4.15
	1.47


* Item should be interpreted in the opposite direction (i.e. reverse scored) therefore lower scores indicate higher employee satisfaction.

Time off needs

When employees were asked (item #73) how many times per month they needed time off to take care of non-work issues, 62% (69 of 110) responded that they did need time off. Of those 69, about half (47%) indicated one or two times a month were needed. Of the remainder, 5 reported a need ranging from 3 to 6 times a month. One reported he or she needed nine times a month. About 50 % of IK workers needed time off compared to 71% of those working in SS.  

Items #74 asked how many times per year were needed for each of ten possible reasons for needing time off. The reasons ranged from children’s doctor’s appointments, caring for parents, illness, etc. to jury duty.  About 80 to 90% of employees reported no time off throughout the year as needed to care for others such as parents or children. About 44% needed time off for doctor’s appointments for themselves. The most often stated reason was for personal illness. For this category, 75% reported some need, usually one or two times a year. There was virtually no need for non-jury court appearances (only eight employees needed to attend court one or two times a year for non-jury duty).

Forty percent needed time to attend funerals that were not covered under company policy. Most of those (37) attended one or two. One employee reported that he or she needed to attend seven funerals a year that were not covered. By and large, the number of times needed for non-work issues per year was about one or two with few exceptions.  

There was a tendency for those in IK to need more time off than for those working in SS. This was true for a wide range of reasons, mostly relating to family illnesses. While there was some tendency for females to need more time for caring for family members, there were essentially no substantial gender differences in need for non-work time off. There were a slightly higher percentage of females (36% to 25% for males) who were primarily responsible for the care of children. 

 TC “Comparisons for JSS Facets across IK and SS departments” \l2  Comparisons for JSS Facets across IK and SS departments.  To determine if employee satisfaction varied depending upon the job performed, we compared satisfaction level for each of the nine JSS facets, and items within each facet, by dividing the data into two different job categories: IK and SS.

· The IK department reported significantly less job satisfaction in the areas of promotion, pay, and the nature of their work. Yet, they feel similarly about rewards, benefits, communication, and supervision as their colleagues in the SS department. The unequal gender distribution between the IK and SS provides a confounding variable in determining the cause of the differences in satisfaction between the departments. The IK department is predominantly staffed with female employees. Therefore, the lower levels of satisfaction IK probably reflect the nature of the job, but could also be related to gender inequity. (See Table 1 under the Methods section.) Several employees commented on gender issues. One employee commented, “Women don’t receive the same pay as men, and are given a different skill map to justify the reason.” Another employee stated, “I feel because I am a female I am not taken seriously by superiors.” 

· Several of the facets on which IK employees showed greater dissatisfaction than SS employees coincide with those JSS facets on which Tyrone  had lower means than the national average. (See Table 3) Therefore, the IK department may be the predominate source of employee dissatisfaction. Table 17 compares the mean differences between IK department responses and SS department on JSS facets. Figure 5 provides a graphical display of the mean comparisons for satisfaction between IK and SS.  
Table 17 Mean Satisfaction on JSS facets for IK and SS Departments

	JSS Facet
	IK
	
	SS
	

	
	Mean
	SD
	Mean
	SD
	Mean dif

	
	N=44
	
	N=66
	
	IK-SS

	Promotion
	10.1
	4.6
	12.6
	22.4
	-2.5

	Pay
	10.6
	5.2
	15.6
	4.6
	-5

	Rewards
	12.2
	4.6
	13.2
	3.9
	-1

	Benefits
	12.8
	3.5
	14.2
	3.9
	-1.4

	Communication
	13.7
	4.1
	14.4
	4.4
	-0.7

	Conditions
	14.2
	3.7
	15.8
	3.8
	-1.6

	Coworkers
	14.9
	4.8
	16.5
	4.3
	-1.6

	Nature of work
	16.3
	4.7
	18.9
	4
	-2.6

	Supervision
	18.5
	4.6
	17.6
	4.4
	0.9

	Total Satisfaction
	123.1
	26.1
	138.8
	4.3
	-15.7


Figure 5 Mean Satisfaction Levels on JSS Facets for IK and SS
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 TC “Salient findings within JSS Facets across IK and SS departments” \l2 Salient findings within JSS Facets across IK and SS departments. To gain a better perspective of the differences in employee satisfaction between the departments on each of the important aspects of work, we analyzed specific items within each JSS facet. The following provide a more in-depth look at items within facets that showed significant differences between the two departments.  

Pay facet:

· The greatest difference in satisfaction between the IK and SS is related to pay. Descriptive statistics for JSS Pay Items across departments can be found in Table 18. Employees in the IK department are far less likely than their SS department counterparts to indicate that they feel their pay is fair. The responses to Item 1 “Pay is fair” are represented graphically in Figure 6. IK employees also do not feel appreciated by the pay they receive for their work.
Table 18 Descriptive Statistics for JSS Pay Items Across Depts.

	
	
	
	Department

	Item #
	Question
	
	IK (n=44)
	SS (n=66)

	
	
	
	M (sd)
	M (sd)

	1
	Pay is fair.
	 
	2.52 (1.5)
	4.48 (1.36)

	
	
	
	
	

	10
	Satisfied with raises. 
	 
	2.50 (1.6)
	3.38 (1.5)

	
	
	
	
	

	19
	Feel appreciated by pay received.
	 
	2.93 (1.7)
	4.14 (1.6)

	
	
	
	
	

	28
	Satisfied with chances for salary increase. 
	 
	2.68 (1.6)
	3.64 (1.5)

	
	
	
	
	

	
	 
	
	 
	 


Figure 6 Bar Graph for Pay Item 1 for IK and SS
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Promotion Facet:

· Employees in the IK department are slightly less satisfied with promotion opportunities than employees in the SS department. Employees in the IK department view the promotion process as unfair. Descriptive statistics for JSS Promotion items across departments can be found in Table 19.
Table 19 Descriptive Statistics for JSS Promotion Items Across Depts.

	
	
	
	Department

	Item #
	Question
	
	IK (n=43)
	SS (n=65)

	
	
	
	M (sd)
	M (sd)

	2
	Chances for promotion good
	 
	2.57 (1.8)
	3.03 (1.5)

	
	
	
	
	

	11
	Fair chance to be promoted if do well.
	 
	2.66 (1.7)
	3.26 (1.5)

	
	
	
	
	

	20
	Get ahead as fast as at other co.
	 
	2.50 (1.6)
	3.11 (1.3)

	
	
	
	
	

	33
	Satisfied with chances for promotion.
	 
	2.44 (1.6)
	3.26 (1.4)

	
	
	 
	 
	 

	
	 
	
	 
	 


Nature of Work:

· Generally employees in both the IK and SS departments take pride in their work and feel their jobs are important and meaningful. Descriptive statistics for JSS Nature of Work items across departments can be found in Table 20. However, employees in the IK department are less likely to find their job enjoyable (see Figure 7).
Table 20 Descriptive Statistics for JSS Nature of Work Items Across Depts.

	
	
	
	Department

	Item #
	Question
	
	IK (n=43)
	SS (n=66)

	
	
	
	M (sd)
	M (sd)

	8
	Job meaningful.
	 
	4.16 (1.6)
	4.71 (1.6)

	
	
	
	
	

	17
	Like the things required by the job.
	 
	4.27 (1.7)
	4.79 (1.3)

	
	
	
	
	

	27
	Feel sense of pride in job.
	 
	4.47 (1.5)
	5.17 (1.1)

	
	
	
	
	

	35
	Job is enjoyable.
	 
	3.55 (1.5)
	4.36 (1.3)

	
	
	
	
	

	
	 
	
	 
	 


Figure 7 Bar Graph for Nature of Work Item 35 for IK and SS
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Co-Workers

· Though there was no statistically significant difference between the means for the total JSS Co-worker facet across departments, there was a difference in the employees’ response to Item 34 “Not much bickering and fighting.” As see in Table 21, IK employees perceive more infighting among their co-workers than employees in the SS department. One employee in the IK department grumbled, “The people we work with are constantly bringing their personal problems to work with them.”  
Table 21 Descriptive Statistics for JSS Nature of Work Items Across Depts.

	
	
	
	Department

	Item #
	Question
	
	IK (n=43)
	SS (n=66)

	
	
	
	M(sd)
	M (sd)

	34
	Not much bickering and fighting
	 
	2.44 (1.5)
	3.70 (1.7)

	
	
	
	
	

	
	 
	
	 
	 


· The responses to Item 34 are represented graphically in Figure 8.
Figure 8 Bar Graph for Co-Worker Item 34 for IK and SS
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 TC “Salient Findings for Terumo Specific Items across departments” \l2 Salient Findings for Tyrone  Specific Items across departments. To gain a better perspective of the differences in employee satisfaction between the departments on each of the Tyrone  Specific questions we analyzed specific items within topic. The following provide a more in-depth look at items within Tyrone  Specific topics that showed significant differences between the two departments.  

Performance Evaluation

· The IK department is slightly less satisfied with the performance evaluations than the SS department, though the difference is not statistically significant.

Perceptions of Management

· Both IK and SS departments are generally satisfied with management’s ability to guide Tyrone  successfully. However, employees in the IK department show more mistrust of management and feel less valued by management than employees in the SS department. Descriptive statistics for Perception of Management items across departments can be found in Table 22 

Table 22 Descriptive Statistics for Perception of Management Items Across Depts.

	
	
	
	Department

	Item #
	Question
	
	IK (n=43)
	SS (n=66)

	
	
	
	M (sd)
	M (sd) 

	43
	Management generally honest.
	
	3.32 (1.5)
	4.02 (1.3)

	
	
	
	
	

	44
	Management cares.
	
	3.23 (1.5)
	4.12 (1.3)

	
	
	
	
	

	49
	Confident in management guiding firm.
	
	4.34 (1.3)
	4.35 (1.2)

	
	
	
	
	

	50
	Satisfied overall with management.
	
	4.20 (1.4)
	4.42 (1.2)

	
	
	 
	 
	 

	
	
	
	
	


· Figure 9 and Figure 10 below provide graphical representations of the responses of IK and SS employees to perception of management item 44 “Management is generally honest” and item 43 “Management cares.” 

Figure 9 Bar Graph for Perception of Management Item 43 for IK and SS
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Figure 10 Bar Graph for Perception of Management Item 44 for IK and SS
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Work Schedule

· Departments do not differ regarding attitudes toward work schedules. Both departments appear moderately satisfied with their ability to balance their work schedule. Likewise, Tyrone  there are no differences in work schedule satisfaction by shift worked or hours worked.

Specific Items” \l1
 Principal findings for employee satisfaction on nine JSS Facets & Tyrone  Specific Items


Compared to other private sector employers, Tyrone  fares well on worker attitudes toward pay, supervision, working conditions, and nature of work.  Morale could be improved by addressing workers’ perceptions of their opportunities for promotion and by providing clear explanations about choices Tyrone  has made about benefits.

Overall:

· Tyrone  employee satisfaction is comparable to that of other private sector employers.

· Employees from the IK department are generally less satisfied than those in the SS department.

· Employees are most satisfied with supervision and the nature of their work.

· Employees are least satisfied with contingent rewards and benefits.

Findings on specific facets:

Pay: 

(+) Employees feel they receive is fair and appropriate pay for the work they do

(-) Tyrone  employees are less satisfied with the opportunities for raises

Promotion: 

(-) Employees feel there are not enough opportunities for promotion


(-)  Many feel that the promotion system is not fair

Supervision:


(+) Supervisors are liked, thought to be fair, and competent


(-)  Supervisors do not show enough interest in subordinates’ feelings

Benefits:

(+) The employees feel their benefits package is comparable to other organizations


(-) Most (95%) feel they are not getting some benefits they should

Contingent Rewards:


(-) Not enough recognition and appreciation for the work they do well 

Operating Conditions:



(+) Rules don’t impede work and there is not too much red tape


(+) Work is not burdensome and there is not too much paper work 

Coworkers:


(+) Almost everyone likes their coworkers, and enjoy working with them

(-) Some employees have concerns about the competence of their co-workers 

(-) Many people feel there is too much bickering between co-workers

Nature of Work:


(+) Workers really like what they do and feel their job is meaningful.

(+) They take a sense of pride in their accomplishments

Communication:


(-) Many feel they are not privy to information they need

(+) In general, assignments are clearly explained

(+) Organizational goals are clear 

Finding on Tyrone  Specific Items:

Performance Evaluation:

(+) Employees are moderately satisfied with the performance evaluation process and how supervisors use evaluations.

Perceptions of Management:

(+) Overall, employees have a positive perception of management

(+) They feel confident managements’ ability to lead the organization

(-) Employees in the IK department have less trust in management.

Work Schedule:

(+) Most employees do not feel their work schedule interferes with their responsibilities at home.

(+) Supervisors are helpful and personal/sick leave provides enough flexibility for people to address their personal concerns.

 TC “V Overall Conclusions and Recommendations” \l1 V Overall Conclusions and Recommendations
Conclusions: Job Satisfaction with Nine Facets (JSS)

Tyrone  means are comparable on all nine Facets with JSS private sector norms relating to pay, promotion, supervision, benefits, contingent rewards, operating conditions, nature of work, and communication.  Overall job satisfaction for employees at Tyrone  is equal or slightly below those in most other organizations. 

Tyrone  employees seem particularly satisfied with:

· Pay they receive 

· Supervision 

· Nature of the work they do

Most improvement in morale could come in facets relating to: 

· Promotional opportunities

· Perception of Benefits/Rewards

· Communication

By Facet:

· Pay: employees were satisfied with pay but not with opportunities to receive raises
· Promotion: employees feel there are not enough chances for promotion
· Supervisors: fair, competent, but could show more interest in employee feelings
· Benefits: many felt they don’t have all the benefits they should have
· Rewards: management should show more recognition and appreciation 

· Conditions: red tape doesn’t get in the way

· Coworkers: employees like and enjoy each other but there can be too much bickering 

· Nature of work: employees feel their work is meaningful and important

· Communication: management needs to provide more information to employees

Tyrone  specific items:

· Performance Evaluation: employees generally satisfied with evaluation process
· Perceptions of Management: employees confident in management’s leadership

· Work Schedule: employees have the flexibility they need to balance work and home

Recommendations:

Pay/Benefits/Promotions/Rewards:

· Improve feedback to show recognition and appreciation for work well done

· Determine what, if any, additional benefits should be given

· Address concerns of those who feel they don’t have enough for promotional opportunities

· Communicate better on how salary increases and promotions are determined

Supervision:

· Train supervisors on how to show interest in subordinates’ feelings

· Train supervisors to utilize performance management strategies in the performance evaluation process

Communication: 

· Provide all information to subordinates they believe they need
· Increase vertical and horizontal information flow throughout Tyrone 

Conduct an annual survey to evaluate progress with interventions and to guide planning. Conduct the survey more frequently if necessary to assess changes in employee opinions following major change initiatives. To increase worker morale and improve organizational functioning, focus primarily on communication and the nature of work performed. 

Develop Action Plans to:
1) Share information with employees about where Tyrone  is headed, and its policies (particularly how Tyrone  benefits compare to those in other organizations, and how promotion and salary increases are determined).

2) Determine comparability of benefits package to other organizations.

3) Train managers to show appreciation and recognition for work well done and recognize subordinate feelings.

4) Determine what specific job efforts are not being rewarded.

5) Address the concerns of employees who feel disenfranchised by providing for more inclusion in project planning, teamwork, and training opportunities.

6) Interview Administrators to assess their intrinsic and extrinsic rewards for work.

7) Interview to assess reasons for the discrepancies in their satisfaction with and confidence in management.

8) Design and implement a systematic approach for personnel development and career planning.

9) Evaluate feasibility of moving to team-based work environment with team or organizational level contingent rewards and less emphasis on individual rewards.

10) Determine statistically which survey items are most relevant and informative for Tyrone  and shorten the survey prior to a second administration. A shorter version of the survey will eliminate redundant information and may help to increase the employee response rate.

 TC “Appendix A” \l1 Appendix A

	Tyrone  Medical Corporation: Associate Satisfaction Survey Comments
	

	FACET
	Comment
	ID

	Communication
	 
	 

	 
	▪ Certain people don't listen to what I have to say.
	009

	 
	▪ Too may rumors, most of the time team leaders and supervisors are in on it.
	054

	 
	▪ In some cases policies aren't always clear and seem to work in different ways for others. Communication is very poor at Tyrone .
	070

	 
	▪ Very little info is passed on to us. We are not asked for our opinions regarding our work.
	095

	Contingent Rewards
	 
	 

	 
	▪ Bonuses for management? They don't do the work and make the product.
	011

	 
	▪ Everyone is on the same pay scale even though others put in the 150% effort.
	054

	 
	▪ There are no performance based raises.
	095

	 
	▪ Doesn't matter who does well as long as it done. Everyone is treated same, regardless of performance.
	101

	Co-Workers
	 
	 

	 
	▪ I pull their weight. They take advantage of the fact that I'm a good worker so they slack and some supervisors let them.
	007

	 
	▪ The people we work with are constantly bringing their personal problems to work with them.
	050

	 
	▪ Favoritism seems to work for some people causing others to work harder.
	070

	 
	▪ There is way too much dead wood in this plant. Bad workers are allowed to stay. Why?
	095

	 
	▪ If the person you follow didn’t do their job, you end up doing it.
	098

	 
	▪ There are some operators that are at a level higher than others that cannot operate as good as the lower ones.
	103 

	 
	▪ Yes, they need to fire the dead wood.  
	105


	Fringe Benefits
	 
	 

	 
	▪ We need a better pension plan.
	001

	 
	▪ I am a temp here and it makes it very hard to answer these questions being I don't get the benefits package--nor a raise--as long as I'm a temp.  It's very hard to get a full-time position here. I feel temps are treated unfairly about raises and the positions they work. I feel temps should be given some benefits after being here at least 6 months.
	004

	 
	▪ I'm a temp…no rewards. Temps have no benefits. Temps have no sick days.
	007

	 
	▪ Better retirement, better health insurance. Health benefits suck.
	009

	 
	▪ Why are you punished for having the misfortune of LOA because of illness? i.e.… losing vacation time.
	011

	 
	▪ I feel as if our prescription copay is too much.
	032

	 
	▪ Our benefits package just got extremely expensive with no change in benefits. Our plan doesn't pick up the doctor's bill at the hospital if that doctor isn't in the plan.  We have no choice as to what doctor we see. If we got to a covered hospital all the doctors should be included.  
	034

	 
	▪ I liked it better when our co-pay was lower on prescriptions.
	041

	 
	▪ There are prescriptions listed in our coverage books that are not really covered. We use these books to base our coverage selections & I believe that is misleading.
	053

	 
	▪ The insurance went up way to much.
	054

	 
	▪ Wish we had more vacation.
	063

	 
	▪ They suck. [benefits.]
	064

	 
	▪ Not pleased when some of our benefits became reduced (i.e.. prescription copay).
	069

	 
	▪ There should not have to be certain doctors you can see and you cannot.
	085

	 
	▪ Increase in prescription plan cost was unexpected.
	090

	 
	▪ The option to retain affordable health benefits in retirement.
	091

	 
	▪ Health care could be better
	093

	 
	▪ Health insurance premium too high due to Sept 11. All insurance companies are jumping on band wagon.
	093

	 
	▪ The health insurance increases each year and we lose valued benefits. Pay more and have dropped benefits. Tyrone  needs to go with a health carrier who is less expensive each year and is no so costly (prescriptions, hospital charges to patient.  
	101

	 
	▪ The benefit prices have changed this year. I find myself wondering how much I should really be paying for prescriptions if there weren't anything known as benefits. I feel we should have a variety of benefit packages to choose from to better suit our lifestyles.
	102

	 
	▪ Just revised it this year so that more comes out of out pocket.
	103

	Pay 
	 
	 

	 
	▪If you do a lot of engineering work and processing issues you don't get compensated for the work you do.
	034

	 
	▪ Women don't receive the same pay as men, and are given a different skill map to justify the reason.
	098

	 
	▪ You can only go so far in your job before you top out pay wise in your job. 
	102

	Promotion
	 
	 

	 
	▪ No raises for temps.
	007

	 
	▪ I wish I didn't have to fight for training to advance. Also when I say something I wish they would listen. I am sure I wasn't capable of doing this job I would not be here.
	009

	 
	▪ I see the males having better job opportunities than the females. We have no job growth within our dept.
	034

	 
	▪ Promotion to dayshift would be may primary goal. Yet it always seems so far off without a date or future opportunity to achieve it. It would be something to look forward to if a date would present itself. 
	079

	 
	▪ Plus there is no chance for advancement within a job. Why move from a job I enjoy to make more money? 
	095

	 
	▪ It depends on if you're in a clique group (friends).
	101

	Nature of Work
	 
	 

	 
	▪ Lonely & boring
	007

	 
	▪ Having a high quota means less time to inspect pieces used.
	041

	 
	▪ We need rules and procedures to follow so we can make a great product.  My job is very important. We are a team with one goal in mind.
	093

	 
	▪ All jobs at Tyrone  are very crucial.
	101 

	Supervision
	 
	 

	 
	▪ I feel because I am a female I am not taken seriously by superiors.  He is very evasive, tells you what you want to hear but doesn't follow through.
	009

	 
	▪ Supervisors show leniency towards some but not all workers.
	053

	 
	▪ Too much favoritism.
	069

	 
	▪ Policies apply to some employees and not to others.
	084

	 
	▪ My supervisor is very fair to me and everyone else.
	093

	 
	▪ My job requires I have helpers. These people work under me but I am given no authority over them or say in who is hired, but I have to suffer for their mistakes and management does not help me with them when I ask them to. 
	095

	 
	▪ No problems with my supervisor.  Supervisors are so busy doing responsibilities they often do not recognize employees who extend their responsibilities compared to other who are not responsible doing their job.
	101 

	 
	▪ Some of the supervisors use favor, and no matter what you do those people are more likely to get the job.
	102

	 
	▪ Not enough outside training, supervisor with little tech. Knowledge, supervisor with poor people skills
	104

	Work Schedule
	 
	 

	 
	▪ I never call out, for any reason…so far.
	007

	 
	▪ With the 12 hour a day work schedule I can usually set up doctors appointments on my days off.
	008

	 
	▪ Like any work schedule things are not perfect. Sometimes they don't understand that I am a single parent
	009

	 
	▪ We work long hours!!! A lot of overtime!!! For a single parent. Sometimes I need off to take care of issues due to them. [children]
	032

	 
	▪ Ten hours a day is a lot of hours to work and raise a family. It would be better to work on an 8hr shift, 5 days a week. The associates I work with are always tired because of the time in the morning we have to come in.
	034

	 
	▪ I have to make sure she is taken care of and if she is sick I have to stay home or some to work exhausted because I was up all night long, then pull a 10 hr shift [child]
	034

	 
	▪ If she needs me then I need to be there. [child]
	041

	 
	▪ We are only human and our bodies get sick on occasions. Our company needs to know we as employees need to see a doctor from time to time. Thank you.
	049

	 
	▪ I have a major concern with attendance. I come to work all most every day, so should other people.
	050

	 
	▪ Depends on how sick my little one gets. She hasn't got that sick yet, but sometimes she will and it's hard on me because I feel like nobody cares, not knowing what will happen to her.
	052

	 
	▪ Babies and infants are very unpredictable. You never know when they will get sick.  I think Tyrone  could lessen their absences if they offer a daycare at work. Many people I know do have babysitter issues, due to how early we have to be here in the mornings, i.e. 5:00 a.m. - th 4:00 a.m. -fri.
	054

	 
	▪ It makes this hard when I need to take care of her when she is sick when I have limited sick and personal time.
	057

	 
	▪ Hard to get off work because of night shift has limited personnel compared to day shift.
	070

	 
	▪ Working twelve hour night shift I am always worried about my 72 yr old grandmother who lives with me and is not in good health.
	074

	 
	▪ Night shift makes it hard to be as caring and responsible due to fatigue. Seven years of nightshift is hard on a marriage as I have so recently found out.
	079

	 
	▪ Makes times difficult deciding between work and home, feel like I get put on the spot.
	085

	 
	▪ Not enough sick/personal time.
	086

	 
	▪ I think Tyrone  could give us more time off for immediate family members. Three days is not enough time. I'm very happy with my job and try to work hard to show may appreciation every day. I work around my schedule. My parents are elderly and working 12 hrs helps me assist them a lot with chores. I clean their house, run errands, etc. I get to spend more quality time with them due to my working schedule. Also my husband has been sick at different times last year. Hoping this year will be a better year for all of us.
	093

	 
	▪ I work depressed sometimes because I'm on night shift and I miss my family. When I do see them I'm sleeping.
	099

	Evaluation
	 
	 

	 
	▪ Temps were not evaluated. We are nobodies
	007

	 
	▪ When you top out at your scale you only get feed back once a year.
	009

	 
	▪ The HR Dept makes the Team Leader change all the responses they put because they don't think they are appropriate. They don't know what goes on in the department.
	034

	 
	▪ Every year you get the same evaluation, also very little specific feedback.
	095

	Perceptions 
	 
	 

	of Management
	▪ I hate working here. Management takes no concern for the employees, especially night shift. Communication sucks, benefits suck, leadership sucks. I do not see myself staying here much longer. There is no room for growth. They don't care what you think. All they are concerned about is product. That's why so much of our product is guaranteed because we make quantity and not quality and they make us pass bad product anyway. So how good am I supposed to feel about that?
	064

	 
	▪ Tyrone  is a fine employer with some faults. Management does not ask for my opinions or comments when making changes to my work area or procedures. Management seems unwilling to risk making someone mad at them, and won't put people in line when the need arises.
	095

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	





� EMBED Excel.Chart.8 \s ���





� EMBED Excel.Chart.8 \s ���






































�  JSS is copyright © 1994, Paul E. Spector, All rights reserved.





1
11

[image: image11.wmf]5

10

15

20

Pay

Promotion

Supervision

Benefits

Rewards

Conditions

Coworkers

Nature  work

Communication

Facets

Mean 

Satisfaction Level

Terumo

JSS

[image: image12.wmf]5

10

15

20

Promotion

Pay

Rewards

Benefits

Communication

Conditions

Coworkers

Nature of work

Supervision

JSS Facets

Mean Satisfaction

IK

SS

_1082271128.bin

_1084005091.bin

_1084005914.bin

_1085327870.xls
Chart3

		Promotion		Promotion		Promotion

		Pay		Pay		Pay

		Rewards		Rewards		Rewards

		Benefits		Benefits		Benefits

		Communication		Communication		Communication

		Conditions		Conditions		Conditions

		Coworkers		Coworkers		Coworkers

		Nature of work		Nature of work		Nature of work

		Supervision		Supervision		Supervision



IK

SS

JSS Facets

Mean Satisfaction

10.1

12.6

10.6

15.6

12.2

13.2

12.8

14.2

13.7

14.4

14.2

15.8

14.9

16.5

16.3

18.9

18.5

17.6



Chart2

		





Sheet1

		

		JSS Facet		IK				SS

				Mean		SD		Mean		SD		Mean dif

				N=44				N=66				IK-SS

		Promotion		10.1		4.6		12.6		22.4		-2.5

		Pay		10.6		5.2		15.6		4.6		-5

		Rewards		12.2		4.6		13.2		3.9		-1

		Benefits		12.8		3.5		14.2		3.9		-1.4

		Communication		13.7		4.1		14.4		4.4		-0.7

		Conditions		14.2		3.7		15.8		3.8		-1.6

		Coworkers		14.9		4.8		16.5		4.3		-1.6

		Nature of work		16.3		4.7		18.9		4		-2.6

		Supervision		18.5		4.6		17.6		4.4		0.9

		Total Satisfaction		123.1		26.1		138.8		4.3		-15.7
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		Table  ? Terumo vs. JSS Norms for Private Sector

		JSS Facet		Terumo				JSS (N=5874)				Terumo

				Mean		SD		Mean		SD		Mean dif

				N=113				N=5874				Ter-JSS

		Total Satisfaction		132.1		24.8		139.1		8.2		-7

		Supervision		17.9		4.2		18.8		1.5		-0.9

		Nature  work		17.9		4.4		18.4		1.1		-0.5

		Coworkers		15.8		4.6		17.7		1.2		-1.9

		Conditions		15.1		3.8		15.6		1.6		-0.5

		Communication		14		4.2		14.7		1.2		-0.7

		Pay		13.5		5.4		12.1		2.1		1.4

		Benefits		13.5		3.8		14.8		2.4		-1.3

		Rewards		12.8		4.5		13.6		1.6		-0.8

		Promotion		11.6		4.5		13.7		1.4		-2.1

		*

		Pay		13.5		5.4		12.1		2.1

		Promotion		11.6		4.5		13.7		1.4

		Supervision		17.9		4.2		18.8		1.5

		Benefits		13.5		3.8		14.8		2.4

		Rewards		12.8		4.5		13.6		1.6

		Conditions		15.1		3.8		15.6		1.6

		Coworkers		15.8		4.6		17.7		1.2

		Nature  work		17.9		4.4		18.4		1.1

		Communication		14		4.2		14.7		1.2

		Total Satisfaction		132.1		24.8		139.1		8.2
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