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Abstract

This paper conducts a thorough comparative analysis of job satisfaction measurement models, with a
specific focus on the Job Characteristics Model (JCM) by Hackman and Oldham (1976) and Herzberg's Two-
Factor Theory. The JCM identifies crucial characteristics influencing job satisfaction, emphasizing
psychological states, while Herzberg's Theory categorizes factors into hygiene and satisfaction. The study
delves into the applications and strengths of each model, offering insights into their effectiveness in diverse
organizational contexts. Furthermore, the analysis extends to a detailed examination of various job
satisfaction measurement tests, considering factors such as test duration, number of items, and the nature
of the measurement. From the concise "VAN" to the detailed "Minnesota Satisfaction Questionnaire (MSQ) -
Long," each test is scrutinized for its unique contributions and limitations. The study provides a nuanced
understanding of different approaches to job satisfaction assessment, catering to the varied needs of
researchers and practitioners. In the context of the comparative analysis, the paper sheds light on the trade-
offs between brevity and depth in measurement processes. Tests like the "Overall Job Satisfaction Scale" and
"Global Job Satisfaction Questionnaire” offer quick assessments suitable for an overall evaluation, while the
"Minnesota Satisfaction Questionnaire (MSQ) - Long" allows for a more comprehensive exploration of
diverse facets. The findings guide researchers and practitioners in making informed choices based on the
specific goals of their studies, ensuring a tailored and effective approach to measuring job satisfaction.

Keywords: Job Satisfaction, Measurement model, Measurement Tests, Minnesota Satisfaction Questionnaire

1. Introdcution

Job satisfaction is a critical factor in organizational success and individual well-being. This document
explores models and measurement tests that provide diverse perspectives on job satisfaction [1].

In its essence, job satisfaction reflects the extent of fulfillment and contentment individuals find
in their work. It encompasses emotional, psychological, and physical well-being within the
organizational context. Understanding job satisfaction is crucial in the evolving workforce landscape,
where factors like intrinsic motivation, work engagement, compensation, and work-life balance play
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significant roles.

The significance of job satisfaction extends to organizational performance, employee retention,
individual well-being, and workplace culture. Satisfied employees contribute to organizational goals,
act as a retention tool, positively impact mental health, and shape a positive workplace culture [2].

Measuring job satisfaction is complex due to its subjective nature. Individual perceptions,
expectations, and values influence job satisfaction, making the development of effective models and
tests challenging.

This document aims to comprehensively explore various models and measurement tests used to
understand job satisfaction. The goal is to unravel complexities, providing insights for organizational
strategies, human resource practices, and academic research.

The subsequent sections will delve into psychological testing principles, conduct a comparative
analysis of measurement models, scrutinize measurement tests, outline the methodology employed
in our analysis, present results, and conclude with key findings. Through this exploration, we aim to
contribute to a deeper understanding of job satisfaction and its pivotal role in shaping the modern
workplace landscape.

Before delving into specific models, a comprehensive review of the psychological principles
underpinning job satisfaction measurement tests is presented. This lays the conceptual groundwork
necessary for a thorough understanding of the forthcoming models.

2. Psychological Testing

Psychological testing, within the realm of job satisfaction, involves the systematic use of procedures
to observe and measure individual characteristics related to work. These tests aim to assess various
aspects, including attitudes, behaviors, competencies, and personality traits, providing valuable
insights into an individual's satisfaction in the workplace [3].

One fundamental aspect of psychological testing in the context of job satisfaction is the
consideration of individual differences. People bring unique personalities, experiences, and
expectations to their work, influencing their perception of job satisfaction. Psychological tests are
designed to capture these individual nuances.

The Job Descriptive Index (JDI) is a prominent example of a psychological testing tool widely
used to measure job satisfaction. Developed by Smith et al. in 1969, the JDI assesses satisfaction
across five facets: pay, work, supervision, promotion, and co-workers. Its structured approach,
incorporating a 72-item survey, provides a nuanced understanding of various job-related factors
influencing satisfaction [4].

Another significant psychological testing tool is the Overall Job Satisfaction Scale proposed by
Judge et al. in 1994. This measure employs a three-item approach, including questions from the
Gallup poll, a Faces scale, and a query about the percentage of job satisfaction. This succinct yet
comprehensive tool offers a global perspective on job satisfaction, capturing both intrinsic and
extrinsic factors. The Michigan Organizational Assessment Questionnaire (MOAQ), introduced by
Cammann et al. in 1979, is another psychological testing instrument focusing on overall job
satisfaction. With a three-item structure, it evaluates satisfaction with extrinsic and intrinsic factors,
providing a holistic view of an individual's job contentment [5].

The Global Job Satisfaction Questionnaire, proposed by Warr et al. in 1979, employs 15 items to
measure overall job satisfaction. Its two subscales assess satisfaction with extrinsic and intrinsic job
factors, offering a detailed analysis of various facets contributing to overall satisfaction [6].

Spector's Job Satisfaction Survey (JSS), developed in 1985, provides a facet-specific approach to
psychological testing. With 36 items across nine facets, it comprehensively assesses an individual's
attitudes toward different aspects of their job. This nuanced tool contributes to a detailed
understanding of job satisfaction beyond a global perspective [7].

The Job Diagnostic Survey (JDS), developed by Hackman and Oldham in 1975, combines
psychological testing principles with a job characteristics model. Focused on the intrinsic satisfaction
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derived from job activities, the JDS assesses overall and facet-specific job satisfaction. Its
incorporation of five job characteristics, such as skill variety and autonomy, aligns with psychological
principles related to motivation and engagement [8].

Beyond these examples, numerous other psychological testing tools contribute to the
multifaceted understanding of job satisfaction. These tests vary in their approaches, ranging from
global assessments to facet-specific evaluations, capturing the diverse elements that collectively
shape an individual's satisfaction in the workplace.

In conclusion, the foundation of understanding job satisfaction lies in the principles of
psychological testing. These tests, whether global or facet-specific, provide valuable insights into the
intricate interplay of individual differences, work-related factors, and overall well-being. As we
proceed to explore specific models, this psychological testing groundwork will serve as a crucial lens
through which we analyze and interpret the nuanced dynamics of job satisfaction.

3. Methodology
3.1 Comparison of Measurement Models

The methodology adopted for the comparative analysis of measurement models in this study involves
a meticulous examination of two prominent theories: the Job Characteristics Model (JCM) by
Hackman and Oldham and Herzberg's Two-Factor Theory. The objective is to gain a nuanced
understanding of these models, their applications, strengths, weaknesses, and their overall impact on
predicting and influencing job satisfaction within diverse organizational contexts [9].

3.1.1 Job Characteristics Model (JCM) by Hackman and Oldham (1976)

The Job Characteristics Model (JCM) developed by Hackman and Oldham in 1976 identifies five
critical characteristics influencing job satisfaction: skill variety, task identity, task significance,
autonomy, and feedback. Skill variety refers to engaging in activities requiring different skills, while
task identity involves completing a whole segment of work. Task significance is tied to making a
meaningful impact, autonomy relates to decision-making freedom, and feedback entails receiving
clear performance feedback [10], [11].

In many studies, the JCM was applied to predict job satisfaction [12], [13]. The results aligned
with findings from profit-oriented sectors, demonstrating positive correlations between model
variables and job satisfaction. Notably, psychological states showed higher coefficients than job
characteristics, indicating their significant role. Mediation analyses confirmed the influence of job
characteristics on job satisfaction through psychological states.

Table 1: Key Components of the Job Characteristics Model

Characteristic Description

Skill Variety Engagement in diverse activities requiring skills
Task Identity Completion of a whole segment of work

Task Significance Making a meaningful impact on people
Autonomy Freedom and discretion in decision-making
Feedback Provision of clear feedback on performance

Table 2: Comparative Analysis of Job Characteristics Model

Aspect JCM Strengths JCM Weaknesses
Application in Social |Versatile model applicable beyond Potential need for adaptation to diverse
Work profit-oriented sectors organizational contexts
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Aspect JCM Strengths JCM Weaknesses

Psychological States' |Higher coefficients indicating Complexity in assessing and addressing
Role significant influence psychological states

3.1.2 Herzberg's Two-Factor Theory

Herzberg's Two-Factor Theory distinguishes between factors contributing to dissatisfaction (hygiene
factors) and factors promoting satisfaction. Hygiene factors include salary, working conditions, wage,
supervision system, status, and job security. Satisfaction factors encompass self-realization, career
development, autonomy, responsibilities, recognition, and intrinsic interest. Herzberg's theory
asserts that motivation results from the absence of dissatisfaction and the presence of satisfaction [11].

Table 3: Hygiene and Satisfaction Factors in Herzberg's Two-Factor Theory

Hygiene Factors Satisfaction Factors
Salary Self-realization
Working Conditions Career Development
Wage Autonomy
Supervision System Responsibilities
Status Recognition

Job Security Intrinsic Interest

Table 4: Comparative Insights from Herzberg's Two-Factor Theory

Aspect Herzberg's Theory Strengths Herzberg's Theory Weaknesses
. Comprehensive approach considerin, Potential oversimplification of complex
Dual Factor Perspective prehen PP . enng . pu! P
both dissatisfaction and satisfaction motivational dynamics
Emphasis on Individual Recognition of the importance of Limited applicability in certain work
Fulfillment intrinsic factors for motivation environments focused on basic needs

Comparing the JCM and Herzberg's Two-Factor Theory provides valuable insights. The JCM
emphasizes job enrichment through specific characteristics, with psychological states playing a
pivotal role. In contrast, Herzberg's theory categorizes factors into hygiene and satisfaction,
highlighting their independent impact on motivation.

Considering organizational contexts, the JCM's versatility is evident in its successful application
to social work. The higher coefficients for psychological states emphasize their crucial role in
influencing job satisfaction. On the other hand, Herzberg's theory prompts attention to both hygiene
and satisfaction factors for holistic motivation strategies, recognizing the importance of intrinsic
elements.

In conclusion, these models offer distinct yet complementary perspectives on job satisfaction,
allowing organizations to tailor their approaches based on the intricacies of their work environments.
The nuanced understanding gained from this comparison sets the stage for further exploration of
measurement tests in subsequent sections.

3.2 Comparative Analysis of Job Satisfaction Tests:

The methodology employed in this study involves a comprehensive comparative analysis of various
job satisfaction measurement tests using the differential approach. The selected tests vary in their
approaches, nature, and duration, and description of measured facets providing a diverse set of tools
to assess job satisfaction across different dimensions. The following table outlines the key details of
each test, including the approach taken, the nature of the test, the duration of the assessment, the
number of items, description of measured facets, and any noteworthy remarks or validations
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associated with each measure.

Approach: The chosen tests utilize a differential approach, focusing on either global job
satisfaction measures or facet-specific satisfaction measures. This approach allows for a nuanced
understanding of overall satisfaction as well as detailed insights into specific facets influencing job
contentment.

Nature of Test: The nature of each test varies, with some providing a holistic view of job
satisfaction and others delving into specific facets. This diversity enables a comprehensive evaluation
of the multifaceted nature of job satisfaction within diverse organizational settings.

Duration and Number of Items: Consideration is given to the practical aspects of test
administration, such as the duration of the assessment and the number of items involved. Shorter
tests, like "VAN" and "Overall Job Satisfaction Scale," provide quick evaluations, while longer tests,
such as "Minnesota Satisfaction Questionnaire (MSQ) - Long," offer more in-depth measurements
[14], [15].

Description of measured facets: The description of measured facets accompanies each test,
providing a concise overview of their key characteristics. Additional remarks highlight elements like
scale validations, historical significance, or targeted applicability in specific sectors.

This methodology aims to facilitate a thorough understanding of the strengths, limitations, and
unique contributions of each job satisfaction measurement test. The ensuing comparative analysis
will inform the selection of appropriate tests based on specific research objectives, offering valuable

insights for organizations seeking to assess and enhance job satisfaction within their workforce.

Table 5: Comparative study of Job Satisfaction Tests

Duration | Number L
Test Measure Nature of Test . Description of measured facets Remarks
(min) of Items
. Measures job satisfaction on a 7-point Likert scale. The five items assess . S
Andrew and Whitey . ' ) ! on & 7-poir T se s asse Scale validated with high
. . Global Job Satisfaction different aspects of job satisfaction, including job content, relationships A .
Job Satisfaction 10-15 5 N . B reliability in various sectors,
o Measure with colleagues, work environment, career prospects, and remuneration. e
Scale . . . AP . especially in healthcare.
Validated scale with high reliability in various sectors, notably healthcare.
The Brayfield-Rothe Short version of the Brayfield-Rothe Job Satisfaction Index. Evaluates job
Y Global Job Satisfaction satisfaction through five items measured on a Likert scale. Items cover
Index of Job Short 10-15 5 . oug ) 3 . .
Ve, Measure overall satisfaction, enthusiasm, perception of time at work, enjoyment of
work, and overall perception of job agreeableness.
Measures job satisfaction through 18 items on a Likert scale. Items evaluate
. . various aspects of job satisfaction, such as interest in work, boredom, .
The Brayfield-Rothe |Global Job Satisfaction 1S aspects of ) _ ¢ ore Self-reported psychometric
20-30 18 satisfaction with current work, comparison with other possible jobs, and . .
Index of Job Measure N . scale with reversed items.
other aspects related to the work environment. Psychometric self-reported
scale with inverted items.
Measures job satisfaction across six dimensions, including status, .
: L N . L . . |-One of the earliest
. . . . adaptation to work and ¢ reaction to situations, social
The Job Satisfaction [Global Job Satisfaction N N . contemporary measures of
10115 4 |and economic security, nature of the work itself, and loyalty to the contemporar °
Blank (Hoppock) Measure P . . . . job satisfaction, used since
organization. One of the earliest contemporary measures of job satisfaction, "
used since 1935. 935
Comprises 72 questions distributed across 18 scales, measuring different
aspects of job satisfaction. Each scale includes four equivalent questions Comprehensive inventory
Inventory of Job Facet-specific 0-60 ) evaluated on a Likert scale. Scales cover aspects such as staff assignment, measuring various factors of
Satisfaction (IST) Satisfaction Measure 4 7 job appeal, autonomy, advancement, recognition, job security, variety, and |job satisfaction, both
others. Comprehensive inventory measuring various intrinsic and extrinsic |intrinsic and extrinsic.
factors of job satisfaction.
Minnesota Includes 20 facets of job satisfaction measured through 100 items on a Long version of the MSQ
Satisfaction Facet-specific o 100 Likert scale. Facets include skill utilization, recognition, job security, withgs ecific facets to
uestionnaire Satisfaction Measure 3574 relationships with colleagues, variety of work, and others. Long version of P
P 8! Y 8 evaluate.
(MSQ) - Long the MSQ with specific facets to assess. i
Minnesota Short version of the MSQ, measuring the same 20 facets of job satisfaction Shortened version of the
Satisfaction Facet-specific 1520 20 through 20 items on a Likert scale. Items are formulated to assess intrinsic MSQ, often used for quick
Questionnaire Satisfaction Measure 5 and extrinsic satisfaction. Abbreviated version of the MSQ), often used for o qa
X assessments.
(MSQ) - Short quick assessments.
- . Measures job satisfaction through multiple facets, including the job itself, .
Job Descriptive Facet-specific ) L 8 pre face s ) Used to assess specific
AP 40-60 72 |colleagues, supervision, promotion opportunities, and salary. Used to ; v
Index (JDI) Satisfaction Measure . . . . aspects of job satisfaction.
evaluate specific aspects of job satisfaction.
Overall Job . .
N I, Global Job Satisfaction . . . . . .
Satisfaction Scale Measure 5-10 3 Measures overall job satisfaction. Specific details not provided.
(Judge et al, 1994)
Michigan
Organizational Global Job Satisfaction 0 Measures overall job satisfaction. Specific details not provided. Used to Used to assess job
Assessment Measure 5 3 assess job satisfaction in the organizational context. satisfaction in the
Questionnaire organizational context.
Global Job . . . . . . . . .
Satisfaction Global Job Satisfaction 2030 y Measures overall job satisfaction. Specific details not provided. Measures Measures various aspects of
euon, Measure 3 > |various aspects of job satisfaction. job satisfaction.
Questionnaire P ) J
Job Satisfaction Facet-specific o " Measures overall job satisfaction. Specific details not provided. Comprehensive scale, valid,
Survey Satisfaction Measure | 3°7%> 3 Comprehensive, valid, adaptable scale with robust correlations. adaptable, robust correlations.

40




E-ISSN 2240-0524 Journal of Educational and Social Research Vol14No 3
ISSN 2239-978X www.richtmann.org May 2024
Duration | Number -
Test Measure Nature of Test . Description of measured facets Remarks
(min) of Items
N Mixed Test of Evaluates various aspects of work, including the variety of skills required, | Used to assess job-related
Job Diagnostic Employee Job . . L 5 ! e T
h 3 20-30 19 task identity, task significance, autonomy, and feedback. Used to assess job | characteristics linked to
Survey (JDS) Satisfaction L . . 3 5
characteristics related to satisfaction. satisfaction.
Measurement
Job in General Scale | Global Job Satisfaction Measures overall job svatlsfactlon t!]rough a sllnglc question fOl‘l‘nl.J]ath to Simple scale for a quick )
10-15 18 assess the respondent's overall satisfaction. Simple scale for a quick measurement of overall job
(JIG) Measure 5 N ) . 5
measurement of overall job satisfaction. satisfaction.
Visual method often used to
N - . Respondents choose a face from a series of faces to indicate their level of job | assess job satisfaction,
Global Job Satisfaction . N N . . - N . N .
Faces Scale M i 15-20 36 satisfaction. Visual method often used to assess job satisfaction, especially | especially in multicultural
casure in multicultural contexts. contexts.
Bullock Roth Global Job Satisfaction [Estlm.ated 19 Limited information on specific details of this measure. N/A
Measure Duration]
VAN ;J/[l:::‘}l}:b Satisfaction 5-10 1 Limited information on specific details of this measure. Validated. Validated
ISAC Fac.et-sp.eclﬂc 45-60 101 Limited information on specific details of this measure. French validated. French validated
Satisfaction Measure
ESVP hc'/[l:::ul rje"b Satisfaction | | 5 |Limited information on specific details of this measure. French validated. | French validated

4.

4.1

Results and Discussion

Measurement Models

The comparative analysis between the Job Characteristics Model (JCM) and Herzberg's Two-Factor
Theory reveals significant distinctions and complementary aspects. Here is a more detailed
breakdown:

4.1.1 Job Characteristics Model (JCM)

Emphasis on Job Enrichment: The JCM focuses on enriching jobs by incorporating
specific characteristics such as skill variety, task identity, task significance, autonomy, and
feedback. This emphasis is intended to enhance employee motivation and satisfaction.

Role of Psychological States: Central to the JCM is the role of psychological states—
experiencing meaningfulness of work, responsibility for outcomes, and knowledge of results.
These states are identified as critical factors influencing job satisfaction.

4.1.2 Herzberg's Two-Factor Theory

Hygiene and Satisfaction Factors: Herzberg's theory introduces the concept of hygiene
and satisfaction factors. Hygiene factors, such as working conditions and salary, prevent
dissatisfaction, while satisfaction factors, like achievement and recognition, promote
motivation.

Independent Impact: Herzberg emphasizes that hygiene and satisfaction factors have
independent impacts on motivation. Addressing hygiene factors removes dissatisfaction but
does not necessarily motivate, highlighting the need for separate strategies for each
category.

4.1.3 Organizational Contexts

JCM's Versatility: The JCM's adaptability is exemplified in its successful application to
social work, showcasing its effectiveness in diverse organizational contexts.

Psychological States in JCM: The higher coefficients for psychological states in the JCM
underscore their crucial role in influencing job satisfaction within specific work
environments.

Distinct Perspectives: While the JCM and Herzberg's theory offer distinct perspectives on
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job satisfaction, they are not mutually exclusive. Organizations can benefit from
understanding and integrating elements from both models to tailor motivational strategies
to the complexities of their unique work environments.

Nuanced Understanding: The nuanced understanding derived from this comparison
provides a foundation for exploring and selecting appropriate measurement tests in
subsequent sections, considering the multifaceted nature of job satisfaction in different
organizational settings.

4.2 Job Satisfaction Tests

When comparing job satisfaction tests, various factors, such as test duration, number of items, and
the nature of the measurement, can influence the selection of a test. Below is a comparative analysis,
followed by a conclusion.

4.2.1 Test Duration

The shortest tests are "VAN" (5-10 min), "Overall Job Satisfaction Scale" (5-10 min), and
"Michigan Organizational Assessment Questionnaire" (5-10 min). These tests provide a
quick assessment of job satisfaction.

The longest test is the "Minnesota Satisfaction Questionnaire (MSQ) - Long" with an
estimated duration of 35-40 minutes. It offers a detailed measurement but requires more
time.

4.2.2 Number of Items

Tests with the fewest items are "VAN" (1 item) and "Michigan Organizational Assessment
Questionnaire” (3 items). They are concise but may lack detail.

The longest tests are "Job Descriptive Index (JDI)" (72 items), "L'Inventaire de Satisfaction
au Travail (IST)" (72 items), and "Minnesota Satisfaction Questionnaire (MSQ) - Long" (100
items). They provide a thorough measurement of various job satisfaction aspects.

4.2.3 Nature of the Measurement

Some tests measure overall job satisfaction ("Overall Job Satisfaction Scale,” "Michigan
Organizational Assessment Questionnaire,” "Global Job Satisfaction Questionnaire"). They
offer an overview of job satisfaction.

Other tests assess specific aspects of job satisfaction through different facets ("L'Inventaire
de Satisfaction au Travail (IST)," "Minnesota Satisfaction Questionnaire (MSQ) - Long," "Job
Descriptive Index (JDI)"). They allow for a detailed analysis of different aspects.

For an overall job satisfaction measurement within a limited time, "VAN" and "Overall Job
Satisfaction Scale" may be suitable. They provide a quick but less detailed evaluation.

For a detailed measurement of various job satisfaction facets, the "Minnesota Satisfaction
Questionnaire (MSQ) - Long" may be chosen despite its longer duration.

If time is a constraint, the "Minnesota Satisfaction Questionnaire (MSQ) - Short" offers a
quicker alternative with the same 20 facets as the long version.

4.2.4 Description of measured facets

In the realm of global job satisfaction measures, tests like the "Andrew and Whitey Job Satisfaction
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Scale," "Brayfield-Rothe Index of Job Short Version," and "Job Satisfaction Blank (Hoppock)" offer
concise evaluations across various dimensions. The "Andrew and Whitey Job Satisfaction Scale"
encompasses aspects like job content, relationships with colleagues, work environment, career
prospects, and remuneration, exhibiting high reliability in healthcare sectors. Similarly, the
"Brayfield-Rothe Index of Job Short Version" touches on overall satisfaction, enthusiasm, perception
of time at work, enjoyment of work, and overall job agreeableness. In contrast, the "Job Satisfaction
Blank” is one of the earliest measures, exploring facets such as status, adaptation to work and
colleagues, reaction to unpleasant situations, social and economic security, the nature of work, and
loyalty to the organization.

Facet-specific satisfaction measures, such as the "L'Inventaire de Satisfaction au Travail (IST),"
"Minnesota Satisfaction Questionnaire (MSQ) - Long," "Minnesota Satisfaction Questionnaire (MSQ)
- Short," and "Job Descriptive Index (JDI)," dive into a myriad of facets, providing in-depth insights.
The " Inventory of Job Satisfaction (IST)" spans 72 items across 18 scales, delving into factors like staff
assignment, job appeal, autonomy, advancement, recognition, job security, and variety, capturing
both intrinsic and extrinsic aspects of satisfaction. Similarly, the "Minnesota Satisfaction
Questionnaires” (both long and short versions) and the "Job Descriptive Index" evaluate skill
utilization, recognition, job security, relationships with colleagues, and more. These tests offer a
detailed assessment of various facets, catering to nuanced analyses of job satisfaction.

Global job satisfaction measures, including the "Overall Job Satisfaction Scale" and the "Global
Job Satisfaction Questionnaire," present a more consolidated view of satisfaction. Despite offering
fewer items, these tests do not provide specific details on the facets measured. They focus on overall
satisfaction without dissecting the various dimensions contributing to it. Similarly, tests like the
"Faces Scale" and "Michigan Organizational Assessment Questionnaire” are visual or concise
assessments, respectively, without comprehensive descriptions of the measured facets, serving as
quick evaluation tools more than nuanced assessments.

In summary, the selection of job satisfaction tests depends on the depth of insight required.
Global measures offer a consolidated view but lack specificity, whereas facet-specific tests like the
"IST," "MSQ," and "JDI" provide a comprehensive breakdown of intrinsic and extrinsic factors shaping
satisfaction. The choice should align with the research objectives or organizational needs, balancing
between breadth and depth in the assessment of job satisfaction.

We note that the choice of the test depends on the specific study objectives, the desired depth
of measurement, and time constraints. The comparison between the description of measured facets
for each test provides a more detailed insight to guide the choice based on specific needs.

Then, the comparative analysis of job satisfaction tests reveals key considerations for selecting
an appropriate measurement tool. The choice should align with the objectives of the study, the
desired level of detail in the measurement, and any time constraints. For a quick, overall assessment
of job satisfaction, options like "VAN" and "Overall Job Satisfaction Scale" are suitable. However, for a
more in-depth analysis of various facets of job satisfaction, especially in a research context where
time allows, the "Minnesota Satisfaction Questionnaire (MSQ) - Long" stands out despite its longer
duration. Additionally, the availability of a shorter version, the "Minnesota Satisfaction Questionnaire
(MSQ) - Short," offers a convenient compromise when time is limited. Ultimately, the decision
should be informed by the specific goals of the study and the trade-off between brevity and depth in
the measurement process. The detailed comparison, taking into account the descriptions and
remarks for each test, provides valuable insights for making a well-informed choice tailored to the
study's unique requirements.

4.3 Recent Research
Among the recent advancements in the field of job satisfaction research, it is worth highlighting the
significant contributions of studies conducted by Smith et al. (2021), as well as those by Johnson and

Lee (2022), and by Garcia et al. (2020). These works have brought forth innovative perspectives and
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insightful ideas that enrich our understanding of how job satisfaction is measured and interpreted.
4.3.1 Remote Work Settings

Smith et al. (2023) introduced a novel approach to measuring job satisfaction in remote work
settings, which has become increasingly relevant in today's digital age. Their study sheds light on
how job satisfaction is impacted by remote work arrangements, offering a contemporary perspective
that enriches our analysis [16].

4.3.2 Organizational Culture

Johnson and Lee (2022) investigated the role of organizational culture in shaping job satisfaction
levels among employees. Their findings revealed significant correlations between specific cultural
factors and employee satisfaction, providing valuable insights into the contextual factors influencing
job satisfaction within organizations [17], [18].

4.3.3 Long-Term Effects of Interventions

Garcia et al. (2020) conducted a longitudinal study examining the long-term effects of job satisfaction
interventions implemented by companies. Their findings highlighted the effectiveness of certain
intervention strategies in improving employee satisfaction over time, offering evidence-based
recommendations for organizational interventions [19].

5. Discussion of Limitations

The points addressed in this study have allowed us to gain an exhaustive understanding of the
various models and tools for measuring satisfaction and to assess their utility. Nevertheless, it is
important to highlight the existence of certain limitations and potential biases inherent in the various
models and tools used in measuring job satisfaction.

5.1 Limitations of Measurement Models

Each measurement model, whether it be the Job Characteristics Model (JCM), Herzberg's Two-Factor
Theory, or others, comes with its own set of limitations. For example, while the JCM emphasizes job
enrichment through specific characteristics, it may not fully account for external factors that
influence job satisfaction, such as organizational culture or personal circumstances. Similarly,
Herzberg's Two-Factor Theory categorizes factors into hygiene and satisfaction, but it may
oversimplify the complex interplay between these factors and fail to capture individual differences in
motivational dynamics.

5.2 Biases in Measurement Tools

Measurement tools, such as surveys and questionnaires used to assess job satisfaction, are susceptible
to various biases that can affect the reliability and validity of the results. Common biases include
social desirability bias, response bias, and acquiescence bias, among others. These biases can distort
the true level of job satisfaction reported by individuals and skew the findings of studies using these
tools.

5.3 Consideration of Contextual Factors

Furthermore, the applicability of measurement models and tools may vary depending on the context
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in which they are used. Factors such as industry type, organizational culture, and demographic
characteristics of the workforce can influence the effectiveness and relevance of these models and
tools. Failure to consider these contextual factors may limit the generalizability of findings and lead
to inaccurate conclusions.

5.4 Implications for Research and Practice

By discussing the limitations and potential biases associated with different measurement models and
tools, we can provide researchers and practitioners with a more nuanced understanding of the
complexities involved in assessing job satisfaction. This discussion can guide future research efforts
aimed at developing more robust measurement approaches and inform the design of interventions to
enhance job satisfaction in diverse organizational settings.

6. Conclusion

This study provides a comprehensive understanding of job satisfaction through a dual approach:
analyzing prominent models and scrutinizing measurement tests. The Job Characteristics Model
(JCM) and Herzberg's Two-Factor Theory offer distinct yet complementary perspectives. The JCM,
emphasizing job characteristics and psychological states, proves versatile, while Herzberg's dual-
factor lens considers hygiene and satisfaction factors comprehensively.

Beyond theoretical exploration, practical insights into job satisfaction measurement emerge.
The comparative analysis of tests highlights the importance of contextual selection based on study
objectives, depth of measurement, and time constraints. Tests like "VAN" and "Overall Job
Satisfaction Scale” suit quick assessments, while the "Minnesota Satisfaction Questionnaire (MSQ) -
Long" excels for in-depth analyses, with its shorter version providing a judicious compromise.

These insights empower organizational leaders to make informed choices tailored to their study
goals, fostering employee contentment. By understanding job characteristics, psychological states,
and measurement intricacies, leaders can craft interventions aligned with their workforce's unique
needs. The study serves as a strategic compass, directing management toward effective strategies in
diverse organizational contexts.

Recognizing limitations, future research can expand the scope to include additional theories
and measures, fostering a more comprehensive understanding. Moreover, applying insights across
diverse cultural and industry contexts offers avenues for future exploration.

In conclusion, this study not only unravels job satisfaction complexities but also equips
organizations with actionable insights. As leaders navigate the dynamic landscape of employee
satisfaction, armed with nuanced perspectives and informed choices, they are poised to create
thriving workplaces where individuals flourish, contributing to sustained organizational success.
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