
 

 

 

Measuring job satisfaction in surveys: Denmark 

Comparative analytical report 
Questionnaire  

 

Editorial disclaimer  
This report has not been subjected to the standard Foundation editorial procedures 

 

 

This Danish national report is part of a comparative overview (EF/06/55/EN) of how job 
satisfaction is measured in national working conditions surveys based on 16 national 
contributions for the European Working Conditions Observatory (EWCO). 

1. Aim and structure of the comparative analytical report 
questionnaire 
The main objective of this comparative analytical report is to assess if and how the job 
satisfaction issue is dealt in the national surveys and to bring forward some data and trends on job 
satisfaction. This comparative analytical report shall reveal how national surveys produce data on 
job satisfaction, focusing on the methodologies used and shall present available data on job 
satisfaction. 

Thus, the questionnaire is divided into three main sections. The first section is mainly focused on 
the national surveys dealing with job satisfaction (priority given to the national working 
conditions surveys) and the methodological frame used. In this section, the national 
correspondents are basically asked to identify which surveys deal with job satisfaction, what 
questions are made, how questions are made and what definitions are used in those questions.  

The second section is addressed to gather available data on general job satisfaction and job 
satisfaction broken down by some of its determinants. Whenever it is possible, trends should be 
identified.  

Finally, the last section is focused on the analytical aspects of job satisfaction. In this section, 
national correspondents are asked to identify correlations between job satisfaction and other 
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variables related to organisational practices that may be present in national surveys data reports 
and to identify interesting pieces of conceptual or meta analysis of job satisfaction.  

 

Section 1: Survey sources and questions 
1 – Is job satisfaction an issue addressed in your national working conditions surveys? Do 
other national surveys include any questions on job satisfaction?  

Please identify sources and survey methodology (also mention first year of implementation, 
regularity (periodicity), time frame (e.g. over the last twelve months), population, sample 
size and frame, data collection methodology, etc.).  

Job satisfaction has not been a major field of research in Denmark so far. Even though the 
concept of job satisfaction is mentioned indiscriminately and in many different contexts, serious 
research in this field has yet to be undertaken. 

In this comparative analytical report contribution we mainly apply data from the Danish Work 
Environment Cohort Study 2000 and supplement with data from a one-off “Job satisfaction 
barometer”, a survey conducted by IFKA in 2003. 

DWECS 
Yes, job satisfaction is addressed in the national working conditions survey in Denmark, the 
Danish Work Environment Cohort Study 2000 (DWECS), which is conducted by the National 
Institute of Occupational Health. The DWECS describes working conditions, health and lifestyle 
among Danish employees and independents (mainly self-employed). DWECS is an extension of 
the Danish Employee Study (WEC), which was conducted in 1990 and 1995. The change of 
name is due to the fact that the 2000-study covers the total labour market (including 
independents) - not only the employees (Burr, H. et al, 2002).  

The purpose of the DWECS is twofold. Firstly, the purpose it is to monitor the occurrence of and 
development trends in work environment factors as well as the prevalence and incidence of work 
related health outcomes. Furthermore, the study aims at estimating changes in health and labour 
market status as possible consequences of the working environment (Burr, H. et al, 2002). 

For further information, please see the Danish survey data report or the technical datasheet for the 
survey on the European Foundation’s webpage and the report Working Conditions Surveys – a 
comparative analysis. 

Table 1 Coverage, size and response rates of the DWECS 2000 
Survey name The Danish Work Environment Cohort Study 

2000 (DWECS) 
Frequency Conducted every fifth year 

3 editions: 1990, 1995 and 2000 
Next edition: 2005 

Coverage The study covers the total labour market, 
including independents 

Population Active population (aged between 18-69 years) 
in all economic activities 
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Survey name The Danish Work Environment Cohort Study 
2000 (DWECS) 

Sample size 1990: 9,700 
1995: 11,347 
2000: 12,322 
The relative size of each panel reflects the 
proportion of the relevant groups of the total 
population. Each panel represents 
approximately 1/330 of the national population 

Response rates 1990: 90% 
1995: 85% 
2000: 75% 

Share of respondents refusing to participate in 
interviews 

1990: 5.5% 
1995: 12.5% 
2000: 15.0% 

Sampling strategy Split panel design: stratified simple random 
sampling design with proportional allocation 

Register used for the sample Statistic sample of the Danish population drawn 
from the Central Population Register 

Interviews Type of interview: by telephone 
Location of interview: interview at home 

Source: Burr, H., The Danish Work Environment Cohort Study. Purpose, design 
variables analyses and plans, National Institute of Occupational Health, 
Copenhagen, 2003. European Foundation for the Improvement of Living and 
Working Conditions, Working Conditions Surveys – a comparative analysis, 2003.  

 

In relation to this comparative analytical report contribution an explanatory note should be made 
on the indexes for job decision latitude, skills development opportunities, meaning and 
predictability as referred to in the text below and tables 11, 17, 18 and 19 respectively.  

The DWECS applies scales based on more questions than one in the measuring of various factors. 
The underlying assumption is that different questions may capture different aspects of a certain 
theme or theoretical concept and that applying several questions thus increases the validity of the 
measure.  

The scales are constructed by recoding the answer-categories for the single items (questions) so 
that the categories go from 0 to 100, where 0 corresponds to the lowest degree and 100 to the 
highest degree of the item measured. Subsequently, the average of the items that constitute the 
given scale is calculated, which produces a single and more valid measure of a given concept, in 
the case of this comparative analytical report contribution job decision latitude, skills 
development opportunities, meaning and predictability.  

IFKA survey 
The Job satisfaction barometer was conducted by IFKA in 2003 and, subsequently, turned out to 
be a one-off survey.  

Background information (IFKA, 2003): 

• Survey name: Job satisfaction barometer; 

• Coverage: employees, age 15+; 

• Sample size: 1002 persons; 
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• Response rate: unknown; 

• Interviews: by telephone 

 

2 – The questions regarding job satisfaction in national surveys are single-item questions? 
Or multi-facet questions? Are there ‘indirect’ job satisfaction questions in the survey, e.g. 
scale questions of the type ‘Your job gives you the feeling of work well done’? 

Please specify how questions are formulated (i.e. the text of the questions used in the 
surveys) and, if applicable, identify different facets used.  

If possible, briefly mention the evolution in questions used in national surveys: which 
questions were added, which questions were removed, etc.  

Is there a scale being used? What kind of scale? 

 

DWECS 
In the DWECS job satisfaction for employees is measured via the single-item question (National 
Institute of Occupational Health, 2000b): 

 

• B60: Are you satisfied with your job? 

To this question the options for answering are distributed on a four-degree scale: 

• To a high degree; 

• To some degree; 

• Only to a lesser degree; 

• No, or only to a very small degree. 

(In the tables presented below in this paper the four-degree scale is represented by the terms 
High, Some, Little and No – satisfaction) 

The question B60 is the only explicit question on job satisfaction present in the DWECS 
questionnaire. There are no indirect questions that could expose job satisfaction levels or in any 
other way function as a measure of job satisfaction. Moreover, job satisfaction is not mentioned 
in any of the publications related to the DWECS and, thus, is not an issue addressed with 
reference to the national survey. Furthermore, the assessment of job satisfaction thus requires 
cross-tabulations on the DWECS dataset.  

In addition, a small note should be made on the translation of the question B60. With reference to 
the observation made by Rose (2001), that most literature on job satisfaction fail to distinguish 
between “job” as the work tasks performed and the post occupied, we may point out that the 
Danish term “arbejde”, as translated into “job” in this comparative analytical report contribution, 
bears the same characteristic. However, in the context of the question as asked, the term should 
be interpreted as comprising both the work itself and the post occupied, i.e. as an “all in all” 
measure of job satisfaction. 

 4/22 

 



IFKA survey 
The job satisfaction barometer applies a multi-faceted measure of job satisfaction, comprising 14 
facets of the job satisfaction concept (IFKA, 2003): 

How satisfied are you with: 

• The cooperation with your colleagues? 

•  Job decision latitude in your job? 

• The relationship to your immediate superior? 

• The possibility of having a balance between work and family life? 

• Variation in the job? 

• The opportunity to make use of your skills in the job? 

• Job security – the possibility of keeping your current job? 

• The opportunity to feel proud of your skills? 

• The possibility of arranging working time yourself? 

•  The feedback you get on your work? 

• The physical environment, e.g. light, noise, work postures? 

• The possibility of developing your skills in relation to work? 

• The possibility of getting the job done within the scheduled working time? 

• Your salary, including pensions and other benefits? 

 

The answers to these questions are distributed on a five-degree scale: 

• Very satisfied 

• Satisfied 

• Neither/nor 

• Dissatisfied 

• Very dissatisfied 

 

3 – If definitions of overall job satisfaction/job satisfaction facets are used in questions in 
national surveys, please give them. 

No further definitions of overall job satisfaction are used in the DWECS or the IFKA survey.  

 

Section 2: Survey data and trends 
4 – Provide data, including trends if possible, on general job satisfaction. 

Overall, satisfaction levels in Denmark are quite high. Relying on the job satisfaction data of the 
Third European Working Conditions Survey, as much as 94.5% of Danish workers are “very” or 
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“fairly” satisfied (which presumably makes the Danish working population the most satisfied in 
the EU-15). This picture is, moreover, supported by the DWECS 2000; In the DWECS as many 
as 95% of all employees report to be satisfied to “a high degree” or to “some degree” (see Table 2 
below).  

Considering that single-item job satisfaction measures are most likely to come out with quite high 
levels for job satisfaction, it comes as no surprise that the IFKA survey measures job satisfaction 
to 7,8 on a scale from 1-10. Moreover, it is concluded that the 14 variables applied often correlate 
for the single respondent (IFKA, 2003). 

Please also provide the latest data available on the following possible job satisfaction 
correlates: 

Gender 
Interestingly, on the basis of the DWECS we find no support for the so-called gender/job 
satisfaction paradox in Denmark, as was the case for Kaiser (2002). According to the DWECS, 
women are not more satisfied than men are. If one could speak of any gender differences in this 
respect, the opposite (than the gender/job satisfaction paradox) seems to be the case, as women 
are a little less satisfied with their jobs than men are.  

Similarly, the 2003 IFKA survey on job satisfaction found no differences in job satisfaction levels 
according to gender (IFKA, 2003). 

Table 2 Job satisfaction and gender 2000 (%) 
Gender Job satisfaction 
 To a high degree 

(High) 
To some degree 

(Some) 
Only to a lesser 
degree (Little) 

No, or only very 
small degree (No) 

N = 

Men  73.45 21.98 2.55 2.02 2825
Women  71.66 23.44 3.02 1.89 2752
Total 72.57 22.70 2.78 1.95 5577

Source: DWECS 2000, question B60 by gender. 

Age 
When job satisfaction is related to age, the general trend is that satisfaction levels increase with 
age, topping at 100% (!) for those older than 65 years of age. As the official retirement age in 
Denmark is 65, those still working after reaching retirement age, quite naturally, must be satisfied 
with their jobs. Nonetheless, please note that not very many respondents in the DWECS represent 
the age group 65+. 

As to gender, we only find a gender difference in the age class 25-34 years of age, where women 
appear to be somewhat less satisfied with their jobs than men. This may reflect the work life 
balance issues specific to this group of women, i.e. working (full time) while having small 
children, an issue widely debated in the Danish national context. However, this conclusion should 
not be stated too bluntly, as no clear-cut picture emerges when looking at the levels of job 
satisfaction for parents (see Table 5). Nevertheless, it seems that the women’s job satisfaction 
levels catch up with the men’s levels at age 35+. 

The IFKA survey found no significant differences attributable to age (IFKA 2003). 

Table 3 Job satisfaction and age, by gender 2000 (%) 
Age Gender Job satisfaction 
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  High Some Little No N = 
Men  65.94 25.00 5.00 4.06 32015-24* 

 Women 65.11 26.26 5.04 3.60 278
Men 73.06 21.85 2.82 2.28 74625-34 

 Women 67.16 26.98 3.67 2.20 682
Men 72.38 23.77 2.12 1.73 75335-44 

 Women 72.44 22.56 2.82 2.18 780
Men 76.12 20.34 1.85 1.69 64945-54 

 Women 74.97 21.99 2.07 0.97 723
Men 77.68 19.35 2.08 0.89 33655-64 

 Women 77.94 18.51 2.49 1.07 281
Men 90.48 9.52 0.00 0.00 2165+ 

 Women 87.50 12.50 0.00 0.00 8

* The LFS age classes have been applied. However, the DWECS’ population are 
limited to persons 18-69 years of age. 

Source: DWECS 2000, crosstabulation of questions B60 and A2 by gender. 

Marital status 
In the DWECS there are no questions on marital status only. Instead, respondents are asked, “Do 
you live together with a spouse/partner?” (Question A7, in National Institute of Occupational 
Health, 2000b).  

As shown in Table 4, living with a spouse/partner has significant impact on general job 
satisfaction. Singles seem to be less content with their jobs than those married/living with a 
partner. The difference for singles, as compared to people married/living with a partner, is mostly 
reflected by the percentages in the categories “to a high degree” and “to some degree”.  

Table 4 Job satisfaction and marital status, by gender 2000 (%) 
Spouse/
partner 

Gender Job satisfaction 

  High Some Little No N = 
Men 75.07 20.95 2.10 1.87 2138Yes 
Women 73.06 22.55 2.85 1.55 2071
Men  68.37 25.22 3.94 2.48 686No 
Women 67.40 26.14 3.52 2.94 681

Source: DWECS 2000, crosstabulation of questions B60 and A7 by gender. 

Parenting/number of children 
As mentioned above, no definite correlation between parenting and job satisfaction appears from 
the DWECS data. Women parenting two children appear to be a little more satisfied than other 
women. There are no obvious reasons why this should be so.  

Similarly for men, there exist no apparent reasons for such fluctuations. Men without children are 
a little more satisfied than men with one child. However, men with two or three or more children 
are the most satisfied. 
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Table 5 Job satisfaction and number of children, by gender 2000 (%) 
Status Gender Job satisfaction 
  High Some Little No N = 

Men 73.13 21.46 3.09 2.32 1552No 
children Women 70.99 24.26 2.95 1.80 1389

Men 70.30 25.64 2.35 1.71 468Yes, 1 
child Women 70.64 23.31 3.91 2.14 562

Men 76.04 21.01 1.39 1.56 576Yes, 2 
children Women 74.34 21.36 2.15 2.15 604

Men  75.44 20.61 2.19 1.75 228Yes, 3 
or more Women 70.92 24.49 3.57 1.02 196

Source: DWECS 2000, crosstabulation of questions B60 and A5 by gender. 

Education 
When it comes to education and training, the most striking finding is that semi-skilled women 
(with less than 12 months of training), typically employed in low quality jobs when it comes to 
physical work environment and remuneration, are as satisfied as women who have attended long-
cycle higher education, as approximately 80% answer “to a high degree” on the job satisfaction 
question. However, the small numbers of semi-skilled women should be noted. 

Though job satisfaction is linked to educational level, employees with long-cycle higher 
education have the highest job satisfaction scores, it is not so in a linear and straightforward way. 
Men with no vocational training are a little more likely to be satisfied “to a high degree” than 
semi-skilled male workers (among who the highest percentage of respondents answers “to a 
lesser degree”) and those who have attended a vocational basic training programme or short-cycle 
higher education. In case of the women, the picture is somewhat similar, with the absolute 
minimum level in job satisfaction for those who have attended the vocational basic training 
programme. 

Nevertheless, there is a slight tendency towards a rise in job satisfaction with the length of 
education. 

Table 6 Job satisfaction and education, by gender 2000 (%) 
Education Gender Job satisfaction 
  High Some Little No N = 

Men 70.02 23.84 3.72 2.42 537No vocational training 
Women 67.61 26.08 3.32 2.99 602
Men 68.66 22.39 7.46 1.49 67Semi-skilled etc. (Less than 12 months 

of training) Women 80.00 16.67 3.33 0.00 30
Men 66.67 28.57 4.76 0.00 21Vocational basic training programme 

(EFG/EGU in Danish) Women 60.00 35.00 5.00 0.00 40
Men 73.50 22.33 1.91 2.26 1151Completed vocational education – 

crafts and trades (4 years) Women 75.40 19.77 2.93 1.90 683
Men 72.67 24.22 2.48 0.62 161Other vocational training or education 

(12 months or more) Women 71.10 24.35 2.60 1.95 308
Men 68.28 27.42 2.69 1.61 186Short-cycle higher education (less than 

3 years) Women 67.23 27.12 3.95 1.69 354
Medium-cycle higher education (3-4 Men 75.75 19.35 2.45 2.45 367

 8/22 

 

http://www.eurofound.eu.int/areas/industrialrelations/dictionary/definitions/QUALITYOFWORK.htm


Education Gender Job satisfaction 
  High Some Little No N = 
years) Women 72.96 23.89 2.22 0.93 540

Men 80.98 15.95 1.84 1.23 326Long-cycle higher education (more 
than 4 years) Women 78.80 17.39 2.72 1.09 184

Source: DWECS 2000, crosstabulation of questions B60 and A10 by gender. 

 

Job status 
As it appears in Table 7, the DWECS population reflects that the majority of Danish employees 
are engaged in permanent employment relationships (by respectively 89% of the men and 87% of 
the women). Moreover, it seems that job satisfaction is affected significantly by the contract of 
employment, especially for women, where we find a seven percentage points difference on job 
satisfaction “to a high degree” from permanent employment to fixed term contracts. Most 
important, it appears that the percentages of respondents that answer “only to a lesser degree” and 
“No, or only to a very small degree” are higher for those with fixed term contracts in comparison 
to permanent employment contracts.  

Table 7 Job satisfaction and contract of employment, by gender 2000 (%) 
Fixed term 
contract 

Gender Job satisfaction 

  High Some Little No N = 
Men 70.81 19.80 4.03 5.37 298Yes 
Women 65.51 24.93 5.80 3.77 345
Men  73.80 22.28 2.34 1.59 2523No 
Women 72.62 23.18 2.62 1.58 2403

Source: DWECS 2000, crosstabulation of questions B60 and B12 by gender. 

Apparently, working time, when defined as full time and part time has no considerable impacts 
on job satisfaction. However, women working part time appear slightly less satisfied than those 
working full time. 

Table 8 Job satisfaction and part time / full time work, by gender 2000 (%) 
Working 
time 

Gender Job satisfaction 

  High Some Little No N = 
Men 73.88 21.63 2.54 1.95 2687Full time 
Women 73.31 22.05 2.81 1.83 2282
Men  72.58 23.39 2.42 1.61 124Part time* 
Women 69.25 24.34 3.10 3.32 452

* Part time defined as less than 29 hours a week 

Source: DWECS 2000, crosstabulation of questions B60 and B15 by gender. 

Occupational background 
Firstly, it should be noted that when the respondents are distributed on job categories, Table 9 
below, many categories of employees consist of rather few respondents, making data less robust 
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for further analysis. In the commentary on the data below some occupational groups are left out 
due to very few respondents. Nevertheless, there are a few things to be commented on. 

As well as job satisfaction correlated with length of education, job satisfaction appears to vary 
with different occupations. Of male employees: 

• Professionals; 

• Engineers and architects; 

• Computing professionals 

• Technicians;  

• In managerial positions (managers, retail managers and foremen) 

are the most satisfied. Nevertheless, in some very different job categories employees are as 
satisfied as those who have long-cycle higher education or uphold managerial positions. These 
are: 

• Childcare workers; 

• Building caretakers; 

• Carpenters and joiners;  

• Other food and related products industry workers (beverages, tobacco etc.). 

Furthermore, job satisfaction is quite low (compared to the overall level of job satisfaction) for 
the following occupations: 

• Postal workers; 

• Cleaning assistants; 

• Machine-tool setters and setter operators; 

• Wood industry workers; 

• Meat- and fish-processing workers. 

In the case of the women participating in the DWECS we do not see education contributing to job 
satisfaction to the same extent (even though there seem to be some correlation). The most 
satisfied among women are: 

• Childcare workers; 

• Home-based childcare workers 

• Managers;  

• Foremen. 

Whereas the most discontent women are to found among: 

• Technicians; 

• Postal workers; 

• Cleaning assistants. 
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Table 9 Job satisfaction and occupational background, by gender 2000 (%) 
Job category Gender Job satisfaction 
  High Some Little No N =

Men 80.90 17.98 1.12 0.00 89Professionals 
Women 78.13 20.31 0.00 1.56 64
Men 77.50 20.00 2.50 0.00 80Engineers and architects 
Women 64.29 21.43 7.14 7.14 14
Men  80.46 17.24 2.30 0.00 87Computing professionals 
Women 75.68 21.62 2.70 0.00 37
Men 66.10 32.20 1.69 0.00 59Primary education teaching professionals 
Women 63.93 26.23 8.20 1.64 122
Men 74.51 23.53 1.96 0.00 51Other teaching professionals 
Women 78.57 21.43 0.00 0.00 56
Men 84.09 13.64 2.27 0.00 44Technicians  
Women 58.06 41.94 0.00 0.00 31
Men 100.00 0.00 0.00 0.00 2Nurses 

 Women 75.00 22.41 0.86 1.72 116
Men  66.67 33.33 0.00 0.00 6Social- and health associate professionals, 

home-based personal care etc. Women 68.87 27.81 3.31 0.00 151
Men  61.90 33.33 4.76 0.00 21Childcare professionals – day-care 

 Women 76.52 20.87 2.61 0.00 115
Men 73.68 21.05 5.26 0.00 19Childcare professionals – residential 

institutions Women 79.31 17.24 1.72 1.72 58
Men 86.96 13.04 0.00 0.00 23Childcare workers 

 Women 85.94 14.06 0.00 0.00 64
Men 66.67 33.33 0.00 0.00 3Home-based childcare workers 

 Women 84.21 15.79 0.00 0.00 76
Men 88.54 10.28 0.40 0.79 253Managers 

 Women 84.21 13.16 1.32 1.32 76
Men 79.49 17.95 2.56 0.00 39Secretaries, private sector 

 Women 75.26 18.04 4.12 2.58 194
Men 64.00 36.00 0.00 0.00 25Secretaries, public sector 

 Women 72.78 21.52 4.43 1.27 158
Men 73.08 26.92 0.00 0.00 26Bookkeepers and accountants 

 Women 78.48 16.46 3.80 1.27 79
Men 65.00 30.00 0.00 5.00 20Bank clerks 

 Women 73.53 26.47 0.00 0.00 34
Men 47.83 39.13 4.35 8.70 23Postal workers 

 Women 50.00 35.00 5.00 10.00 20
Men 71.70 24.53 1.89 1.89 53Warehouse clerks 

 Women 75.00 12.50 12.50 0.00 8
Men 82.61 8.70 4.35 4.35 23Retail managers 

 Women 72.22 22.22 0.00 5.56 18
Men 64.29 30.95 4.76 0.00 42Shop salespersons 

 Women 62.11 30.53 4.21 3.16 95
Men 79.21 15.84 1.98 2.97 101Salespersons 

 Women 71.88 23.44 3.13 1.56 64
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Job category Gender Job satisfaction 
  High Some Little No N =

Men 63.64 36.36 0.00 0.00 11Cooks 
 Women 70.00 26.00 2.00 2.00 50

Men 54.55 36.36 9.09 0.00 11Cleaning assistants 
 Women 51.28 37.18 3.85 7.69 78

Men 81.36 15.25 0.00 3.39 59Building caretakers 
 Women 80.00 20.00 0.00 0.00 10

Men 72.55 19.61 1.96 5.88 51Agricultural workers 
 Women 75.00 12.50 12.50 0.00 8

Men 81.08 16.22 0.90 1.80 111Foremen 
 Women 80.00 20.00 0.00 0.00 30

Men 56.67 40.00 3.33 0.00 60Machine-tool setters and setter operators 
 Women 100.00 0.00 0.00 0.00 2

Men 72.73 21.82 0.00 5.45 55Mechanics 
 Women 100.00 0.00 0.00 0.00 1

Men 71.11 24.44 2.22 2.22 45Plumbers and pipe fitters 
 Women 50.00 50.00 0.00 0.00 2

Men 62.22 31.11 0.00 6.67 45Metal, machinery and related trades 
workers – unskilled Women 66.67 33.33 0.00 0.00 9

Men 68.54 28.09 2.25 1.12 89Electricians – skilled 
 Women 33.33 66.67 0.00 0.00 3

Men 72.73 18.18 9.09 0.00 11Electronic equipment assemblers – 
unskilled  Women 68.75 28.13 3.13 0.00 32

Men 57.14 31.43 5.71 5.71 35Wood industry workers 
 Women 100.00 0.00 0.00 0.00 6

Men 81.63 14.29 0.00 4.08 49Carpenters and joiners 
 Women - - - - 0

Men 65.00 30.00 5.00 0.00 60Building and construction labourers – 
skilled Women - - - - 0

Men 51.72 34.48 10.34 3.45 29Meat- and fish-processing workers 
 Women 66.67 22.22 11.11 0.00 9

Men 80.85 12.77 4.26 2.13 47Other food and related products industry 
workers (beverages, tobacco etc.) Women 43.75 50.00 6.25 0.00 16

Men 70.91 18.18 9.09 1.82 55Freight handlers 
 Women 75.00 8.33 8.33 8.33 12

Men 73.28 23.28 2.59 0.86 116Heavy-truck and lorry drivers 
 Women 75.00 25.00 0.00 0.00 4

Men 88.89 5.56 0.00 5.56 18Apprentices and trainees in service, offices 
etc. Women 67.39 26.09 4.35 2.17 46

Men 73.81 19.05 5.95 1.19 84Apprentices and trainees in industry, trades 
and crafts Women 66.67 33.33 0.00 0.00 15

Men 68.80 24.96 3.05 3.19 689Others 
 Women 69.75 24.57 3.04 2.64 757

Source: DWECS 2000, crosstabulation of question B60 and jobhg00 by gender. 
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Sector of employment 
As to the distribution of respondents on sectors, the aforementioned problem of very few 
respondents in some categories is also present. The most satisfied employees are to be found in 
these sectors (with reference to NACE rev. 1.1): 

• Agriculture, hunting and forestry (men); 

• Electricity, gas and water supply (men); 

• Construction (women); 

• Other community, social and personal service activities (women). 

 

And the lowest levels of job satisfaction are in: 

• Manufacturing (men and women); 

• Wholesale and retail trade; repair of motor vehicles, motorcycles and personal and household 
goods (women); 

• Hotels and restaurants (women); 

• Transport, storage and communication (men and women); 

• Real estate, renting and business activities (women); 

• Education (women); 

• Extra-territorial organisations and bodies (men). 

 

Table 10 Job satisfaction and sector of employment, by gender 2000 (%) 
Sector Gender Job satisfaction 
  High Some Little No N =

Men 90.20 7.84 0.00 1.96 51Agriculture, hunting and forestry 
Women 73.53 17.65 8.82 0.00 34
Men 100.00 0.00 0.00 0.00 4Fishing 
Women - - - - 0
Men 77.78 22.22 0.00 0.00 9Mining and quarrying 
Women 66.67 33.33 0.00 0.00 3
Men 69.62 24.12 3.39 2.87 767Manufacturing 
Women 67.82 27.30 2.87 2.01 348
Men 82.14 17.86 0.00 0.00 28Electricity, gas and water supply 
Women 100.00 0.00 0.00 0.00 5
Men 70.29 25.00 3.26 1.45 276Construction 
Women 88.57 5.71 0.00 5.71 35
Men 73.81 21.43 2.98 1.79 336Wholesale and retail trade; repair of motor 

vehicles, motorcycles and personal and 
household goods 

Women 66.40 25.69 3.95 3.95 253

Men 73.17 21.95 2.44 2.44 41Hotels and restaurants 
Women 69.70 24.24 1.52 4.55 66

Transport, storage and communication Men 67.16 26.49 3.73 2.61 268
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Sector Gender Job satisfaction 
  High Some Little No N =

Women 60.94 29.69 6.25 3.13 128
Men 79.17 18.06 1.39 1.39 72Financial intermediation 
Women 73.08 23.08 2.56 1.28 78
Men 79.12 17.95 1.10 1.83 273Real estate, renting and business activities 
Women 64.04 27.63 4.82 3.51 228
Men 78.30 19.81 0.47 1.42 212Public administration and defence; 

compulsory social security Women 75.38 21.54 2.05 1.03 195
Men 76.44 19.90 3.14 0.52 191Education 
Women 68.25 26.67 3.81 1.27 315
Men 74.39 22.56 1.83 1.22 164Health and social work 
Women 76.32 20.48 2.20 0.99 908
Men 78.85 18.27 0.96 1.92 104Other community, social and personal 

service activities Women 80.43 18.12 0.72 0.72 138
Men 66.67 28.57 0.00 4.76 21Extra-territorial organisations and bodies 
Women 77.78 11.11 11.11 0.00 9

Source: DWECS 2000, question B60 by NACE rev 1.1 (A-Q) and gender. 

Section 3: Secondary analysis of survey data on job satisfaction 
 
5 – Is there any assessment of the relationship between job satisfaction and other variables 
related to organisational practices/independent work-related practices in national surveys 
data analysis/reports? Briefly mention the main findings on the cross-tabulation between 
the following factors and job satisfaction: job autonomy, working time and WLB issues, and 
worker participation/involvement.  

 

Job autonomy  
Job autonomy, as a theoretical concept as defined in Nguyen, Taylor and Bradley (2003) is not 
present in the DWECS. In this comparative analytical report contribution, therefore, we apply the 
dimensions on job decision latitude (as measured in DWECS, Table 11), a question on 
quantitative intensive demands (Table 12) and a question on quantitative extensive demands 
(Table 13) to explore “job autonomy” as correlated to job satisfaction.  

As Table 11 shows, job decision latitude has significant impact on job satisfaction. As job 
decision latitude decreases, fewer respondents are allocated to the “to a high degree”-category of 
employees and more appear in the remaining categories. Where 90% of male and 85% of female 
employees with high job decision latitude are satisfied “to a high degree” this is the case for only 
56% of employees with low job decision latitude. Furthermore, moving from “high to low” in the 
table is also moving from high satisfaction closer towards no satisfaction.  

Table 11 Job satisfaction and job decision latitude, by gender 2000 (%) 
Job decision latitude Gender Job satisfaction 
  High Some Little No N = 
High Men 89.51 9.69 0.40 0.40 753
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Job decision latitude Gender Job satisfaction 
  High Some Little No N = 

Women 84.95 14.64 0.21 0.21 485
Men 77.34 20.88 1.19 0.59 843Above average 
Women 80.75 17.27 1.75 0.23 857
Men 67.23 28.06 2.45 2.26 531Below average 
Women 67.91 26.51 3.88 1.71 645
Men 56.26 31.80 6.62 5.32 695Low 
Women 56.28 33.25 5.50 4.97 764

The dimensions of Job decision latitude comprises: 
Question B67:  
Do you have substantial control over your work? By always, often, some times, seldom and 
never/almost never. 
Question B68:  
Do have control over who you work together with? By always, often, some times, seldom and 
never/almost never. 
Question B69:  
Do you have control over workload? By always, often, some times, seldom and never/almost 
never. 
Question B70:  
Do you control what to do at work? By always, often, some times, seldom and never/almost 
never. 

Source: DWECS 2000, crosstabulation of questions B60 and Job decision latitude by 
gender. 

The intensity of work, regarded as a pressure on pace work, is also clearly linked to job 
satisfaction. In Table 12 it is evident that high pace work reduces job satisfaction. However, this 
only holds true when comparing the category “always” with the remaining categories. In case of 
the women we find the highest percentage of satisfied “to a high degree” among those answering 
“seldom”, whereas this is the case for male employees answering never/almost never. Quite 
interestingly, the percentages of employees not satisfied with their jobs (“no, or only to a very 
small degree”) appear to be higher answering never/almost never on the question on pace of work 
than for the categories often, some times and seldom. We do not know the exact reason for this, 
but this group might consist of overly qualified employees in jobs not challenging their mental or 
physical skills.  

Table 12 Job satisfaction and pace of work, by gender 2000 (%) 
Is it necessary to work 
at a very high pace? 

Gender Job satisfaction 

  High Some Little No N = 
Men 65.97 22.69 5.88 5.46 238Always 
Women 57.84 29.27 7.67 5.23 287
Men 72.61 23.46 2.11 1.83 712Often 
Women 68.91 27.22 2.37 1.50 801
Men 74.98 21.05 2.50 1.47 1159Some times 
Women 73.84 22.78 2.51 0.87 1036
Men 73.08 23.53 2.26 1.13 442Seldom 

 Women 80.06 15.43 2.57 1.93 311
Never/almost never Men 76.38 18.82 1.48 3.32 271
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Is it necessary to work 
at a very high pace? 

Gender Job satisfaction 

  High Some Little No N = 
Women 75.71 18.61 2.52 3.15 317

Source: DWECS 2000, crosstabulation of questions B60 and B61 by gender. 

The figures presented in Table 13, below, reflect that the issue dealt with in this comparative 
analytical report contribution is quite complex. It could be expected that demanded overtime 
work would decrease the level of job satisfaction. However, for male employees the opposite 
seems to be the case. The more overtime work demanded the more satisfied male employees 
become, as 79% of those “always” requested to work overtime are satisfied “to a high degree”. 
The question at this point is whether the necessity of overtime work as referred to in Table 13 by 
the respondents is perceived of as “traditionally” requested overtime work or as necessary in a 
“work as a way of life” perspective. We will try to discuss this more in depth in relation to Table 
16, in the next section. When it comes to the women the picture is a little different. The women 
most content with their jobs are those answering “some times” and “seldom” to the question “is it 
necessary to work overtime?”. However, it should be noted that relative few female respondents 
can be found among those “always” having to work overtime.  

Table 13 Job satisfaction and overtime work, by gender 2000 (%) 
Is it necessary to work 
overtime? 

Gender Job satisfaction 

  High Some Little No N = 
Men 78.57 20.54 0.89 0.00 112Always 
Women 70.83 20.83 4.17 4.17 48
Men 76.19 19.70 1.97 2.13 609Often 
Women 66.57 26.57 3.58 3.28 335
Men 73.11 22.64 2.55 1.70 941Some times 
Women 74.21 21.76 3.05 0.98 919
Men 70.56 24.16 2.72 2.56 625Seldom 

 Women 73.79 23.18 2.27 0.76 660
Men 73.64 20.75 3.36 2.24 535Never/almost never 
Women 69.12 24.40 3.30 3.18 787

Source: DWECS 2000, crosstabulation of questions B60 and B65 by gender. 

Working time and work life balance issues  
The majority of the respondents find that work affects private life either in a good way or not at 
all. However, approximately 15% of the respondents report that work affects private life in a bad 
way or in a very bad way. Accordingly, this latter group of respondents are the most discontent 
with work. Overall, it appears that the level of job satisfaction correlates with the perception of a 
balanced work life. 

Table 14 Job satisfaction and work life balance, by gender 2000 (%) 
How does work affect 
your private life? 

Gender Job satisfaction 

  High Some Little No N = 
In a very good way Men 95.37 4.63 0.00 0.00 108
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How does work affect 
your private life? 

Gender Job satisfaction 

  High Some Little No N = 
Women 93.46 6.45 0.00 0.00 153
Men 84.31 14.31 0.80 0.58 1370In a good way 
Women 80.26 18.54 0.81 0.40 1489
Men 65.36 30.14 2.77 1.73 866Not at all 
Women 64.31 30.35 2.89 2.46 692
Men 52.00 33.18 8.71 6.12 425In a bad way 
Women 45.35 36.06 12.68 5.92 355
Men 40.00 20.00 0.00 40.00 15In a very bad way 

 Women 21.74 34.78 13.04 30.43 23
Source: DWECS 2000, crosstabulation of questions B60 and B108 by gender. 

Generally, it seems to be the trend that working time flexibility leads to higher job satisfaction 
levels. It seems that working time flexibility is an either-or type of situation in employment 
relationships as the majority of the respondents in Table 15 are placed either in the category “yes, 
up to more than an hour” or in the “no” category. If relying on the difference in satisfaction levels 
in these two categories we may conclude that working time flexibility contributes to job 
satisfaction. The categories in between only account for 10% of the respondents and the variance 
may be random. 

Table 15 Job satisfaction and working time flexibility, by gender 2000 (%) 
Can you, without any prior 
agreement, place your working 
time as you prefer?  

Gender Job satisfaction 

  High Some Little No N = 
Men 77.72 18.37 2.22 1.69 947Yes, up to more than an hour 
Women 81.41 15.71 2.05 0.83 1318
Men 73.56 22.41 2.30 1.72 174Yes, up to an hour 
Women 78.50 16.00 3.00 2.50 200
Men 78.13 18.75 3.13 0.00 64Yes, up to half an hour 
Women 68.75 28.13 0.00 3.13 64
Men 65.91 27.27 4.55 2.27 44Yes, up to a quarter of an hour 
Women 75.86 24.14 0.00 0.00 29
Men 67.52 26.82 3.55 2.10 1521No 
Women 64.27 29.36 3.14 3.23 1209

Source: DWECS 2000, crosstabulation of questions B60 and B20 by gender 

Surprisingly, considering much public (national) debate on working time in relation to work-life 
balance, those working long hours report themselves more satisfied with work than those working 
lesser hours. Apart from men working part time being approximately as satisfied as men working 
36-39 hours a week, job satisfaction rise with the number of hours put into work. This indicates 
that employees working long hours hold high quality jobs or perceive work as rewarding, 
developing etc.  

In the IFKA survey we find the same evidence: employees working more than 45 hours a week 
are more satisfied than employees working a standard full time week, i.e. 37 hours. However, 
those working long hours are less satisfied with the possibility of getting the job done within the 
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scheduled time, are more satisfied in regard of working time flexibility and are less satisfied with 
the possibility of having a balanced work and private life (IFKA 2003). 

Table 16 Job satisfaction and working time, by gender 2000 (%) 
Working time – weekly Gender Job satisfaction 
  High Some Little No N = 

Men 72.58 23.39 2.42 1.61 1240-29 hours 
Women 69.25 24.34 3.10 3.32 452
Men 66.15 28.46 3.08 2.31 13030-35 hours 
Women 69.22 26.49 3.36 0.93 536
Men 70.08 24.71 3.13 2.09 153436-39 hours 
Women 72.07 23.44 2.74 1.75 1314
Men 78.81 17.66 1.69 1.84 70840-48 hours 
Women 76.36 19.02 2.99 1.63 368
Men 81.27 15.56 1.59 1.59 31549 hours or more 
Women 81.25 10.94 3.13 4.69 64

Source: DWECS 2000, crosstabulation of questions B60 and B15 by gender. 

One further remark should be made on job satisfaction, work life balance and working time. If 
data are examined more closely (not shown), it turns out that the job satisfaction levels for 
employees working very long hours, 49 hours or more, are just about unaffected by work life 
balance problems. Among employees working more than 49 hours a week job satisfaction levels 
appear to be unaffected by an estimation of work as affecting private life “in a bad way” or “not 
at all”. An unbalanced work life does not necessarily lead to lower job satisfaction, even though 
this is the general trend. 

Worker participation / involvemen 
In order to exemplify worker participation / involvement according to the comparative analytical 
report questionnaire we will draw upon the dimensions of “Skills development opportunities”, 
“Meaning” and “Predictability”, as measured in DWECS 2000. 

In analysing job satisfaction as a correlate to skills development opportunities we find no 
considerable gender differences. On the other hand, we do find the possibility of skills 
development in the job to correlate strongly with job satisfaction, as satisfaction levels (“to a high 
degree”) increase steadily from 48% in jobs characterised by low skills development 
opportunities to 90% in jobs characterised by high skills development opportunities. 

Table 17 Job satisfaction and skills development opportunities, by gender 
2000 (%) 

Skills development 
opportunities 

Gender Job satisfaction 

  High Some Little No N = 
Men 91.99 7.03 0.33 0.65 612High 
Women 88.85 10.02 0.57 0.57 529
Men 85.21 13.85 0.70 0.23 852Above average 
Women 82.32 15.88 1.35 0.45 888
Men 66.92 29.92 1.95 1.20 665Below average 
Women 69.05 27.08 2.83 1.04 672
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Skills development 
opportunities 

Gender Job satisfaction 

  High Some Little No N = 
Men 49.06 37.37 7.36 6.20 693Low 
Women 46.30 40.57 7.39 5.73 663

The dimensions of Skills development opportunities comprises: 
Question B72:  
Does your work demand you to be enterprising? By to a very high degree, to a high degree, in 
part, to a small degree and to a very small degree. 
Question B73:  
Do you have the possibility of learning new things in your job? By to a very high degree, to a high 
degree, in part, to a small degree and to a very small degree. 
Question B75:  
Can you utilize you abilities and skills in your job? By to a very high degree, to a high degree, in 
part, to a small degree and to a very small degree. 

Source: DWECS 2000, crosstabulation of questions B60 and Skills development 
opportunities by gender. 

As to the dimensions of meaning (Table 18) we may conclude the same as above. Here the 
tendency is even more outspoken as we find strong evidence that not being emotionally involved, 
not perceiving the job as meaningful, in a job has significant negative impact on job satisfaction.  

Table 18 Job satisfaction and meaning, by gender 2000 (%) 
Meaning Gender Job satisfaction 
  High Some Little No N = 

Men 93.53 6.02 0.00 0.45 665High 
Women 90.38 8.79 0.55 0.27 728
Men 82.19 17.11 0.35 0.35 859Above average 
Women 78.45 20.16 0.93 0.46 863
Men 74.45 23.08 1.51 0.96 728Below average 
Women 69.85 27.79 1.47 0.88 680
Men 35.56 46.48 10.21 7.75 568Low 
Women 33.54 45.42 12.71 8.33 480

The dimensions of Meaning comprises: 
Question B76:  
Are your work tasks meaningful? By to a very high degree, to a high degree, in part, to a small 
degree and to a very small degree. 
Question B78:  
Do you feel that you perform an important job? By to a very high degree, to a high degree, in part, 
to a small degree and to a very small degree. 
Question B79:  
Do you feel motivated and engaged in your job? By to a very high degree, to a high degree, in 
part, to a small degree and to a very small degree. 

Source: DWECS 2000, crosstabulation of questions B60 and Meaning by gender. 

In the dimensions of predictability we, again, are not able to detect any substantial differences 
according to gender. As the predictability of work goes from high to low, we see significant 
decreases in job satisfaction. Please note that predictability also is a means of dialogue and 
information and consultation in the workplace.  
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Table 19 Job satisfaction and predictability, by gender 2000 (%) 
Predictability Gender Job satisfaction 
  High Some Little No N = 

Men 90.18 8.84 0.14 0.84 713High 
Women 88.12 10.53 0.75 0.60 665
Men 81.58 16.42 1.74 0.27 749Above average 
Women 80.14 18.31 1.27 0.28 710
Men 71.53 25.51 2.03 0.92 541Below average 
Women 70.50 25.90 2.16 1.44 556
Men 52.88 36.11 5.63 5.39 817Low 
Women 51.77 36.66 6.94 4.63 821

The dimensions of Predictability comprises: 
Question B80:  
Do you, at your workplace, receive information on for example important decisions, changes and 
future plans in advance? By to a very high degree, to a high degree, in part, to a small degree 
and to a very small degree. 
Question B81:  
Do you receive the information you need to perform well at work? By to a very high degree, to a 
high degree, in part, to a small degree and to a very small degree. 

Source: DWECS 2000, crosstabulation of questions B60 and Predictability by 
gender. 

 

6 – Please answer one of the following questions (6a, 6b or 6c - 500 words maximum): 

6a – Are there any examples of interesting conceptual or meta-analysis of job satisfaction 
per se – interpretative approaches to job satisfaction? Please summarise the main findings.  

6b – Are there any examples of interesting survey approaches to quantifying and measuring 
job satisfaction – methodological aspects of capturing job satisfaction data in surveys? 
Please summarise the main findings.  

6c – Is there any interesting piece of analysis of job satisfaction and its correlations? Please 
summarise the main research findings (preferably in relation to one of the job satisfaction 
correlations identified in 5). 

6c – As mentioned before, not much research has been undertaken with job satisfaction as the 
point of departure. Rather job satisfaction is treated as a subtopic in other fields of research. In 
this section, therefore, we, firstly, summarise some further findings of the IFKA survey and, 
secondly, suggest factors that could be considered when measuring job satisfaction on the 
background of sector specific survey sources. Further information on these supplementary studies 
is given below. 

In addition to what has already been mentioned, the IFKA survey identifies the following 
domains to correlate with higher levels of job satisfaction (IFKA, 2003): 

• Private sector employment; 

• Low rates of sick leave; 

• The, self-rated, possibility of getting a new job if considered relevant; 

• Higher income. 
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In various sector specific surveys job satisfaction is found to correlate with: 

• Social support from and social integration among colleagues (PLS Rambøll, 2003); 

• Good health (Kristensen et al., 1998) 

 

And job satisfaction appear to decrease with: 

• Stress (PLS Rambøll, 2003) 

• Harassment and bullying (Dofradottir & Høgh, 2002) 

 

About the supplementary studies  
Dofradottir & Høgh, 2002: A comprehensive study of Danish and international research literature 
on bullying and nasty teasing in the workplace. In the study, three empirical studies have been 
identified to support the abovementioned thesis. 

Kristensen et al., 1998: A study on the possible pitfalls and strengths in applying a concept of 
self-reported health in working conditions surveys. On the background of the data from the PRIM 
study, PRoject Intervention in Monotonous work, a study on monotonous repetitive work in 19 
enterprises in different sectors comprising approximately 3000 employees, self-rated health is 
found to be one of the strongest correlates to job satisfaction.  

PLS Rambøll, 2003: An overview over surveys measuring the psychosocial working environment 
among different kinds of professionals organised under the Danish Confederation of Graduate 
Employee Associations (AC). PLS Rambøll estimates that the prevalence of stress reduces job 
satisfaction levels considerably. 
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