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Abstract: This paper proposed a job satisfaction management model titled Job Satisfaction Management System
(JSMS). The four major components of the JSMS outlined are: IT professionals, Factors involved in job satisfaction,
Management commitment and Expected Outcome.
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I.
INTRODUCTION
Research studies showed that Elton Mayo of the Harvard Business School conducted studies that looked at the affects lighting,
temperature and other conditions had on workers [1]. During the course of these studies, Mayo discovered that people work for
reasons other than money, thus opening the door for thousands of researchers and scholars to study the more complex conditions
that motivate people to work. Out of some of these research efforts came a new area of study called job satisfaction, which [2]
claimed was a way to describe how content people are with their work.
Job satisfaction is important to employees because it can affect their general health, happiness and work/life balance [3]. Job
satisfaction is of interest to employers because employees who are dissatisfied with their work have higher rates of absenteeism, are
more likely to quit their jobs, arrive late for work, produce less than their colleagues who are happier in their jobs and can
negatively affect the morale of the organization [4, 5, 6,].
A low level of job satisfaction is also reflected in an organization’s bottom line as the costs associated with discontent
employees can readily be measured by looking at what an organization spends hiring and training new workers [7] and Reicheld’s
[6] work showed that even a one or two percent turnover rate can significantly affect a company’s profitability. Studies [7] also
found that low levels of job satisfaction led workers to find other employment, their former colleagues’ job satisfaction levels were
affected negatively due to the stress of adjusting to new co-workers.
Many studies have shown how important job satisfaction is to the success of an organization [8, 5, 9, 10, 11,]; but information
from this study [7] shows how a low level of job satisfaction in some workers within an organization can ultimately affect the job
satisfaction of all workers within an organization.
Today’s business environment is more challenging and more dynamic than in previous years. Undoubtedly, the obvious reason
for this can only be attributed to the pervasiveness of information technology (IT); the ubiquity of IT in today’s business
environment has heightened the impact of business strategies [1]. Some of which includes virtual organizations, thus this strategy is
the next form in evolutionary chain of organizational structure [12, 13]. The satisfaction of some IT workers has been seen in the
fact that they are able to satisfactorily be a part of an organization by working virtually [14]. The strategic impact of a technology
initiative could be said to be related to the technological and business structure of the organization in terms of decision making.
Whether or not technical and business experts are involved, or are the decisions left at the hands of upper management without the
subject experts is a question that every organization needs to deal with. Companies adopt IT solutions like ERP (Enterprise
Resource Planning) for a variety of strategic reasons, such as cost reduction expectations, long-term growth support, integration of
business processes and improved productivity and customer responsiveness [15].
The format of the rest of the paper is as follows: Section II reviews managerial Implication on job satisfaction as published by
other researchers in existing literatures. Section III identifies job satisfaction management system model with illustration of the
model. Section IV concludes the paper.
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II. MANAGERIAL IMPLICATIONS
Though the same factors that add up to job satisfaction exist for all workers, the nature of IT professionals and of the work itself
indicates that IT professionals place those factors in a unique order, and companies, by and large, have failed to take notice. As a
consequence, organizations fall short when attempting to motivate their IT workers using the same methods that work on other
employees. The failure to understand how to effectively motivate IT professionals results in unhappy employees, low morale, low
productivity and a high rate of turnover in companies’ technology departments. No employee can reasonably expect to have all his
or her needs met in the workplace, but the more important needs must be met, and the literature review shows how vital it is to all
organizations to understand and meet the needs of their knowledge workers.
Given the dynamic nature of the technology and the rise of offshore competition, it is more important than ever for IT
professionals to pay aggressive attention to their profession and seek the attention of management as well [16]. Although money
appeals to all workers, many employees are more interested in how they can achieve a better work/life balance and are looking to
their employers to help them by enabling them to work from home or from a remote location or to give them time off after a
particularly hard week. Study shows that IT professionals can be hired by an employer simply by being offered monetary rewards;
employers cannot keep valued IT workers by offering more money to them [17]. Knowledge workers’ requirements for job
satisfaction and organizational commitment extend far beyond the bounds of their paychecks [17, 18].
In recent times studies have shown that there is more to monetary compensation when it comes to job satisfaction [19, 20].
Another opinion is that workers are not fully understood by management in terms of what truly motivates them to do work and that
management does not pay attention to the satisfaction level of the workers [21]. However, it is important to note that providing
ways to satisfy workers should be research in depth based on the fact that a lot of variables come into play it is not a one size fits all
strategy [22].
Management is essential in the work environment, their involvement towards improving the level of job satisfaction should be
paramount on their list when management treats workers as a commodity – replaceable and fungible, workers can sense this and for
expert workers, this leaves them no choice than to job hop. Management have the power to hire and fire but the reality is that it can
be expensive to go through the process of hiring new employees, training them but offering little support or attentions towards
motivating them and paying attention to ways that can be used to enhance job satisfaction among the IT professionals. For this
reason managerial considerations should include:
A.

Job Satisfaction Factors to IT professionals
Researchers noted that job satisfaction factors apply to IT workers just as they do all workers some of the usual factors of job
satisfaction includes: compensation, benefits, flexible hours, the option to telecommute, having a good boss and agreeable
coworkers, having the opportunity to learn and increase their skills, being recognized for their work and having opportunities to
advance within the organization. The authors also went ahead to distinguish the fact that despite the above stated common factors,
IT workers, regardless, tend to focus on different job satisfaction factors than the ones that satisfy other kinds of employees and
these were found to include factors like: autonomy in their work and having opportunities to advance [23].
B.

Managing the Expert Workers
There still exist gaps in the selection of managers for the IT workers and subsequently how they ought to be managed [22].
This is due to the nature of work performed in a technical environment, the IT environment is very dynamic, could be seen as
chaotic, very fast paced with often times complicated and complex multidimensional infrastructure based platforms. As
identified in a previous paper [12] other pertinent job satisfaction factors to include:
• Personality Trait
•

Working condition

•

Extrinsic Versus Intrinsic Effect

•

Social Influence

•

Assertiveness

•

Emotional resilience

•

Openness

•

Extraversion

•

Team work disposition

•

Optimism

•

Work Drive
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C.

Work Environment and it’s Effect on Employees Attitude
The effect of Employees attitude has shown by several researchers as dependent on the work environmental factors.
Subsequently due to increased demand of technology and competition for employees and technical talent this has led to increasing
interest in understanding the benefits of job satisfaction management system or strategies as seen in fig 1 the use of highperformance work systems (HPWS) [24, 25, 26]. According to researchers [27] on HPWS, they opined that HPWS refer to a group
of separate but interconnected HR management practices, including comprehensive recruitment and selection procedures, incentive
compensation and performance management systems, and extensive employee involvement and training, which are designed to
enhance employee and firm performance outcomes through improving workforce competence, attitudes, and motivation [25]
When employees are adequately supported with the provision of; good working environment, tools to get their job done,
constantly asked for feedback as a way of inclusion; as a person and not an item or a number that can be discarded or fired at any
time. They respond with a good attitude, expressing a sense of belonging, loyalty and faith in the organization that they work for.
This is therefore seen as system and the effect of a good system is seen in an organization ability to create a good system or
environment that elicits employee behaviors and capabilities that contribute to firm competitive advantage [28].

Figure 1: Multilevel Model of High Performance Work System, climate, and individual level Attitudes [27].
III. JOB SATISFACTION AND MANAGEMENT SYSTEM
In this section the Job Satisfaction Management System (JSMS) is proposed. It is presented in a graphical form as a model in
Fig 2. The job satisfaction management system comprises of Information Technology professionals; these are the knowledge
workers, the technical analysts, the IT engineers, software developers, database administrators, Software engineers, Network
engineers, application support analysts, production support technicians, IT project managers etc. Their levels of satisfaction are
being driven by these factors identified from a previous paper [12] and findings from other studies with pertinent factors such as

234

Dr.Ify Diala, World Applied Programming, Vol (1), No (4),Octobert 2011.

personality trait Working conditions, Work Value, Social Influence, teamwork, Work drive, Optimism, Assertiveness, Customer
Service, team work, Extraversion, Emotional- Resilience and Openness impacts the satisfaction of IT professionals. Job satisfaction
in any environment cannot go without looking at management commitment, this is very critical and equally important that
organization leverage the skills of the IT professionals giving them autonomy over their responsibilities at work with the provisions
made by management towards working conditions of their worker, providing access to information about the company and their
jobs, allowing and providing avenues for social affiliations.
The support of management in around these factors is expected to result in the following and as shown in figure 2: Increase in
productivity, Increased Morale, Low Turnover and decrease in absenteeism thus making IT professionals effective and efficient
thus increase the level of their satisfaction on the job. Based on all these the goal is to provide a work place that promotes an
individual’s level of satisfaction as they do their work, which increases their appreciation of the work place, increases
consciousness in getting the work done, and ultimately an increase in boosting the business of the organization based on the
workers contributions [29].

IT Professionals
Job Satisfaction =
Efficiency and Effectiveness

Factors Involved
Personality Traits,
Working conditions, Work
Value, Social Influence,
teamwork, Work drive,
Optimism, Assertiveness,
Customer Service, team
work, Extraversion,
Emotional- Resilience and
Openness

Expected Outcome
Increased
Productivity
Increased Morale
Low Turnover
Low absenteeism

Figure 2: Job Satisfaction Management System Model
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CONCLUSION
This paper reviewed literature that addresses managerial implications as it relates to job satisfaction of the IT professionals,
Work environment and the effect of the employees attitude towards their job.
Based on the factors identified, job satisfaction management system model was used to illustrate the connection of the
Information technology professionals, the variables that affects job satisfaction and with the support of management the expected
result that makes a worker efficient will lead to increase in productivity, morale boost, low turnover and decrease in absenteeism.
Some of these factors, like personality traits, are endemic to the individual, but other factors--benefits, autonomy, comfortable work
environment, good boss and flexibility--are provided by employers.
The literature review establishes how important the accommodations made by companies are to all employees and how
businesses and workers suffer the consequences when companies do not understand what their employees need in order to be happy
workers.
REFERENCES
[1]
[2]
[3]
[4]
[5]
[6]
[7]
[8]
[9]
[10]
[11]
[12]
[13]
[14]
[15]
[16]
[17]
[18]
[19]
[20]
[21]
[22]
[23]
[24]
[25]
[26]
[27]
[28]
[29]

Diala, I. S. (2010). Job satisfaction among information technology professionals in the Washington D.C. area: An aanalysis based on Minnesota
Satisfaction Questionnaire. Retrieved from Dissertation and Thesis database Proquest/UMI.
Locke, E.A. (1976). The nature and causes of job satisfaction. In M.D. Dunnette, & L.M.S. Hough (Eds.), Handbook of Industrial and Organizational
Psychology. Palo Alto, CA: Consulting Psychologists Press.
Greenhaus, J.H., Collins, K.M., & Shaw, J.D. (2002). The relation between work-life balance and quality of life. Journal of Vocational Behavior, 63(3),
510-531.
Joseph, D., Kok-Yee, N., Koh, C., & Soon, A. (2007). Turnover of information technology professionals: A narrative review meta-analytic structural
equation modeling and model development. MIS Quarterly, 31(3), 547-577
Porter, L.W., & Steers, R.M. (1977). Antecedents and outcomes of organizations’commitment. Administrative Science Quarterly, 22(1), 46-56.
Reichheld, F.F. (1996). The Loyalty Effect: The Hidden Force Behind Growth, Profits, and Lasting Value. Boston: Harvard Business School Press
Cropanzano, R., Howes, J.C., Grandey, A.A., & Toth, P. (1997). The relationship of organizational politics and support to work behaviors, attitudes and
stress. Journal of Organization Behavior, 18(2), 159-180.
Mobley, W.H., Griffeth, R.W., Hand, H.H., & Meglino, B.M. (1979). Review and conceptual analysis of the employee turnover process. Psychological
Bulletin, 86(3), 493-522.
Tett, R.P, & Meyer, J.P. (1993). Job satisfaction, organizational commitment, turnover intention and turnover: Path analyses based on meta-analytic
findings. Personnel Psychology, 46(2), 259-293.
Cartwright & Cooper, 1993
Posner, B.Z., & Schmidt, W.H. (1993). Values congruence and difference between the interplay of personal and organizational value systems. Journal of
Business Ethics, 12(5), 341-347.
Diala, I. S.. (2009). Overview of Job Satisfaction of Information Technology Professionals Dubai Conference May 10th -13th.
Guss, C. L. (1997, September). Virtual project management: tools and the trade.
Lee, J., Eom, M., Kim, B., & Katerattanakul, P. (2007). Virtual Organization: Resource-Based view. International Journal of E-Business Research, 13(1)
1-16
Davenport, T.H. (1992). Process Innovation: Reengineering Work Through IT. Boston: Harvard Business School Press.
Murphy, C. (2007). The six-figure. Information Week 38-41.
Jiang, J.J., & Klein, G. (2002). A discrepancy model of information systems personnel turnover. Journal of Management Information Systems, 19(2),
249–272.
Horibe, F. (1999). Managing Knowledge Workers. New York: John Wiley.
Gross-Schaefer, A. (2009). Reaching for the stars: Effective tools for the creation of a more spiritual workplace. Employee Relations Law Journal New
York: 35(1) 25-43.
Marque, J. (2005). HR’s Crucial Role in the Establishment of Spirituality in the workplace, Journal of American Academy of Business, Cambridgr, 7(2)
Wu,A.(2004).EmotionalStripteaseandotherpathstoethics,NewYorkTimes,3-4
Glen, P. (2003). Leading geeks: how to manage and lead people who deliver technology (1st ed.). San Francisco, CA: Jossey-Bass
Diala, I. & Nemani, R. (2011). Job satisfaction: Key factors influencing Information Technology professionals in Washington DC. International Journal
of Computer Technology and applications.
[32]
Guthrie JP. (200 1 ). High-involvement work practices, turnover, and productivity: Evidence from New Zealand. Academy of Management
Journal, 44, 180-192.
Huselid MA. (1995). The impact of human resource management practices on turnover, productivity, and corporate financial performance. Academy of
Management Journal, 38, 635-672
Sun LY, Aryee S, Law KS. (2007). High performance human resource practices, citizenship behavior, and organizational performance: A relational
perspective. Academy of Management Journal, 50, 558-577.
Takeuchi, R., Chen, G., & Lepak, D. P. (2009). Through The Looking Glass of a Social System: Cross-Lvele Effects of High –Performance Work
Systems on Employees’ Attitudes. Personnel Psychology 62(1) 1-29.
Collins CJ, Smith KG. (2006). Knowledge exchange and combination: The role of human resource practices in the performance of high-technology
firms. Academy of Management Journal, 49, 544-560.
Thompson, W. D. (2001). Spirituality at work, You can make a difference, Speech delivered March 8. 2001 to the union league of Philadelphia.

236

