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Abstract

:

Improving employee performance is one of the main levers for companies to achieve their goals. The detachment of work from place is a growing trend, affecting the performance levels of both employees and employers. The purpose of this research was to assess job satisfaction in telework conditions, based on areas considered decisive and evaluated by specific items. To this end, an opinion questionnaire was created, the information was processed with correlation analysis and regression analysis. This study showed that job satisfaction in telework is associated with higher skills, autonomy, and a favorable organizational climate, but also with a higher level of emotional exhaustion generated by constant access to work, as well as the lack of relationships and mentoring. We found a statistically significant positive link between competencies, autonomy, organizational climate, and job satisfaction. Significant differences were observed in the perception of job satisfaction with respect to the gender dimension, as well as between employees of various age categories.






Keywords:


telework; job satisfaction; competencies; autonomy; emotional exhaustion; organizational climate; SDGs












1. Introduction


Society is undergoing a period of major changes imposed by the need to increase syntropia in all its systems and subsystems and to correct the synergy of errors in decision-making processes that have profoundly affected the state of the whole. The accelerated development of the digital economy has opened new approaches to productive processes from higher levels, introducing technologies with possibilities for improvement and progress and creating the conditions for a major restructuring of the entire socioeconomic ensemble. Uploading a huge volume of information on large platforms ensures free access to it and ensures the improvement and cognitive development of any individual. This technology also contributes to the expansion of globalization and the functioning of multinational companies with a common decision-making core for many subdivisions with widely dispersed geographic locations. IT facilities allow the remote performance of many operations related to the functions of the enterprise that can be realized at low cost, subject to the existence of reliable and secure systems for the circulation of information.



The pandemic generated by the SARS-CoV-2 virus required many employers from public and private systems to resort to telework as a viable possibility for employees to continue working in compliance with the restrictions adopted and as a safety measure. According to the European Commission [1], telework involves: the existence of an employment contract; work in whole or in part outside the employer or client workplace, at the employee’s home, or in the form of mobile work; use of information technology; communication with the organization. The transition to telework is a significant change in the activity of employees and involves ensuring adequate organizational conditions.



In assessing the well-being of the individual, satisfaction is a defining dimension. Satisfaction is a subjective state related to the aspirations and expectation level of the individual with a strong adaptive character, depending on their opportunities, conditions, and own abilities. Satisfaction is directly conditioned by the competencies developed and is measured by the congruence between capabilities, aspirations, and reality. The complexity of this concept requires approaching it as a composite area. Regarding job satisfaction, people develop competencies appropriate to maximizing the satisfaction from carrying out an activity in terms of both income and their own development, self-realization, and performance. The evaluation of job satisfaction in telework conditions can be carried out from the perspective of social exchange theory [2]. The shared expectations of employees and employers, based on the reciprocity of their involvement and commitment, can be achieved by promotion of telework on an extended scale. Most studies show that telework has a positive relationship with job satisfaction [3,4,5,6,7,8]. On the other hand, recent studies have indicated that during the COVID-19 pandemic, “employees felt more stressed and in conflict at their remote workstations when they had to telework, and this negative output was significantly related to the deterioration of working dimensions like space, quality, and design” [9].



The literature states that among the advantages of this work regime are a work-life balance, increase in autonomy, professional development, reduction of medical absences, and more opportunities for family life. Among the main disadvantages are the intensification of work, difficulties in detaching from problems at home, concerns about extending work tasks beyond normal working hours, and, finally, exhaustion. There is also a positive correlation between telework and performance [7,10,11].



The increased concern about sustainable development materialized in the adoption of the 2030 Development Agenda by all member states of the United Nations, which includes 17 sustainable development goals (SDGs) and 169 targets. This assumes responsibility for a more inclusive, equitable, prosperous, and sustainable future, in an approach that includes social, economic, and environmental dimensions [12]. In this study, we considered the relevant SDG8: Promote sustained, inclusive, and sustainable economic growth, full and productive employment, and decent work for all; SDG5: Achieve gender equality and empower all women and girls; and SDG10: Reduce inequality.



The dynamism and complexity of the environment as a result of both technological developments and changes in the general perception of well-being require appropriate changes in organizational configurations, labor relations, individual expectations, and new perspectives circumscribed by social exchange theory. Existing studies have not integrated approaches to job satisfaction evaluation in holistic systems, particularly in telework. There is also a lack of job satisfaction approaches in terms of implementing SDG5, SDG8, and SDG10. This study aims to fill these gaps. The purpose of this article is to propose a multidimensional model for evaluating job satisfaction. To this end, the relationship between competencies, autonomy, emotional exhaustion, organizational climate, and job satisfaction is investigated and tested under the conditions of telework expansion because of the crisis generated by SARS-CoV-2 virus. The purpose of this article is to develop the tools used in assessing job satisfaction, by deepening the analysis factors, contextualizing the work regime, and identifying the specific aspects regarding the differences in perception of job satisfaction (according to gender and age and the impact of creating decent working conditions). The following research questions are considered: RQ1: Is there a statistically significant link between competencies, autonomy, emotional exhaustion, organizational climate, and job satisfaction in the case of teleworking? RQ2: Are there any differences in terms of job satisfaction between the genders and by age categories for telework employees? The following sections aim to review the literature, presenting the dimensions considered decisive in evaluating job satisfaction, research methodology, empirical study results, and discussion, as well as the future research conclusions and directions.




2. Literature Review


Assessing job satisfaction is a topic of interest in academia and for managers and HR specialists, considering the impact on employee motivation and implicitly on labor productivity and company performance. The difficulty measuring complex social phenomena is explained by “implicit conception of causality, the policy of correlation without explanation” [13]. Inspection of the literature reveals a constant focus on defining job satisfaction as a result of awareness of the importance of an individual as an asset, and as an innovative, creative, generating performance factor. Consequently, there is increasing interest in publishing on this topic, from 35,900 articles in 1969 to 3,010,000 articles in 2021, as identified on the academic platform Google Scholar, consulted in July 2021, using “job satisfaction” as a keyword.



Defined as an emotional-affective response to a job or job-specific aspects [13], job satisfaction can be assessed by positive or negative feelings about work. Therefore, it reveals the degree to which people like or dislike their work [14,15,16]. In addition, the cognitive job satisfaction is also addressed, being evaluated through conditions, opportunities or outcomes [17], remuneration, opportunities, or many other discriminatory jobs [13], and considering that “a cognitive judgment entails relating an existent to a cognitive (non-evaluative) standard” [13]. According to the expectancy theory [18], behavior is affected by preferences for certain outcomes, as well as the degree to which these outcomes are considered possible. From the perspective of this approach, job satisfaction can be assessed in terms of the expectations that exist for that job. Such expectations are determined by the probability that the performance of a job can lead to certain results (salary, working conditions, promotion, etc.), with different values depending on the perception of the degree of realization. According to the theory of goals developed by Latham and Locke [19], motivation and performance are higher when individuals set specific (difficult, but accepted) goals, which implies the existence of appropriate feedback in terms of performance. Assessing job satisfaction from this perspective involves setting certain levels of performance in order to motivate oneself, as well as an evaluating system in order to implement the best decisions necessary to achieve them. Job satisfaction can be addressed by including the theory of equity in reasoning, the fairness with which people feel rewarded based on their contribution and comparing to the others [20].



Changing paradigms on well-being requires the development of approaches to job attitudes: humanist perspectives, which implies affective approaches based on the evaluation of subjective and internal factors; calculative models, based on rationality assumptions and on attitude formation according to the objectively observed working conditions; content perspectives that take into account the importance of job and organizational features as predictors of job attitudes; and dispositional perspectives according to which job attitudes depend on personal characteristics, regardless of external conditions [21].



In a job satisfaction survey, many subscale measures of employee job satisfaction (as a combined score of some specific items) have been proposed: satisfaction with supervision, coworkers, pay, promotional opportunities, and the work itself-Job Descriptive Index [22]; pay, promotional opportunities, supervision, benefits, contingent rewards, operating procedures, co-workers, nature of work, communication [23]; the job itself, fellow workers, supervision, sales training and home office support, top management and the company, company salaries and benefits, promotion/advancement, and customers [24]; physical and mental exertion, relations with associates, relations with employer, security, advancement and finances, interest in, liking for, and emotional involvement in the job, job information and status, physical environment and working conditions, future, goals, and progress toward goals, and evaluation [25]. The persistence of certain items and aspects corresponding to the evolution of the economic and social environment is noted in the measurement of overall satisfaction.



A topic in research is the relationship between a high-performance work system (HPWS, involving three concepts: performance, work practices, and systemic effects [26]) and job satisfaction, with literature data finding a positive and significant correlation between them [27,28,29]. The HPWS implementation creates an environment that provides the employees a higher involvement, participation in decision making, motivation, desire to improve knowledge, skills, and responsibility, with an increase in job satisfaction and ensuring a competitive advantage to the company. Demographic variables, job rank, and nature of tenure [30], as well as the organizational identification [31], moderate the relationship between perception of the existence of the HPWS and job satisfaction.



Telework is a flexible way of working that allows employees to carry out their activities in different locations using ICTs. Telework is often adopted voluntarily, due to its advantages for companies (saving office space, increasing productivity, less absenteeism, flexibility of labor relations), for employees (flexibility, autonomy, personal freedom, cost savings, opportunities for people with disabilities), and for traffic management (by reducing work-related travel and avoiding rush hour travel) [32,33]. During the pandemic, telework was a mandatory form of activity due to mobility restrictions imposed by governments and for reasons of staff safety.



Adapting the management model in a pandemic environment aims to manage business continuity or organizational resilience [34]. There are debates in the literature about the degree of heterogeneity of the resilience of each organization. Approaching resilience from the dynamic capabilities and resource-based perspectives shows that it differs for each company or industry, being inherent in an organization and dependent on its resources and capabilities [35]. In this context, dynamism and flexibility are key features of human resource management, which must promote win-win approaches. One of the effects of the COVID-19 pandemic in the workplace has been the spread of telework, which ensures a higher degree of job satisfaction among employees. This has led to the maintenance of teleworking even after the lifting of restrictions, and not just as an occasional measure derived from environmental or health catastrophes [5,36,37].



Studies on the evaluation of job satisfaction in the conditions of telework reveal multiple aspects. The position, the training obtained from the company, the relationship with supervisors, and the environmental conditions at work have a strong relationship with job satisfaction, while a weak relationship implies job stability, security, opportunities of promotion, and growth [38]. Teleworking ensures a better satisfaction of the psychological needs for autonomy, competence, and relationships [39]. Conversely, teleworkers with a low intensity of teleworking are more vulnerable to technostress [40]. Furthermore, comparative studies on job satisfaction between teleworkers and office-based employees show that high-intensity teleworkers are more satisfied, especially as a result of the decline of the work-life conflict [4].



Research has shown that autonomy is an important component for job satisfaction of employees in various activities [41,42,43,44,45,46,47]. Keenan defines autonomy through five attributes: independence, capacity for decision making, judgment, knowledge, and self-determination [48]. It was also observed that job autonomy moderates the relationship between job satisfaction and performance [49]. Similar to general telework in normal times, it has been found that employees who are more dependent on co-workers faced difficulties in telework during the COVID-19 crisis. At the same time, employees who have high work autonomy may also have a lower satisfaction, receiving a lot of feedback, due to the difficulties in keeping a work-life balance, and due to working in a space with multiple destinations [50]. In addition, competencies positively affect job satisfaction [51,52,53,54,55]. General competencies, represented by “intelligence, information-processing models, key competencies, and meta-competencies” [56], have a statistically positive relationship with job satisfaction [56], while business competences have effects of differing intensities on job satisfaction [57]. Emotional exhaustion is related to job satisfaction, having contradictory results regarding its evolution [58,59,60,61]. “Work engagement and psychological detachment from work during off-job time predict high positive affect and low negative affect and that psychological detachment is particularly important when work engagement is high” [62]. In terms of workplace stress, effectiveness (and not gender) is a strong predictor. The degree to which employees are confident in their skills and abilities to cope with problems influences job satisfaction [63]. Emotional exhaustion was higher for the employees in telework during the lockdown [9]. Studies in the field show a strong positive correlation between the organizational climate and job satisfaction [64,65,66]. Employees’ likelihood of leaving work decreases as job satisfaction increases. Ensuring working conditions that stimulate the employee to achieve relevant individual work-related values diminishes staff mobility, with effects on job performance [67]. From a gender perspective, “women have a more positive view on telework thanks to the COVID-19 crisis and indicate the strongest desire to perform more telework in the future” [50].



The analysis of the correlations between the work motivation factors (such as organizational commitment, job involvement, job satisfaction, and work characteristics) reveals a significant interrelation, with identification of positive relationships between motivations and characteristics, as well as between motivational factors, in which job involvement has a mediating role [68].




3. Defining Domains


This approach proposes an analysis of job satisfaction, by assessing four areas: competencies, autonomy, organizational climate, and emotional exhaustion, with all this appreciated on the basis of specific items (Figure 1):



Competence is the characteristic of a person or a team with the knowledge and skills necessary to perform tasks related to a particular field of professional activity [69]. Current studies treat competence as an integrative concept of knowledge, skills, and attitudes. From a legal point of view, competence represents the legitimate right of a person or a group to make decisions in a certain field of activity, at different levels [69]. Competence is a characteristic correlated with the workplace and high capabilities, but their inadequacy cannot generate satisfaction for either the owner or the employer, with a mandatory condition being their compatibility. At the same time, competence has a dynamic character with variability depending on self-development and permanent accumulation of information and abilities, which can oscillate compared to oneself and others. In the absence of progress, even if abilities are not lost, regression may occur compared to other employees.



Autonomy includes a sense of self-determination, the ability to resist social pressures, a way of thinking, and acting in one’s own way. At the same time, autonomy is a field associated with telework through work facilities in an autonomous space, according to a flexible schedule, in which operations can be performed partially/totally according to employee’s decisions. Several degrees of autonomy can be observed. At the first level is the full autonomy in which there is the freedom of the employee to develop their own rules and procedures, and to be able to carry out, according to these procedures, their own set of actions and decisions in performing tasks. At a lower level, there is a discretionary space, available to the employee, in a pre-regulated process, in which employee is able to decide on the predetermined alternatives. At the last level, even if the activity takes place in an autonomous space, the work schedule and the whole process is pre-regulated and controlled, both by specific procedures and by the obligation to concatenate the exact results with other teammates, on time and in the conditions imposed. In general, the control over the work performed is appreciated by teleworkers as a condition of quality certification and inclusion in a period of time of their activity and as a manifestation of interest and appreciation for themselves, aspects that can enhance job satisfaction.



The organizational climate consists in the technological, procedural, and relational ensemble that the company makes available to the employee in a telework regime. Reliability and quality of equipment are very important, and studies in the field indicate the paradox of connectivity that communication technologies facilitate the flow of information in terms of accuracy, speed, and security but interruptions due to networks, devices, or permissive access of teammates or coordinators may lead to stress, loss of time, and difficulty returning to work. From the point of view of procedures, with the exception of research activity or works with a high degree of creativity involving a high autonomy, for most activities, the existence of clear and precise procedures ensures increased employee comfort, and the possibility to appreciate by comparison the result of their work, in order to increase satisfaction. At the level of relationship, easy access, based on trust and help at all levels involved, ensures the effective resolution of problems that may occur and a stimulating climate of collaboration that amplifies participation and commitment to the company, as well as job satisfaction. An important role belongs to the perception that in the company there is a fair relationship between work and its remuneration, and opportunities for personal development and progress, and also for the employer.



Emotional exhaustion is an important area in evaluating job satisfaction. Isolation, prolonged working time, constant concern about job security, increased workload, and reduced opportunities to maintain positive social relationships are problems that all telework studies have reported and are also causes of stress, anxiety, and depression, with negative repercussions on the employees’ mental health. Emotional exhaustion is represented on the axis of enthusiasm-depression and is felt in the case of overloading and/or depletion of emotional resources. Mental health is maintained within positive interpersonal relays, being a condition that implies the ability to adapt behavior to reality, the ability to make decisions and solve problems, the tendency for self-realization, and progress.




4. Research Methodology


In order to evaluate the degree of job satisfaction in the conditions of telework, we developed a semi-structured questionnaire. The first 5 items are intended to present the respondents (field of activity, age, sex, education and training, number of working days outside the employer’s office). The following 42 closed items aim at expressing evaluations regarding various aspects that are aggregated by areas of interest. The default responses (very much, much, enough, little, not at all) were converted to a Likert scale from 1 to 5, with assignment based on significance relative to job satisfaction. The representativeness of the questionnaire was ensured by random distribution to some entities from most economic branches, with respect to the socio-professional, age, and gender structures.



To process the answers, we performed a correlation analysis and a regression analysis using the Eviews program. A multivariate analysis of a linear regression with five work design variables was conducted. The dependent variable was job satisfaction, while the independent variables were competencies, autonomy, emotional exhaustion, and organizational climate.



The abbreviations used in the model for these variables and their evaluation are described in Table 1.




5. Empirical Findings and Discussions


The questionnaire was distributed online in Romania. Data collection took place from February to March 2021. Prior to the COVID-19 pandemic, Romania ranked last in the EU in terms of teleworking. The COVID-19 pandemic led to the expansion of telework from 0.6% in 2019 to 24% in 2020 [70]. In this context, the Romanian interpretation was based on the observation that this phenomenon and its perception among employees is a consequence of the COVID-19 pandemic. At the same time, the crisis has affected the well-being of the population, especially as Romania is characterized by an insufficient social support infrastructure and a low standard of living compared to other EU countries (ranking in 2020 in the penultimate place in terms of GDP per capita) [71]. A total of 338 respondents completed the questionnaire, of which 228 were involved in telework in various fields of activity (consulting, accounting, audit, research, public administration, banking system, trade, agriculture, construction, education, HR, IT, tourism, etc.), with a share of 41.23% for men and 58.77% for women. From the total number of respondents, 44 respondents were up to 25 years old, 150 were between 26 and 50 years old, and 34 were over 50 years old. This research considered the possibility of applying this work regime taking into account the specificities of the activities carried out. There are many activities that require face-to-face participation of the employees involved, or the use of a specific infrastructure (equipment, premises, etc.).



The Cronbach’s alpha coefficient is 0.74, revealing a high internal consistency of the variables.



For the analyzed sample, there is a high job satisfaction (4.102) (Table 2), with half of the respondents assigning the maximum grade (5). This is explained by a high level of satisfaction in terms of work performed, collaboration with the work team and the coordinator, the position held in the organization, and the relationship between work performed and remuneration. The promotion opportunities are generally average at the level of the studied sample. The perception of job satisfaction varies between more and less, with a standard deviation of 0.619. With respect to independent variables, the average value is around 4, higher than the average rating. Emotional exhaustion has the highest standard deviation, with the situation being normal, and the analysis aiming at aspects related to the sphere of the subjective.



The first objective of the empirical study is to determine the correlations between the selected variables. Table 3 highlights the results of the analysis.



High values of job satisfaction are associated with high values of competencies, autonomy, emotional exhaustion, and organizational climate. From the point of view of the degree of association, we found a strong link between competencies, organizational climate, and job satisfaction. Perceived autonomy is reasonably correlated with satisfaction, a result similar to that of Pron [44]. Statistically significant correlations (p < 0.05) are identified between all variables, except for between autonomy and emotional exhaustion. Organizational climate was configured by taking into account the requirements of decent work, identifying results similar to those obtained by Ferreira et al. and Buyukgoze-Kavas and Autin [72,73].



These correlations are presented graphically in Figure 2. The most intense correlations are those between competencies, organizational climate, and job satisfaction. On a second level of intensity are placed both the correlation between autonomy and job satisfaction and the correlation between autonomy, competencies, and organizational climate. The weakest correlations are those generated by the interaction of emotional exhaustion with both job satisfaction and other independent variables.



The results of the estimates for the regression equation obtained at the level of the entire analyzed sample are presented in Table 4.



R-squared is 54%, which indicates a high correlation between the job satisfaction and the independent variables included in the models. Competencies have a significant positive effect on job satisfaction, in accordance with the results obtained by Arifin, Madlock, Hsiao and Lin, Nikolajevaite and Sabaityte, and Ko [51,52,53,54,55]. At the level of the sample, an adequate combination of knowledge, skills, and attitudes, in relation to the specific tasks of the job in telework conditions, induces an improvement of job satisfaction, with an average of 4.48, which is in the vicinity of the maximum value. Additionally, the employees included in the sample are largely able to work alone and have a high capacity to efficiently manage their work schedule. There is no demand to perform more complex tasks in the case of telework than those normally performed. The work performed generally ensures a good development of basic competencies, while the additional ones are done at an average level. There is a positive statistically significant connection between autonomy and job satisfaction, consistent with Koustelios et al. and Zurmehly [42,74]. Employees have great freedom in managing their activity, due to the possibility of a flexible program. At the level of employers, there are procedures that largely regulate activities, with sufficient and permanent control being exercised over the tasks and deadlines. Organizational climate has a statistically significant positive effect on job satisfaction. Employers provide the necessary infrastructure to carry out the activity. The communication with the manager/coordinator and colleagues is usually easy, with the support being provided in performing tasks if they do not perform. Employers reimburse, to a small extent, the expenses generated by telework. The results are similar to those of Castro and Martins, Singh et al., and Jain et al. [64,65,66]. We did not identify a statistically significant effect of emotional exhaustion on job satisfaction.



Efficient management of human resources is required to ensure job satisfaction, taking into account the needs of employees according to Maslow’s pyramid [75]: physiological, safety, belonging, esteem, cognitive needs. Considering the existence of motivation for any action, managers and HR specialists must identify the profile of each employee and each individual need and establish the methods of motivation. The first level of interest is related to the salary package and job security, concerns that correspond to the first two levels of Maslow’s pyramid. The following three categories of needs are based on the principles of recognition. Belonging to a group and stimulating involvement involve creating an organizational culture, by promoting certain principles and values, and a healthy organizational climate, based on the recognition of competencies and constructive collaboration. Recognition from management and colleagues, as well as self-esteem, creates a sense of trust. The ability to capitalize on own abilities and to ensure knowledge are essential elements in ensuring well-being and continuous development. It is necessary to establish personal and professional development plans, in accordance with the company’s objectives and the held positions.



There are differences in the perception of the advantages and disadvantages of telework, depending on gender, age, education, work experience, and experience of telework in the COVID-19 pandemic [76]. The comparative analysis of job satisfaction at the level of employees grouped by various age categories reveals important aspects for human resource management (Table 5). Older generations appreciate telework much less than younger generations, who have specific skills and competencies in ICTs [76]. At the sample level, employees up to the age of 25 and those aged between 26 and 50 have a value of 4.14 for job satisfaction, while those over the age of 50 have a value of 3.91.



The values shown by the R-squared highlight the existence of different correlations between job satisfaction and the independent variables depending on age: 71% in the case of employees up to 25 years old, 57% in the case of those aged between 26 and 50 years, and 41% in the case of those older than 50 years. There is a statistically significant positive link between autonomy, organizational climate, and job satisfaction at the level of the whole sample. An improvement in competencies generates a greater effect on job satisfaction for employees aged between 25 and 50, who are in the growth period on the life cycle curve in terms of professional accumulation and experience. The higher value reported for employees over the age of 50 compared to that for employees up to the age of 25 is explained by the experience, enhancing the level of knowledge. The results are supported by the study conducted by Yenen [77], according to which there is a positive, moderate, and significant relationship between job satisfaction and key competencies for lifelong learning. A greater impact of autonomy on job satisfaction is observed in the case of employees over the age of 50, for whom experience ensures a certain ease in performing tasks within the required deadlines. At the level of the studied sample, there is a relatively similar incidence of organizational climate on employees aged up to 25 years and over 50 years (0.34) and a lower one in the case of employees aged between 25 and 50 years. The main difference is noticeable in the emotional exhaustion dimension, but the links are statistically insignificant.



Women have an average satisfaction of 4.06, lower than that of men, of 4.16 (Table 6).



Additionally, in the case of women, the evaluation of all independent variables is lower compared to that of men. Thus, in the case of men, there is a greater concordance of competencies with the work done, a greater willingness to work alone, and a superior ability to effectively manage the work schedule. At the level of the studied sample, women have more freedom in managing their own activity and are offered, to a greater extent, the possibility of a flexible program. Men perceive the existence of procedures and the exercise of permanent control over tasks and deadlines favorably, having higher average scores for job autonomy, consistent with Adler [78]. Men have a superior bargaining power, benefiting from the settlement of telecoms expenses to a greater extent.



The inclusion of the gender dimension in the analysis of job satisfaction evaluation of teleworkers determines specific configurations of the regression equations, presented in Table 7.



The effects of telework on job satisfaction are perceived differently between the genders. We observed that the effects of telework in the proposed model are more significant in women, with R-squared being 63%, which indicates a higher correlation between job satisfaction and the independent variables, than that of men (R-squared 47%). There are positive statistically significant links between competencies, autonomy, organizational climate, and job satisfaction for both men and women. We note that an improvement in competencies generates a greater change in job satisfaction for women (0.68) than for men (0.33), while greater autonomy and a more favorable organizational climate have a lower impact on job satisfaction for women. The gender gap in job satisfaction grew with increasing competence, with women being much more professionally satisfied than men, in line with Ma and MacMillan [79]. A significant difference is determined by emotional exhaustion, the increase of which generates a decrease in job satisfaction for men and an increase for women, for which the affective side has a greater impact. Female employees are able to relieve stress from household responsibilities by adopting telework, similar to the results of Bae and Kim [3].




6. Conclusions


The multidimensional model for assessing job satisfaction develops the existing tools in the literature field. We consider competencies, autonomy, emotional exhaustion, and organizational climate relevant in determining job satisfaction, establishing specific items of appreciation of each field. The pertinence of the model is proved by the correlation and regression analysis performed. Processing the results of the opinion questionnaire showed a statistically significant positive link between competencies, autonomy, organizational climate, and job satisfaction. No statistically significant link was found between emotional exhaustion and job satisfaction. There are significant differences in the perception of job satisfaction between the genders and by age categories. In the case of women, the stronger correlation of competencies with job satisfaction reveals their willingness to work and to exceed the limits of traditional activities. Increasing the inclusion of women in work by expanding telework leads to improving their skills, ensuring work-specific self-efficacy, strengthening the belief that they have adequate skills to accomplish their daily jobs, all this leading to a higher degree of job satisfaction. Thus, a potential resource is capitalized, with economic and social impacts both at the micro- and macroeconomic level. Discrepancies in perception between women and men regarding the competence-job satisfaction relationship can also be explained on the basis of differences in competency assessment, with 4.07 for men, and 3.90 for women. Highly skilled employees may not perceive superior job satisfaction as they may achieve good results with relative ease, making jobs less challenging. Additionally, higher competencies are correlated with higher objectives, with their failure creating dissatisfaction. There is another significant disproportion in holding top management or better paid positions between men and women. Men experience more autonomy than women, and women usually hold positions that do not give them much autonomy. In this context, conceptual autonomy may be sensitive to gender segregation because the possibility for women to implement their own ideas is reduced, thus losing the conceptual contribution. The possibility of organizing the program is better appreciated by women, while the exercise of control and the existence of procedures are better perceived by men. Creating and maintaining an environment that offers multiple opportunities, resources, support, and useful information is appreciated more favorably by men, who will have the ability to achieve their goals and more autonomy. Telework has the advantage of evaluating the results more objectively, and more detached from the gender condition, offering women the possibility to manage both their professional and personal life depending on their own constraints. At the same time, by age group, the intensity of the correlations between the variables differs depending on the studied characteristic. The link between competencies and job satisfaction is determined by the position on the life cycle in terms of professional accumulation and experience. An essential aspect in human resource management is the correlation between autonomy and job satisfaction. Seniority linked with older age ensures a stronger correlation, due to experience and the tendency of employees to maintain a comfortable setting. The organizational climate has a relatively similar impact on job satisfaction by age categories. This can be explained by the intrinsic need of all age groups for a suitable climate. Aspects regarding the characteristics of the employees according to the age structure must be included in the personnel policy, while maintaining a balance between creativity and experience and eliminating the management problems regarding the hiring and promotion processes.



Creating decent working conditions according to SDG8, by implementing policies to support productive activities, improving resource efficiency, supporting creativity and innovation, and focusing on high added value, ensures an increase in job satisfaction. There is a favorable perception of the ratio between work and remuneration (3.97), with a positive impact on the productivity and growth rate of companies. Furthermore, according to SDG10, businesses have the responsibility to respect human rights, including decent working conditions. The promotion of equal opportunities and the inclusion of all, irrespective of age, are observed in the structure of respondents and in the relatively similar average value of job satisfaction (close to 4) at the level of the three groups considered. Increased use of telework facilitates the integration of women into the labor market, promotes the principle of gender equality, and eliminates discriminatory practices, so that those at higher risk of social exclusion have access to equal opportunities. Creating job opportunities, involvement in decision making, and creating an environment in which everyone can flourish regardless of gender can ensure an increase in the well-being of women employees. By promoting inclusive business models that empower marginalized groups, such as women, companies can have a positive impact on addressing inequality. The use of telework in a responsible manner ensures an improvement in the implementation of SDG5, SDG8, and SDG10.



The results of the study are of interest both for the academic environment, validating the results of other studies and deepening the analysis by developing a multidimensional assessment model, and for employers and HR specialists, who can use this model to substantiate the decision-making process on personnel policy towards increasing job satisfaction, as a condition for improving the performance of employees and companies.



Telework does not itself constitute a reason for job satisfaction. It triggers conditions which lead to job satisfaction. Thus, telework enhances autonomy, leads to increased competencies by enriching IT skills, makes the work schedule more flexible and harmonizes it with the psychological characteristics and family obligations of the employee, and saves of time and money, with an impact on increasing job satisfaction. At the same time, it excludes the increase in competencies through osmosis and deprives employees of sharing experiences with colleagues and socializing. In addition, telework deprives the employee of the variation offered by leaving a space that can become cloistering. These aspects negatively affect job satisfaction. The organizational climate becomes a determining factor in balancing these divergent aspects and increasing job satisfaction.



The main limitation of the research is that there is no discussion about the cultural characteristics of individuals that determine specific configurations for assessing job satisfaction. A cross-country study is needed to include different cultural patterns. Additionally, the identification of subcultures in a certain culture allows the identification of marginalized people, individuals with unique experiences, and particular characteristics. Even if our results are not atypical in terms of occupations and roles between men and women in the EU, the perception of job satisfaction cannot be generalized without taking into account certain economic, social, political, and cultural configurations.



New research should be developed through elaborated analysis, by including in the organizational climate the evaluation of the management quality and of the promoted organizational culture. Additionally, a cross-country study should be performed to include different individual cultural patterns.
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Figure 1. Areas and items in job satisfaction assessment. Source: authors’ research. 
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Figure 2. Graphical representation of the correlations between the variables. 
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Table 1. Abbreviations of variables used to apply the correlational regressive method and their evaluation.
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	Variables
	Abbreviations
	Items





	competencies
	COMP
	6–13



	autonomy
	AUT
	14–17



	emotional exhaustion
	EE
	18–30



	organizational climate
	OC
	31–37



	job satisfaction
	JS
	38–47
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Table 2. Descriptive statistics.






Table 2. Descriptive statistics.













	
	COMP
	AUT
	EE
	OC
	JS





	Mean
	3.969
	3.539
	3.765
	3.982
	4.102



	Median
	4
	3.625
	3.85
	4
	4.20



	Maximum
	4.75
	4.50
	5
	5
	5



	Minimum
	2.63
	1.50
	1.62
	1.71
	2.60



	Std. Dev.
	0.420
	0.557
	0.745
	0.681
	0.619
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Table 3. Covariance analysis.






Table 3. Covariance analysis.













	Correlation
	COMP
	AUT
	EE
	OC
	JS





	COMP
	1
	
	
	
	



	Probability
	-
	
	
	
	



	AUT
	0.394
	1
	
	
	



	Probability
	0.000
	-
	
	
	



	EE
	0.182
	0.0758
	1
	
	



	Probability
	0.006
	0.254
	-
	
	



	OC
	0.58
	0.451
	0.315
	1
	



	Probability
	0.000
	0.000
	0.000
	-
	



	JS
	0.642
	0.48
	0.215
	0.634
	1



	Probability
	0.000
	0.000
	0.001
	0.000
	-
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Table 4. Results of the regression—model 1.
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Dependent Variable: JS

	




	
Variable

	
Coefficient

	
Std. Error

	
t-Statistic

	
Prob.






	
C

	
−0.087634

	
0.296638

	
−0.295423

	
0.7679




	
COMP

	
0.554390

	
0.083350

	
6.651347

	
0.0000




	
AUT

	
0.203203

	
0.057609

	
3.527251

	
0.0005




	
EE

	
0.025279

	
0.039848

	
0.634390

	
0.5265




	
OC

	
0.294939

	
0.055080

	
5.354739

	
0.0000




	
R-squared

	
0.541625

	

	




	
Adjusted R-squared

	
0.533403

	

	








Note: hypothesis testing: homoskedasticity: Breusch-Pagan-Godfrey test, prob. chi-square 0.3525; normality of errors: Jarque-Bera test, probability of 0.2578; non-correlation of errors: Lagrange multiplier test, prob. chi-square 0.52; non-collinearity of variables, VIF values of independent variables less than 4: PDC 1558, AUT 1306, ED 1118, and OC 1784.
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Table 5. Results of the regression.
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Dependent Variable: JS, age: less than 25

	




	
Variable

	
Coefficient

	
Std. Error

	
t-Statistic

	
Prob.




	
C

	
0.171588

	
0.538873

	
0.318420

	
0.7519




	
COMP

	
0.326550

	
0.202066

	
1.616057

	
0.1141




	
AUT

	
0.231815

	
0.096050

	
2.413491

	
0.0206




	
EE

	
0.107361

	
0.075584

	
1.420415

	
0.1634




	
OC

	
0.344684

	
0.122251

	
2.819475

	
0.0075




	
R-squared

	
0.709075

	

	




	
Adjusted R-squared

	
0.679237

	

	




	
Dependent Variable: JS, age: from 26–50

	




	
Variable

	
Coefficient

	
Std. Error

	
t-Statistic

	
Prob.




	
C

	
−0.101204

	
0.355125

	
−0.284981

	
0.7761




	
COMP

	
0.653687

	
0.097511

	
6.703714

	
0.0000




	
AUT

	
0.180008

	
0.073041

	
2.464462

	
0.0149




	
EE

	
−0.002722

	
0.049509

	
−0.054986

	
0.9562




	
OC

	
0.261647

	
0.065899

	
3.970441

	
0.0001




	
R-squared

	
0.574447

	

	




	
Adjusted R-squared

	
0.562707

	

	




	
Dependent Variable: JS, age: over 50

	




	
Variable

	
Coefficient

	
Std. Error

	
t-Statistic

	
Prob.




	
C

	
−0.769184

	
1.202190

	
−0.639819

	
0.5273




	
COMP

	
0.424055

	
0.247315

	
1.714638

	
0.0971




	
AUT

	
0.442144

	
0.204583

	
2.161194

	
0.0391




	
EE

	
0.006516

	
0.119678

	
0.054447

	
0.9570




	
OC

	
0.335959

	
0.179911

	
1.867366

	
0.0720




	
R-squared

	
0.405389

	

	




	
Adjusted R-squared

	
0.323374
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Table 6. The evaluation of variables by gender.
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	Variables
	COMP
	AUT
	EE
	OC
	JS





	Men
	4.07
	3.57
	3.91
	4.13
	4.16



	Women
	3.90
	3.52
	3.66
	3.88
	4.06
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Table 7. Results of the regression.
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Dependent Variable: JS, males

	




	
Variable

	
Coefficient

	
Std. Error

	
t-Statistic

	
Prob.




	
C

	
0.987008

	
0.643715

	
1.533299

	
0.1287




	
COMP

	
0.333362

	
0.158282

	
2.106123

	
0.0380




	
AUT

	
0.241557

	
0.091480

	
2.640542

	
0.0098




	
EE

	
−0.132473

	
0.065794

	
−2.013462

	
0.0471




	
OC

	
0.356538

	
0.100562

	
3.545447

	
0.0006




	
R-squared

	
0.469749

	

	




	
Adjusted R-squared

	
0.445918

	

	




	
Dependent Variable: JS, females

	




	
Variable

	
Coefficient

	
Std. Error

	
t-Statistic

	
Prob.




	
C

	
−0.440526

	
0.325646

	
−1.352774

	
0.1785




	
COMP

	
0.681365

	
0.098359

	
6.927341

	
0.0000




	
AUT

	
0.137579

	
0.075705

	
1.817309

	
0.0715




	
EE

	
0.140290

	
0.049492

	
2.834577

	
0.0053




	
OC

	
0.218529

	
0.064901

	
3.367120

	
0.0010




	
R-squared

	
0.633116

	

	




	
Adjusted R-squared

	
0.621740
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