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Abstract. The aim of the research is to systemize the variety of general and detailed knowledge of job quality. 

The study contains generalization and structuring of the global scientific heritage regarding the concept of job quality 
issue and well-being, job satisfaction and the relationship between them. It is underlined that over the years, the 
concept of job quality has been widely researched by scholars of different fields, has been widely discussed by policy-
makers and researched by scholars of different fields. Job quality has become a widely discussed issue due to its 
importance in the formation of the employee's, company's, and, consequently, national wellbeing. The authors 
proposed innovative approaches to the analysis of labour quality, which are reflected in five parts of the article, each 
of which deals with the study regarding the specific aspects of the job quality. In the first part of the article, the 
conceptual overview of job quality and its dimensions were analysed. Based on the results of the initial evaluation of 
empirical studies, a general model of the factors and outcomes of job quality was built. The second part of the article 
deals with the theoretical investigation of the main categories, such as job quality and well-being, subjective well-being 
and affective well-being, job satisfaction, affective organizational commitment. The structure of job-related affective 
well-being is described. The construct of affective well-being is used as a basis for meta-analysis. According to the 
results of the literature search, different elements of job quality was found to be related to such outcomes as job 
satisfaction and organizational commitment. The third part of the article describes the dimensions of job quality. Three 
dimensions of job quality – pay satisfaction, autonomy, and job security – were elaborated in relation to the affective 
well-being of the employee. The hypothesized model of job quality elements and outcomes that were meta-analysed 
was developed. The fourth part of the article describes the meta-analysis of the key aspects of the general concept 
and a general model of the job quality construct which consists of the job quality factors, elements and outcomes. This 
part provides a meta-analytical review, which is based on the method of psychometric meta-analysis, of the 
relationships between job security, as an individual level construct, pay satisfaction, autonomy and the employee's 
job-related affective well-being. The fifth part of the article describes the results of the meta-analysis. Firstly, the results 
of the relationship between job security at the individual level and job-related affective well-being are provided. 
Secondly, the results of the relationship between pay satisfaction and affective well-being are presented. Finally, the 
results of the relationship between autonomy and job-related affective well-being are provided. The reported results 
also include the analysis of the moderating role of job security on those relationships.  

Keywords: innovative approaches, job quality, job security, autonomy, meta-analysis, job satisfaction. 
 

Introduction. The issue of job quality is becoming increasingly debated among social scientists and 
policy-makers. This growing attention to job quality is largely determined by its widely discussed 
importance in the national flourishing through the direct impact of job quality on the employee's and 
company's wellbeing. One of the questions that makes those debates difficult and does not let them reach 
a new level is what job quality actually is. After almost two decades of discussions and researches, 
scholars and policy-makers still, do not have a precise definition of job quality. 

Some scientists have studied job quality as an employee's individual perception of their jobs and 
working conditions, while others have examined the differences in job quality in various companies, 
industries and occupations. However, some of the authors dedicated their researches to the explanation 
of macro-level factors that may determine differences in job quality in various countries and institutional 
regimes. 

Another level of job quality studies and its definition is induced by the discussions whether job quality 
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is an objective or subjective construct. The arguments in support of the subjective perspective were 
illustrated by the results of the European research project SPReW (SPReW, 2012). This study was aimed 
at the investigation of the differences in the subjective perception of work among the three current 
generations of working age – the baby boomers (born before 1960), the so-called generation X (born 
between 1960 and 1980), and the so-called Generation Y (born after 1980). The first studied group was 
reported to be highly concerned about the acknowledgement of work experiences and improved working 
conditions; the second group of generation X showed a strong interest in reconciling family and work and 
lifelong learning; finally, the representatives of generation Y asked for more individual autonomy, social 
protection, and higher income. Those results clearly illustrate that there are subjective differences in the 
perception of job among different generations. The study shows that the context of job quality is changing 
quickly in the perception of individuals from different generations. However, those differences in the 
employees' job expectations and their definition of job quality may also exist between individuals of a 
certain generation. So, job quality appears to be an idiosyncratic construct, the picture of which is formed 
at the individual level and is unique for every particular employee. This raises the question of what actually 
determines job quality for the individual. 

Previous research shows that the role of one job quality element is becoming increasingly important 
in the formation of job quality construct in the employee's perception. A rapidly changing business 
environment and growing level of acceptable external uncertainty, which comes from new trends at the 
labour market – for instance, the increased use of temps and contract workers, - raised the need to reflect 
the effect of those factors in the job quality construct. The job quality element that integrates those factors 
is job security. Job security is a relatively new dimension of job quality and its impact on job quality has 
not been fully discovered yet. 

Job security is a phenomenon that can be studied at different levels. This article will focus on the meta-
analysis of the individual and country levels of job security. There are two reasons for choosing those two 
levels. Firstly, individual and country levels reflect the internal (e.g., individual’s ability to perform his or 
her job) and external (e.g., crisis in the country, high level of unemployment) conceptualization of job 
security respectively. This differentiation allows us to understand better the effect of job security on the job 
quality construct. Secondly, meta-analysis, as a research method, gives us an opportunity to discover the 
direct impact of the individual level job security on the chosen job quality outcome by integrating the results 
of empirical studies of this relationship. Moreover, it also allows us to study the moderating effect of job 
security by coding it at a country level. 

Literature review. Many scientists' works are dedicated to theoretical and practical aspects of the job 
quality research. Some researchers (Green, 2006; Warr, 1990) define job quality as a set of work and 
employment-related features that promote the beneficial outcomes for the employee, particularly 
psychological and physical well-being and positive attitudes such as job satisfaction. However, Knox et al. 
(2011) argue that this definition refers only to the worker's well-being. Findlay et al. (2013) claim that good-
quality jobs allow employees to develop and use their skills and offer a reasonable degree of challenge 
that is equal to the job demands and employee's capabilities. However, an opportunity for skill use and 
challenging work is not the only dimensions of job quality. The scholars propose different groups of the 
dimensions. Some of them integrate the objective terms, such as physical environment or working hours 
(e.g., Paisna et al., 2013), while the others are based on the subjective experience of the employee, such 
as job satisfaction or well-being (e.g., Holman, 2012). 

In Table 1, a summary of common job quality dimensions in the initially reviewed literature is 
presented. Autonomy, job content and job security are the most frequently mentioned dimensions among 
scholars and international institutions. Job satisfaction is also widely used as a dimension of job quality 
while a lot of researchers (e.g., Dupre & Day, 2007; Hosie et al., 2013; Okay-Somerville & Sholarios, 2013; 
Zeytinoglu et al., 2013) define it as an outcome of job quality. 
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Table 1 – Summary of job quality dimensions 
Dimension Authors 

Autonomy and control Brand, 2006; Decarlo & Agarwal, 1999; Drobnic & Rodriguez, 2011; Esser & Olsen, 
2012; Federici, 2013; Finn, 2001; Jercovic-Cosic et al., 2012; Handel, 2005; Hosie 
et al., 2013; Kalleberg & Vaisey, 2005; Layte et al., 2008; Kelliher & Anderson, 
2008; Okay-Somerville & Scholarios, 2013; Van Dun et al., 2012; Weaver, 1977; 
Zipp, 1991 

Job content (interesting 
and challenging work, 
creativity and skill variety) 

CEC, 2001a, 2003; Chalmers et al., 2005; Dupre & Day, 2007; Handel, 2005; 
Kalleberg & Vaisey, 2005; Jercovic-Cosic et al., 2012; Loughlin & Murray, 2013; 
Okay-Somerville & Scholarios, 2013; Smith et al., 2008; Van Dun et al., 2012; Zipp, 
1991 

Job security  CEC, 2001a, 2003; Chalmers et al., 2005; Esser & Olsen, 2012; Handel, 2005; 
Holman, 2012; Kuhnert et al., 1989; Zeytinoglu et al., 2013 

Opportunity for skill use 
and development  

CEC, 2001a, 2003; Chalmers et al., 2005; Holman, 2012; Hosie et al., 2013; Layte 
et al., 2008; Okay-Somerville & Scholarios, 2013 

Job prospects CEC, 2001a, 2003; Chalmers et al., 2005; Handel, 2005; Kelliher & Anderson, 
2008; Piasna et al., 2013 

Work pressure, stress Handel, 2005; Kelliher & Anderson, 2008; Loughlin & Murray, 2013; Piasna et al., 
2013 

Working hours CEC, 2001a, 2003; Chalmers et al., 2005; Drobnic & Rodriguez, 2011; Piasna et 
al., 2013 

Job satisfaction Holman, 2012; Kelliher & Anderson, 2008; Van Dun et al., 2012; Zipp, 1991 
Wage  Chalmers et al., 2005; Handel, 2005; Holaman, 2012; Layte et al., 2008 
Job flexibility CEC, 2001a, 2003; Chalmers et al., 2005; Hill et al., 2001; Holman, 2012 
Physical environment  CEC, 2001a, 2003; Handel, 2005; Layte et al., 2008; Piasna et al., 2013 
Occupational status Brand, 2006; Grip & Wolbers, 2006; Loughlin & Murray, 2013 
Engagement CEC, 2001a, 2003; Chalmers et al., 2005; Holman, 2012 
Employment benefits  Brand, 2006; Chalmers et al., 2005 
The quality of workplace 
interpersonal relationship  

Handel, 2005; Van Dun et al., 2012 

Sources: compiled by author 
 
The less common dimensions proposed by scholars are satisfaction with benefits (Kalleberg & Vaisey, 

2005), work stimulation (Dupre & Day, 2007), well-being (Holman, 2012), gender equality, diversity and 
non-discrimination, overall work performance (CEC, 2001a, 2003b), information sharing, learning from 
customers and employees (Van Dun et al., 2012). Although there is no agreed list of the dimensions and 
the way they are measured, scholars stress the need for ‘fit' or ‘alignment' in the assessment of job quality 
(Findlay et al., 2013). Cooke et al. (2013) emphasize the importance of analysing job quality in relation to 
the life stage of the individual, his/her work and life values and the available job opportunities. Cooke et 
al. conclude that it is hardly possible to find an optimal mix of job components that constitute ‘good job’: 
no one shoe can fit all. 

Different scholars investigated the variety of correlations between the factors that influence job quality, 
its elements and outcomes. The summary of an initial search of those studies is presented in Table 2. 

According to the studies’ results, the outcomes of the job quality are divided on direct and indirect. 
During the initial literature review process, a few striking features of job quality studies were identified. 
First, some scholars investigated the relationship between the factors and/or outcomes and particular 
elements of job quality (e.g., Brand, 2006; Layte et al., 2008), while the others focused their researches 
on the correlations between factors and/or outcomes and job quality in general (Kolev, 2005; Piasna et 
al., 2013).  
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Table 2 – Review of the job quality studies 
Authors Factors Elements 

(dimensions) 
Outcomes 

Direct Indirect 
1 2 3 4 5 

Brand, 2006 Job displacement 

Occupational status 
Job autonomy 
Employer-offered 
pension 
Health insurance 
benefits 

  

Brown et al., 
2007 Unemployment rate Job quality    

Caliendo et al., 
2012 Marginal employment More stable post-

unemployment jobs   

Cloutier-
Villeneuve, 

2012 

Economic environment 
Social policies  
Working time 
Education 

Job quality   

DeCarlo & 
Agarwal, 1999  Autonomy Job satisfaction  

Drobnic & 
Rodriguez, 

2011 
 Working hours 

Autonomy 
Work-life 
balance  

Dupre & Day, 
2007  Work stimulation 

Job clarity Job satisfaction 
Health 
Turnover 
intentions 

Esser & Olsen, 
2012 

Institutions of the labour 
market and welfare states 
Unemployment rate 
Gender 
Age 
Socio-economic class 
Education 
Part-time work 
Limited work contract 
 
Unemployment benefits* 

Autonomy 
Job security 
Job security 
Job autonomy 
 
Job security* 

  

Federici, 2013  Autonomy Job satisfaction  
Finn, 2001  Autonomy Job satisfaction  

Jercovic-Cosic 
et al., 2012  Skill variety 

Autonomy Job satisfaction  
Grip & Wolbers, 

2006 
Structure of education 
and training system 

Labour market position 
of the worker   

Hill et al., 2001  Perceived job flexibility Work-life 
balance  

Holman, 2013 Institutional regimes Job quality    
Hosie et al., 

2013  Autonomy 
Training opportunities Job satisfaction  

Kalleberg et al., 
2000 

Nonstandard 
employment 

Exposure to bad job 
characteristics   
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Table 2 
1 2 3 4 5 

Kelliher & 
Anderson, 2008 Flexible working Job quality    

Kolev, 2005 
Education 
Age 
Socio-economic status 
People with disabilities 

Job quality   

Kuhnert et al., 
1989  Job security Health  

Layte et al., 
2008 

Fixed-term and casual 
employment 

Working conditions 
Hourly wage 
Training  
Autonomy 

  

Long, 1993 Introduction of new IT Job quality   

Loughlin & 
Murray, 2013  

Intrinsic work quality 
Role stressors 
Employment status 
congruence 

Affective 
organizational 
commitment 
Work-related 
negative mood 

Organizational 
citizenship 
behaviour 
Turnover 
intentions 
Psychological 
and physical 
health 

McGovern et 
al., 2004 

Nonstandard 
employment Bad job quality   

Mühlau, 2011 Gender Job quality    
Okay-

Somerville & 
Scholarios, 

2013 
 

Opportunity for skill use 
Job control 
Job content 

Job satisfaction 
Organizational 
commitment 
Well-being 

 

Piasna et al., 
2013 

Employee participation 
practices Job quality   

Smith et al., 
2008 

Gender 
Occupational status 
Working time and sector 

Job content  
Autonomy 
Working conditions 

  

Van Dun et al., 
2012  Job quality  Job satisfaction 

Employee turnover 
Employee 
turnover 

Weaver, 1977  Autonomy Job satisfaction  

Zeytinoglu et 
al., 2013  

Job security 
 
Flexible employment* 

Job satisfaction 
 
Job satisfaction* 

 

Zipp, 1991 Firm size 
Creativity 
Interesting work 
Autonomy 
Overall job satisfaction 

  

Sources: compiled by author 
 
Second, there are a few studies that despite examining the relationships between the mentioned 

categories also developed the set of job quality dimensions (e.g., Brown et al., 2007; Holman, 2013; 
Kelliher & Anderson, 2008). Finally, almost all of the reviewed studies that are related to the job quality 
concept were conducted in developed or developing countries. Some studies show that there is a 
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correlation between the job quality and different macro-level factors such as economic environment 
(Cloutier-Villeneuve, 2012), social policies (Cloutier-Villeneuve, 2012) or unemployment rate (Brown et al., 
2007; Esser & Olsen, 2012). Therefore, there is a potential bias of the job quality researches in the 
underrepresentation of empirical studies in underdeveloped countries.  

As it can be seen from the literature review, no agreed conceptual framework of job quality has been 
developed. In their empirical studies, scholars investigated only the separate correlations between the 
factors, elements and outcomes of job quality. And even in those researches, there is inconsistency in the 
definition of particular categories. For example, Zipp (1991) considers job satisfaction as an element of 
job quality, while most of the scholars (e.g., DeCarlo & Agarwal, 1999; Jercovic-Cosic et al., 2012; Hosie 
et al., 2013) define it as an outcome. The only first attempt to generalize the empirical findings of job quality 
issue was made by Findlay et al. (2013). The authors consider job quality as a multidimensional 
phenomenon with multiple factors and forces operating at different levels and influencing it. 

Based on the results of the initial evaluation of empirical studies, a general model of the factors and 
outcomes of job quality was built (Figure 1). In this model, job quality is a complex term that relates to the 
elements (dimensions) presented in Table 1. It integrates the common elements of job quality in the initially 
reviewed literature, such as autonomy, job content, job security, etc. The only element that was excluded 
from this construct is job satisfaction. Among the scholars, there is no agreed opinion whether job 
satisfaction is a dimension of job quality or its outcome. Some researchers identify job satisfaction as an 
element of job quality (e. g., Holman, 2012; Van Dun et al., 2012), however, most of them refers to it as 
an outcome. In our model, we decided to stick to the majority opinion excluding job satisfaction from job 
quality elements and placing it to the outcomes.  

All the factors which influence job quality were combined in three broad groups: macro- level, 
organizational level and individual level factors. Macro-level factors are related to the level of socio-
economic development of the country, its policy, labour market stability and activity of labour market 
institutions. Organizational level factors refer to the objective characteristics of the company, such as 
sector and firm size, its HR policies, working conditions and material rewards it provides to the employee. 
Individual-level factors are objective, such as age or gender, and subjective, such as the perception of 
casual and permanent jobs, characteristics of the employee. The direct and indirect outcomes of job quality 
were integrated and generalized because there is inconsistency among the studies whether the particular 
outcome is direct or indirect. Some of the outcomes are directly related to the organization, such as 
organizational commitment, some are beneficial for the individual, such as psychological and physical 
health, while the most of them refer to both the organizational and individual consequences, such as job 
satisfaction or work-related mood. 

Job quality and well-being. The European research project Walking suggested use employee's well-
being as a measure of job quality outcome (European Commission, 2012). In this project, an aggregated 
measure based on the 38 indicators of job quality was developed, and each of the measures was proposed 
to be weighted according to the unique percentage of variance that it explains in three aspects of employee 
well-being (physical well-being, psychological well-being and job satisfaction). So, employee’s well-being 
appears to be a complex measure that reflects different outcomes of job quality discussed above.  

Other studies of Wright & Bonett (1997) and Wright & Cropanzano (2000) showed that well-being is 
predictive of employee’s performance and found that employee’s well-being was positively related to job 
performance ratings. So, promotion of employee’s well-being is of considerable benefit to the employers 
and organization on the whole.  

For those reasons in our meta-analysis of job quality, employee’s well-being is used as an aggregated 
variable that integrates outcomes of job quality elements.  
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Figure 1 - General model of the factors and outcomes of job quality 

Sources: developed by author 
 
Subjective well-being. Among the researchers, two different views have been presented in the study 

field of well-being. Those two approaches are psychological well-being (PWB) and subjective well-being 
(SWB). SWB is a judgment about one's life in terms of satisfaction and reflection of positive and negative 
affect in one's immediate experience. This perspective emphasizes the hedonic aspect of well-being, 
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which is the pursuit of happiness and a pleasant life (Chen et al., 2013). PWB refers to the perception of 
engagement with existential challenges of life. It focuses on eudaimonic well-being, which is the fulfilment 
of human potential and a meaningful life (Chen et al., 2013). 

Scholars often debate whether there is a conceptual distinction between those two types of well-being. 
One point of view is that SWB and PWB have related-but-distinct status. Factor analysis of Keyes et al. 
(2002) showed that PWB and SWB are distinct dimensions, although both of them are closely related to 
the subjective nature of well-being. Another point of view proposes that those two types of well-being are 
two different research traditions rather than two fundamentally different concepts. 

The study of Chen et al. (2013) examined the common variance shared by the two types of well-being 
and the unique variance specific to each. They found that when well-being is assessed at the higher level, 
SWB and PWB are strongly related at the general construct level. However, when their overlap with the 
general construct of well-being is partially out and well-being is evaluated with specific components, SWB 
and PWB seem to represent two distinguishable constructs (Chen et al., 2013). These results reveal that 
both concepts of well-being have merit on both general and specific levels of analysis. 

As milestones in the well-being literature, books by Andrews & Withey (1976) and Campbell et al. 
(1976) showed that although people live in an objectively defined world, they respond to the subjectively 
defined environment and do it differently. This subjective perception of reality can also be applied to the 
job. Employees evaluate the content of their jobs, work conditions, salary and other elements of job quality 
in comparison with their expectations and experiences. This evaluation leads to different outcomes, one 
of which is employee's well-being that is also perceived through the lens of subjective judgments. Since 
employees tend to perceive their job and its quality through their subjective lens, the subjective perspective 
on well-being is used for the analysis in this study. 

SWB is a broad category that includes both people’s emotional reactions to events as well as global 
evaluations of life (Diener & Larsen, 1993; Diener et al., 1999). Those categories of SWB are defined as 
cognitive well-being and affective well-being. Cognitive well-being refers to domain-specific and global 
evaluations of life such as marital satisfaction or global life satisfaction; affective well-being refers to the 
frequency and intensity of positive and negative emotions arising in response to the events (Luhmann et 
al., 2012).  

Most studies of the workplace environment characteristics on the employee's well-being mainly focus 
on affective well-being rather than a cognitive one as an indicator of job-related mental health (Jonge & 
Schaufeli, 1998). That is why this study also addresses the employee's affective well-being. 

Affective well-being. Affective well-being is a broad concept that reflects the frequent experience of 
positive effects and infrequent experience of negative effects (Diener & Larsen, 1993). It can refer to two 
different levels of psychological perception. Firstly, affective well-being can be identified as context-free 
feelings about life in general, such as happiness, life satisfaction or depression (Warr, 1987; Warr, 1990). 
Secondly, it is affected that arises in relation to the specific domain (Warr, 1990). This effect can be either 
job-related or more narrowly facet-specific, for example, job satisfaction or satisfaction with pay 
respectively (Hosie et al., 2006). Warr (1987, 1990) was the first one who adopted affective well-being into 
work and employees. In general, an effective psychological state in relation to job indicates whether the 
employee feels good or not at work.   

Structure of job-related affective well-being. In this article, the construct of affective well-being 
described by van Horn et al. (2004) is used as a basis for meta-analysis. This construct was developed 
as a result of the combination of two approaches to affective well-being proposed by Warr (1987, 1990) 
and Ryff (1989), Ryff & Keyes (1995). According to the results of the initial literature search different 
elements of job quality was found to be related to such outcomes as job satisfaction and organizational 
commitment. Thus, in this meta-analysis, the construct of well-being refers to two sub-constructs – job 
satisfaction and affective organizational commitment.  
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Job satisfaction. Within the organization sciences, job satisfaction is probably the most common, as 
well as the oldest operationalization of employee's well-being and workplace happiness (Wright, 2005). 
Job satisfaction is one of the employee attitudes that reflect the effective response to the job (Clegg et al., 
1987). Scientists have defined and measured job satisfaction both as a global construct (Currivan, 1999) 
and as a concept with different dimensions (Price, 1997). Since this study is not focused on the 
examination of job quality – job satisfaction relationship, but rather on the relationship with the broader 
outcome of job quality (affective well-being), we use the global approach to job satisfaction over the 
dimensions one. We conceptualize job satisfaction as an overall degree to which an individual experiences 
positive and expressive state that is a result of one's own job or job experiences. 

Scholars argue that the greater the number of satisfied employees in the organization is, the more 
effective it is (Robbins & Judge, 2007). This can be explained by the fact that satisfied workers are more 
productive as compared to the workers who are not satisfied. So, job satisfaction as an element of 
employee’s job-related affective well-being is closely related to organizational outcomes. 

Affective organizational commitment. Organizational commitment can be understood as a force that 
links employees to the organization and makes them behave in a desire for organization way (Meyer et 
al., 2006). Meyer & Allen (1991) identified three components of commitment as a psychological state, 
affective, continuance, and normative commitment. Each of the elements reflects a desire, need, and 
obligation to maintain employment in an organization respectively. As this article is focused on affective 
phenomena of employee's job-related well-being, organizational commitment is viewed as an affective 
form of commitment based on feelings of loyalty toward the organization.   

As a part of the employee’s job-related affective well-being, affective organizational commitment has 
been found to be positively associated with job performance (Mathieu & Zajac, 1990; Meyer et al., 2002), 
and negatively associated with turnover intentions (Harris & Cameron, 2005; Meyer et al., 2002). Thus, 
affective organizational commitment appears to be an important element of employee's well-being that 
has an influence on the organization's functioning and its outcomes.   

Dimensions of job quality. Among the scholars, there is a variety of approaches to the study of job 
quality. Economists have a quite narrow point of view and focus on the remuneration level as a central 
dimension of job quality. For example, Goos & Manning (2003, 2007) classify Britain labour market on 
good jobs and lousy jobs based on the approximation of well-paid jobs as good and poorly paid jobs as 
bad. On the contrary, organizational psychologists approach job quality by evaluating employee's 
subjective satisfaction. They focus much attention on intrinsic job characteristics that are supposed to 
provide positive job satisfaction. 

The variety of perspectives on job quality issues leads to the conclusion that one limited definition of 
job quality, which is based on a certain approach, is not enough anymore. Job quality is not only about the 
level of pay or working conditions at the workplace. It is rather a complex category that integrates a broad 
set of dimensions. Moreover, recent debate at European Union has broadened the scope of job quality by 
adding the externally oriented elements such as job security, type of contract, etc. It was argued that job 
quality is not only what employee encounter at work but it also about the level of employment and 
employee-employer relationship regulations. 

So each of the above-mentioned approaches to job quality has its advantages and disadvantages. For 
this reason, in this study, we did not focus on a certain perspective but rather tried to integrate them. In 
this meta-analysis, we chose one or a few most frequently used dimensions of job quality from different of 
the discussed approaches. From an economic approach, we picked the level of pay and integrated it with 
the psychological perspective in the form of pay satisfaction. From work and industrial sociological 
approach, we chose autonomy for further analysis. Finally, we added an externally oriented element of job 
quality that is job security dimension. 

In this study, we examined the relationships between those three elements of job quality and its 
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outcome – the employee's job-related affective well-being, in particular, job satisfaction and organizational 
commitment. The hypothesized model of job quality elements and outcomes that were meta-analysed is 
presented in Figure 2. By combining various dimensions, we aimed to analyse and compare the influence 
of traditional and new job quality elements on employee's affective well-being. 

 

 
Figure 2 - Hypothesized model of job quality elements and outcomes 

Sources: developed by author 
 
Pay satisfaction and affective well-being. Among the rewards that the organization gives to its 

employees for their contribution, pay is argued to be a critical factor. However, employees tend to 
experience different feelings about their pay level that is mostly explained by the fact that pay allocation 
decisions usually perceived to be unfair. Consequently, pay level appears to be a controversial construct 
in terms of employee's perception and needs to be transformed into a more reliable measure of job quality. 
Therefore, we decided to choose pay satisfaction instead of pay level for our analysis. 

Pay satisfaction is identified as employees' perceived satisfaction with their compensation package, 
particularly with their pay level, pay raises, and benefits, as well as the compensation system (Froese & 
Xiao, 2012). However, pay satisfaction is not limited to the perceived satisfaction with the pay for previous 
work; it rather has a multidimensional nature (Carraher & Buckley, 1996; Currall et al., 2005). Scholars 
proposed a variety of facets of pay satisfaction, among which there are job inputs, monetary and non-
monetary outcomes, the comparison process, and pay policies and administration - the latter referring to 
the systems and methods used to determine compensation. Those factors of pay satisfaction have been 
found to be related to different organizational outcomes, in particular, employee's affective well-being. 

Pay satisfaction may affect job satisfaction and organizational commitment through different 
mechanisms. For instance, Williams et al. (2002) found benefit system satisfaction to be positively related 
to employee's overall job satisfaction. However, some other studies of the correlation between pay 
satisfaction and affective organizational commitment reported conflicting results. Malhotra et al. (2007) 
indicated that there is no significant relationship between those two variables. And the study of Eby et al. 
(1999) reported even negative correlation of pay satisfaction with affective commitment. Pay satisfaction 
may affect those components of affective well-being through different tools, but as it was reported in many 
empirical studies, we expect them to be positively correlated, such that: 

Hypothesis 1 (H1): Level of pay satisfaction will be positively related to the employee’s job-related 
affective well-being. 

Autonomy and affective well-being. Job autonomy is a widely studied feature of work. Hackman & 
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Oldham (1975) identified autonomy as “the degree to which the job provides substantial freedom, 
independence, and discretion to the employee in scheduling the work and in determining the procedures 
to be used in carrying it out”.  

There have been a lot of research studies examining the relationship between autonomy and various 
job outcomes, such as satisfaction, commitment, and turnover (Marchese & Ryan, 2001). On the one 
hand, De Cuyper & De Witte (2006) found that autonomy is not predictive for the job satisfaction and 
organizational commitment of temporary employees. On the other hand, in his meta-analysis, Spector 
(1986) proved that autonomy is predictive of employee's job satisfaction and organizational commitment. 

So, autonomy is not only the tool for organizations to enhance employee's job satisfaction and higher 
performance, but also an inborn human's need. The highly autonomous job allows the employee to 
determine the way of performing job tasks, their consequence, interaction with other employees and some 
other working conditions. When the performance of a certain job is not closely controlled, it is likely to give 
the employee a higher sense of autonomy and freedom in undertaking tasks. Therefore, a highly 
autonomous job will be expected to be positively correlated with employee's job satisfaction and 
organizational commitment, so that:  

Hypothesis 2 (H2): Level of autonomy will be positively related to the employee’s job-related affective 
well-being. 

Moderating role of job security. Job security can be identified as an employee's evaluation of his or 
her current employment conditions and perception of his or her future in current job (Zeytinoglu et al., 
2012). As a subjective phenomenon, job security refers to the employee's subjective assessment of how 
likely he or she is to lose the job in the near future. Objective conceptualization of job security reflects the 
employment conditions of the contract, working full-time hours and paid and unpaid overtime (Zeytinoglu 
et al., 2012). 

The concept of job security has been widely studied and a lot of researchers proved that job security 
fear can lead to various negative organizational outcomes, such as decreased job satisfaction and 
stronger turnover intentions. However, scientists have recently started to consider job security as an 
element of job quality. In this relation, it appears to be interesting to investigate the moderating role of job 
security in the relationships between two relatively traditional elements of job quality – pay satisfaction and 
autonomy – and employee's job-related affective well-being. 

Job security can moderate the relationship between pay satisfaction and affective well-being because 
of the human's needs not only to get deserved and sufficient financial reward but also to have a feeling of 
confidence in the future. If the employee was rewarded fairly and is satisfied with this reward, this pay 
satisfaction may not lead to high job satisfaction and organizational commitment. This link can be 
‘damaged' by the experienced feeling of insecurity in the employee's future in the organization. Job 
security can also enhance the positive correlation between autonomy and affective well-being. The sense 
of job security can give the employee more confidence to perform his or her task the way he or she 
considers being appropriate. Employees who feel confident in their future in the company tend to act more 
autonomously and, consequently, to experience higher subsequent job satisfaction as well as stronger 
desire to contribute to the achievement of organizational goals. Based on this, we argue that: 

Hypothesis 3 (H3): The relationship between pay satisfaction and employee’s job-related affective 
well-being will be moderated by job security such that pay satisfaction will be more positively associated 
with employee’s job-related affective well-being when job security is high. 

Hypothesis 4 (H4): The relationship between autonomy and job satisfaction will be moderated by job 
security, as a construct measured at the country level, such that the effect of autonomy will be stronger 
when job security is high, and weaker when job security is low. 

The methodology of meta-analysis. We used meta-analysis to examine the hypothesized 
relationships between pay satisfaction, autonomy and employee’s job-related affective well-being and the 
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moderating role of job security. Meta-analysis is a way to qualitatively integrate the results of empirical 
studies. It can be understood as a form of survey research in which research reports, rather than people, 
are surveyed and summarized into the single set of numbers (Lipsey & Wilson, 2001; Mullen, 1989). Meta-
analysis is particularly useful when a lot of studies have already been conducted on a given topic. It has 
been frequently used to examine whether the relationship between variables remains relatively constant 
across various research settings or it changes under the influence of one or more moderators (Rogelberg, 
2002). The main purpose of meta-analysis is to calibrate basic relationships among previously studied 
variables at the construct level (Hunter & Schmidt, 2004).    

The first stage of meta-analysis, as of any research method, is the collection of relevant data. A 
thorough literature search was conducted to collect the reports that examined the relationship between 
the elements and outcomes of job quality we were meta-analysing. The studies included in the analysis 
consisted of published articles available online. The relevant published articles were identified through an 
electronic search of the PsychINFO database using the following keywords, autonomy, job security, pay 
satisfaction, extrinsic satisfaction, pay, job satisfaction, organizational commitment. In order to eliminate 
inappropriate articles at this stage, the search was limited to the articles that contain mentioned keywords 
in the abstract, was written on English, and was published in peer-reviewed journals. Using those search 
criteria, we identified a population of 513 articles. 

Inclusion criteria. The articles obtained from the conducted search were reviewed for further inclusion 
in the meta-analysis. The content of the articles was carefully checked. In the final list of studies for meta-
analysis, we included the studies that (1) were empirical in nature, (2) provided the data necessary for 
calculating the effect size, (3) reported the correlations between at least two variables identified in the 
hypothesized model. Those three criteria were applied to the whole population of the studies we found. 
However, for the analysis of the moderating role of job security, we had one additional criterion that (4) 
the study was conducted in the country which is a member of the Organization for Economic Co-operation 
and Development (OECD). The last criterion was included because the OECD's Job Security Index was 
used for further studies' coding. We excluded the studies that reported correlations between the variables 
that are inverse to ones we were examining, for instance, lack of autonomy instead of autonomy. On the 
basis of those criteria, we retained 109 studies for the analysis. Since 17 of the studies contained two 
samples, two studies contained three samples and one study contained four samples, we worked with a 
total of 153 samples.  

Coding & procedures. At the next stage of meta-analysis, we performed a process of coding relevant 
studies. Coding is one of the most important steps of meta-analysis, therefore it is essential to do it 
appropriately and accurately (Hunter & Schmidt, 2004). 

Firstly, we assigned a certain number to every study that is called Study ID. As it was mentioned 
before, there are studies with a few samples and each with different correlations that were included in 
meta-analyses. We coded those Samples with study separately and in further analyses, they were treated 
as separate studies. The sample size (N) was also included in addition to the Study ID. 

Secondly, coding of the studies included the effect size in the form of correlations, r, and the reliability 
in the form of Cronbach’s alpha, α. 

For the analysis of job security as a moderator of the hypothesized relationships, it was important to 
code different levels of job security separately. In order to do this, we firstly coded the country of each 
study. Afterwards, based on the OECD’s Job Security Index, we coded all studies according to the high 
or low level of job security in the country where the study was conducted. According to the OEDC (2012), 
in 2012 on average in OECD countries, workers face a 5.3% chance of losing their job. The countries with 
the higher chance of losing job were coded as low job security countries, for example, Canada, Spain, 
USA. The countries that were reported to have a lower than average chance of losing job were coded as 
countries with high job security, for instance, Belgium, Germany, the Netherlands. 
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In order to calculate the relationship between job security at the individual level and job satisfaction, 
14 studies, were utilized, and for the relationship between job security and organization commitment, 13 
studies were used. Taking the multiple samples within some studies into account, a total number of 21 
and 20 samples respectively were used. 

For the calculation of the relationship between pay satisfaction and job satisfaction, 22 studies were 
utilized, and for the relationship between pay satisfaction and organizational commitment, 13 studies were 
used. Taking the multiple samples within some studies into account, a total number of 27 and 15 samples 
respectively were used. 

Similarly, for the calculation of the relationship between autonomy and job satisfaction, 54 studies 
were utilized, and for the relationship between autonomy and organization commitment, 35 studies were 
used. However, when taking the multiple samples within some studies into account, a total number of 65 
and 40 samples respectively were used. 

Results. In Table 3, the result of the meta-analysis of the relationship between pay satisfaction and 
job-related affective well-being are presented. It includes the overall relationship between pay satisfaction 
and job satisfaction and organizational commitment as well as the results of moderator analysis. 

 
Table 3 – Meta-analysis results of the moderating role of job security at the country level on the 

relationship between pay satisfaction and job-related affective well-being  
k N r ρ SDρ 80% C.V. 95% C.I. 

Lower Upper Lower Upper 
Job Satisfaction 22 58,537 0,32 0,46 0,18 0,23 0,69 0,42 0,50 
High Job Security 20 57,081 0,32 0,47 0,18 0,23 0,70 0,43 0,51 
Low Job Security 2 1,456 0,27 0,32 0,09 0,20 0,44 0,23 0,42 
Organizational 
Commitment 13 35,117 0,29 0,41 0,10 0,28 0,53 0,37 0,45 

High Job Security 11 34,243 0,29 0,41 0,10 0,28 0,53 0,37 0,44 
Low Job Security 2 0,874 0,37 0,43 0,07 0,34 0,52 0,32 0,53 

Note: k = number of studies; N = respondents in studies; r = uncorrected population correlation; ρ = 
corrected population correlation; SDρ = standard deviation of corrected population correlation; CV = 
credibility interval; CI = confidence interval. 

Sources: developed by author 
 
Hypothesis 1 (level of pay satisfaction will be positively related to the employee’s job-related affective 

well-being) is supported by the results of the meta-analysis. As was hypothesized, the overall analysis of 
pay satisfaction and job-related affective well-being revealed a positive relationship between those two 
constructs. Particularly, the overall population value of the relationship between pay satisfaction and job 
satisfaction is moderately strong (r = 0.46), and the relationship between pay satisfaction and 
organizational commitment is also moderately strong (r = 0.41). Neither the confidence interval nor the 
credibility interval for those correlations included zero. Sampling error variance and population correlations 
variance ratio for the pay satisfaction – job satisfaction and pay satisfaction – organizational commitment 
relationships are 1.16% and 3.53% respectively. This is lower than the rule of thumb of 75%, which 
indicates that a moderating variable may have been present in the data. 

Conclusion. The theoretical relevance of the study is to fill the research gap in the literature 
concerning the topic of job quality. The interest to the concept of job quality among the scholars and 
international institutions renewed over the last decade. The number of researches concerning this topic is 
increasing, however, still limited and almost all of them are empirical in nature.  The generalized model of 
job quality issue and the meta-analysis of the key empirical findings will, therefore, be a new aspect in the 
scientific literature. The first contribution of the research with regard to the literature is a comprehensive 
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summary of the available information on job quality elements as well as factors that influence it and its 
outcomes. In the developed general model of the job quality construct, the results of the various 
quantitative and qualitative studies of job quality are integrated into one framework. This framework can 
be used as a starting point for more in-depth research of the job quality construct.  

All of the reviewed articles report the results of the empirical studies without an attempt to combine 
them and, consequently, identify patterns among those results, sources of disagreement among them, or 
other interesting relationships that may come to light in the context of multiple studies. In relation to this, 
another theoretical contribution of this study is the first meta-analytical summary of the relationships 
between the three most widely studied elements of job quality – job security, pay satisfaction, and 
autonomy – and job quality outcome – the employee’s job-related affective well-being. This study provides 
the population correlation estimates between those variables that were calculated based on the results of 
109 empirical studies. Finally, the findings of this study explain the effect of the relatively new dimension 
of job quality – job security, as a construct measured on the individual and country level, - on the job quality 
construct. Findings of this article can be helpful in understanding the growing importance of job security in 
the context of a rapidly changing the business environment as well as the necessity to include it in the 
construct of job quality. 

Although the relevance of this study is mainly theoretical, there is some practical relevance for 
international institutions, policy-makers, and companies' managers. The developed general model of job 
quality, as well as the meta-analysis of some of its relationships, can provide insight into understanding 
better the policy-relevant issue of job quality for policy-makers. Moreover, this study can also be useful for 
the company's managers. Its findings provide organizations with some directions for the design of the 
workplaces that are expected to be attractive for employees as well as for the development of various 
motivational mechanisms in response to the rapidly changing human's needs and business environment. 
Specifically, under the conditions of low country level job security, which results in the increased external 
uncertainty, perceived by employees, managers can use pay satisfaction and autonomy as instruments to 
improve the employees' job-related affective well-being. In particular, pay satisfaction can be used for the 
enhancement of employees' job satisfaction, and autonomy appears to be a powerful tool for the increase 
in both employees' job satisfaction and commitment to the company. 
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А. Швець, компанія  Signify (Нідерланди). 
Інноваційні підходи до аналізу якості праці: фактори, елементи та результати  
Метою дослідження є систематизація загальних та конкретних уявлень про якість праці. Дослідження містить 

узагальнення та структурування світової наукової спадщини щодо концепції якості праці та добробуту, задоволеності працею 
та співвідношення між цими категоріями. Підкреслено, що протягом багатьох років концепція якості праці була досліджена 
вченими різних галузей, широко обговорювалася та досліджувалася розробниками політики праці. Якість праці стала широко 
обговорюваною проблемою через її важливість у формуванні працівника, компанії та, як наслідок, національного добробуту. 
Авторами запропоновано інноваційні підходи до аналізу якості праці, які знайшли своє відображення в п'яти частинах статті, 
кожна з яких стосується дослідження певних аспектів якості праці. У першій частині статті проаналізовано концептуальні 
погляди щодо якості праці та її характеристик. На підставі результатів первинної оцінки емпіричних досліджень була 
побудована загальна модель факторів та результатів якості праці. Друга частина статті присвячена теоретичному вивченню 
основних категорій, таких як якість праці та добробут, суб'єктивний добробут та афективне самопочуття, задоволеність 
працею, афективна організаційна відданість. Обґрунтовано структуру афективного добробуту, пов'язаного з працею. 
Конструкція афективного добробуту використовується як основа для мета-аналізу. Згідно з результатами дослідження 
літературних джерел, різні характеристики якості праці пов'язані з такими результатами, як задоволеність працею та 
організаційні зобов'язання. Третя частина статті містить дослідження рівня якості та обсягу праці. Три аспекти якості праці – 
задоволення, автономія та безпека праці – були систематизовані стосовно афективного добробуту працівника. Розроблено 
гіпотетичну модель елементів якості праці та проаналізовано її результати. Четверта частина статті містить мета-аналіз 
ключових аспектів загальної концепції та загальної моделі конструкції якості праці, яка складається з факторів якості праці, 
елементів і результатів. Дослідження дозволяє отримати аналітичний результат, який базується на методі психометричного 
мета-аналізу, та характеризує зв'язок між безпекою праці, задоволеністю працею, автономією та афективним добробутом 
працівника. П'ята частина статті містить результати мета-аналізу. У статті представлено результати взаємозв'язку безпеки 
праці на індивідуальному рівні та афективного добробуту, пов'язаного із працею. Виокремлено результати взаємозв'язку 
задоволеності оплатою праці та афективним добробутом. Отримано кількісні результати взаємозв'язку між автономією та 
афективним добробутом, пов'язаним із працею. Отримані результати також містять аналіз  впливу безпеки праці на ці 
взаємозв’язки. 

Ключові слова: інноваційний підхід, якість праці, безпека робочих місць, автономія, мета-аналіз, задоволеність працею. 
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