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Abstract

This paper analyses temporary work and job satisfaction among salaried workers during
the Spanish economic crisis of 2008. Using data from the Spanish National Statistics Institute (INE)
2013 Economically Active Population Survey (EAPS), we find that temporary workers lost their
job more than others during this period. However, salaried workers have higher average levels of
satisfaction in 2007-2010, possibly due to the lower requirements of workers. We find a positive
relationship between the unlikeliness of keeping a job and low job satisfaction levels in data from
the Survey of Quality of Life at Work (2010) through a correspondence analysis. A linear model
with a level of job satisfaction as a dependent variable shows negative coefficients for a level of job
satisfaction if the probability of keeping the job is somewhat unlikely or very unlikely. Finally, an
ordinal probit regression finds that the estimated likelihood to reach high job satisfaction is lower
in temporary workers.
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1. Introduction

In 2007, the percentage of temporary workers in Spain was twice as high as in the rest of
Europe. Contracts were the main way to provide flexibility for companies during the economic
crisis, (Instituto Valenciano de Investigaciones Econémicas, IVIE 2012a- Valencian Institute
of Economic Research). So, the greater impact of the economic crisis that began in 2008
affects the Spanish labour market. A study of the European labour market in this economic
crisis can be seen for example in Dimian et al. (2013). Today, the numbers temporary workers
and the proportion of unemployed workers (21.18% in the third quarter of 2015 according to
the 2015 Economically Active Population Survey from the Instituto Nacional de Estadistica
INE- Spanish National Institute of Statistics) are very high in Spain. In this paper, we analyse
whether these temporary contracts, an indicator of job instability, affect the level of job
satisfaction in Spain. For this purpose, we conduct static and dynamic studies.
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Using data from the 2013 Economically Active Population Survey, we focus on the effect
of the Spanish economic crisis on salaried workers with permanent and temporary contracts
through 2012. Using data from the Ministry of Employment and Social Security, we also
analyse the changes in job satisfaction for each type of employment contract during 2006—
2010. We then evaluate this data to determine if job satisfaction is related to job retention.
First, we calculate measures of association and correspondence analysis; then we explain
the level of job satisfaction through a linear model and an ordinal probit regression. Both
models use different variables and methodologies. In the empirical analysis, we use data
from the Ministry of Employment and Social Security's 2010 Survey of Quality of Life at
Work (published in December 2014).

The goal of this paper is threefold: 1) to study how the economic crisis affects
the number of workers with permanent and temporary contracts, 2) to understand how
the type of job contract affects job satisfaction for salaried workers during the economic
crisis, and 3) to explain the level of job satisfaction in each year of the economic crisis
through the application of different methodologies (correspondence analysis, linear
modelling, ordinal probit regression).

The structure of this paper is as follows. Sections 2, 3, and 4 provide a theoretical
framework of stability and employability, as well as describe employees by type of
contract and level of job satisfaction during the Spanish economic crisis. Section 5 presents
the database that we use. Section 6 develops the methodology. Section 7 contains results
and a discussion of empirical analysis, and Section 8 concludes.

2. Stability and Employability

The majority of the authors explain job stability in the following way. Job stability
is the right of the workers to keep their job if they do not fall into any of the grounds
for dismissal established by law; and the employer have to keep workers in their job if
they do not fall into any of the grounds for dismissal. However, the word employability
comes from the joining together of the words “employment” and “ability”. So, worker
employability is the knowledge and skills that increase the workers capacity to get and keep
a job, improve their work and adapt to change. In fact, the worker employability is the likely
to have and keep a job according to the worker skills.

Socorro (2004) finds that ensuring job stability for employees is one of the most
important topics to lawyers, trade unionists, and politicians. This is important because it
is easy to assume that job stability depends only on ensuring that employers only conduct
layoffs in justified circumstances or on ensuring long-term employment. But to what extent
do employees have responsibility for job stability?

In some cases, when employees feel secure in the workplace, they no longer strive
to improve their performance or become more productive. Instead, some employees limit
themselves to their areas of competence. This behaviour is unattractive and profit-draining,
yet these employees often show entrepreneurial and innovative behaviour at the beginning
of the employment relationship. Why then should a company ensure the job stability of an
employee who no longer adds value?

Permanent-employee status and tenure provide a sense of perpetuity to an employee’s
relationship with a company; this manifests itself in recognition for years of service, which
is how employees demonstrate loyalty and commitment to the organization. Thus, longevity
of an employer-employee relationship can identify good workers. However, this concept is

PRAGUE ECONOMIC PAPERS ‘ 2 ‘



questionable. As Socorro (2004) finds, experience with a company has value, even if un-
paid.

However, the concept of job stability cited previously rises from the notion that layoffs
are an exclusive power of the company and that employees leave voluntarily to express
dissatisfaction. We believe that in an economic crisis, this notion is inapplicable because
of the scarcity of jobs. Additionally, when a worker is fired or quits, he immediately loses
a place in the labour market and may not be attractive to employers. In turn, this affects
the employee's job stability.

Employees get job stability if they are innovative and if they add value to organizations,
independently of their social status, age, or other considerations (Socorro, 2004). Job
stability is thus a shared responsibility that ensures effective participation and added value
to processes, products, or services. Employees do achieve stability if there is an employer
who creates jobs, however. For this reason, if economic conditions deteriorate, workers may
lose their jobs and may have little expectation of recovering them unless their employment
status helps them get new jobs easily.

One of the main factors that affect job performance is remuneration. This can occur
through negotiation and approval of collective-bargaining contracts that comply with current
laws and dictate living wages that satisfy workers and improve their performance (Pedraza
et al., 2010). Gamero (2005) also states that job stability and promotion opportunities
have a strong impact on job satisfaction. Bowling et al. (2005) present several alternative
theories of stability and explain how the environmental effects on job satisfaction dissipate
over time.

Companies cannot guarantee long-term employment, however, but they can ensure
that their workers are employable by giving them experience and training that will increase
their value in the labour market (Jacoby, 1999). Cesario et al. (2012) show the cases that
the employability can have a moderating effect on the relationship between the type of
contract, affective commitment and job satisfaction. Employability is the ability to find
a job easily. The basic idea is that workers cannot expect companies to ensure job stability;
instead, workers should focus on guaranteeing their future employability (Alvarez and
Miles, 2006). A worker's employability improves if he or she becomes more valuable in
the labour market. Employability is thus a nontraditional form of job security (Finn, 2000;
Truch, 2001; Stone, 2001; Scholarios et al, 2008; De Cuyper et al., 2011).

If a firm favours improving the employability of its workers, it improves their job
satisfaction (Alvarez and Miles, 2006). We know that perceived job security and job status
(permanent or temporary) affect job satisfaction, and that workers often prefer a temporary
but secure job to a permanent but insecure one (Origo and Pagani, 2009). Accordingly,
the job's contract duration could be less important to workers if workers perceive that their
jobs are not at risk (Origo and Pagani, 2009).

Authors have different stances in relation to satisfaction. For these authors (Cesario
et al., 2012), the greater job insecurity does not imply less job satisfaction and less job
commitment. In this line, the results of Bernhard-Oettel ez al. (2005), De Witte and Naswall
(2003) and Guest and Conway (1997) do not support the hypothesis that temporary workers
are less satisfied with their job than permanent workers, and their findings cannot establish
a clear relationship between type of employment contract and job satisfaction.

In Elfering et al. (2000), changes in mean levels of job satisfaction and work centrality
are higher for employees who change jobs than for those who do not. Agypt and Rubin

PRAGUE ECONOMIC PAPERS ‘ 3 ‘



(2012) analyse how the temporal constraint of the organization and changes in temporary
structures in the workplace affect satisfaction. Similarly, Dormann and Zapf (2001) show
how job satisfaction affects job change. Wilkin (2013) numerically summarizes potential
mean differences in job satisfaction between temporary and permanent workers. Those
results suggest that in general, temporary workers have the lowest job satisfaction compared
to permanent employees.

Therefore, temporary workers should value improvements in employability more
because those improvements compensate for the negative effects that a temporary contract
has on job satisfaction.

3. Temporary Work In Spain: Theoretical Review

The Spanish labour market is now a dual market after the introduction of temporary job
contracts (Alba, 1998; Amuedo, 2000). Galtier and Gautié (2001) propose the “Employment
Queue”, which says that workers who want to enter the labour market must first queue in
the unemployment line or take temporary employment while they wait for a stable job.
These workers are called “temporary outsiders”.

During the years before the Spanish economic crisis (2006 and 2007), the unemployment
rate decreased substantially and was below 10% for the first time in decades. In this context
of job creation and expanding stable employment, the transition from temporary to stable
employment improved. Economists considered Spanish regions with the most dynamic
labour markets as fully employed, at least for men. A few years later, the labour market
completely changed due to the Spanish economic crisis. Now, several million workers are
unemployed.

There is also a direct relationship between education level and type of contract (IVIE,
2009a). The more educated the worker, the higher the probability of having a permanent
contract. Age and gender also influence the probability of having a permanent contract.
The proportion of older workers rises in permanent jobs; autonomous, geographically
mobile jobs; and highly skilled jobs. The proportion of younger workers rises in temporary
jobs, jobs with flexible hours, part-time jobs, and low-skill jobs (IVIE, 2009b).

There are four groups of young people in relation to employment flexibility (IVIE,
2009b). The first are those with permanent jobs or self-employment, generally associated
with adequate qualifications and full-time jobs. The other three groups involve temporary
contracts. Two are classified according to dedication (one full-time, the other part-time),
and the third is classified by the versatility of tasks in the workplace. There are more women
in the temporary jobs and more men in the permanent jobs. Young people who continue
their studies are more likely to hold part-time, temporary jobs or functional-flexibility jobs.
Young people who finish their studies usually get permanent jobs, self-employment, or
full-time temporary jobs. Before the Spanish economic crisis in 2008, employment rates
and the proportion of temporary job contracts were higher. This trend is now more evident
in women. Young people also find it difficult to access the labour market, especially during
an economic crisis. They also tend to be unemployed longer and overqualified for the jobs
they do obtain.

The economic crisis of 2008 stimulates new ways of employment relations marked by
a higher unemployment and job instability (Laparra et al., 2012). The higher precarious jobs
seem to be as a key factor of exclusion. So, the employment gradually loses its integrative
capacity.
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The greater use of temporary workers facilitates the firm adaptation to the economic
cycle. As a consequence, many workers lose their job and seek for a new job. An analysis
of the professional careers of some groups shows that the temporary contract is the gateway
to the labour market. However, the economic crisis has contributed to the temporary job
destruction, the more slowly transition to permanent contracts, the higher unemployment
and the very slightly higher labour inactivity (Fundacién FOESSA, 2014). Medina et al.
(2010) propose this idea in similar terms.

The Spanish economy is cyclical (Merino et al., 2012). In turn, the creation and
destruction of jobs is correlated with the economic cycle (Merino et al., 2012). During
the economic crisis, job destruction was high, which carried a high social cost (Merino et
al., 2012). It also increased the amount of temporary and short-duration contractst, though
an increase in better-quality? jobs does not accompany an increase in education level.
Strategies to restore the Spanish economy and make it more competitive therefore include
reducing the number of temporary job contracts, promoting the creation of more and better
jobs, and adding more quality jobs (International Labour Organization, 2011).

Regarding Spanish employment legislation for the regulation of temporary contracts,
Mufioz (2015) states that one of the most important and problematic issues in all
the employment reforms has been the temporary nature of contracts. We must refer to article
15 of the Spanish Workers’ Statute, which establishes the length of the various kinds of
temporary employment in Spain. It distinguishes between:

1. Contracts for work or service: This type of contract will have a maximum length of 3
years (extendable by 12 months if the applicable collective bargaining agreement so
establishes).

2. Temporary contracts due to market conditions, an accumulation of tasks or an excess
of orders. These will have a maximum length of 6 months within a period of 12 months
(although this can also be extended up to 12 months in a period of 18).

3. Substitution contract. The purpose of these contracts is to substitute someone who has
the right to reserve their job. These will not have a maximum length, as they will last
until the substituted person returns to work.

However, the problem arises when we have to apply article 15.5 of the Workers’ Statute,
because it establishes that those workers who during a period of 30 months have been
employed for a period of over 24 months, continuously or not, in the same or different job
with the same company or group of companies, through two or more temporary contracts,
whether directly or through employment agencies, with the same or different fixed-term
contract types, will become permanent workers.

There are two exceptions in calculating the temporary employment time: 1) substitution
contracts are not included in this temporary calculation, 2) the evolution of this precept due

1 The frequent use of these contracts causes a high labour rotation. Also, they affect negatively
human capital and labour productivity in the analysed period (Toharia, 2005).

2 In the words of Fernandez (2013), the International Labour Organization (ILO) gave a definition of
quality job that guided countries to achieve better labour conditions more than a decade ago. It is
a job in which labour rights are protected, productive, fairly paid, implemented freely with equity,
freely, equity, security and able to guarantee a dignified life. The existence of quality job is based on
four pillars: protection of labour rights, promotion of quality jobs, growth of social protection and
social dialogue.
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to all the employment reforms has meant that the period between 31t August 2011 and 31
December 2012 are not included in the calculation of the 24 months.

4. Temporary Job Contracts and Job Satisfaction in Spanish Economic
Crisis of 2008 - Dynamic Study

It is important to know the types of contracts for salaried workers in Spain (IVIE, 2006).
INE data show that the percentage of employees with temporary contracts is always more
than 30% during 1996-2005, since 2003 the trend increases. The percentage of salaried
workers with temporary contracts was 23.62% in 2012; it was 31.66% in 2007 (the year
before the beginning of the economic crisis) (INE, 2013). Table 1 shows the immediate
consequence of the economic crisis; temporary workers are the most affected.

The number of employees declines every year in absolute value in recent years, as
we can see in data from the EAPS Economically Active Population Survey (INE, 2013)
(Table 1). We also see that the worst years are 2009 and 2012; in these years the percentage
of temporary salaried workers decreases from the previous year by 18.40% and 12.06%,
respectively. During 2007-2012 the total number of salaried workers falls by 15.03%,
the number of salaried workers with permanent contracts falls by 5.03%, and the number of
salaried workers with temporary contracts falls by 36.6%. Clearly, the reduction is higher in
temporary salaried workers. Therefore, when unemployment rates are so high, the first out
usually are temporary workers. These figures confirm the study by Medina et al. (2010),
which states that the economic downturn produces greater job losses amongst those groups
that have a lower level of protection, temporary workers being one of these groups, whose
dismissals are cheaper for companies in terms of compensation. Having a temporary
contract has a strong impact on the likelihood of workers losing their jobs.

Table 1 | Salaried Workers by Contract Type or Labour Relation, 2006-2012. Interannual Variation
Rates. Units: Millions of People

YEARS 2006 2007 2008 2009 2010 2011 2012
Total 16,208.1 | 16,760.0 | 16,681.2 | 15,680.7 | 15,346.8 | 15,105.5 | 14,241.8
Permanent job 10,691.4 | 11,4531 | 11,800.7 | 11,698.3 | 11,523.6 | 11,279.5 | 10,877.2
contracts

Temporary job 55167 | 53069 | 4,880.5 | 3,982.4 | 3,823.2 | 3,8259 | 3,364.6
contracts

Total interannual

I - 3.40% -0.47% | —-6.00% -2.13% -1.57% -5.72%
variation rate

Interannual variation
rate of permanent job - 7.12% 3.03% | -0.87% | -1.49% | -2.12% | -3.57%
contracts

Interannual variation
rate of temporary job - —-3.80% | —8.03% |-18.40% | —4.00% 0.07% | —-12.06%
contracts

Source: Own elaboration from the Economically Active Population Survey, EAPS (INE, 2013).

PRAGUE ECONOMIC PAPERS ‘ 6 ‘



This temporary job contracts affect the labour market and job satisfaction; in turn,
they affect workers' behaviour. So, we study the level of job satisfaction during the Spanish
economic crisis. Table 2 reflects average job satisfaction for salaried workers by type of
contract (permanent or temporary) during the two years before the beginning of the Spanish
economic crisis and to 2010 (the latest available). The data is from the Survey of Quality
of Life at Work.

We find that women have higher job satisfaction than men, and that temporary workers
have lower job satisfaction than permanent workers. We also find that the average level of
job satisfaction increases at a slower rate during the Spanish economic crisis than in 2007.
In 2007, for instance, the increase in the average level of job satisfaction in permanent
salaried workers is 2.74% and the increase in the average level of satisfaction in temporary
salaried workers is 2.94%. This may be due to the high unemployment rate, which means
that employed workers are more likely to report higher job satisfaction because they feel
lucky to have jobs. This idea is consistent with findings from a study of young people
(IVIE, 2012b), which shows a decrease in requests for work reassignments, geographical
mobility, challenging tasks, etc. since the beginning of the Spanish economic crisis.

Table 2 | Average Level of Job Satisfaction for Salaried Occupied Workers

Total Men | Women

Permanent 7.4 7.4 7.4
Type of contract for salaried workers in 2006

Temporary/casual 7.0 7.0 7.1

Permanent 73 7.3 73
Type of contract for salaried workers in 2007

Temporary/casual 6.8 6.7 7.0

Permanent 73 7.3 7.4
Type of contract for salaried workers in 2008

Temporary/casual 6.9 6.8 6.9

Permanent 7.4 7.3 7.5
Type of contract for salaried workers in 2009

Temporary/casual 7.2 7.1 73

Permanent 7.5 7.5 7.5
Type of contract for salaried workers in 2010

Temporary/casual 7.0 6.9 7.2

Note: Average level of job satisfaction min. is 0 and max. is 10.

Source: Own elaboration from the Survey of Quality of Life at Work (Ministry of Employment and Social
Security: 2006-2010).

5. Data

We use 2010 microdata from the Ministerio de Empleo y Seguridad Social, Encuesta de
calidad de vida en el trabajo (ECVT) — Ministry of Employment and Social Security's
Survey of Quality of Life at Work. The survey covers the entire Spanish territory except for
Ceuta and Melilla, and the population includes employed workers over 16 years old who
reside in family households. This database was also used in the paper of job satisfaction by
Sanchez-Sellero et al. (2014).
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The ECVT questionnaire has different sections depending on the research objectives,
including sociodemographic data (age, gender, and education level), employment situation
(variables that describe jobs), and quality of life at work (job satisfaction, job organization,
labour environment, labour relations, working time, job safety, academic training, pro-
fessional training, compensation, attitudes, opinions, collective bargaining, trade unionism,
labour mobility, geographical mobility, and work-life balance).

The ECVT sample uses a three-stage stratified sampling. This survey considers in
each sampling stratum the crossing of Spanish regions and different levels of municipality
size. In the first stage, the survey defines a sample of census sections with probabilities
in proportion to the size of each section; in the second stage, it selects from each first-
stage census section a sample of households (with equal probability for each house in
the section); finally, within each second-stage house it randomly selects an employed
resident.

6. Analysis and Explanatory Models - Static Study

The ECVT survey includes 8,061 people; selecting only employees and self-employed
people leaves 6,512 people. Although the sample includes 6,512 people, when we balance
it with the elevation factor, it represents a population of 14,979,153 people. The purpose of
our study and the different variables involved justifies the use of different methodologies.
In our study, the dependent variable is current job satisfaction level, which takes values
from 0 to 10 (0O means no satisfaction, and 10 signifies high satisfaction). In order to
assess workers' job stability, we use the variable likely to keep job in six months. This
variable contains five categories: highly likely, quite likely, somewhat unlikely, very
unlikely, and not applicable. We want to see if both variables are independent. We thus
propose two hypotheses:

HO: An independent relationship exists between current job satisfaction level and
likelihood to keep job in six months.

H1: An independent relationship between current job satisfaction level and likelihood
to keep job in six months does not exist.

After performing chi-square tests, we obtain a statistical Pearson chi-squared with
a value of 57.951 (p = 0.000) and a likelihood ratio of 54.104 (p = 0.000). These values
reject the null hypothesis; therefore, both variables are not independent. Thus, we calculate
appropriate association measures in the case of contingency tables when categorical
variables are nominal (Phi, Cramer's V, and contingency coefficient). In this case, they
indicate little association, because the coefficients are next to zero (0.094).

In the following correspondence analysis®, we again see that the variables are not
independent (see p = 0.000 in Table 3). The total inertia represents the total explanation of
the axes (a total of 0.064 explained). Although the inertia may seem small, the four axes
explain 100% of the variance. The first dimension contributes 79.6% of that inertia, and
the first two contribute 92.4%. Because of this, the first two dimensions properly collect
the observed dependencies in the contingency table.

3 The correspondence analysis was used in other papers of job satisfaction such as Sanchez-Sellero
et al. (2013).
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Table 3 | Contributions to the Total Inertia of Each Dimension

Inertia Proportion el
P of the Own Value
Dimen- Own . Chi- .
. Inertia Sig.
sion value square Corr.
. Std.
Explained | Accumulated
Dev. 2
1 0.226 0.051 - - 0.796 0.796 0.015 0.299
2 0.091 0.008 - - 0.128 0.924 0.017 -
3 0.065 0.004 - - 0.067 0.991 - -
4 0.024 0.001 - - 0.009 1.000 - -
Total - 0.064 416.652 0.00° 1.000 1.000 - -

Note: a - 40 degrees of freedom.

Source: Own elaboration from the Survey of Quality of Life at Work (Ministry of Employment and Social
Security, 2010).

Figure 1 shows the relationship between the modes of current job satisfaction level
and likelihood to keep job in six months. We apply a symmetrical normalization method
whereby for each dimension, the row scores are the weighted averages of the column scores
divided by the common eigenvalue, and vice versa (the column scores are the weighted
averages of the row scores divided by the coincident eigenvalue). This method is valid
to examine differences or similarities between categories of the two variables. If keeping
the job is very unlikely, for example, the associated categories are 0, 1, 2, and 3.

Figure 1 | Graphical Representation of the Point Row and Column, Symmetric Normalization

1
10 9
Highly likely . D)
0 8 7
| ® —
5 ¢ Quite likely
Not applicable
" o
< 4 ®5
2 -1
5 Very unlikely Somewhat unlikely
5 . o:
3
2 @0
[ I
-3
-2 -1 0 1 2
Dimension 2

@ Current job satisfaction level (2010)

Likely to keep job in six months

Source: Own elaboration from the Survey of Quality of Life at Work (Ministry of Employment and Social
Security, 2010).
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Both models (linear modelling and ordinal probit regression) use current job satis-
faction level as the explained variable. The first model uses likelihood to keep job in six
months as the explanatory variable. Table 4 shows the mean and standard deviation of
current job satisfaction level corresponding to the different categories of likelihood to
keep job in six months. The lowest job satisfaction average corresponds to the categories
“somewhat unlikely” or “very unlikely”.

Table 4 | Descriptive Statistics

Likely to keep job in six months Mean ;t:,?:t?;: Number
Highly likely 7.6510 1.61176 4,163
Quite likely 7.2132 1.71886 1,435
Somewhat unlikely 6.5472 2.11745 477
Very unlikely 6.2593 2.46064 189
Not applicable (contract finalization, retirement, etc.) 7.0565 1.88668 248
Total 7.4106 1.75849 6,512

Note: Dependent variable: Current job satisfaction level (2010).

Source: Own elaboration from the Survey of Quality of Life at Work (Ministry of Employment and Social
Security, 2010).

Table 5 shows that the model is good although the R? is low. There is only one
explanatory variable and, logically, many more factors influence the dependent variable
explanation. Table 6 shows that if an employee is “somewhat unlikely” or “very unlikely”
to keep a job, the coefficients are negative. In these cases, job satisfaction decreases. Except
for one, every coefficient is significant (see Table 6). There are redundant parameters in
both Table 6 and Table 7. In both cases, there are as many f, parameters as categories, but
one is redundant, that is, only 4 parameters are required for 5 categories (Table 6).

Table 5 | Abstract of Linear Model

Source SumT;fpSeql:lIares df Qu'\::;:tic F Sig.
Corrected model 933.678° 4 233.419 79.106 0.000
Intersection 97,595.939 1 97,595.939 | 33075.346 0.000
k:';i'tyh? keep job in six 933.678 4 233.419 79.106 |  0.000
Error 19,200.307 6,507 2.951 - -
Total 377,756.000 6,512 - - -
Corrected total 20,133.985 6,511 - - -

Note: a - R? = 0.046 (R corrected squared = 0.046). Dependent variable: Level of current job satisfaction 2010.
Source: own elaboration from the Survey of Quality of Life at Work (Ministry of Employment and Social
Security, 2010).
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Table 6 | Estimations of Parameters (Linear model)

Confidence Interval
95%

Parameter B St:ndard t Sig.

UL Lower Upper

Limit Limit

Intersection 7.056 0.109 64.692 0.000 6.843 7.270
Highly likely 0.595 0.112 5.295 0.000 0.374 0.815
Quite likely 0.157 0.118 1.327 0.184 -0.075 0.388
Somewhat unlikely -0.509 0.134 —-3.787 0.000 -0.773 —-0.246
Very unlikely -0.797 0.166 —-4.806 0.000 -1.122 -0.472
Not applicable (contract 0° _ B _ B _
finalization, retirement, etc.)

Note: a — We assign the value zero to this parameter because it is redundant. Dependent variable: Current
job satisfaction level (2010).

Source: Own elaboration from the Survey of Quality of Life at Work (Ministry of Employment and Social
Security, 2010).

Next, we apply a statistical estimation method that incorporates the ordinal character
of the dependent variable. This is the ordinal probit regression. The purpose is to analyse
the influence of various explanatory variables on the level of job satisfaction with the current job.

In the ECVT, each worker rates job satisfaction on a scale of 0 to 10, where 0 is “no
satisfaction” and 10 is “high satisfaction”.

From the responses, we define the ordinal variable that equals 1, 2, and 3 according
to satisfaction level. Satisfaction can be low (responses 0-3), medium (responses 4-7), and
high (answers 8 to 10). This new variable becomes the dependent variable in the subsequent
empirical study. We redefine the variables as is common in studies of job satisfaction (e.g.,
Alvarez and Miles, 2006; Sanchez et al., 2007). Both studies apply ordered probit models,
which report the factors that increase or decrease job satisfaction on a scale.

The redefinition of the variable is useful because although the ordered probit model
could also be applied without transforming the variable, it is simpler to interpret the results
if we only have 3 categories (high, medium, and low) than if we have a scale of 0 to 10.

The novelty of this work appears in the different combinations of the explanatory
variables in the model. In this case, the explanatory variables are sex, age, and
educational level (personal variables), income, type of contract, and type of working day
(variables inherent in work), and teamwork and training activities (variables regarding
employability).

Regarding the variables that influence employability, we assume that a job that allows
workers to develop their skills and abilities will help to improve their employability. Alvarez
and Miles (2006) propose 3 options that could help to improve the human capital of workers
and, consequently, their employability. These are: a) giving workers different tasks that
require different knowledge, b) integrating them into autonomous working teams, and c)
providing them with continuous training courses.
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Table 7 | Estimations of Parameters (ordinal probit regression)

Interval 95%
i nterva
c‘g::‘ftl St::‘:’a’rd Wald AL Lower | Lower
Limit Limit
Sex=man -0.079 0.001 13,494.498 | 0.000 |-0.081 | —0.078
Sex =woman 0° - - - - -
Education level =illiterate 8.025 0.000 - - 8.025 8.025
Education level = less than primary studies 0.032 0.003 158.992 | 0.000 0.027 0.037
Education level = primary studies 0.100 0.001 5,343.904 | 0.000 0.097 0.103
Education level = secondary studies 0.077 0.001 4,325.567 | 0.000 0.075 0.079
Education level = primary professional training 0.214 0.001 26,436.775 | 0.000 0.211 0.216
Education level = secondary professional training 0.119 0.001 9,076.338 | 0.000 0.116 0.121
Education level = pre-university studies 0.032 0.001 692.369 | 0.000 0.030 0.035
Education level = degree university studies 0.056 0.001 2,195.271 | 0.000 0.054 0.059
Education level = master university studies 0° - - - - -
Age =from 16 to 25 years old —-0.246 0.008 943.500 | 0.000 |-0.262 | —0.230
Age =from 26 to 35 years old —-0.268 0.008 1,135.921 | 0.000 |[-0.284 | —0.253
Age =from 36 to 45 years old -0.341 0.008 1,837.729 | 0.000 |-0.356 | —0.325
Age =from 46 to 55 years old —-0.357 0.008 2,017.422 | 0.000 |[-0.373 | —0.342
Age = from 56 to 65 years old -0.132 0.008 271.094 | 0.000 | —0.147 -0.116
Age = more than 65 years old 02 - - - - -
Netincomes = below 600 —-0.168 0.008 439.561 | 0.000 | -0.184 | —0.152
Netincomes =from 600 to 1000 -0.194 0.008 601.064 | 0.000 | -0.210 -0.179
Netincomes =from 1001 to 1200 -0.127 0.008 258.898 | 0.000 | -0.143 -0.112
Netincomes =from 1201 to 1600 0.039 0.008 24,027 | 0.000 0.023 0.054
Netincomes =from 1601 to 2100 0.189 0.008 571.096 | 0.000 0.173 0.204
Netincomes =from 2101 to 3000 0.313 0.008 1,543.500 | 0.000 0.297 0.328
Netincomes =from 3001 to 4500 0.219 0.008 691.059 | 0.000 0.203 0.236
Netincomes =from 4501 to 6000 0.414 0.009 2,078.689 | 0.000 0.396 0.432
Netincomes = more than 6000 02 - - - - -
Type of job contract = temporary —-0.152 0.001 39,235.261 | 0.000 | —-0.154 | —0.151
Type of job contract = permanent 02 - - - - -
Working hours = full-time —-0.032 0.001 873.302 | 0.000 |-0.034 | -0.030
Working hours = part-time 0? - - - — _
Teamwork = yes 0.138 0.001 27,869.644 | 0.000 0.136 0.140
Teamwork = no 0° - - - - -
Do training activities = yes 0.243 0.002 19,356.256 | 0.000 0.239 0.246
Do training activities = no 0.051 0.002 889.456 | 0.000 0.048 0.055
Do training activities = not known 0° - - - - -

Note: Link function: Probit. Incomes are monthly and the monetary units are euros.
a - We assign the value zero to this parameter because it is redundant.

Source: own elaboration from the Survey of Quality of Life at Work (Ministry of Employment and Social
Security, 2010).
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In our analysis, we have included 2 of the cited options (teamwork and carrying out
training activities) because both are included in the ECVT although there could be more
that improve the employability of workers. Also, according to the studies on the subject,
there is a range of variables that influence employability; most authors agree that “training
and/or apprenticeships” improve employability (we can quote the studies by Groot and
Maassen Vann de Brink (2000) and Van Der Klink ez al. (2014) for example), while the other
variables are open to question.

The “teamwork” variable is located within the field of interpersonal relationships;
talent can be better used if it is fostered in its dual nature: individual and part of a team. We
believe that teamwork forms part of workers’ training process. It is employer, depending
on the type of task, who must strengthen individual and/or teamwork, and workers will
have to manage both situations. Often there are processes in organisations that require
the coordinated work of different departments; in these cases, if the working atmosphere is
good, this leads to an improvement in productivity and job satisfaction.

Table 7 shows the parameters estimation. The number of parameters is the number of
categories of each variable minus one. All parameters are significant. The Wald statistic is
the square of the ratio between the parameter and its standard error. Table 8 shows the estimated
probabilities for three response categories (low, medium, and high job satisfaction) for each
case (temporary versus permanent work).

Table 8 | Estimated Probabilities (ordinal probit regression)

Estimated Probability | Estimated Probability | Estimated Probability
for the Response for the Response for the Response
Type of Contract Category: 1.00 Category: 2.00 Category: 3.00
(low level of job (medium level of job (high level of job
satisfaction) satisfaction) satisfaction)
Number 3,726,104 3,726,104 3,726,104
Temporary
Mean 0.0493 0.4854 0.4653
Number 11,253,049 11,253,049 11,253,049
Permanent
Mean 0.0289 0.4057 0.5653

Note: Link function: Probit

Source: own elaboration from the Survey of Quality of Life at Work (Ministry of Employment and Social
Security, 2010).

7. Results and Discussion

The number of permanent workers fell by 5.03% during 2007-2012, but the number
of temporary workers fell by 36.6% in this period. However, the average levels of job
satisfaction grew slightly during 2007-2010, possibly due to lower job requirements of
employed workers.

Figure 1 shows that when the category “likely to keep job in six months” rates 0, 1,
2, or 3, then job satisfaction usually rates 8, 9, and 10. This is a low job satisfaction rate.
These results confirm Origo and Pagani's (2009) idea that improvement in job security
generates an improvement in job satisfaction. Chadi and Hetschko (2013) present evidence
that working on a temporary contract lowers current job satisfaction. They use ordinary
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least squares (OLS) estimation as well as probit models. Their results confirm the findings
of Boswell ef al. (2005) for a different sample.

Table 4 shows that the lowest level of job satisfaction occurs when the probability
of keeping a job is low. Accordingly, the linear model shows negative coefficients in
the categories “somewhat unlikely” and “very unlikely”. This suggests that the level of job
satisfaction decreases.

We apply an ordinal probit model and group job satisfaction into three categories
(Table 7). We find that temporary workers are less satisfied with their jobs (by the negative
sign of its coefficient). We also find that workers who work in teams and do training activities
are more satisfied with their jobs. We thus consider teamwork and training activities as
variables that measure worker employability.

Using the same methodology, Baruffini and Origo (2014) identify how job insecurity
affects temporary workers. They also use ordered probit models. The results show that job
stability and security are not associated, and that job satisfaction is relatively low, especially
when job security is low. In the study by Buddelmeyer et al. (2015) the results of estimating
ordered logit regression models show that male temporary workers have noticeably lower job
satisfaction levels, although this association becomes weaker with permanent employment.

Table 8 shows the relationship between contract type and job satisfaction. We find that
4.93% of temporary workers rate their job satisfaction as low, 48.54% rate it as medium,
and 46.53% rate it as high. If the worker is permanent, however, these results are 2.89%,
40.57%, and 56.53%, respectively. The highest estimated probability for temporary workers
(48.54%) is associated with medium job satisfaction; the highest estimated probability
for permanent workers (56.53%) is associated with high job satisfaction. This suggests
that temporary workers have less job satisfaction than permanent workers. The results of
correspondence analysis, linear modelling and ordinal probit regression are coherent with
each other.

8. Conclusions

People with temporary contracts are those who have failed to find a secure employment
option, as it is the organisation that determines the length of the contract, in other words,
it is companies that make workers redundant and not workers who leave the company. In
times of economic crisis, the latter scenario is less likely to occur, due to the lack of jobs.
Temporary work is usually an access channel to the job market for recently qualified young
workers; and currently, when many adult workers have lost their jobs as a consequence
of the different employment regulations, finding a job, even if it is temporary, is a way to
survive.

This paper analyses job stability and satisfaction during the Spanish economic crisis.
We find through a correspondence analysis that if workers feel that their job retention is
unlikely, their job satisfaction is the lowest; on the contrary, if workers feel that they are
likely to retain their jobs, their job satisfaction is the highest. Through a linear model, we
also find a negative coefficient for level of job satisfaction if the probability of keeping
the job is somewhat unlikely or very unlikely.

The ordinal probit regression provides the following conclusions. Temporary workers
have less job satisfaction than permanent workers. Workers on teams and who do training
activities are more satisfied with their jobs. We use teamwork and training activities as
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variables to measure worker employability. The length of employment contracts can be
less important if workers feel that they are not in danger of losing their jobs. Our results
show that worker employability favours job satisfaction. This research uses empirical static
analysis in 2010.

Our dynamic study also analyses salaried workers by contract type during 2006-2012.
We find that temporary workers are the first ones to lose their jobs and are the most harmed
by the Spanish economic crisis. Accordingly, temporary workers are more likely than
permanent workers to be unemployed; the worst years were 2009 and 2012. The average level
of job satisfaction increases slightly for salaried workers, both temporary and permanent,
during 2007-2010. This trend is slightly higher in women. The high unemployment rate,
which makes employed workers feel lucky to have jobs, explains most of these findings.

We conclude that although temporary workers are less satisfied with their jobs
than permanent workers, as we demonstrate theoretically and empirically, the worker-
employability variables (teamwork and training activities) increase job satisfaction. In
other words, temporary workers have lower levels of job satisfaction than those who have
permanent contracts, although from 2008 on, the average job satisfaction figures rise
slightly for both types of workers. Future research might continue the study of the evolution
of the labour market, its effects on job satisfaction, and the welfare of the country.

We also find that if companies value and want to recruit talent in normal economic
conditions, the market is open to anyone who stays active, up-to-date, and goal-oriented.
If workers add value to the firms that are willing to recognize and hire them, economies
achieve job stability.
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