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ABSTRACT

Labour costs account for 46 of all the costs in German horticulture. Employee satisfaction has a significant impact on

the economic and social sustainability of horticultural companies. Traditional linear relationships between
environmental chaicteristics and subjective job satisfaction have been assumed in psychological reésar¢2007)

challenged this conception with the rlimear vitamin model. The present study examines the possibility ofimar
relationships between job characséids and job satisfaction. For this purpose, a survey was carried out using an online
and a papeandpencil questionnaire from August 2013 to February 2015. In addition, the preferences of employees
(N=229), vocational and master craftsman scholsix2(5) and students of horticulture sciend&204) regarding job
characteristics were examined. This article focuses on the later two. The relationships between characteristic values and
work and life satisfaction are analysed and the results of the thngesgare compared. The strongest relationships with

job satisfaction can be observed for vocational and master craftsman scholars for the job features emotional dissonance
and considerate leadership. Additionally, employers' fair treatment of the socéetyhade has a strong impact on job
satisfaction. The salary can be found only in the lower middle range. The data support the assumptidinesdrnon
relationships between job characteristic values and satisfaction. Furthermore, the personal clhegafténststudy
participants are included in the analysis. The study indicates a change in the preference structure of employees, who in
the future would prefer a good waike balance in particular as well as other "soft" factors.

Keywords: employee wk-being, horticulture, human resources management, job satisfaction, social sustainability
JEL: J28, M54, J43

INTRODUCTION challenges than resources, the-sae dips, along with
their wellbeing, and viceversa." Dodge et al., 2012, p.
Personnel costs account for aboutt4®f all the costs in 230; Meyerding, 2015a) Subjective satisfaction can be
German horticulture. The importance of human resourceeasured contextee as life satisfaction and context
management will increase in most industrialized countridgsased as job satisfactiondafacetspecific, for example
in the wake of demographic change, whish often satisfaction with one's salary.
associated with a wdor-talents and a more diverse  There are diverse approaches to the measurement and
workforce Montén, 2011; Meyerding, 2015a). understanding of psychological satisfaction at wotkn(
Employeerelated issues will be the cause of fundament®osenstiel, Kehr and Maier, 2000). If job satisfaction is
transformation processes in the next two decades tm be measured by the sutlige assessment of
German companies of all industrie€l4Ben and von characteristic values of different facets of the job, it is
Kyaw, 2007, p. 17) and are considered as a key factor irssential to determine which facets (aspects) are to be
the future success of horticulture in GermaSshfeiner included in the valuation model. Specifically, it is
et al., 2013, pp. 73-76). Another aspect is the increasingnecessary to decide whether environmental characteristics
attention of consumers and society to the socidfacets & the job) alone or additional personal
dimensions of sustaindiby, the potential of which has not characteristics should be included in the analydiart,
yet been addressed by a number of sustainabiligf13). One way to evaluate job satisfaction is to use
assessment systems in agriculture. Subjective jdtterzberg's twefactor model Herzberg, Mausner and
satisfaction can be used as a key indicator of soci@ynderman 1959; Herzberg 1966). For exampleBitsch
sustainability and has many advantages compared withd Hogberg (2005) used parts of Herzberg's model in a
objectively wqantified indicators Meyerding, 2015a; qualitative study of US horticulture based on 31
2015b). interviews. More recentlyReiche and Sparke (2012)

"In essence, stable wdiking is when individuals performed a quantitative study among 446 specialized
have the psychological, social and physical resources theycational and master craftsman scholars tHevied an
need to meet a particular psychological, social and/@mnovative analytical approach but was mainly based on
physical challenge. When individuals haveorm Herzberg's modeMeyerding, 2015a). Although the use


mailto:meyerding@zbg.uni-hannover.de

RAAE / Meyerding, 2016: 19 (1) 30-49, doi: 10.15414/raae.2016.19.01.30-49

of Herzberg's model Herzberg, Mausner and used here covers the most important aspects that are
Synderman, 1959) is widespread in businessrelevant to job satisfaction in German horticulture. In
administration, the personnel management literatuned addition, the preferences of future generations concerning
relevant studies, it is not supported by empirical studigbe job characteristics examined will bensidered, with
(von Rosenstiel, Kehr and Maier, 2000). To the author's the intention of highlighting the areas to which
knowledge, there was no quantitative study on Germdrorticultural companies need to pay particular attention to
horticulture that is not based on Herzberg's model arnm attractive employers in the future.

considers the possibility ohonlinear relationships In principle, the satisfaction measurement aims to
(Warr, 1987; de Jong and Schaufeli 1998; van Vegchel quantify and evaluate human emotions. ihwestigate
de Jonge and Landsbergis, 2005). why some people are happier than others, this article

This empirical quantitative study examines thencludes perspectives that are either "environment
relationships between 28 job aspects and job and libentered" or “"perseoentered.” In the first case, the
satisfaction for vocational and master tsafan scholars influence of the environment on the satisfaction of an
in German horticulture. In addition, Warr's vitamin modeindividual is considered. Theecond case investigates the
(Warr, 1987; 2007) is tested. Furthermore, the differenti nf | uence t hat the personds ow
preference structures between generations regardingthe di vi dual 6s experienced sati s
job aspects investigated become visible. For this purpose,
more than 60 complete records of more than 1,300 studyOB SATISFACTION MEASUREMENT BASED ON
participants were examined. Three groiipsmployees, THE VITAMIN MODEL
vocational and master craftsman scholars and students of
horticultural science$ each with over 200 full records, Research models that help to examine the causes of
were evaluated separately. This articleuses on the satisfaction andissatisfaction show three different points
vocational and master craftsman scholars and studentsobfview: the first is based primarily on the environment,
horticulture science. The theoretical background and thiee second is based on the person himself and the third
methodology of the present study are based on the latestbines the environment and person perspectives. To
version of Warr's vitamin modeMWarr, 2007), which gain a complete understanding, a model hdstehosen
provides 12 job chacteristics (vitamins) and their that involves both the environment and the person himself.
hypothetical utility function. The utility functions describeAn emphasis on one or the other point of view does not
the nature of the relationship of job characteristics antecessarily deny the need for a combined approach. In
different forms of satisfaction. principle, there is no single "correct" number of categories

Previous studies in horticulture Bigsch and in a model of tls kind. Increasing accuracy can be
Hogberg, 2005; Reiche and Sparke, 2012) have been achieved by incorporating a higher number of specific
based on the Herzberg modeHefzberg, 1966; characteristics.

Herzberg, Mausner and Synderman, 1959) and have The major difference between Warr's vitamin model
assumed linear relationships between job characterist@sd other models is not the choice of features, but the idea
and job satisfaction. In recent decades, two theoretictlat the expression of the charactizs does not have a
approaches have been sessful in guiding empirical linear relationship with satisfaction. Consequently, there
research: the job characteristics moddh¢kman and are features that have diminishing marginal utility or that
Oldham, 1975) and the demand control support modehffect satisfaction negatively at very much higher
(Karasek, 1979). Although these models differ in purposecharacteristic values (see Fig. 1).

and complexity, they assume linear relationships todable 1 lists the 12 featured the vitamin model. The
although diferent studies de Jong, Schaufeli and subdivision into swifeatures (aspects) is indicated by
Furda, 1995; Warr 1990; de Jong and Schaufeli, 1998; small letters. The nature of the utility function is given by
de Jonge et al., 2000) have partially supported the the abbreviations CE for diminishing marginal utility and
assumed types of utility functions of the vitamin modeAD for a bellshaped curveWarr, 2013). In this stug,

(de Jong and Schaufeli, 1998). HoweverDe Jongeand t he vi tamins are operational:@
Schaufeli (1998), who tested the vitamin model, used araspects.

earlier version of the model with nine vitamirn®/4rr, For all these aspects of the work environment, an
1994), and the current model contains twelve vitamingncrease from a low to a moderate level leads to increasing
(Warr 2007; Meyerding, 2015a). The current model was satisfaction. Research sometimes deals with the "intrinsic"
tested byMeyerding (2015a), whose studyshowed the characteristics ofthe task itself. The vitamin model
validity of the model for employees in horticulture. Theassumes these intrinsic features to have ashealped
utility functions can differ between subgroups. For thiprofile of the utility function, such that it can lead to "too
reason, the individual utility functions are analysed fomuch of a good thing" (features 1 to 6). On the other hand,
vocational and master craftsman scholars. the extrinsic characteristics, as a resfltthe working

The objective of this study ido identify the conditions (features 7 to 12), show diminishing marginal
relationships between job aspects and job satisfaction utility above a moderate level.

German horticulture and to verify the assumed utility Job feature 1: The possibility of personal influence
functions as well as indicating the effects of personatontrol). Research from many areas of psychology has
characteristics. At the same time, it will demonstrate thabnfirmed the fareaching importance gfersonal control
the job sasifaction indicator based on the survey methodver aspects of the environmehompson, 2009). This

31



RAAE / Meyerding, 2016: 19 (1) 30-49, doi: 10.15414/raae.2016.19.01.30-49

work feature depends, like others, on individual cognitiveo carry out another activity. However, a ptmanging
processes and the conditions of the environmentsituation with low requirements has a negative impact on
situation. Two aspects of this work feature should bsubjective satisfactiorWyatt and Langden, 1938). The
considered, which aref an intrinsic and an extrinsic second aspect is the ability to cope with difficult
nature Karasek, 1979). The intrinsic aspect contains therequirements (3b, ditulty of job demands). Thus, there
adaptation of other job characteristics (1a, task discretiond, an individual optimum of requirements: a certain
such as the level of skill use, objectives and varietglegree, which also requires effort, is desirable. However,
whereas the extrinsic aspect relates tortflaénce on the increasing demands lead to excessive demands. The third
organizational as a whole (1b, influence over the widerspect is task identity (3c, task coherence). A ifipec
organization). In the vitamin model, a behaped profile aspect of goals in a work environment is the degree to
of the utility function is assumed for this work featurewhich the individual tasks are conclusively related.
very high values lead to dissatisfacti®ugger, 1989). Hackman and Oldham (1975) defined task identity as
the degree to which it is required to fulfil a task
" - "completely,” that is, to perform a jdbom start to finish
A Subjective optimum with a visible result. The fourth aspect is role conflict (3d,
conflict between job demands). This is the case in which
(CE) incompatible demands are made of different

environmental sources. Another form of role conflict is
described betwee roles in private life and roles in
working life, known as worikhome conflict or work
family conflict (3e, conflict between work and home,

Satisfaction

(AD) Greenhaus and Beutell (1985)). The sixth aspect is 3f,
emotional dissonance. A special form of high job demands
aries in situations in which the employee is expected to

> show or simulate an emotion without actually feeling it

Environmental characteristic (Glomb, Kammeyer-Mueller and Rotundo, 2004). The
. N vitamin model assumes job feature 3 to have adtelped
Fig. 1 The vitamin analogy: the beshaped curve of the |, fije of the utility function. In aationwide study among

utility function (AD, additional ~decrement) and piishy \orkers, Warr (1990) observed a nofinear
diminishing marginal utility (CE, constant effect). Ownrelationship.

illustration: Cf.Warr (2012) andMeyerding (2015a). Job feature 4: Variety (variety). This feature of the
o . . . vitamin model contains variations (4a, range of different
Job feature 2: The possibility of using skills (skill). — yaq1q) in the conditions of the workplace and in the
There is a variety of evidence that employees Who afiries that are carried out by the employees. A low
limited in the use of their skills are less satisfied thay), ety leads to dissatisfaction for two reasons. First, the
others. The personal appreciation of skills (2a, skill usghsence of variety is undesirable in itself. People prefer a
could be illustrated by theh study Hyewin, ll)emb"’ change in their experiences, to find a balance between
FeSt“:ger’ and Sears (1944) The opportunity to learn (2b, ¢ ntort and relief from regtitive routines and behaviours
new leaming,Kornhauser, 1962) and to acquire New (y, . hauser, 1962). The belishaped curve of the utility
skills is a key feature in the model of positive progressivg, ,tion implies that very high variety leads to
work by Spreltzer’hsmc.hffe’. Dutton’l Sonenshein, an|<|i dissatisfaction. Two reasons for this are feasible. First,
Grant (2005). In the vitamin model, a nelmear bel- oy high variety leads to harmful levels of other job
shaped curve of the utility function is assumed for this jo amcteristics, for example by increasing the number of
feature. ' . different external requirements (job feature 3). The second
Job  feature 3: Externally given goals (goals). pneqative aspect of high variety lies in the fact that the

Environmental situations differ in the requirements th%dividual must constantly draw his concentration and
they place on the physical and mental activity of a perso ention to other matters

At low Igve_ls_ ofthis job featur_e’ feW demands are place Job feature 5: Clarity of the environmental situation
on the individual and there is little external pressure t]l;

- L _(clarity). A lack of clarity of the environmental situation
carry out an activity. At moderate levels, the individual i experienced as undesirable in itself. Uncertainty
prompted by his or her environment to work towards goa,

hat involve diff levels of diful egarding oneds own situation
that involve difterent levels of ditulty. of predictability reduces the kjective competence in a

_ Very high Ieyels of externally set targets require ,thgituation as it is less possible to assess risks and
|nd|V|dl_JaI to achieve many and/pr d'ff.'cu" 906"?1 Ie_ad'n%pportunities.Caplan (1975) developed a "job futures
to feelings of oppression, the inability to maintain th%mbiguity" scale for the first of the three aspects; this

quantity or quality of work and possibly the fear of failurg, ntaing " the security of career development (5a, future
(Warr, 1987). Work feature 3 has six aspects. The ﬁrsbr dictabi i t y) and the expected f

aspect deals with the number of requests (3a, number
job demands) made of the employee. As with other
primary features, short periods with low requirements are
quite attractive, as they offer rest periodshar possibility

ilities.
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Table 1. The 12 Vitamins of Warr'sModel and its 28 Aspects for the Evaluation

Vitamin model Job features in the present study Utility function
1 Control (AD) la Task discretion AD
1b Influence over the wider organization AD
2 Skill (AD) 2a Skill use AD
2b New learning CE
3 Goals(AD) 3a Number of job demands AD
3b Difficulty of job demands AD
3c Task coherence CE
3d Conflict between job demands CE (inverse)
3e Conflict between work and home CE (inverse)
3f Emotional dissonance (inverse) AD
4 Variety (AD) 4a Range oflifferent tasks AD
5 Clarity (AD) 5a Future predictability (excludes job tenui AD
5b Clear role requirements AD
5c¢ Availability of feedback AD
6 People (AD) 6a Amount of social contact AD
6b Quality of social contact AD
7 Money (CE) 7a Pay level CE
8 Physical security (CE 8a Pleasant environment CE
8b Safe work practices CE
8c Adequate equipment CE
9 Significance (CE) 9a Value to society CE
9b Significance to self CE
10 Supervision (CE) 10a Supervision is considerate CE
10b Supervisors supportive CE
11 Career (CE) 11a Job security CE
11b Good future prospects CE
12 Fairness (CE) 12a Fair treatment of employees CE
12b The organization's morality in society CE

SourceCf. Warr (2007) andMeyerding (2015a)

The second aspect of clarity of the environmental situatiamonversations due to a lack of discretidcCoy and
is the clarity of the role (5b, clear role requirements)vans, 2005). For all the environmental characteristics,
which contains the amount and availability of informationwhat is a possibility or option at moderate levels is an
about which conduct and performance levels are requiredavoidable imperative requirement at very high levels.
(Glazer and Beehr, 2005). Being forced to seek help may be harmful in this respect

The third aspect of clarity of the environmentalDeelstra et al., 2003).
situation is feedback (5c, availability of feedback) about Job feature 7: Disposable income (money). The
oneds oownancep which is essential for anavailability offinancial resources (7a, pay level) has been
employee to acquire the personal ability to influence owi del y studied in the context
maintain the environmental situation as well as forthe mount of oneb6s salary is of p
development and use of his or her own abilities. There g secure a livelihood or a particular lifestyle, but also for
little information about situations with very higltarity.  social significance, "equal" treement and as a sign of
However, it appears likely that these seriously redugeersonal succesSxivastava, Locke and Bartol, 2001).
surprises, risk and different results. The feature disposable income has a-lmgar character.

Job feature 6: Contact with other people (people). For ~ The utility function shows diminishing marginal utility.
job feature 6, contact with other people, a {sblhped The relationship between income and satisfaction is higher
profile of the utility function is assunde Two aspects of in low-income groups than at a moderate level
this feature should be considered: on the one hand tfl€ornhauser, 1962). At higher income levels, income has
guantity (6a, amount of social contact) and on the othenly very little or no effect on satisfactiorSibbald,
hand the quality (6b, quality of social contact) of contac2003). Studies in this area have often been based on a
The quantity of social contacts and interactions igersion of the equity theornAdams 1963), which implies
desirable ont up to a certain pointHackman and that people compare their ratio of input and income with
Oldham, 1975). A very high value of this aspect preventghe input output ratio of other people. The inputs are
privacy and may lead to excessive demands amdually defined in terms of skills, effort, qualifications,
aggression and thus to dissatisfactidriéd, Slowik, working conditions, working hours and so on.
Ben-David and Tiegs, 2001). Dissatisfaction is due to Job feature 8: Physical security (physical security).
higher noise levels, more frequent interruptions and he central issues of this feature are the absence of danger
distractions from other employees, a sense Bb, safe work practices) and the presence of good
overcrowding, insufficient privacy and less friendlyworking conditions, ergonomically appropriate equipment
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(8c, adequate equipment) and safe levels of, for examptake a position with a higher status, and/alt such a
tempeature and noise (8a, pleasant environment). Thmosition be available to me in the future? However, this
aspects of physical security have often been neglectedantlook includes the opportunity for transition to other
studies regarding job satisfactioTaper, Beehr and activities, which need not imply a hierarchical ascent.
Walsh, 1985). The key features of physical security werdDiminishing marginal utility is assumed for this job
identified byCarlopio (1996) as the ewironment design feature.
(lighting, air quality, surface condition, etc.), machines Job feature 12: Equality (fairness). The last job
and tools, sources of danger, sanitation, food arfdature with diminishing marginal utility in the vitamin
relaxation areas. A low level of physical security willmodel contains two aspects of equality: the fairness in the
reduce employee satisfaction in three ways. First, there asdationship of an employee and his employer (12a, fair
direct effets, unwanted physical conditions that probablyreatment of employees) and the fairness efdbmpany
give rise to negative feelings themselves. Second, #mwards the society as a whole (12b, the organization's
indirect effect can occur as a result of an actiiityuced morality in society). Organizational justice of the first kind
deterioration of physical health. Insufficient equipmengwithin the organization) contains distributioelated and
can be both intrinsically undesirablnd the cause of procedural issues. Distributive justice refers to the fairness
dissatisfaction due to subsequent errors and interruptionms in other words, the allocation of workload and benefits
in the working processSalvendy, 2012, p. 708). to the different members of a social system. Procedural
Job feature 9: Valued social position (significance).  justice refers to the fairness of the process that leads to this
Professions and workplaces differ in the value that @llocation Cropanzano, Bowen and Gilliland, 2007),
attributed to them bgociety but also by the organization.particularly concerning déct unfair discrimination on the
The "task significance" scale of the job diagnostic survelyasis of age, gender, ethnic origin and so on. Above a
(Hackman and Oldham, 1975) includes the importance moderate level, the utility function should flatten out
that employees attach to their work task (9b, significanq@arr, 2007, p. 140).
to self, Hackman and Oldham, 1975). This work fature To evaluate the characteristics, a modifi€dnin
is more open than others to subjective interpretation. TIi#955) scale was used to make it easierthe respondents
value that is attached to a particular role may vary widelp grasp the nature of the characteristic values. This is
between individuals in the same rol®xzesniewski, particularly necessary, as linearity is often assumed by
McCauley, Rozin and Schwartz, 1997). The studies study participants. The symbols used are derived from a
reviewed have consistently denstrated a linear publication bySalcher and Hoffelt (1995, p. 95). In
relationship between appreciation of the role and joaddition tothis questionnaire, the individual preferences
satisfaction. At the conceptual level, it remains unlikelyor certain characteristics should be recorded.
that in jobs that all have a high social value, smakurthermore, it can be useful to capture some personal
differences in the expression of this feature may beata.
associated withifferences in job satisfaction.
Job feature 10: Supportive leadership (supervision).  Personal Characteristics and their Influence on
Issues of leadership were often analysed by surveys tiSaibjective Satisfaction
were completed by the staff and recorded their percepti@mvironmental features amesponsible for only part of
of the behaviour of executives in terms of theisatisfaction. Part of satisfaction comes from the person
consideation (10a, supervisor behaves consideratelyhim- or herself or his or her characteristics or properties.
The questions concerned the support (10b, supervisorkisowledge of the influence of personal characteristics is
supportive) and the respect shown to the employeés)portant to be able to interpret the results of
compliance with the welfare of employees and theneasurement correctly.
tendency to express praise and appreciation fowtité&
performed. Behaviour that can be defined as considerd¥éfferent individual comparison processes and reference
includes willingness to listen and to accept the suggestiondues
of employees. Very high values of the feature supportidéan employee is asked to evaluate a particular job feature,
supervision will probably not lead to dissatisfaction ofhe/she turns to comparisons and looks for reference values
subordinates, solzell-shaped curve of the utility function with  which to compare his/her individual situation
is not expected. Depending on which reference values are used, the
Job feature 11: Career prospects (career). A career is subjective evaluation and therefore the satisfaction
often understood as upward movement in the workhange, regardless of the objective characteristic value.
hierarchy. Careers can also develop positively for ahhe individual evaluation processes, especially for
individual in other ways, by career clyms, taking on an moderate objective characteristic valuess be expected
alternative role or engaging in teaching activities. Tweo contribute to the determination of subjective
aspects of career prospects should be considered. Fissttisfaction, but their influence should be low for extreme
jobs differ regarding their job and income security (11agbjective characteristic valueBrese and Zapf, 1999).
job security). The second aspect of career prospects is the Demographic characteristics and their influence on
possihlity to take on another role (11b, good futuresubjective satisfaction. Overall, women tend to have
prospects). For many people, this means havirggher job satisfaction than meGiandey, Cordeiro and
opportunities for promotion: do | collect experience an€router, 2005). However, whether a causal relationship
expertise on this job, which will be useful to be able tbetween gender and satisfaction can be derived is
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guestionable. Nevertheless, with regard to the job featuresmpleted questionnaires were evaluable. Only
differences between the genders can be obsernauaestionnaires with more than 10 completed questions
(Grandey, Cordeiro and Crouter, 2005). It has were included in the analysis.
frequently been noted that older people are more satisfied First, the sample is described for each group, and then
than younger peopl®fener and Suh, 1998). The reasons the relationships between job aspects and job and life
for the greater satisfaction of older people coligdin  satisfaction are inveiglated. For this purpose, the rank
changed evaluation processes or in different characteristiorrelation coefficient Spearman's rhg) (s used, since
values of the job features. In the first case, older peopt®rmal distribution cannot be assumddeld 2009, pp.
could, through their work and life experience, havd79 ff.). For each correlation coefficient, the significance
lowered their expectations towards the job, while youngéevel (p) and the number of records)(usedin the
workers have posite expectations regarding theircalculation are indicated.
working life, which are then disappointed and lead to The model was tested in different ways. Covariance
dissatisfaction. The second possible explanation could beucture modelling (CSM) with fulihformation
that older employees tend to occupy jobs with a higher jabaximum likelihood (FIML) estimation was used to
quality (more positive levels of job features) or mayassess the fit of the proposed vitamin model and its
during their working lives, develop in a direction that isoperationalizationri this study Meyerding, 2015a). Also
conducive to their needs. dummy variables were calculated for the aspects for which

Different forms of employment and their influence on  the utility function should have a bedhaped curve. For
subjective  satisfaction. The third kind of group each of these aspects, two dummy variables were
distribution could occur in relation to different forms ofconstructed. The first includes the records of low to
employment with different characteristics, for examplenoderate characteristic values and the second those of
parttime and fulltime jobs or fixed and temporary moderate to very high scores. In the case of adhelped
employment Thorsteinson, 2003). It is also useful to curve of the utility function (AD), the first dummy
distinguish between core workers and seasonal workevgriable should have a positive correlation with job
as seasonal workers occupy a spepadition in German satisfaction (see Fig. 1, left sida)d the second a negative
horticulture. correlation (see Fig. 1, right side). In addition, the

Influence of the individual personality on subjective  attributes for which a beBhaped curve of the utility
satisfaction. Other personal characteristics that have afunction is assumed are transformed into a third dummy
impact on subjective satisfaction are personality andariables so that characteristic values over the subjective
innate cognitive differences. Psychological researobptimum are assigned to the values on the left side of the
typically distinguishes between five personalityoptimum. The correlation between thus transformed
characteristics:Rarrick and Mount, 1991) neuroticism, dummy variables and job satisfaction should be higher
extraversion, openness to new experiences, agreeablenbas those of the variable without the transformation,
(cooperation, respecting the wishes of others, etc.) apdovided that this aspect has a tsdlhp@ profile of the
conscientiousness (diligence). The peddibyn  utility function (AD). A further possibility, which is to be
characteristics will not be discussed in detail at this poinfavestigated, is the comparison of the results of a linear
however, it is crucial to be aware that sometimes innategression for each aspect and a-liwoear regression,
characteristics may influence perceived subjectiveherein the notinear regression should present a higher
satisfaction. They are not considered in this study. IR’ than the linear regression if the assumed utility
addition, one's own alities and level of education could functions can be supported by the data. In the case of the
affect one's subjective satisfactioGanzach, 1998). nonlinear regression, the following equations are used:
However, a higher level of education increases th@oncave with saturation limit (exponential model, CE
probability of acquiring a job that has beneficial levels ofharacteristics (aspects)) (Eq.1).
different job characteristics.

EQI GO Qi QO o e ° 1)
DATA AND METHODS
where x is the value of the job characteristic and the start

Forthe study, more than 1,300 employees, vocational anelues were chosen as follows):
master craftsman scholars as well as horticulture stude@s pnA  m@nN- p T
in Germany were surveyed. The questionnaire waSoncave with downturn (quadratic model, AD
implemented in both papendpencil form and web characteristics (aspects)) (Eq.2).
based form. Individuals were invited to paigiite via
presentations, trade fairs (IPM), lectures and socigl £iéh 0 Qi "QO o O&E I 2)
networks as well as two articles in the horticultural trade
press (TASPO). The survey was conducted from Augugthere x is the value of the job characteristic and the start
2013 to February 2015. Over 200 completedalues were chosen as follows:
questionnaires from employees of houttural companies A v@nNA uv&MR p 1
were analysed. In this article, the groups of vocational and
master craftsman scholars as well as horticulture students As explained above, not only environmental

in Germany are considered, each of which accounted feiaracteristics, but also personal characteristio® laa
over 200 completed questionnaires, so a total of 6Gfpact on subjective satisfaction Warr, 2013).
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Therefore, they should be considered in the study. The$She possibilitytoexpandotes abi | i ti es and t
are specifically gender, age and level of educatio2b) is also strongly preferred by the vocational and master
Furthermore, the type of employment, the size of theraftsman scholars. In the fourth place, we find the work
company and their influence on thgbjective satisfaction aspect suitable equipment (including machines, 4.98, 8c),

of workers in German horticulture are considered. and the balance between work and family lifeksafifth
(4.91, 3e). Job aspects such as the level of salary (4.44, 7a)
RESULTS AND DISCUSSION and the overall behaviour of the company (towards

suppliers, customers, the environment, etc., 4.43, 12h)
Results of the Satisfaction and Preference Measurement  find themselves in the middle, occupying the thirteenth
of Vocational and Master Craftsman Scholars in  and fourteenth rankd.east important appears to be the

German Horticulture level of task difficulty (3.66, 3b) and the possibility to
have an impact on the organization as a whole (e.g. by
Sample Description trade unions or work councils, 3.44, 1b).

Over 200 people participated in the study between August

2014 and December 2014 in the group of vocational ar@hvariance Structure Modelling

master craftsman scholars. In contrast to the group Gbvariance structure modelling $™) with full-
employees, the vocational and master craftsman scholamrmation maximum likelihood estimation was used to
were surveyed exclusively with get®nnaires in paper assess the model fit of the vitamin model and the aspects
form. The questionnaires were distributed by teachers imthe present study.

their classes. The group of vocational and master CSM is a multivariate instrumenthich combines
craftsman scholars is evaluated separately from timeethodological and statistical contributions from
employees of horticultural companies, since the twpsychometric as well as econometric theory
groups differ particuldy by age and life reality. The (Diamantopoulos, 1994; Meyerding, 2015a). CSM
majority of the study participants in this group come fromepresents an integration of two modeBadkhaus,
the states of Bavaria an dWeber dardnEridhgon,t2018, npp.e63-08):a(h.dthevo r k i |
service horticulture and floriculture, followed bymeasurement or confirmatory factor analytic model,
multidivisional companies, tree nurseries and vegetablghich examines the contributions of the performed
farms. Trade firms, pomiculture and retail horticulture areneasures (aspects) to the hypothetical latent vitaisns,
virtually absent. The divisions in the study are therefor€.) the structural equation model, which defines (causal)
not representative of the populatidiuirrath, 2006). The relationships among these latent factors (the vitamins and
average age of the vocational and master craftsmpob satisfaction). The corresponding analyses were
scholars who participated ithe study is 24 years and performed using IBM SPSS AMOMeyerding, 2015a).
shows an accumulation between 17 and 25 years. Missing observations were handlby leastwise deletion.

As might be expected, the majority of the sample iBig. 3 shows the path diagram of the perforrstedctural
undertaking an apprenticeship (89 or has already equation model. The intercorrelations between the
completed an apprenticeship (%9. In individual cases, vitamins are not shown in this diagram for reasons of
however, a specialistegree (96) or even a university of readability; they can be seen in Table 2. The vitamins 1
applied sciences @) or university degree (@, N=174) through 12 (i the text also referred to as job featw&2)
already exists. Most of the respondents work i@are latent variables which are operationalized by the 28
horticultural companies that employ between 6 and l&spects in the present studdyerding, 2015a).
employees (excluding seasonal workers,%83V=196) The factor loadings (printed on the arrows from the
and up to5 seasonal workers (88, N=196). More than vitamins to the aspects in Fig. 3) indicate tbatdbution
half of the vocational and master craftsman scholaf each aspect to the factor (vitamin). As the factor
respondents are male (8¢, N=200) and are not self loadings are mostly above .63 they can be seen strong
employed (926, N=198). A total of 9@% of the study (Comrey and Lee, 2013, p. 243). The hypothetical
participants are employed ftuiime; 98% belong to tB  vitamins are then associated with job satisfaction. In this
core workforce of the company£153) and 546 do not model the transformed vakikes for the additional
have any form of management responsibilitigs88). decrement (AD) features were usddeyerding, 2015a).

In other words, nonlinearity is not tested. The model is
Preferences of Vocational and Master Craftsman recursive [=205), it is identifiable with degrees of
Scholars Concerning the Job Characteristics Examined  freedom of 302. The assessment of normality reported
The vocational and master craftsman scholane asked acceptable valks of kurtosis |<2| and skewness [<7]
about their preferences regarding the job aspedf¥eiber and Miihlhaus, 2014) for the vitamin model
investigated. For this purpose, they were required {&ig. 3).
imagine their dream job and specify the importance diormality distribution cannot be reported in the case of a
each feature on a-Boint Likert scale. Fig. 2 shows the personal characteristics model (Fig. 4 and Tahlé=205,
average values for the 28 aspeexplored ¥=1 2 0 5df=0) as core employee status (skew56.9
standard deviation between 1.0 and 1.2). kurtosis=46.27) and part time status (skews9,

The fair treatment of employees (no discriminationkurtosis=29.20) show no acceptable values.
comes first (5.21, 12a), followed by the possibility of
being oneself at work (emotional dissonance; 5.11, 3f).
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8b Safe work practices
7a Pay level
12b Orga. morality in socie

1b Influence over the wider orga

I 205

3 3,5 4 4,5

Fig 2 Preferences regarding job characteristics (vocationalrester craftsman scholars).

55

As this is essential to perform maximum likelihoodutility function (see Fig. 1), the transformed dummy
estimation Meyerding, 2015a), the vitamins and the variables were used. In the first column (J),dbeelation
personal characteristics are not analysed in one CShhefficients as a measure of the strength of the relationship
beause of this reason. Furthermore the personbktween individual job aspects and job satisfaction are
characteristics model (Fig. 4) should be considered witlsted. In the second column (L), they are shown for life

caution. satisfaction.

The factor loadings of all aspects of the vitamins are The job aspect 3f, emotional dissonance, shows the
significant as the critical ratios (CR) are all above 1.96trongest relation with job satisfaction among the
(Backhaus, Erichson and Weiber, 2013, p.141). Chi- respondents. In the second and third places are the job
square (CMIN) equals 716.41 for the default vitamiraspects 10a, supervisor behaves considerately, and 10b,
model (Fig. 3) divided by the degrees of freeda@fa302) supportive supervision, followed by 12a, fair treatment of
equals 2.37 (CMINIf), which represents a appropriateemployees, and in fifth place is 12b,h e
model fit for the whole structural equation modeimorality towards society. In addition, the job aspects 9b,
(Backhaus, Erichson and Weiber, 2013, p. 147; the value of work for oneself, and 11b, good future
Meyerding 2015a). This is again not the case for theprospects, are strongly related to job satisfaction. In the
personal characteristics model (Fig. 4, CMIN=§:0, midfield, aspects like 2b, learning, 3c, task integrity, 2a,
CMIN/df=N.A.). Because chksquare is problematic skills use, 3e, conflict between work and family life, and
especially for complex modelR¢§inecke, 2005, pp. 116  7a, salary level, come into place. The last places are
ff.), the rootmeansquareerror of approximation occupied by 1a, job autonomy, 3b, difficulty level of the
(RMSEA) was calculated, which measures how well theasks, and 4a, variety. No significant correlation in the
model fits to the Areal i tsawplecduldbeabsewed pebmethecnanhberdfasbocaml. A
about .08 or less for the RMSEA would indicate aontacts (6a) and job satisfaction.
reasonable error of approximation, a value of .10 and As in other studies, the relationships between
above repesents an insufficient model fiBfowne and  subjective characteristic values and confex¢ life
Cudeck 1992; Meyerding, 2015a). The RMSEA of the satisfaction are less strong than with contextual job
default vitamin model is .08 (personal characteristicsatisfaction Rice, Frone and McFarlin, 1992). The
model RMSEA=.15). strongest connection with life satisfaction for vocational

and master craftsman scholars is shown by the job
Influence of the Investigated Aspects on Job and Life  characteristic 9b, value of work for oneself. In second
Satisfaction place, 12b, fair treatment of the society as a whole
Table 4 shows th8pearman correlation coefficient (rho) (suppliers, customers, teavironment, etc.) can be found,
for all 28 job aspects and job and life satisfaction. For tHellowed by 3f, emotional dissonance (to be completely
AD aspects with an assumed ksllaped curve of the oneself at work), 9a, the value of the work for society, and

11
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10a, considerate leadership. Salary, for example, shows Columns three and four provide the correlation
only a weak connection with life satisfaction. ®@&t28 coefficients for the dummy variables of the second
job aspects, 9 show no significant relationship witlapproach, in which the effective directions for the low and
contextfree subjective life satisfaction. high characteristic values are compared. The last and
secondast columns of Table 5 show the riéswof the
Non-Linearity of the Utility Functions of the Job Aspects  linear and nodinear regressions (coefficient of
For the group vocational and master craftsman scholadgterminatiorR?) for the third comparative approach. The
the nonlinearity of the utility functons of the 28 job regression equations, which are the bases for the non
aspects were also examined. Here, three approaches werear regressions, reflect the assumed curves of the utility
used to verify the functions; the results are compared fanctions (CE aspects exponential function; AD aspects
Table 5. The first column shows the Spearman correlatien quadratic function as shown in Fig. 1 and the
coefficient for a linear model (without transformation).explanations given in the methods section).
The secondcolumn shows the transformed job aspect
dummy variables for which a bedhaped curve of the
utility function is assumed.

94
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Fig 3 Path diagram of the covariance structure mlautel(standardized estimates) for the vitamin model. The
intercorrelations between the vitamins are not shown in this diagram for reasons of readbilityr c e : Aut hol
estimations.
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Table 2. Correlation Matrix for the 12 Estimated Vitamins
1 2 3 4 5 6 7 8 9 10 11

1 Control (AD)

2 Skill (AD) .78

3 Goals (AD) .64 1.12

4 Variety (AD) 48 .48 .43

5 Clarity (AD) 61 92 74 49

6 People (AD) 48 58 59 44 71

7 Money (CE) 16 44 45 13 .22 .19

8 Physical security (CE) 14 67 61 26 51 25 51

9 Significance (CE) A5 72 60 33 53 .29 .43 58

10 Supervision (CE) 32 78 75 25 61 40 31 .65 57

11 Career (CE) 37 88 70 25 75 44 60 .70 .73 .79

12 Fairness (CE) 27 69 62 23 63 31 33 62 .62 81 .71
Source: Aut horsoé estimati ons.

1.0

@)

-
[=]
=]

-

=]

[=]

[=]

Job_Safistaction

o0 @) oo S
)
09 : 1,00
1,00
=G -
Job_Satisfaction Sl
~ -10
NN 1.00 1,00
5
.00
- 18
b 1,00 1.00
Pact_Fun_Time 2
1,00
1.00 i .
&
1,00
1,00 .
g
1.00 1.00
‘ 5

Fig 4 Path diagram of the covariance structure maagkstandardized estimates) for the personal characteristics
model.Source: Authorso estimations.

Table 3. Correlation Matrix forthe 7 Estimated Personal Characteristics
1 2 3 4 5 6

1 Gender

2 Education .28

3 Age 19 .34

4 Part_Full_Time .06 -05 -.12

5 Permanent_Contract -.20 -.28 -.06 -.04

6 Core_Employees .03 .00 .09 .02 -04

7 Leadership_Respon: -.32 -22 -15 .01 .43 -01
Source: Aut horsdé estimati ons.

As shown in columns one and two of Table 5, th&he AD aspects 1a, job autonomy, and 1b, influence over
observed relationships of the transformed dummithe organization, are exceptions. This can be explained by
variables are in all cases fagywnd those of the variablesthe fact that very high characteristic values of these job
without transformation (column one). In addition, theaspectsarely occur in the sample. In all cases, the-non
second approach to testing the vitamin mod®lafr, linear regression shows a high&’ than the linear
2007) supports the idea of ndimear relationships. The regression. The underlined regression equations for non
dummy variables in column three of the low characteristinear regressions explain job satisfaction better than a
valuesof the AD aspects show positive correlations withinear model. The entire model with 28vestigated job
job satisfaction. Furthermore, the dummy variables iaspects, using the transformed dummy variables in the
column four show relationships that support Warr'sase of AD aspects, shows a highof .51 in the linear
assumptionsWarr, 1987; 1994), as these variables with regression for the group of vocational and master
the characteristic values above the subjecthptimum craftsman scholars. The examined aspects of work
(see Fig. 1) are negatively correlated with job satisfactiotherefore explain 51% of job tisfaction in the sample.
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Table 4. Relationships between Job Aspects and Work and Life Satisfastoh (2 0 0 )

J L 2b 3c 3f 7a 8a 8b 8c 9a 9b 10a 10b 1la 11b 12a 12b 3d 3e la 1b 2a 3a 3b 4a 5a 5b 5c 6a
JJob satisfaction 1
L Life satisfaction .65 1
2b New learning A0% 25%% 1
3c Task coherence 37* 25 62%* 1
3f Emotional dissonance  .52** .38*  47* 46** 1
7a Pay level 33% 17 38" 277 340 1
8a Pleasant environment .21** .20** 28* 19** 27 37 1
8b Safe work practices .26** 15 37 3% 3%k 43% 53 ]
8c Adequate equipment  .30%* 25% 42% 26 37 42% Bl GOM 1
9a Value to society 317 377 347 217 28 4L 37 41% 46% 1
9b Significance to self A4™ A4% 430 380 46% 200 26% 31 4l 62 1
éggg?;;f:rate B0 34 BI% 44% 41n 30" 35W  B0W AT AQM AT™ 1
iggpift‘fveé‘"s'on s A9™ 30% 527 40 40" 350 31% A5 A3 3pm B0 7eM 1
11a Job security 25% 25 37 25w 0% 35 Q% Aqe AQe  3Ew 37k ABw 43w
11b Good future prospects .41* .31* .43* 34 40 .40 .11 .26 .36 .37 .39~ .39% .41* 39% 1
éfzzrisl'g;f:stmem A8 330 43 300 42 320 34 37H 4G™ 43% 46T 66" 657 38 .44 1
#zgogigi' morality A5 390 37w 200 30% 280 4G 30% 4™ A4 44w 53= 520 37 3e0 0% 1
3d Conflictjob demands ~ .30% .18* .39% .38% .42% 28 20% 40% AL 27 35 4L% 37w 370 25w 390 41% 1
3e Worli home conflict .35 .20% 27% 24" 34 29 3% 350 350 250 270 A4t 3ge 220 13 35% 32k 4Gk 1
1la Task discretion 20% .01 .27% .29 21 06 .07 .11 .11 .00 .11 .17+ .27+ .10 .19% .18 .07 .16+ .10 1
wégﬂﬁggmver the 24% 0,00 20% 26% 247 25% 04 17¢ 11 .13 .14* 16* 217 13 277 22+ 18 24% 10  .43% 1
2a Skill use 357 17+ 327 350 310 14 .00  .27% 26% 18 20w 30 34 14% 22w 20w 23 o7 7% 4Q% 317 1
;%%ngﬁagf 27 16 .19+ .13 .18 .16* .11 .15 .12 .10 .13 .19% .28% .03 .02 7% .12 .22% 200 .28% 200 227 1
s)%zg‘g;‘gé’sf 18* .02  .28* .24~ 15- 08 .04 .08 .12 .01 .15% .18 .22% .10 .12 .09 .13 .11 .05 .35% 200 317 .43 1
125'?(:”96 of different A5¢ .10 .08 .02 .15* .07 .21 014 .14* 2% .15¢ .18 .17 -05 .15 .16* .12 .11 .10  .26% 27% 327 40% .38% 1
5a Future predictability .25 .10 .25 .15 .15* .13 .03  .14* .24* .20% .18 .23 31% 14* 40% 28% 19% 20 .17* .26 .30 .30% .14  .22% .20~ 1
5b Clear role requirements .31 .13 .28 24 27+ (09  22% 2% Q6% 17 27 220 24% 200 26 26% 207 258 4% 32% 28 36 24 29% 260 37w 1
5c Availability of feedback .26** .03 .30% .21% 20% 11 .08 .27 .24% 21% 3% 380 42w 1% 20% 36t 34 3Gt 257 2% 18%  34% 247 17¢ 230 32 340 1
gaAmount of social contac .12 .07 .10 .07 .14 .12  .19% .10 .08 .14* .25% 18 .23% .00 .19* 20* 09 .08 .15 .22% 12  21% .17+ .10 .19% 23" .13  .30% 1
6b Quality of social contacl .24** .12  .19% 23* 15* 09 .07 .06 .05 .08 .16% .21% 31 07 201 20% 19% 23% 17* 22% 16*  26% 320 22% 1% Q7w Q% 3k 35w

** The correlation is significant at the 0.01 level (ttailed)
* The correlation is significant at the 0.05 level (tvailed)

SourceAut hor s 6

est

mat

ons.
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Table 5. Comparison of Linear and Ndimear Models (Vocational and Master Craftsman SchoMs| 2 0 0 )

. . norn
rs With rstrans - low , high linear linear

Job feature job satis formed jAD jAD) regres oo

faction  (AD) (AD) ( sionR? 9 5

sionR
CE 2b New learning .25%* .203 212
3c Task coherence .25** 178 .188
3f Emotional dissonance .38** .296 297
7a Pay level A7 104 104
8a Pleasant environment .20** .080 101
8b Safe worlpractices .15* .094 .097
8c Adequate equipment .25** 126 126
9a Value to society 37 .078 .079
9b Significance to self A4x* .198 .199
10a Supewision behaves considerate .34** .255 .255
10b Supervision is supportive .30** .249 .249
11a Job security .25** .063 .064
11b Good future prospects 31 A72 173
12a Fair treatment of employees 33%* .261 .281
12b Orgaizationsmorality in society .39** 225 244
3d Conflict between job demands .18* .104 .108
3e Work home conflict .20 .136 173
AD 1a Task discretion A2 .20%* 27 .06 112 113
1b Influence over the wider orga A7 24** 29%* 13 .105 .108
2a Skill use 23** .35** .38** -11 128 .183
3a Number of job demands .06 27 24** -.22*%* .000 .128
3b Difficulty of job demands -.02 .18* A2 -.20* .000 .040
4a Range of different tasks .05 .15* A2 =14 .002 .067
5a Future predictability 12 .25** 27 =12 .049 .077
5b Clear role requirements .01 31 .30** - 24%* .015 .079
5c¢ Availability of feedback .03 .26** 27** -.07 .071 .093
6a Amount of social contact .03 A2 13 -.05 .050 .066
6b Quality of social contact .02 24** .26** -11 .046 .064

SourceAut horsé estimati ons.

Vocational and master craftsman scholars carryind particularly strong relationship appears between the
managerial responsibility often have the opportunity ttemporary nature of the employment contract and the
expand their own abilities and to learn (2b), have the s sessment of the individual 6s
opportunity to complete a task from beginning to end witBelfemployed peode report more opportunities to
a visible result (3c) and recognizestimportance of their develop their own skills and to learn (2b) and have a
work for themselves and the company (9b). Executivddggher salary (7a). Men report more frequently the
have more positive values for the aspects conflict betweenssibility to expand their own abilities and to learn (2b),
different tasks (3d) and conflict between work and familfigher job security (11a) and better future prospects
life (3). They have more influence on the organization agpemtionalized by the following statement: "at present, |
a whde (1b) and greater clarity with regard to the futurem developing in a good direction, towards my personal
(without career prospects, 5a). These observagbals (11b)." The number of employees or the number of
correlations cannot exclusively be attributed to higheseasonal workers shows no significant relationship with
levels of job autonomy; thus, there is a significanthe subjective values of the jolpasts in this sample.
correlation only when looking at the dummy iadnes for The personal and structural features examined also
low values of job autonomy and managerial responsibilityhow correlations with the preference structure of
(1a,r=.17,p<0.05,n=174). In the case of the transformedvocational and master craftsman scholars with respect to
dummy variables, no significant correlation betweethe job aspects (Table 7).
management responsibility and job autonomy can be Forthe older respondents in the sample, jabraamy
observed. Vocational andaster craftsman scholars with (3c) is more important than it is for their younger
a higher education level assess their future prospects betteissmates. For vocational and master craftsman scholars
than their peers with lower degrees (11b). For all extrinsigho carry a form of management responsibility, job
CE aspects except a pleasant work environment and safegonomy (1a), the impact on the organization (1b) and the
work processes, people with a temporary emplaymeimportance of their own workof themselves and the
contract show lower scores than employees with @mpany (9b) are more important than they are for their
permanent contract. classmates without management responsibility. Instead,

they put less value on safe work processes (8b), perhaps
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because they carry out more administrative activities. Farorkers, the preference is less pronounced in termsof th
peoplewith a temporary contract, it is more important thajob aspect appropriate equipment (8g-.15, p<0.05,

the employer treats the staff fairly (12a) and that they hawe196).

safe work processes (8b). Rame workers put more

emphasis on the variety (4a) and the amount of their salaRysults of the Measurement of Preferences for Selected
(7a). For selemployed pedp, it is particularly the job Job Aspects of Students of Horticulture Science

autonomy (1a) and the impact on the organization (1b) that

are important. Men place particular emphasis on joSaemple Description

autonomy (1a), while women are more concerned aboutrathe study from August 2013 to August 2014, the group
pleasant work environment (8a) and safe workingf students of horticulture science contained more than
processes (8. The number of employees of the compang 0 0 peopl e, especially from
in which the participants work shows no effect on thélannover and the Technical University of Munich. The
preferences of the vocational and master craftsmaespondents are on average 25 years olith an
scholars. For pupils from farms with many seasonalccumulation between 19 and 29 yeafs312).

Table 6. Relationships between Personal and Structural Characteristics and Job Aspects (Vocational and Master
Craftsman Scholars)

Personal characteristics Job aspect Effectsize ¢;) Sample sizen)
Age 8a Pleasant environment -17* 196
Managerial responsibilit 2b New learning .32%* 187
3c Task coherence 21 187
3f Emotional dissonance 23*%* 187
9b Significance to self .26** 187
10a Supewision behave considerate 22%* 187
10b Supervision is supportive .26%* 187
11a Job security 24** 187
11b Good future prospects .36** 187
12a Fair treatment of employees 23** 187
12b Orgaizationsmorality in society A7 200
3d Conflict between job demands .15* 186
3e Work home conflict A7+ 186
1b Influence over the wider ongaation 21%* 186
2a Skill use .18* 186
5a Future predictability L19%* 186
Education level 11b Good future prospects 27** 174
Temporary employment 11b Good future prospects - 40%* 157
3c Task coherence -.35** 157
3f Emotional dissonance -.32%* 157
3d Conflict between job demands -.32%* 157
la Task discretion -17* 157
1b Influence over the widarganization -.18* 157
5a Future predictability -.20* 157
5b Clear roleequirements -.19* 157
Seltemployed 2b New learning .16* 197
7a Pay level .14+ 197
9a Value to society 21%* 197
11b Good future prospects A7 197
3d Conflict between job demands .16* 197
1b Influence over the widarganization 21%* 197
3b Difficulty of job demands .15* 197
5a Future predictability .16* 196
5b Clear role requirements .16* 196
5c¢ Availability of feedback 19** 196
Gender (w=1, m=2) 2b New learning .15* 199
11a Job security .15* 199
11b Good future prospects .16* 199

** The correlation is significant at the 0.01 level (tailed)
* The correlation is significant at the 0.05 level (ttedled)
SourceAut hor sd estimati ons.
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Table 7. Relationships between Personal and StructGtalracteristics and Preferences for Job Aspects (Vocational
and Master Craftsman Scholars)

Personal characteristics Job aspect Effect size {) Sample sizen)
Age la Task discretion 27 197
1b Influence over the widarganization 9% 197
3b Difficulty of job demands 21 197
3c Task coherence .16* 197
5c¢ Availability of feedback 14* 197
9b Significance to self .15* 197
8a Pleasant environment -.16* 197
Managerial responsibilit 1a Task discretion .25** 174
1b Influence over the widarganization .15* 174
3b Difficulty of job demands .16* 174
9b Significance to self A7 174
8b Safe work practices .16* 174
Temporary employment 12a Fair treatment of employees .18* 157
8b Safe work practices .18* 157
3b Difficulty of job demands - 24%* 157
3a Number of job demands -.21* 157
1b Influence over the widarganization -17* 157
la Task discretion -.29** 157
Parttime employment  4a Range of different tasks .20* 160
5b Clear role requirements .25%* 160
5c Availability of feedback .16* 160
7a Pay level .19* 160
Selfemployed la Task discretion .18** 198
1b Influence over the widarganization .20%* 198
3a Number of job demands .20%* 198
3b Difficulty of job demands 19** 198
Gendenw=1, m=2) la Task discretion 19** 200
8a Pleasant environment - 21%* 200
8b Safe work practices -17* 200

** The correlation is significant at the 0.01 level (taled)
* The correlation is significant at the 0.05 level (tteded)
SourceAut hor s6 estimati ons.

Of the students participating in the study,%%have every job aspect of this dreapnbjon a époint Likert scale
not previously worked in a horticultural company(from l=unimportant to 6=essential). Fig. 5 shows the
(N=224). For the remaining 4%, the employment mean values as a result of this tagk (I 2 0 4 , standa
duration is on average 19 mont&=08). More than half deviation between 1.0 and 1.2).
(53%, N=225) of the surveyed horticulture students ar@he most important point for the surveyed students is that
female. The majority wants to be employed -tuthe the prospective employer etts its employees fairly.
(77 %, N=220) with a permanent contract (98 N=220) Secondly, the compatibility of work and family (free time)
and to belong to the core workforce of the company$96 followed by the emotional dissonance operationalized by
N=220) in the future. In their futurelfeam job," 3®6 of the statement "in my work | can be completely me, without
the horticulture students think about being-sgifployed having to shed my skin" can be found. In the fourth and
(N=223). A majority of the participants are following thefifth places we find considerate and supportive leadership.
bachelor's program (8%) or the master's program (49 As high on the list as the sixth and seventh places there are
and 4% are currently completing doctoral studiegwo classic job characteristics, job security and a pleasant
(N=224). Thefirst semester is clearly overrepresented imvork environment (buildings, rooms, noise and
the sample. temperature). The salaryrcde found only in the lower
middle in the eighteenth place, even after job autonomy
Preferences of the Students Concerning the Examined (17) and the employer's treatment of society as a whole
Job Aspects (10). As the most insignificant aspect by far, students
The students were asked only about their preferencassess the difficulty of the tasks in their future job.ebth
regarding the 28 job aspects. For this purpose, the stuidp aspects are also rather insignificant: using one's own
participants were required to imagine their dream job. Thekills and experience, developing one's own abilities and
respondents were then asked to rate the importancetioé number of tasks.
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Fig 5 Preferences regarding the job characterigtitsdents)SSour ce: Aut horsé estimati ons.

Impact of Personal and Structural Characteristics on the =~ Comparison of the Different Groups
Preferences Regarding the Job Aspects In the study, 600 complete data sets were analysed. Three
Personal characteristics, such as age, gender or previbeserogeneous groups were studied, each with about 200
practical experience in horticulturabmpanies, have an full records. The model was tested by performing
impact on the individual preferences of the students amdvariance structure modelling (CSM) with full
are considered in the following section. In addition, othénformation maximum likelihood estimation. As the factor
"structural features," such as a possible desire for selbadings of the 28 aspects are mostly above .63 they can
employment, are included in the analysis (Table 8). be seen as stron@¢mrey and Lee, 2013, p. 243), which

Men preferto have a high degree of job autonomy irsupports the usage of the measures in the present study.
their dream job (1a). In return, the difficulty of the tasks iThe assumed latent vitamins and job satisfaction showed
less important for them (3b). Women prefer the absenee reasonable model fit with further potential for
of conflicts between different tasks (3d), the reconciliatiormprovement Meyerding, 2015a). The groups of
of work and family (3e) and posie values of emotional participants considered employees, vocainal and
dissonance (3f) more than their male counterparts. Foraster craftsman scholars and students of horticultural
students who wish to be employed ftithe in their dream science$ are distinguished by their different life realities,
job, the amount of salary has a higher value than féwut also by characteristics such as age, educational
students who wish to work paftme (7a). The company's background and professional experience. For each group,
morality in society as a whole, however, is more preferrethe results of th preference measurement and the
by those who wish to work patitne (12b). Students who influence of different job aspects on job and life
have already worked in a horticultural company pagatisfaction were examined. To gain a complete picture of
particular attention to their impact on the organization abe situation in German horticulture, the results of the
a whole (1b), the use of their own $kiend experience three groups need to be compared. For this purpose, Table
(2a), safe work processes (8b) and appropriate equipménjuxtaposes the results of the various satisfaction and
(8c). Unless the students imagine satiployment in their preference measurements. In each case, the sample size,
future dream job, they prefer the job aspect of autonomthe top five job aspects for the preference measurement
self-determination over job content and implementatiofmean values) and the top five aspects in terms of the
(1a), wheeas the predictability of the future (5a) and thetrength of the relationship tveeen the job aspect and the
quality of social contacts play a minor role (6b). job satisfaction (Spearman's rho) are shown (see Table 9).
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Table 8. Relationships between Personal and Structural Characteristics and Preferences for Job Aspects (Students)

Personal characteristics Job aspect Effect size {;) Sample sizen)
Age 3c Task coherence -.15* 195
9a Value to society - 24%* 194
12b Orgaizationsmorality in society -.16* 194
Gender (w=1, m=2) la Task discretion 19%* 204
3b Difficulty of job demands -.19** 225
3d Conflict between job demands -.18* 204
3e Work home conflict -17* 204
3f Emotional dissonance -.18* 204
4a Range of different tasks -.16** 204
5b Clear role requirements =21 204
5c¢ Availability of feedback -.15** 203
8b Safe work practices - 22%* 203
8c Adequate equipment -.14* 203
10a Supewision behave considerate -.16* 203
10b Supervision is supportive -.20* 203
12a Fair treatment of employees - 19** 203
12b Orgaizationsmorality in society -17* 203
Wish to work fulttime 7aPay level 22%* 203
8b Safe work practices .18** 203
8c Adequate equipment A7+ 203
12bOrganizationsnorality in society -.16* 203
Progress in study 2a Skill use L19%* 224
4a Range of different tasks A7+ 204
3c Task coherence -.16* 204
12bOrganizationsnorality in society -.15* 203
Work experience la Task discretion 22%* 204
2a Skill use 21%* 224
2b New learning .18** 224
3b Difficulty of job demands A7+ 224
8b Safe work practices .14+ 203
8c Adequate equipment .15* 203
Length of work experience 1b Influence over the wider orga. -.22*% 95
8a Pleasant environment -.24* 94
8b Safe work practices -.24* 94
9a Value to society -.30** 94
10b Supervision is supportive -.21* 94
11a Job security -.21* 94
12a Fairtreatment of employees -.23* 94
12bOrganizationsnorality in society -.29** 94
Prefer temporary contract 3b Difficulty of job demands .15* 220
7a Pay level -.14* 203
11b Good future prospects -.15* 203
Imagine seHemployment 1a Task discretion .36** 204
5a Future predictability -.20%* 204
6b Quality of social contact -.14* 203

** The correlation is significant at the 0.01 level (taled)
* The correlation is significant at the 0.05 level (ttadled)
SourceAut horsd estimati ons.

For all three groups, the job feature related to the faonflict between work and family. At this point, it is clear
treatment of the employees shows the strongest preferemicat work issues such as emotional dissonance and the
values. The employees favour in the second place thenflict between work and family, which show changes in
opportunity to learn new skills, followed by consideratevork attitudes and preference structurattiequire a
leadership, the use of their own abilities and low emotionalltural change within the company, gain importance. The
dissonance. younger generation with a formal higher education level

For the vocational and master craftsman scholarshows a change in work attitude and favours job aspects
emotional dissonance and the possibility to learn nethat are accompanied by an increased Wwdekbalance.
skills can be found in the second and third places. In the The trend descriltk above is also reflected in the
fourth place issuitable equipment and ranked fifthisthest udent s6 resul t s. Her e, t he
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family is as high as the second place in the most importatird place is supportive leadership and in fourth place the
work characteristics, followed by emotional dissonance/alue of the work for oneself and the fairness of the
that is, the ability to be completely oneself at kvor employer towards society. Emotional dissonaracel
Ranked fourth and fifth we find considerate executivesonsiderate leadership find themselves in fifth place.
and supportive executives. From the results, it can WBarticularly for this group good future prospects stand out,
deduced that for young weiained junior staff, a woilkk underlining the importance for employees to have the
life balance and transformational employs@nted feeling of moving in a positive direction (towards their
leadership are particularly impartt and that horticultural personal goals). The amriate equipment plays a strong
companies need to change their business and particulaidye in horticulture; this result seems to be a special
their management culture to be attractive employers feharacteristic of the industry.
the new generation (Y). For the group of vocational and master craftsman
Overall, for all the groups studied, it is particularlyscholars, the strongest connection can be observed with
important that the employer dealsirfia with its the characteristic values ofig work feature emotional
employees, that they do not have to adjust too much dissonance. In the second and third places, considerate and
work (emotional dissonance), that they are able to develsppporting leadership can be found, followed by the
their skills, that there is as little conflict between work anfhirness of the employer towards its employees and to
family as possible, that they can use their skills, thaciety as a whole, that is, to customers, suppliers and the
adequat equipment is available and that their leadershignvironment.
maintains supportive, considerate behaviour. It is These results indicate that the sustainability of the
interesting that the availability of the appropriatehorticultural company positively affects employee
equipment has such a high priority. This result is naatisfaction (and/or vice versa). Furthermore, they provide
commonly observed in other industriéalvendy, 2012)  an indication that soft job aspects, which include a special
and indicates the high level of physical stress iform of corporate antkadership culture, have the greatest
horticulture. effect on employee satisfaction, particularly among
The strongest influence on job satisfaction for thgounger, welltrained employees. The results also show
group of employees is shown by the job aspect good fututigat the influence of "hard" job aspects, such as the salary,
prospects. Ranked second, there are three aspects: suittidalifficulty of the tasks, the variety and flob security,
equipment, e fairness of the employer towards itds not especially great.
employees and the conflict between work and family. In

Table 9. Comparison of the Results for the Three Different Groups

Group Employees Vocational and master Students
craftsman scholars
Average age 35 years 24 years 25 years
Sample size 337 205 204
preferences
Preferences top 5 12a Fair treatment of employees (5.1 12a Fair treatment of 12a Fair treatment of
"~ employees (5.21) employees (5.32)
. 3f Emotional dissonance 3e Work/home conflict
2b New learning (5.08) (5.11) (5.13)

3f Emotional
dissonance (5.05)
8c Adequate equipment  10a Considerate

10aConsiderate supervisor (4.99) 2b New learning (5.07)

2a Skill use (4.98)

(4.98) supervisor (5.02)
3f Emotional dissonance (4.90) :(3; 3/1/)0 rk/home conflict igge?\l/lizgo? r(tzil\./$0)
Sample size 229 200 N/A.
SE:,(?S(;;(;E ojgt?cop 5 11b Good future prospects (.62**) 2;52:)0“0”&' dissonance N/A.
i *%
Fai eaiment f employees (519, ¢ A0aConsiderate supenvisc

Work/home conflict (.51**)
10b Supportive

: . .
10b Supportive supervision (.50**) supervision (.49*%) N/A.
9b Significance to self (.49**), 12b 12a Fair treatment of N/ A
Moral organization (.49**) employees (.48**) '
3f Emotional dissonandgs0**), 10a 12b Moral organization

Supervision behaves considerately N /A

(.50**) (‘45**)

SourceAut horsé estimati ons.
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Furthermore, the characteristic values of the twelVvBURGER, J. M(1989: Negative reactions to increases in
job features could affect the satisfaction of #mployee perceived personal controlournal of Personality and
and at the same time his ability to achieve a higBocial  Psychology, 56, p. 246i256. DOI:
performance level. For example, supportive leadershigtp://dx.doi.org/10.1037/0022514.56.2.246
(job feature 10) increases the satisfaction of employe€APLAN, R. D. (1979: Job Demands and Worker
and at the same time creates the conditions for a higfealth: Main Effects and Occupational Differences: U.S.
working capacity. In this cashigher characteristic values Department of Health, Education, and Welfare, Public
of supportive leadership lead to increased job satisfactidfealth Service, Center for Disease Control. New York:
and performance Liyubomirsky, King and Diener, National Institute for Occupational Safety and Health,.
2005). CARLOPIO, J. R(1996: Construct validity of a physical

As the requirements for job satisfaction and workvork environment satisfaction questionnaveurnal of
performance are mostly moderate characteristic values @écupational Health Psychology, 1, p.330 344.
job features, the employee satisfaction survey is a tool f@ROMREY, A. L., LEE, H. B.(2013: 4 First Course in
both enhancing satisfaction and optimizing the use @factor Analysis (2nd ed.). Hoboken: Taylor and Francis.
human capital and t hus CLASSEN; iMy KYAW, hfe vort d20@)a @huies
profitability. For horticultural companies, in which the Management-Studie 2008: Business Transformation —
personnel costs account for #9of the to&l costs, this Verdnderungen erfolgreich gestalten. Berlin: Capgemini.
optimization potential of human resource management GROPANZANO, R., BOWEN, D. E., GILLILAND, S
particularly interesting, especially since so far not enough. (2007): The Management of Organizational Justice.
importance has been attached to these issues. Briarcliff: Manor.

There is a possibility that the utility functions of theDEELSTRA, J. T., PEETERS, M. C. W., SCHAUFELI,
job characteristicsa p p | y equally t W. B, hSFROEBEPW.0 Z1FTRA F. R. H., VAN
performance and to satisfaction, so that the optimum f&XOORNEN, L. P(2003: Receiving instrumental support
satisfaction is close to the optimum for the ldagn at work: When help is not welcoméournal of Applied
utilization of the performance potential of each employe&®sychology, 88 p. 324i331. DOIl: 10.1037/0021
For example, stretched and excessive demand couwld 1€310.88.2.324
to both dissatisfaction and lostgrm suboptimal DIAMANTOPOULOS, A. (1994: Modelling with
performance. This possibility of using the vitamin modeLISREL: A guide for the uninitiatedournal of Marketing

has not yet been investigated empirically. Management, 10, p. 105 136. DOl:
10.1080/0267257X.1994.9964263
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