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Companies' support and fulfilment of obligations make the difference!

It promotes work health variables and life satisfaction

A research conducted in six European countries and Israel, with data from 202 companies and more than 5000 permanent and temporary employees, analysed work-related health, well-being and work outcomes. Anxiety, depression and irritation appeared strongly related with violation of psychological contract, fulfilment of employee obligations, job insecurity, several job characteristics and organisational support. Permanent workers report lower levels on these work health variables. Occupational self-efficacy were mainly influenced by job characteristics, content and fulfilment of employee obligations, job insecurity and employability. The main variables affecting perceptions of positive work life interference were job characteristics, content and fulfilment of employee obligations. Many variables influence life satisfaction, but fairness, employability, organisational support and workload are the more relevant to life satisfaction. 

A large research has been conducted recently in six European countries and Israel, .with data collected from 5288 employees (1981 non-permanent and 3307 permanent employees) working in 202 companies in education, industry and retail sectors. The ”PSYCONES” project (PSYchological CONtracts across Employment Situations) has been funded by EU, and has been developed by members of the National Institute of Working Life (Sweden) and seven universities from Belgium, Germany, Israel, The Netherlands, Spain and UK. The project aims to analyse what variables from work and organisation influence work related health, well-being and other work outcomes as job satisfaction and organisational commitment. 

This study considered five work related health indicators (occupational self-efficacy, positive work-life interference, anxiety, depression and irritation) and two general health indicators (general health and life satisfaction). To explain health at work, a number of work variables have been considered: employment prospects (temporary versus permanent contract, job insecurity, employability), volition (being in contract of choice, job of choice and profession of choice), job characteristics (role clarity, autonomy at work, skill utilisation and workload), and supervisory and organisational support. Psychological contract (content and fulfilment of promises or obligations made by companies to workers and by workers to companies) is also considered as predictor of workers’ health. 

Self-efficacy (workers’ perceptions of themselves as being competent at work) increases when employees perceive more autonomy at work, more clarity about what work to do and how to do tasks, and more support from supervisors and company. Self-efficacy decreases when workers perceived more job insecurity and more workload (amount of work to do). The more promises made from employee to company and the more fulfilment of such promises, the higher self-efficacy is perceived. 

Several variables help to explain positive work-life interference. Workers were more able to perceive their work affecting positively their lives when they perceived more support from supervisors and company, more autonomy at work, more opportunities to use their skills at work, and when they promised more aspects to the company. In contrast, feeling of companies’ violations of promises made, reduced the positive influence of work into the employee’s life. 

Similar work variables predict employees’ feelings of anxiety and depression at work. Employees felt more depressed and anxious when perceived more insecurity at job, more workload (amount of work to do), and more violations of companies’ promises. When employees experienced more employability (capability to remain employed or attain a new job), more organisational support, more role clarity and autonomy at work, and perceived a fair treatment by the company, they reported lower levels of anxiety and depression. Workers’ feelings of irritation increase as workload, job insecurity and sense of violation of company’s promises do. Organisational support produced a small decrease in workers’ irritation. 

Several variables had some influence on worker's general health. Employees showed better general health when they perceived more promises made to the company and higher fulfilment of them, when they felt more employable and more autonomous at work. But workers showed worse general health as insecurity at work, amount of work to do (workload) and violation of company’s promises increased. 

Work variables showed a stronger effect on life satisfaction. Fairness at work, being employable and organisational support increased perceived life satisfaction, as well as reduced workload. Violation of company’s promises, trust and job insecurity influenced life satisfaction, but their effects were smaller. 

A general picture can be built on these data. Anxiety, depression and irritation are strongly related with violation of psychological contract, and fulfilment of employee obligations, job insecurity, several job characteristics and organisational support. Permanent workers report lower levels of work health. Occupational self-efficacy and positive work life interference are mainly influenced by job characteristics, content and fulfilment of employee obligations. Job insecurity and employability are the main variables affecting perceptions of self-efficacy. Type of contract has no significant relations when the other variables are considered. Many variables influence life satisfaction, but fairness, employability, organisational support and workload are the more relevant to life satisfaction.  

These results have important implications for management. Companies must fulfil the promises they made to workers, develop a trusting relationship and provide support for employees for promoting well-being and health and positive attitudes at work. When workers report fulfilment of promises made to their companies, they show better well-being at work. When employees work in jobs and profession of their preference, enhanced health and positive attitudes come out. Job characteristics, mainly workload and autonomy, influence health variables, so companies should be interested on redesigning jobs to promote autonomy and remove work overload. Working with a permanent contract has an influential role on health and well-being, not explained by the other variables considered in this study. Long term effects of different job and organisational features should be studied. 

More information: PSYCONES web-page (http://www.uv.es/~psycon) or through national research teams. 
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