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Abstract

Orientation: Literature shows that job description and career prospect are connected to job satisfaction and it is seen that, in Mauritius, job description and career prospect impact job satisfaction.

Research purpose: The purpose of the study was to determine the relationship between job description, career prospect and job satisfaction in Mauritius.

Motivation for the study: It has been noticed that employees are dissatisfied when they perform duties outside their job description and also when they see that they do not have a good career prospect. Despite the existence of several researches, limited research exists in the Mauritian context. The outcome will provide significant relevance to existing knowledge.

Research approach/design and method: A quantitative approach was adopted and a survey was conducted in a multinational company in Mauritius. A sample of 132 employees was chosen.

Main findings: This research unravelled significant negative relationships between job description, career prospect and job satisfaction. The results revealed that, when duties are not well described or when duties are not in line with current responsibilities, the employees are dissatisfied. Similarly, the greater the chances that employees are not given the opportunity to get promoted, the more they are dissatisfied.

Practical/managerial implications: Human resource practitioners, managers and team leaders need to recognise that employee’s moods influence the work pattern in the organisation and a clear job description and an appropriate career plan should exist.

Contribution/value-add: Literature on the relationship between job description, career prospect and job satisfaction in the context of Mauritius is almost inexistent. This study will add to existing knowledge.
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Introduction

Orientation

Job satisfaction has always stimulated the interest of researchers in the field of human resource because of its impact on both a company’s and individual’s performance. With the rising number of multinational companies, decision-makers face various challenges to improve job satisfaction (Westover, 2012). Iles and Judge (2004, p. 383) provide evidence that job satisfaction is an evaluative judgement made by people in particular situations and these situations trigger different types of behavior (Millar & Tessar, 1989) and the observations made by Iles and Judge (2004) further consolidated the fact that the workplace predicts job satisfaction. Therefore, relative to the situations, employees will either like or dislike their jobs (Robbins & Judge, 2013, p. 82), helping researchers to better understand the consequences of job dissatisfaction.

Statistics Mauritius (2018) reported that in the year 2018, among the unemployed people in Mauritius, 31% have quit their previous job positions because of job dissatisfaction. This number seems insignificant but cannot be neglected as it raises the questions such as why people are dissatisfied with their current or past job. Robbins and Judge (2013, p. 73) indicate that a person’s feelings towards a job depend on what the latter has understood after the person has evaluated what the job is about and what responsibilities the job entails. Therefore, depending on what the job can give to the employee, the latter will either hold a feeling towards or hold a relationship with that particular job, and that feeling can either be positive or negative (Robbins & Judge, 2013, p. 74).

There are various constituents forming part of a job that influences employees’ feelings towards their respective job position and, according to Locke (1976), there are elements that determine how much employees are pleased with their job. Therefore, it is deduced that there are factors that make the job less pleasurable (Locke, 1976) and the attitudes of employees change when they face certain situations, which do not coincide with their expectations (Iles & Judge, 2004). A wide range human resource management research on job satisfaction exists, yet research on job description and career prospect in Mauritius is limited.

This study gears towards two major situations faced by employees: (1) ‘performing duties outside job description’ and (2) ‘limited career prospect’. These two variables are considered inherent because employees expect their job positions to offer them the desired indulgence (Armstrong, 2012; Robbins & Judge, 2013), if not, they lose interest in their day-to-day tasks (Armstrong, 2006).

Research purpose, research objectives and hypotheses

This study seeks to determine the respective effects and impacts of job description and career prospect on job satisfaction.

The objective is to empirically determine whether relationships exist between job description, career prospect and job satisfaction in the Mauritian context. Job satisfaction is regarded as the outcome variable while job description and career prospect are the predictor variables. Based on literature, the following hypotheses were developed:


Hypothesis 1 (H1): Job Description will negatively impact job satisfaction in the Mauritian context.

Hypothesis 2 (H2): Career Prospect will negatively impact job satisfaction in the Mauritian context.



Literature review

Definition of job satisfaction

Job satisfaction is extensively investigated worldwide (Iles & Judge, 2004; Lumley, Coetzee, Tladinyane, & Ferreira, 2011) and has become a very important factor in human resource management (Waqas et al., 2014) and organisational behavior (Robbins & Judge, 2013). For Locke (1976, p. 1297), job satisfaction is ‘a pleasurable or positive emotional state resulting from the appraisal of one’s job or job experiences’. Locke’s (1976) definition clearly explains that individuals are mentally and emotionally affected by different experiences that particular job positions provide, influencing their opinion following evaluation and appreciation of their encounter at work (Iles & Judge, 2004). In the same vein, Mullins (2002) argued that ‘needs and expectation at work’ would influence the level of job satisfaction because employees become self-concerned about what they could achieve as a reward in the workplace (Bhojak & Shakdwipee, 2014). Robbins and Judge (2013) explain that job satisfaction describes how an employee feels about the job, that is, if a person holds positive attitudes toward a job, the latter is satisfied (Armstrong, 2006). Conversely, if a person is not pleased with the job, then the latter is dissatisfied (Armstrong, 2006). Job satisfaction can thus be defined as ‘the attitudes and feelings people have about their work’ (Armstrong & Taylor, 2014, p. 177), which influences ‘the extent to which an individual’s abilities match the requirements of the job’ (Kozlowski, 2012, p. 379).

All the above discussions clearly affirm that job satisfaction influences both the moral state and the behavior of employees. With respect to different situations and preferences, employees either draw pleasure out of their job position or they are displeased. Various studies in different sectors (Mathieu, Fabi, Lacoursière, & Raymond, 2012; Olawale, Folusollesanmi, & Olarewaju, 2016; Wen, Muthuveloo, & Teoh, 2018) have provided evidence that intention to quit is linked with job satisfaction. It confirms the claim that job dissatisfaction is among the different reasons among employees to quit their current job position.

Despite several studies on job satisfaction in multinational companies (eg Andreassi, Lawter, Brockerhoff, & Rutigliano, 2014), little has been done in the context of Mauritius. Thus, this study would contribute further to existing literature to understand two factors under the lens of this study, which affect job satisfaction in the Mauritian context.

Performing duties outside job description

According to the Pay Research Bureau (PRB) Report 2008 of the Prime Minister’s Office of Mauritius, the holder of a post has ‘to perform any other cognate duties’ (Pay Research Bureau Report, 2008, para. 10.4) and the term ‘cognate duties’ has never been defined. With increase in misinterpretation and lack of specific explanation of the terms, the ministry recommended that in every case the terms ‘cognate duties’ show up in schemes of service, they should be reinstated as:


[O]ther duties directly related to the main duties listed above or related to the delivery of the output and results expected from incumbents in the roles ascribed to them according to their postings. (Pay Research Bureau Report 2008, para. 10.8)



It is deduced that a job description enables employees to get acquainted with a job (Brannick, Levine, & Morgeson, 2007) but when they are faced with duties, which have not been mentioned in the job description, they begin to doubt whether they are made for these positions (Lane, 2005; Robbins & Judge, 2013) and their familiarity with the job begins to decline (Brannick et al., 2007).

Robbins (1996) explains that a job description provides a formal relationship between an employee and the organisation. He also added that a job description is a guide for the incumbent to follow and to enable the employee to perform duties within the norms of the organisation (Statt, 2004). A job description thus provides ‘a list of duties that a person should do, the responsibilities that need to be undertaken’ (Dessler, 2013, p. 105) and what the organisation expects from the employee (Marsden, Caffrey, & McCaffery, 2013). It should not be mistaken for job specification, which describes what criteria a person should meet and what the job asks for (Sparrow, 2000), and these criteria help managers to conceptualise the scope of duties suitable for the employee (Schell & Kieshauer, 1987). Sanchez and Levine (2009) postulated that a job description represents the minimum activities that the employee is committed to perform. This means that an employee may be expected to perform duties that are not included in the job description (National Labor Relations Board, 2008) because each job cannot be finitely defined (Itika, 2011). However, ‘the duties should be in line with the key responsibilities expected from the incumbent’ (Royer, 2009) and ‘should not overlap’ (Lane, 2005, p. 368) or conflict (Armstrong, 2012; Robbins, 1996; Robbins & Judge, 2013) with the main functions and obligations.

Quah and Campbell (1994) argued that many individuals have the tendency to be intolerant towards performing duties that they were not aware of (Cordes & Dougherty, 1993; Lepine, Zhang, Crawford, & Rich, 2016). The absence of clear and specific information of the job (Quah & Campbell, 1994) increases the inaccuracy of job descriptions and employees are forced to perform duties outside the job description (El-Hajji, 2011). Incumbents thus fail to understand the real nature of the duties because they find their expectations more and more complex to understand (Armstrong, 2012; Lane, 2005; Robbins & Judge, 2013).

Limited career prospect

Monis and Sreedhara (2011) acknowledged that one of the prominent causes of employees leaving multinational companies (MNCs) is because of the lack of career opportunities. They also recognised that literature on the relationship between career prospects and job satisfaction in MNCs is quite limited. In a study on job satisfaction among youths in Mauritius, Kisto (2016) provided evidence that among the various reasons for them leaving employment includes lack of career advancement. The study of Kisto (2016) revealed that lack of opportunities for advancement is a determinant of job satisfaction because this variable affects youths both mentally and emotionally contributing to their dissatisfaction with their current job positions. As part of Locke’s (1976) definition of job satisfaction and the conclusive remarks of Kisto (2016), it can be deduced that offering employees with appropriate career opportunities would make job experience ‘pleasurable’. Advancement in the organisation by many is regarded as a self-actualizing factor. Having promotion opportunities would allow employees to achieve ‘self-fulfillment and accomplishment through personal growth’ (Maslow, 1943) and not able to fulfill this need would cause the employee to lose interest in the current job (Iles & Judge, 2004).

Employees usually opt for a job position in which the probabilities of getting promoted or the chances of acquiring professional growths are high (Okurame, 2012). Schömann and Hilbert (1998) hypothesized that fixed-term contracts contribute to poor career prospects and McGinnity and Mertens (2002) further discussed that temporary employment also adds to poor career prospects. In some situations, employees choose to even leave the company because of lack of promotion (Shahi, 2012). Following a publication in 2012, Deloitte Consulting LLP mentioned that an appropriate job leveling should provide logical career paths. The report further pointed out that job leveling will be easier when job titles and job competencies are aligned (Deloitte Consulting LLP, 2015). Similarly, division of levels within an organisation will create increasing circumstances for career growth (Spencer & Muchnick, 2015), which deliberately explains why currently some companies have limited career prospects.

Relationship between performing duties outside job description, limited career prospect and job satisfaction

Belias, Koustelios, Sdrolias and Aspridis (2014) discussed that employees are dissatisfied when they do not have a clear understanding of their jobs. In a research in the public sector employment, Addae, Parboteeah and Velinor (2008) posited that employees do not perform effectively as expected when they do not have clear information on their roles. This notion was also shared by Um and Harrison (1998) when they provided evidence that decrease in the level of job satisfaction is directly linked with employees who do not perform duties as described in their job descriptions.

Several researches (Ali, Raheem, Nawaz, & Imamuddin, 2014; Monis & Sreedhara, 2011; Rast & Tourani, 2012) have determined that a relationship exists between career prospects and job satisfaction. Belias et al. (2014) also identified that employees are dissatisfied because they are not given the chance to have a better career prospect to prove their competences. In a study on job satisfaction in Slovakia, Hajdukova, Klementova and Klementova (2015) brought up the notion of ‘self-realisation’, a determinant of job satisfaction linked with career prospect. Hajdukova et al. (2015) explain that ‘self-realisation’ is a stimulus that allows individuals to make the necessary efforts and use their skills and intellects to accomplish their desires and needs to reap the associated benefits. It is thus understood that, with the lack of career prospects, people would not be able to obtain the power to fulfill his or her ambitions.

Research design

Research approach

A quantitative approach was used for this study and self-administered questionnaires were used to achieve the research objectives.

Research method

Participants, sampling and procedures

The participants are employees in a multinational company dealing with customers worldwide and operating on a 24/7 basis. To obtain a viable sample (n = 132) (See Table 1), random sampling (Thompson, 2012) was used in this study. Questionnaires were distributed and collected via personal visits using hard-copies. The data was transcribed and processed through Statistical Package for the Social Sciences (SPSS) version 22 (2013).
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Measuring instruments

Viewpoints and conclusions were extracted from literature review and specific questions were formulated. The questionnaire was divided into four sections with three sections dedicated to statements pertaining to job description, career prospect and job satisfaction, respectively. The last section was devoted to demographics to describe the characteristics of the sample such as marital status, age and tenure. Under job description, six statements were formulated to extract information on situations and issues related to how far tasks match employees’ respective job description. The statements were adapted from the Minnesota Job Description Questionnaire (Weiss, Dawis, England, & Lofquist, 1967). Under career prospect, seven statements were devised to obtain facts about the importance of career plans and development in the life of employees. For the purpose of this section, the items were reproduced from the Spector’s Job Satisfaction Survey (JSS) (Spector, 1985) and the Manual for the Minnesota Satisfaction Questionnaire (MSQ) (Weiss et al., 1967). Lastly, 10 items were developed under job satisfaction to pull out occurrences related to job description. The items were adapted from Spector’s Job Satisfaction Survey (Spector, 1985, 1994). The items were aggregated under each construct (job description, career prospect and job satisfaction) using SPSS version 22 (2013).

A 3-point Likert scale (Jacoby & Mattel, 1971) was used to offer respondents a choice of three responses to express their perceptions on how much they agree or disagree with each statement with a neutral point being ‘neutral’. A score was allocated to each choice namely Disagree = 1; Neutral = 2 and Agree = 3.

Validity and reliability

Pilot testing allowed the researcher to address any issues with the questionnaire that was developed for this study. One manager, two team leaders and seven employees were randomly chosen and were requested to fill in the questionnaire to point out any typographical mistakes that could have slipped; secondly, to ensure that the items were clear and well-designed and finally to have an insight on the best average time required when filling in the questionnaire. On the other hand, to increase reliability, test-retest procedure (Lavrakas, 2008) was undertaken among 20 employees a few days after addressing issues identified during pilot testing to increase consistency of the survey questionnaire. The measuring instrument yielded a Cronbach’s Alpha value = 0.81 for the n = 132 sample indicating good internal reliability.

Research procedure

Permission was asked from the participating company and ethical clearance was obtained after the company was provided with a list of ethical measures. After the assurance that participants would voluntarily complete the questionnaires, hard-copies of questionnaires were distributed along with a covering letter explaining the aim, purpose and objectives of the research along with all the ethical measures regarding confidentiality and anonymity. To obtain informed consent, participants were also explained how the data would be used and who would use them. Participants were given a week to complete the questionnaires and they were informed that they could quit from the process at any time without any punitive action.

Statistical analysis

To process the collected data, the SPSS version 22 (2013) software was used. Cross-sectional research was carried out to determine the impact between job description, career prospect and job satisfaction within a multinational company in Mauritius. Pearson’s product-moment correlation and regression were conducted to test the hypotheses under study

Results

Correlational statistics

Job description (r = −0.569, ρ = 0.000) is significant and its coefficient is negative indicating that the greater the proportion of performing duties outside the job description, the lower the job satisfaction. Null hypothesis is rejected implying that job description negatively impacts job satisfaction in the Mauritian context. On the other hand, there is a strong negative relationship between career prospect (r = −0.788, ρ = 0.000) and job satisfaction, indicating that the greater the chances of career prospect being limited, the lower the job satisfaction levels. Null hypothesis is also rejected showing evidence that career prospect negatively impacts job satisfaction in the Mauritian context.

Regression analysis

The total variability (R2 = 0.324) shows that 32.4% of all variances indicate that job description (Table 3) is a good predictor of job satisfaction and adjusted R2 is indicative of medium effect size, according to Cohen’s (1988) effect size classification. Table 4 shows that the regression analysis is statistically significant, F (1, 130) = 62.279, ρ = 0.000, indicating that the construct predicts the dependent variable, job satisfaction. A moderate negative linear regression (β = −0.569, ρ = 0.000) can, therefore, be established that job description is predictor of low job satisfaction, F (1, 130) = 62.279, ρ = 0.000, and performing duties outside the job description accounts for 31.9% of the explained variability in the level of job satisfaction.
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In Table 5, the total variability, (R2 = 0.621) shows that 62.1% of all variances indicate that career prospect is a good predictor of job satisfaction and adjusted R2 is indicative of large effect size, as per Cohen’s (1988) effect size classification. The regression analysis is statistically significant, F (1, 130) = 213.026, ρ = 0.000, showing that the model statistically predicts the dependent variable, job satisfaction (Table 6). A strong negative linear regression (β = −0.788, ρ = 0.000) can, therefore, be established that career prospect significantly predicts low job satisfaction, F (1, 130) = 213.026, ρ = 0.000, and limited career prospect accounts for 61.8% of the explained variability in the level of job satisfaction.
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Discussion

Outline of the results

Product-moment correlation analysis showed that there is a significant association between job description, career prospect and job satisfaction (p = 0.000). The result also revealed that there is a negative correlation between job description and job satisfaction, and a negative correlation between career prospect and job satisfaction. The outcomes prove the relevance and importance of both predictor variables at the workplace.

The results demonstrated that employees do feel that they perform duties outside their job descriptions within the company and respondents show moderate resentment towards the issue leading to low satisfaction. These findings are consistent with similar arguments of Quah and Campbell (1994) and Belias et al. (2014), where unclear information of the job increases the inaccuracy of job description forcing individuals to perform duties outside their job description (El-Hajji, 2011). Being uncertain of their roles, employees more likely perform poorly (Addae et al., 2008). Although there is a lack of research to understand this relationship, the outcomes of this study do provide evidence that job description impacts on job satisfaction. Consequently, the impact of this variable on job satisfaction being moderate explains that the level of job satisfaction would decrease whenever clarity of job descriptions is low. It is because employees do not tolerate any mismatch between what they are doing and what they actually should be doing (Cordes & Dougherty, 1993; Lepine et al., 2016).

On the other hand, based on the findings regarding limited career prospects, incumbents show low satisfaction meaning that career prospects highly influence job satisfaction among individuals. It means that it is important for a company to have proper career opportunities, development or plans. It can also be concluded that there is a relationship, but the relationship does not establish that the levels of these opportunities are low. The findings are consistent with similar studies, which have reported that limited career opportunities decrease job satisfaction. The outcomes corroborate with the arguments of Ali et al. (2014), Monis and Sreedhara (2011) and Rast and Tourani (2012) that career prospects are determinant of job satisfaction. The study reveals that whenever the chances of career opportunities are low, the higher is the impact on job satisfaction among employees (Kisto, 2016), exhibiting low job satisfaction.

Practical implications

Research that relates job description and career prospect with job satisfaction in the Mauritian context is almost non-existent. To tighten this restriction, these dimensions have not been highly explored in a multinational company in Mauritius. The findings of this study, thus, contribute to limited knowledge regarding the relationship of job description and career prospect with job satisfaction and to a broad body of literature on job satisfaction. The research also adds to existing body of knowledge and discipline in a developing country. The findings of this study confirm that when individuals perform duties outside the job description and are provided with limited career prospects, job satisfaction would be negatively affected. The results also bring human resource practitioners, managers and team leaders into the light that the impact of both predictors range from moderate to high which should raise their concern and understand how important these variables are.

Limitations and recommendations

The first limitation pertains to the study being undertaken in one company only and the sample that was taken might not be a representative of all the other multinational companies in Mauritius. Secondly, a larger sample from different multinational companies in Mauritius would provide a better understanding of the relationships between the variables. It is because a bigger sample size would have provided more evidence on whether individuals do perform duties outside their job descriptions and whether they do have limited career prospect in MNCs in Mauritius. The relationship between the variables with job satisfaction could further be established. Thirdly, it is recommended that demographics be linked with the relationships and impacts of the variables under study. The research could unveil deeper causation of low job satisfaction. Fourthly, demographics cross-linked with the predictors and their impact on job satisfaction would enhance understanding of the existence of cultural bias.

Conclusion

The aim was to determine the relationships between job description, career prospect and job satisfaction in a Business Process Outsourcing (BPO) company in Mauritius. The results showed that the questionnaire used for this study to collect data was valid and reliable. Correlational analysis yielded negative association between job description, career prospect and job satisfaction. The analysis indicates that whenever the level of the predictor variable would increase, the lower would be the job satisfaction. This outcome explains that whenever an employee performs more duties that are outside the job description, the lower will be his or her satisfaction towards the job. Similarly, whenever an employee becomes aware of career prospect being limited, job satisfaction decreases. To accentuate on the impact of the predictor variables on job satisfaction, regression analysis further pointed that the lower the job satisfaction, the higher is the impact on the employees. The hypotheses have been tested statistically and the objectives of the study have been met that confirmed the claims, arguments and findings in literature.
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TABLE 3: Summary of regression of job description and job satisfaction.
Model R Rsquare Adjusted R square  Std. error of the estimate

1 0.5691 0.324 0.319 1.81853

Std., standard.
+ Predictors: (constant), Job description.
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TABLE 2: Pearson’s Product-moment correlation of Job Description, Career
Prospect and Job Satisfaction.

Variable Correlations

Job description  Career prospect  Job satisfaction

Job description

Pearson correlation 1.000 0308+ 0.569*
Sig. (2-talied) - 0.000 0.000
N 132 132 132
Career prospect

Pearson correlation 0308+ 1.000 0.788*
Sig. (2-talied) 0.000 - 0.000
N 132 132 132
Job satisfaction

Pearson correlation -0.56* -0.788* 1.000
Sig. (2-talied) 0.000 0.000 -
N 132 132 132

* Correlation is significant at the 0.01 level (2-tailed).
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TABLE 1: Characteristics of respondents.

Characteristics of Number of Percentage of
sample respondents respondents
Marital status

Married % 712
Single 38 288
Age

<20years 3 23
20-29 years 86 65.2
30-39 years 40 303
40-49 years 3 23
Tenure

1-4 years 78 59.1
5-10 years 45 34.1
11-15 years 6 45
16-20 years 3 23

N=132.
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TABLE 6: Analysis of variance (ANOVA)T summary of regression of career

prospect and job satisfaction.

Model Sum of squares df Mean square F sig.
1 Regression 394.893 1 394.893 213.026 0.000b
2 Residual 240985 130 1.854 - -
Total 635.879 131 B - -

Sig., significance; df, degrees of freedom.
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TABLE 5: Summary of regression of career prospect and job satisfaction.
Model R Rsquare Adjusted R square  Std. error of the estimate

1 0.788t 0.621 0.618 1.36152

Std., standard.
+ Predictors: (constant), Career prospect.
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TABLE 4: Analysis of variance (ANOVA)T summary of regression of job description
and job satisfaction.

Model Sumofsquares  df  Mean Square F sig.
1 Regression 205.960 1 205.960 62279 0.000%
2 Residual 429919 130 3307 - -

Total 635.879 131 - - -

Sig., significance; df, degrees of freedom.
+ Predictors: (constant), Job description.
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