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In recent decades, the working world has changed dramatically and rising demands on flexibility make the coordination of personal and professional life more difficult. Therefore, it is important that the incumbents are in possession of all necessary information concerning their job. This might be a key issue to remain satisfied. Simultaneously, atypical forms of employment have substantially increased in the labor market; one such form is holding more than one job. While the motives might differ from needing an additional income to broadening job opportunities, practicing several jobs requires coordination and thus, being informed. Building on research regarding organizational constraints and role ambiguity, we hypothesize that the paucity of information is negatively related to (dimensions of) job satisfaction. This effect should be stronger for multiple as compared to single jobbers; specifically when considering the job satisfaction with the social climate, given that being informed by others is an important factor in the coordination of several jobs. Data taken from the BiBB/BAuA-Employment-Survey provide a sample of 17,782 German employees (54% women), including 1,084 multiple jobbers (59% women). Job satisfaction was measured as employees global satisfaction and their satisfaction with facets dimensions: the social climate, structural working conditions, personal growth opportunities, and material incentives they receive for their work. Paucity of information was measured by the frequency of lacked information. Our study indicated that paucity of information was negatively related to both, global and all facets dimensions of job satisfaction. Multiple regression analyses further revealed interaction effects of paucity of information and form of employment. Specifically, the negative correlation of paucity of information with global as well as satisfaction with the social climate was stronger for employees’ holding more than one job. These results were independent of age, gender, organizational tenure, working hours, socioeconomic occupational status, as well as important working conditions (workload and autonomy). Incumbents with less paucity of necessary job-related information are more satisfied, especially when they hold multiple jobs. Supervisors and colleagues are advised to provide all necessary information and to ensure that employees retain it.

Keywords: multiple jobbers, information, job satisfaction, atypical employment, work design

INTRODUCTION

Nowadays, intensification of work and raising demands are common consequences for the working population (Kompier, 2006). New technologies, especially new communication technologies, have led to an increasing complexity and diversity of tasks in recent years (Neubach and Schmidt, 2006). Therefore, employees must be able to manage and coordinate a great deal of information. Communication (containing the aspect of providing information) is known to be an important factor shaping persons’ health, attitudes and behavior (Pincus, 1986; Langan-Fox, 2002). Moreover, atypical employment forms are a growing global phenomenon (Keller and Seifert, 2013). It is associated with flexibility requirements – in particular, when employees hold more than one job. Do multiple jobbers differ from single jobholders in the way that information might be even more important for them as compared to single jobbers?

Overall, balancing out different personal and professional life domains became an important topic (Lunau et al., 2014; Nohe et al., 2015). To prevent conflicts between life domains or contexts, especially, strategies that help employees to coordinate their responsibilities, activities, and obligations are needed (Voydanoff, 2005; Van Dyne et al., 2007). Organizations generate much information that is not generally accessible to every employee although some of these pieces of information are necessary to fulfill the task (Langan-Fox, 2002). As an important aspect of organizational support, providing information is linked to commitment and performance (e.g., Bishop et al., 2000; Cortini, 2016; Cortini et al., 2016). Accurate information about one’s performance and behavior facilitates coordination by effectively setting behavior altering goals for oneself (Manz, 1986; Manz and Neck, 2004). In contrast, a lack of necessary information aggravates coordination. Adverse work conditions such as lack of information are called job stressors as they increase the likelihood of employees to experience stress (Beehr and Franz, 2008). Consequently, we undertook this research to study employee reactions when they perceive a paucity of information; that is when they have incomplete, obsolete, or poorly timed information.

Research on the lack of information as a stressor has mainly focused on medical teams (Hunziker et al., 2010). For example, medical teams tend to discuss shared information but not unshared information (Larson et al., 1996). Unfortunately, necessary information is not always available (on time). However, efficient communication is an important factor among team members (Kurmann et al., 2012) that goes beyond medical teams. As an aspect of performance- or organizational constraints, the paucity of information prevents employees from translating ability and effort into job performance (Peters and O’Connor, 1980; Spector and Jex, 1998). Imagine a scenario in which John, a secretary, needs information from a manager to complete a form, but the manager is unavailable. Although, John has the skills, abilities and capacities to carry out this task, the paucity of information makes the accomplishment more difficult, if not impossible. In addition, paucity of information is included in the concept of role ambiguity by dealing with unclear expectations (Katz and Kahn, 1978); for instance, due to a lack of feedback. Thus, paucity of information could not only be seen as an obstacle of task regulation, but also as regulation uncertainty referring to uncertainty about how to reach the goal (Sonnentag and Frese, 2012). Organizational constraints (Pindek and Spector, 2016) and role ambiguity (Örtqvist and Wincent, 2006; Fried et al., 2008; Eatough et al., 2011) are both known to be related to impaired job satisfaction. We therefore hypothesize that paucity of information will be negatively related to job satisfaction (Hypothesis 1).

Specifically, receiving too little information to perform well should affect one’s satisfaction with the information system (i.e., colleagues or supervisors) as well as with structural conditions hindering transmission of information (Churchill et al., 1976). Moreover, as the paucity of information hinders goal attainment, it should affect the satisfaction with personal gains, in sense of personal growth opportunities (e.g., as skill utilization is supposed to be blocked) as well as material incentives one could have had reached (Peters and O’Connor, 1980). Thus, the paucity of information will be negatively related to:

(H1a) Satisfaction with the social climate at work referring to being included and connected to colleagues and supervisor (satisfaction with the social climate),

(H1b) Satisfaction with structural working conditions (i.e., the working materials, physical conditions, working hours) related to the context of the task that has to be fulfilled (satisfaction with structural conditions),

(H1c) Satisfaction with developmental experiences that facilitate the growth in needed skills (satisfaction with growth opportunities), and

(H1d) Satisfaction with the material incentives (i.e., with respect to career opportunities and income) a person receives at work (satisfaction with material incentives).

Research on multiple jobbers is limited (Zickar et al., 2004; Marucci-Wellman et al., 2016) although every twentieth German employee holds more than one paid job (German Federal Statistical Office, 2015). Holding multiple jobs is known to affect work-life balance (McClintock et al., 2004; Sliter and Boyd, 2014). In general, long working hours or working overtime are at the cost of recovery (Geurts, 2014). Compared with single jobbers, multiple jobbers spend more time working (McClintock et al., 2004; Sliter and Boyd, 2014), endure longer working hours or overtime work. Beyond the quantitative workload, multiple jobbers must expend additional effort in coordinating and balancing different personal and professional life domains (McClintock et al., 2004; Olos and Hoff, 2007). Recall the scenario of John, the secretary, struggling with a lack of information. Perhaps the solution is to wait until the manager is available, or to ask others who might have answers, or to search for documents including the missing information. Whatever solution is selected, time is invested. Such solutions are particularly difficult when coordinating more than one job. Working overtime in one’s first job to accomplish a task might be impossible without causing negative consequences for the second job. Based on current studies we assume that multiple job holding and paucity of information intensify one another’s adverse effects (De Cuyper and De Witte, 2005; Virtanen et al., 2011). Thus, we expect a stronger association between paucity of information and job satisfaction for multiple as compared to single jobbers (Hypothesis 2).

Information transmission is done (either directly or indirectly) by communication (Langan-Fox, 2002). Recent research on instrumental support show that supervisor support helps to coordinate between different life domains (Tucker et al., 2016). Task assistance (i.e., to help the person to get the task done) as a part of instrumental support has been most strongly associated with job satisfaction (Colbert et al., 2016). Giving information could even be seen as some kind of immaterial reward, if it is shared exclusively during small groups (Van Yperen, 1998). Moreover, social support – such as giving information to manage a task – provides an inherent social message about how the person is seen by (significant) others (Cobb, 1976; Semmer et al., 2007). Instrumental social support (i.e., by assisting with problem solving through giving information) is often valued for the inherent expression of appreciation (e.g., Semmer et al., 2008). In contrast, the paucity of necessary information might be seen as a sign of disrespect threatening the self (cf. stress as offense to self; Semmer et al., 2007). If the information is essential to complete tasks, employees will perceive that the transmitter, whether supervisor or colleagues, is responsible for providing the information (Tschan et al., 2009). Tschan et al. (2009) even point to the risk of illusory transactive memory, i.e., that group members expect experts who hold important information to be aware to inform them, if necessary leading to the risk that group members do not seek for additional information themselves. In general, providing support is known to increase a person’s perceived control over his or her environment, helping the person to coordinate different obligations (Greenberger and Strasser, 1986; Thompson and Prottas, 2006). Especially in case of uncertain conditions, employees rely on supervisors and colleagues with respect to information seeking, such as in case of organizational change (Van der Voet et al., 2014; Tanner and Otto, 2016) or being a newcomer in the organization (Wolfe Morrison, 1993). Similarly, spending additional effort in information seeking activities is particularly difficult when coordinating more than one job. While there might be no difference in the attribution to structural conditions, growth opportunities or material incentives, if necessary information is not available (on time) to accomplish the task, especially multiple jobbers might attribute this lack of information to colleagues and supervisors who should inform them. Considering that holding multiple jobs requires additional coordination efforts, multiple jobbers should show a more negative association between the paucity of information and satisfaction with the social climate (H2a).

MATERIALS AND METHODS

Participants and Procedure

Data for the current analyses refer to the BiBB/BAuA Employment Survey of the Working Population on Qualification and Working Conditions in Germany in 2012. This representative survey was conducted by the Federal Institute for Vocational Education (BIBB) and the German Federal Institute for Occupational Safety and Health (BAuA). Altogether 20,036 volunteers above 15 years of age who worked at least 10 h per week completed a highly standardized interview by trained interviewers on the phone (Rohrbach-Schmidt and Hall, 2013).

Interviewers asked participants whether they had one or more gainful occupations to differentiate single and multiple jobbers. Afterward, participants were asked to report which occupational activity they currently pursued to be denoted as main activity according to the time they spend in this activity. All following questions about working conditions and context were focused on this main activity. As dependent employees and business founders might differ in organizational information processes, we focused on main activities within a dependent employment relationship. Data of 35 participants were excluded due to missing information with respect to employment status. To avoid potentially confounding effects of the employment status, we excluded 71 family workers and 2,129 self-employed persons (including free-lance workers and independent contractors). Moreover, we excluded 19 student research assistants/ student employees. The final sample thus consisted of 17,782 participants (53.87% women), including 3,142 blue collar workers, 13,075 white collar workers, 65 persons who were unable to decide between those two categories, and 1,500 civil servants. Among the total participants, 1,084 (6.1%) were multiple jobbers (59.23% women). Participants overall had a mean age of 45.61 years (SD = 10.57): single jobbers had a mean age of 45.71 years (SD = 10.56); multiple jobbers had a mean age of 43.97 (10.56).

Measures

Job Satisfaction

Job satisfaction was measured both by single-item measure of global job satisfaction and by employees’ satisfaction with various facets of his/her job, as they are argued to be conceptually different (Scarpello and Campbell, 1983; Faragher et al., 2005). Participants were asked how satisfied they are regarding various aspects of their main occupational activity and, afterward, about their global job satisfaction (“And now, as an overall summary: How satisfied are you with your entire occupational activity?”). Single-item measures of global job satisfaction are as reliable and valid as measures containing different facets (Wanous et al., 1997).

Each facet was measured by a single item. Confirmatory factor analysis was used to classify facets into higher-order dimensions (see below): (1) satisfaction with rather structural aspects of the task (working hours, physical working conditions and work equipment, including furniture and software; three items), (2) satisfaction with manifest aspects referring to material incentives (income and career opportunities; two items; r = 0.36, p < 0.001) as well as satisfaction with psycho-social functions – (3) satisfaction with the social climate (including the working climate and the direct supervisor; two items; r = 0.55, p < 0.001) and (4) satisfaction with developmental experiences that facilitate growth (the opportunities to apply skills, the opportunities for continuing training and learning and the type and content of work; three items). The response scale ranged from 1 (not satisfied) to 4 (very satisfied). Cronbach’s alpha was 0.55 with respect to satisfaction with structural working conditions and 0.71 for satisfaction with personal growth.

To validate the measure, we compared the assumed four-factor solution with a global one-factor job satisfaction model in which all items were modeled to load on the global factor. The confirmatory factor analysis including the four factors described above resulted in an acceptable fit for the multi-factor solution. The chi-squared goodness-of-fit index (χ2) failed to indicate a good fit between the observed covariance matrix and the hypothesized model [χ2(29,15,410) = 23,88.83, p < 0.001], probably because of the large sample size. The validity of a model must be assessed by more than one index (Tanaka, 1993). The root mean square error of approximation (RMSEA) refers to the discrepancy per degree of freedom for the model. The obtained value was 0.07, an appropriate fit as its value was lower than 0.08 (Browne and Cudeck, 1993). The adjusted goodness-of-fit index (AGFI) explains the overall variation of the proposed model. The value was 0.94 and thus exceeded 0.90, constituting a good fit (Jöreskog and Sörbom, 1993). In addition, the standardized root mean square residual (SRMR; i.e., a measure of the average of the fitted residuals) was 0.04, presenting an excellent fit (Jöreskog and Sörbom, 1993). In summary, the indices indicated a good fit between the data and our constructs, validating our measures. The second model was composed of a general factor. The confirmatory factor analysis failed to support the validity of the measures; the fit indices were χ2(35,15410) = 6906,67, p < 0.001; RMSEA was 0.11; AGFI was 0.87. Only the value of SRMR was 0.06 representing an acceptable fit. Consequently, the first model composed of various factors was a more appropriate fit than the global one-factor model.

Paucity of Information

Paucity of information was measured by a single item: “In your workplace, how often do you lack the information you need to perform your work correctly?,” The response scale ranged from 1 (never) to 4 (often).

Control Variables

The current study aims to demonstrate the importance of a paucity of information controlling for a set of context and person variables as well as working conditions related to job satisfaction. Besides gender and age of a person, the organizational context might affect a person’s job satisfaction. We therefore controlled for organizational tenure, working hours, and the International Socio-Economic Index of occupational status (ISEI; Ganzeboom et al., 1992) of the main activity. Organizational tenure reflects the work experience related to the main activity. Work experience is known to be positively related to job knowledge (Schmidt et al., 1986) and facilitates job crafting (Niessen et al., 2016). Both – age and tenure – tend to be positively related to job satisfaction (e.g., Ng and Feldman, 2010; Costanza et al., 2012). Participants were asked to report their job experience (in years) within the organization of the main activity. In addition, we controlled for working hours of the main activity as they affect the duration that one is exposed to a (stressful) working situation. Moreover, employees might differ in their job satisfaction due to their socio-economic occupational status. Existing studies show, that comparatively less-educated workers tend to have inferior working conditions, low income levels, and job insecurity (Kalleberg et al., 2000; Zytionoglu and Muteshi, 2000). The ISEI is an objective measure for socio-economic status based on the International Standard Classification of Occupations (ISCO-88). It combines weighted averages of the income and education of incumbents of each classified occupation (for detailed information see: Ganzeboom et al., 1992).

Moreover, we controlled for workload and autonomy as central working conditions (Karasek, 1979) that are known to be related to job satisfaction (Van der Doef and Maes, 1999). As task-related stressor, workload hinders the fulfillment of the task (Sonnentag and Frese, 2012). Autonomy is typically conceptualized as a key work resource helping to coordinate demanding work schedules (Rau and Hyland, 2002). Workload and autonomy were each assessed by single items (“How often does it happen in your occupational activity …”; workload: “that you have to work under strong pressure of time or performance?”; autonomy: “that you can plan and schedule your work on your own?”). The response scales ranged from 1 (never) to 4 (often).

Statistical Analyses

We conducted hierarchical regression analyses including variables in three different blocks. In step one, control variables (including context and person variables as well as working conditions) were entered. Second, we entered the paucity of information and holding multiple jobs (main effect model). In step three, we entered the interaction term (interaction effect model). All predictor variables were centered at their grand mean to facilitate the interpretation of effects (Aiken et al., 1991). To confirm our first hypothesis (H1, H1a-d), paucity of information should have a significant main effect on job satisfaction. To confirm our interaction hypothesis (H2, H2a), the interaction term must be significant, and the pattern of the simple slopes must reveal stronger negative effects for multiple jobbers. We calculated simple slope tests using an online tool by Preacher, Curran, and Bauer (Preacher et al., 2006). Simple slopes involve the regression equation for the level of the paucity of information depending on the form of employment (multiple or single jobbers) and test whether the respective slope is different from zero.

RESULTS

Descriptive Results

Table 1 shows the descriptive statistics. As expected, the paucity of information was negatively correlated with general job satisfaction and with all dimensions of job satisfaction. Altogether, 6% of the participants reported to hold more than one job. Interestingly, holding more than one job was unrelated to paucity of information. However, employees who held multiple jobs reported less satisfaction with their jobs in general, their personal growth opportunities, and their material incentives. In addition, all control variables were significantly associated with job satisfaction in general and/or satisfaction with job dimensions. Specifically, general job satisfaction was related to all context and working conditions but unrelated to age and gender. Further exceptions comprised tenure being unrelated to satisfaction with structural conditions, workload and age with respect to satisfaction with growth opportunities, and gender being unrelated to satisfaction with the social climate.

TABLE 1. Means (M), Standard Deviations (SD), and Zero-Order Correlations of the Study Variables.
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Test of Hypotheses

Table 2 shows results of the regression analyses. In the main effect model, we examined the effect of paucity of information on job satisfaction, controlling for personal and context variables as well as workload and job autonomy as important working conditions. Paucity of information was negatively associated with general job satisfaction and with all dimensions of job satisfaction, confirming H1 and H1a to H1d. In line with Hypothesis 2, paucity of information and multiple-job holding significantly interacted to predict global job satisfaction. The interaction effect was also significant with respect to satisfaction with the social climate (H2a).

TABLE 2. Summary of multiple regression analysis predicting global job satisfaction and job dimensions satisfaction.
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According to simple slope tests, within the scope of global job satisfaction, the association between the paucity of information and satisfaction was stronger for multiple (b = -0.201, p < 0.01) as compared to single jobbers (b = -0.157, p < 0.01). A similar pattern was found with respect to job satisfaction with the social climate (multiple jobbers: b = -0.275, p < 0.01; single jobbers: b = -0.227, p < 0.01). This pattern aligns with Hypothesis 2 and Hypothesis 2a (Figures 1, 2). In line with statistical tradition (Heinrichs et al., 2003), we chose values of 1 SD below and above the sample mean.
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FIGURE 1. Interaction between paucity of information and form of employment predicting global job satisfaction.
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FIGURE 2. Interaction between paucity of information and form of employment predicting job satisfaction with the social climate.



Additional Analyses

To rule out the possibility that our findings were caused by the amount of time employees spent at their main occupational activity and that lower working hours and not multiple jobs shape the relation of paucity of information and job satisfaction, we examined working hours to moderate the negative association between the paucity of information and job (dimensions) satisfaction. No significant interaction effect with respect to global job satisfaction (b = 0.000, p = 0.907) and to satisfaction with the social climate (b = -0.001, p = 0.208) occurred. In addition, no significant interaction occurred with respect to satisfaction with material incentives and growth opportunities, but with respect to structural working conditions (b = -0.002, p < 0.01).

DISCUSSION

Interpretation of Results

In this study, we used research on organizational constraints and role ambiguity to build our proposals that paucity of information is negatively associated with global job satisfaction and job dimensions satisfaction. These associations were assumed to be stronger for multiple compared to single jobbers; especially with respect to satisfaction with the social working climate. Based on a representative sample of 17,782 German employees, we found the paucity of information to be negatively related to job satisfaction in general as well as with respect to the dimensions of material incentives, structural conditions, growth opportunities, and satisfaction with the social climate.

One of the most frequently studied outcomes of job stressors is job satisfaction (Dormann and Zapf, 2002; Faragher et al., 2005; Pindek and Spector, 2016). It is seen as a component of psychological well-being (Diener et al., 2003) referring to the extent to which a person likes or dislikes his or her job (Spector, 1997). Beside material incentives, work or a job also allows social contacts and appreciation, gives structure, maintains and advances our skills, and is part of our identity (Jahoda, 1983; Semmer and Meier, 2014). Occupational success is bound to the fulfillment of one’s working task to the extent that this fulfillment allows the accomplishment of valued goals (c.f. Grebner et al., 2010). Paucity of information hinders employees to accomplish their tasks (organizational constraints), as well as it leads to uncertainty about how to fulfill the task (role ambiguity) which in turn impairs job satisfaction (Örtqvist and Wincent, 2006; Fried et al., 2008; Eatough et al., 2011; Pindek and Spector, 2016). Considering that the paucity of information hinders the employee to fulfill the task it also hinders the person to accomplish valued goals in sense of personal growth opportunities as well as material incentives as well as leading to frustration (Peters and O’Connor, 1980). In line with these considerations, we found the paucity of information to be negatively related to job satisfaction in general as well as to all dimensions of it. Especially in a fast changing environment, managing and coordination information seems to be an important challenge. Moreover, aspects of working conditions (such as a supportive climate or the paucity of information) or even tasks that have to be fulfilled might appear in a different light due to their inherent social message (cf., Semmer et al., 2007). Appreciation is an important element of social support (Semmer et al., 2007) referring to the perception “that one is worthwhile, capable, and a valued member of a group of individuals” (Sarason et al., 1996, p. 21). In other words, providing support (e.g., in terms of giving information) reveals that these colleagues and supervisor care about the employee. It might increase the sense of control and the employee might feel obligated to reciprocate. Thus, social support is positively related to employees’ commitment and performance (Bishop et al., 2000; Allen and Shanock, 2013; Cortini, 2016; Cortini et al., 2016). Supporting the person to fulfill the task was found to be most strongly associated with job satisfaction (Colbert et al., 2016). In contrast, behavior or assigned tasks that indicate disrespect or lack of appreciation as its social message constitutes a threat to the person by offending the self (e.g., Semmer et al., 2007). Recall again the scenario of John, searching for information that should be already there. This might be seen as an unnecessary task that would not exist, if things were organized differently. Perhaps he thought this task should be done by someone else because it does not correspond to his occupational role (i.e., an unreasonable task). Previous research found such illegitimate tasks to be related to stress-related behavioral (e.g., counterproductive work behavior; Semmer et al., 2010) and cognitive-emotional (e.g., lower job satisfaction; Stocker et al., 2010; Björk et al., 2013; Eatough et al., 2015) changes. Thus, providing adequate information might become of particular importance in the sense of goal attainment, organizational support, and legitimacy of task assignment. It constitutes a positive step toward employee commitment, performance and satisfaction. According to our results, the paucity of information seems to be practically significant over and above workload and autonomy that are known to be important working conditions related to job satisfaction (Van der Doef and Maes, 1999). It must, however, be critically stated that as long as the person succeeds in the task, the paucity of information could also be linked to a sense of pride and satisfaction: John might be proud of managing the task without proper information. It would be advisable for future research to focus on daily events of lacked information and job satisfaction taking into account if the person successfully accomplished the task.

Work is a major cause of stress for many people in a stressful world. For jobholders who must coordinate multiple jobs, to be aware of needed information seems to be especially important. In line with our expectations, we found multiple jobbers more likely to be less or not satisfied with their job in general as well as with the social climate when they perceived a lack of information. One core element of adequate information processes is the interaction with supervisors and colleagues and the embeddedness in work-related social networks. It is plausible that employees holding multiple jobs have less time to seek out information, but concentrate on the specific task (cf., Wolfe Morrison, 1993). If necessary task-related information is not given, employees might rely on their colleagues or supervisor to inform them (Tschan et al., 2009). Transmission of information represents a central management duty – especially under conditions of uncertainty. As uncertainty associated with change is often based on missing or, respectively, failed communication, communication is a main concern in the research of change management and implementation (for an overview see Grant and Marshak, 2011). Particularly in times of organizational change, supervisors play a central role in communicating visions, transmission of goals and norms to employees, and providing a mutual high quality communication (e.g., Van der Voet et al., 2014; Tanner and Otto, 2016). In addition, research on semi-autonomous teams indicates that informal communication among colleagues could compensate for inefficient information systems (Morgeson et al., 2006). As mentioned above, social support (e.g., by providing information) is known to increase a persons’ perceived control over their environment (Greenberger and Strasser, 1986; Thompson and Prottas, 2006). In contrast, employees are less satisfied with the social working climate when they lack information, especially multiple jobbers who need control to coordinate more than one job. A recent meta-analysis showed that contingent workers, another type of atypical workers, had lower job satisfaction than permanent workers (Wilkin, 2013). Even if multiple jobbers receive salaries similar to those of some colleagues holding single jobs, they react similarly to contingent workers in that they might feel less identified and integrated because of switching between different professional lives. Future research should consider social integration as a core component in studying multiple jobbers. A lack of social embeddedness – especially when help (in terms of providing information) is needed – might impair satisfying social contacts and appreciation. However, the results show no difference between multiple jobbers and employees with one job regarding the effect of paucity of information on satisfaction with rather structural aspects of the task, with manifest aspects referring to material incentives and with developmental experiences that facilitate the growth. Recall that individuals may have various motives for working at several jobs, including economic needs or desires to broaden job opportunities. Motives might then affect reactions to the paucity of information and aspects of job satisfaction. Therefore, future studies should include the heterogeneous nature of multiple jobbers in the analyses.

Interaction effects did not depend on how much time employees spent at work (or more specific: in their main occupational activity) and in the organization of the main occupational activity. Previous research on part-time work suggests that spending less time in a work place might lead to being less included in the team and getting less challenging tasks (e.g., Rauchert et al., 2016). However, our additional analyses showed that effects on employees’ satisfaction in general and with the social climate could not be reduced to spending less time at the main occupational activity. Working hours did not enhance the effect of the paucity of information on job satisfaction in general or with the social context.

Strengths and Limitations

This is the first study examining the paucity of information within the scope of holding multiple jobs. The data are based on a representative sample of German employees. Although effects are small, the paucity of information was found to be practically significant with respect to job satisfaction over and above workload and autonomy as important working conditions. However, there are some limitations to our study that should be acknowledged. First, results of cross-sectional studies do allow many alternative explanations of the observed effects, as reverse causation cannot be precluded (Zapf et al., 1996). Consequently, future research should replicate effects using a longitudinal design. Second, all measures were based on self-reports of participants, raising the risk of overestimating results due to common method biases (Podsakoff et al., 2003; but see also Semmer et al., 1996; Spector, 2006). Related to this shortcoming, the influence of trait negative affectivity on job stressors and work attitudes has been discussed in the literature several times (Semmer et al., 1996; Spector, 2006); however, it could not explain differences in well-being between different jobs (Schaubroeck et al., 1998). Third, we studied variables only in relation to the self-prescribed main job, which should be most relevant to perceived stress and job satisfaction (Zickar et al., 2004). However, multiple job holding provides an alternative source of valuable work related outcomes. For example, the primary and secondary jobs could have combined work characteristics that affect job satisfaction in the primary job (Betts, 2002). Future studies should account for aspects of all jobs of the incumbents. Moreover, we used a single item to assess the paucity of information. Although single item measures are known to be valid measures (Wanous et al., 1997; DeSalvo et al., 2006), based on the conceptualization of organizational constraints and role ambiguity, task-related information might be a rather broad concept (e.g., including know-how and feedback) that needs to be explored in more detail. Future research should also be aware that too much information might confound task focus and impair well-being.

Practical Implications

This study adds to the limited research on multiple jobbers and the paucity of information. Our results indicate that the perception of a paucity of information is negatively related to job satisfaction, especially for multiple as compared to single jobbers. Job satisfaction is known to be associated with performance, work behavior and mental health (Faragher et al., 2005; Fried et al., 2008). Thus, dissatisfaction might lead to severe consequences for both person and organization. Taking into account the rise of new (communication) technologies (e.g., Kompier, 2006) the paucity of information seems to be an important, however, widely neglected topic in modern society. The findings have practical implications: They underline the importance of providing adequate information to employees in general, not only performance feedback but also all information needed to accomplish tasks. Employees expect their supervisors and colleagues to provide them with necessary information (Tschan et al., 2009). Multiple jobbers who lack information are especially likely to be less satisfied with the workplace social climate. In general, organizations should create a communication climate that is characterized by trust, transparency and openness. A transparent information system integrated into this climate could help to find the right source of information in case the person is aware that some information is missing. Supervisors as well as colleagues should also be sensitive to provide all necessary information and to double-check that the given information could be remembered. Effective leadership particularly requires skillful communication. Hence, especially supervisors should be trained to be good communicators. In particular, quantitative information places such a high load on working memory that it requires repeated updating to ensure accuracy; thus strategies such as providing explicitly encoded information might enhance the accuracy of information transmission. Strategies like providing information explicitly encoded as to be transmitted – for instance, “John, please note the third update on XY, as constituted on 1 January 2017” instead of “Once again, we talked about an update on XY today” – might increase the accuracy of the information transmission process (Morris et al., 1977; Bogenstätter et al., 2009). A clearer information transmission process could enable employees to better coordinate their duties. In sum, employees, especially multiple jobbers, will have more job satisfaction if they receive all necessary job-related information.

ETHICS STATEMENT

The study was performed according to requirements: participants were informed of their rights and guaranteed anonymity. All participants gave informed consent in accordance with the Declaration of Helsinki.

AUTHOR CONTRIBUTIONS

LH and MK developed the concept. KO, BF, and MK structured the ideas and MK did the analyses and wrote the first draft. All authors read and approved the final manuscript.

FUNDING

A grant from the German Federal Institute for Occupational Safety and Health (BAuA; 2015, F 2371) to MK and KO funded this research.

REFERENCES

Aiken, L. S., West, S. G., and Reno, R. R. (1991). Multiple Regression: Testing and Interpreting Interactions. Newbury Park, CA: Sage.

Allen, D. G., and Shanock, L. R. (2013). Perceived organizational support and embeddedness as key mechanisms connecting socialization tactics to commitment and turnover among new employees. J. Organiz. Behav. 3, 350–369. doi: 10.1002/job.1805

Beehr, T. A., and Franz, T. M. (2008). The current debate about the meaning of job stress. J. Organ. Behav. Manag. 8, 5–18. doi: 10.1300/J075v08n02_02

Betts, S. C. (2002). An Exploration of Multiple Jobholding (Moonlighting) and an Investigation into the Relationship Between Multiple Jobholding and Work Related Commitment. Doctoral dissertation. The State University of New Jersey, Newark, NJ. doi: 10.1177/0018720809336734.

Bishop, J. W., Scott, K. D., and Burroughs, S. M. (2000). Support, commitment, and employee outcomes in a team environment. J. Manag. 26, 1113–1132. doi: 10.1177/014920630002600603

Björk, L., Bejerot, E., Jacobshagen, N., and Härenstam, A. (2013). I shouldn’t have to do this: illegitimate tasks as a stressor in relation to organizational control and resource deficits. Work Stress 27, 262–277. doi: 10.1080/02678373.2013.818291

Bogenstätter, Y., Tschan, F., Semmer, N. K., Spychiger, M., Breuer, M., and Marsch, S. U. (2009). How accurate is information transmitted to medical professionals joining a medical emergency? A simulator study. Hum. Factors 51, 115–125. doi: 10.1177/0018720809336734

Browne, M. W., and Cudeck, R. (1993). “Alternative ways of assessing model fit,” in Testing Structural Equation Models, eds K. A. Bollen and J. S. Long (Newbury Park, CA: Sage), 136–162.

Churchill, G., Ford, N., and Walker, O. (1976). Organizational climate and job satisfaction in the sales force. J. Mark. Res. 13, 323–332. doi: 10.2307/3151014

Cobb, S. (1976). Social support as a moderator of life stress. Psychosom. Med. 38, 300–314. doi: 10.1097/00006842-197609000-00003

Colbert, A. E., Bono, J. E., and Purvanova, R. K. (2016). Flourishing via workplace relationships: moving beyond instrumental support. Acad. Manag. J. 59, 1199–1223. doi: 10.5465/amj.2014.0506

Cortini, M. (2016). Workplace identity as a mediator in the relationship between learning climate and job satisfaction during apprenticeship: suggestions for HR practitioners. J. Workplace Learn. 28, 54–65. doi: 10.1108/JWL-12-2015-0093

Cortini, M., Pivetti, M., and Cervai, S. (2016). Learning climate and job performance among health workers. A pilot study. Front. Psychol. 7, 1644–1649. doi: 10.3389/fpsyg.2016.01644

Costanza, D. P., Badger, J. M., Fraser, R. L., Severt, J. B., and Gade, P. A. (2012). Generational differences in work-related attitudes: a meta-analysis. J. Bus. Psychol. 27, 375–394. doi: 10.1007/s10869-012-9259-4

De Cuyper, N., and De Witte, H. (2005). Job insecurity: Mediator or moderator of the relationship between type of contract and various outcomes. SA J. Indust. Psychol. 31, 79–86. doi: 10.4102/sajip.v31i4.211

DeSalvo, K. B., Bloser, N., Reynolds, K., He, J., and Muntner, P. (2006). Mortality prediction with a single general self-rated health question: a meta-analysis. J. Gen. Intern. Med. 21, 267–275. doi: 10.1111/j.1525-1497.2005.00291.x

Diener, E., Oishi, S., and Lucas, R. E. (2003). Personality, culture, and subjective well-being: emotional and cognitive evaluations of life. Annu. Rev. Psychol. 54, 403–425. doi: 10.1146/annurev.psych.54.101601.145056

Dormann, C., and Zapf, D. (2002). Social stressors at work, irritation, and depressive symptoms: accounting for unmeasured third variables in a multi-wave study. J. Occup. Organ. Psychol. 75, 33–58. doi: 10.1348/096317902167630

Eatough, E. M., Chang, C.-H., Miloslavic, S. A., and Johnson, R. E. (2011). Relationships of role stressors with organizational citizenship behavior: a meta-analysis. J. Appl. Psychol. 96, 619–631. doi: 10.1037/a0021887

Eatough, E. M., Meier, L. L., Igic, I., Elfering, A., Spector, P. E., and Semmer, N. K. (2015). You want me to do what? Two daily diary studies of illegitimate tasks and employee well-being. J. Organ. Behav. 37, 108–127. doi: 10.1002/job.2032

Faragher, E. B., Cass, M., and Cooper, C. L. (2005). The relationship between job satisfaction and health: a meta analysis. Occup. Environ. Med. 62, 105–112. doi: 10.1136/oem.2002.006734

Fried, Y., Shirom, A., Gilboa, S., and Cooper, C. L. (2008). The mediating effects of job satisfaction and propensity to leave on role stress-job performance relationships: combining meta-analysis and structural equation modeling. Int. J. Stress Manag. 15, 305–328. doi: 10.1037/a0013932

Ganzeboom, H. B. G., de Graaf, P. M., and Treiman, D. J. (1992). A standard international socio-economic index of occupational status. Soc. Sci. Res. 21, 1–56. doi: 10.1016/0049-089X(92)90017-B

 German Federal Statistical Office (2015). Erwerbstätige, die Mehr als Eine Erwerbstätigkeit Ausüben. Available at: https://www.destatis.de/DE/ZahlenFakten/Indikatoren/QualitaetArbeit/Dimension3/3_10_Zweitjob.html [accessed February 02, 2017].

Geurts, S. A. E. (2014). “Recovery from work during off-job time,” in Bridging Occupational, Organizational and Public Health, eds G. F. Bauer and O. Hämmig (Heidelberg: Springer), 193–208. doi: 10.1007/978-94-007-5640-3_12

Grant, D., and Marshak, R. J. (2011). Toward a discourse-centered understanding of organizational change. J. Appl. Behav. Sci. 47, 204–235. doi: 10.1177/0021886310397612

Grebner, S., Elfering, A., Semmer, N. K., and Perrewé, P. L. (2010). “The success resource model of job stress,” in New Developments in Theoretical and Conceptual Approaches to Job Stress, ed. D. C. Ganster (Bingley: Emerald), 61–108. doi: 10.1108/S1479-355520100000008005

Greenberger, D. B., and Strasser, S. (1986). Development and application of a model of personal control in organizations. Acad. Manag. Rev. 11, 164–177. doi: 10.2307/258338

Heinrichs, M., Baumgartner, T., Kirschbaum, C., and Ehlert, U. (2003). Social support and oxytocin interact to suppress cortisol and subjective responses to psychosocial stress. Biol. Psychiat. 54, 1389–1398. doi: 10.1016/S0006-3223(03)00465-7

Hunziker, S., Tschan, F., Semmer, N. K., Howell, M. D., and Marsch, S. (2010). Human factors in resuscitation: lessons learned from simulator studies. J. Emerg. Trauma Shock 3, 389–394. doi: 10.4103/0974-2700.70764

Jahoda, M. (1983). Wieviel Arbeit braucht der Mensch? Arbeit und Arbeitslosigkeit im 20. Jahrhundert. Weinheim: Beltz.

Jöreskog, K. G., and Sörbom, D. (1993). LISREL: Structural Equations Modeling with the SIMPLIS Command Language. Chicago, IL: Scientific Software International.

Kalleberg, A., Reskin, B., and Hudson, K. (2000). Bad jobs in America: standard and nonstandard employment relations and job quality in the United States. Am. Sociol. Rev. 65, 256–278. doi: 10.2307/2657440

Karasek, R. A. (1979). Job demands, job decision latitude, and mental strain: implications for job redesign. Admin. Sci. Quart. 24, 285–308. doi: 10.2307/2392498

Katz, D., and Kahn, R. L. (1978). The Social Psychology of Organizations, 2nd Edn. New York, NY: Wiley.

Keller, B., and Seifert, H. (2013). Atypical employment in Germany: forms, development, patterns. Transfer 19, 457–474. doi: 10.1177/1024258913501757

Kompier, M. A. J. (2006). New systems of work organization and workers’ health. Scand. J. Work Environ. Health 23, 421–430. doi: 10.5271/sjweh.1048

Kurmann, A., Tschan, F., Semmer, N. K., Seelandt, J., Candinas, D., and Beldi, G. (2012). Human factors in the operating room: the surgeon’s view. Trends Anaesth. Crit. Care 2, 224–227. doi: 10.1016/j.tacc.2012.07.007

Langan-Fox, J. (2002). “Communication in organizations: speed, diversity, networks, and influence on organizational effectiveness, human health, and relationships,” in Handbook of Industrial, Work and Organizational Psychology: Organizational Psychology, eds N. Anderson, D. S. Ones, H. K. Sinangil, and C. Viswesvaran (London: Sage), 188–205. doi: 10.4135/9781848608368.n11

Larson, J. R. J., Christensen, C., Abbot, A. S., and Franz, T. M. (1996). Diagnosing groups: charting the flow of information in medical decision-making teams. J. Pers. Soc. Psychol. 71, 315–330. doi: 10.1037//0022-3514.71.2.315

Lunau, T., Bambra, C., Eikemo, T. A., van der Wel, K. A., and Dragano, N. (2014). A balancing act? work–life balance, health and well-being in European welfare states. Eur. J. Public Health 24, 422–427. doi: 10.1093/eurpub/cku010

Manz, C. C. (1986). Self-leadership: toward an expanded theory of self-influence processes in organizations. Acad. Manag. Rev. 11, 585–600. doi: 10.5465/AMR.1986.4306232

Manz, C. C., and Neck, C. P. (2004). Mastering Self-leadership: Empowering Yourself for Personal Excellence, 3rd Edn. Upper Saddle River, NJ: Prentice-Hall.

Marucci-Wellman, H. R., Lombardi, D. A., and Willetts, J. L. (2016). Working multiple jobs over a day or a week: short-term effects on sleep duration. Chronobiol. Int. 33, 630–649. doi: 10.3109/07420528.2016.1167717

McClintock, W., Taylor, N., and Warren, J. (2004). Effects of multiple job holding on the work-life balance. Lab. Employ. Work 11, 1–8.

Morgeson, F., Johnson, D., Campion, M., Medsker, G., and Mumford, T. (2006). Understanding reactions to job redesign: a quasi-experimental investigation of the moderating effects of organizational context on perceptions of performance behavior. Pers. Psychol. 59, 333–363. doi: 10.1111/j.1744-6570.2006.00941.x

Morris, C. D., Bransford, J. D., and Franks, J. J. (1977). Levels of processing versus transfer appropriate processing. J. Verb. Learn. Verb. Behav. 16, 519–533. doi: 10.1016/s0022-5371(77)80016-9

Neubach, B., and Schmidt, K.-H. (2006). Selbstkontrolle als arbeitsanforderung: rekonzeptualisierung und validierung eines messinstruments. Z. Arb. Organ. 50, 103–109.

Ng, T. W. H., and Feldman, D. C. (2010). The relationships of age with job attitudes: a meta-analysis. Pers. Psychol. 63, 677–718. doi: 10.1111/j.1744-6570.2010.01184.x

Niessen, C., Weseler, D., and Kostova, P. (2016). When and why do individuals craft their jobs? The role of individual motivation and work characteristics for job crafting. Hum. Relat. 69, 1287–1313. doi: 10.1177/0018726715610642

Nohe, C., Meier, L. L., Sonntag, K., and Michel, A. (2015). The chicken or the egg? A meta-analysis of panel studies of the relationship between work–family conflict and strain. J. Appl. Psychol. 100, 522–536. doi: 10.1037/a0038012

Olos, L., and Hoff, E. H. (2007). Vielfalt und integration: zur bedeutung der beruflichen doppel- und mehrgleisigkeit von psychologinnen und psychologen. Rep. Psychol. 32, 217–228.

Örtqvist, D., and Wincent, J. (2006). Prominent consequences of role stress: a meta-analytic review. Int. J. Stress Manag. 13, 399–422. doi: 10.1037/1072-5245.13.4.399

Peters, L. H., and O’Connor, E. J. (1980). Situational constraints and work outcomes: the influences of a frequently overlooked construct. Acad. Manag. Rev. 5, 391–397. doi: 10.5465/AMR.1980.4288856

Pincus, J. D. (1986). Communication satisfaction, job satisfaction, and job performance. Hum. Commun. Res. 12, 395–419. doi: 10.1111/j.1468-2958.1986.tb00084.x

Pindek, S., and Spector, P. E. (2016). Organizational constraints: a meta-analysis of a major stressor. Work Stress 30, 7–25. doi: 10.1080/02678373.2015.1137376

Podsakoff, P. M., MacKenzie, S. B., Lee, J.-Y., and Podsakoff, N. P. (2003). Common method biases in behavioral research: a critical review of the literature and recommended remedies. J. Appl. Psychol. 88, 879–903. doi: 10.1037/0021-9010.88.5.879

Preacher, K. J., Curran, P. J., and Bauer, D. J. (2006). Computational tools for probing interactions in multiple linear regression, multilevel modeling, and latent curve analysis. J. Educ. Behav. Stat. 31, 437–448. doi: 10.3102/10769986031004437

Rau, B. L., and Hyland, M. M. (2002). Role conflict and flexible work arrangements: the effects on applicant attraction. Pers. Psychol. 55, 111–136. doi: 10.1111/j.1744-6570.2002.tb00105.x

Rauchert, M., Korek, S., Schilf, C., Metzger, S., Bohn, H., and Jochens, N. (2016). Taking the Lead: Interdisciplinary Approaches from Science and Practice Specialist Conference on 5th November 2015. Güstrow: FHöVPR M-V.

Rohrbach-Schmidt, D., and Hall, A. (2013). BIBB/BAuA Employment Survey of the Working Population on Qualification and Working Conditions in Germany in 2012, BIBB-FDZ Daten- und Methodenberichte Nr. 1/2013, 4th Edn. Bonn: Bundesinstitut für Berufsbildung (BIBB), doi: 10.7803/501.12.1.1.40

Sarason, I. G., Sarason, B. R., Brock, D. M., and Pierce, G. R. (1996). “Social support: current status, current issues,” in Stress and Emotion: Anxiety, Anger, and Curiosity, Vol. 16, eds C. D. Spielberger and I. G. Sarason (Washington, DC: Taylor & Francis), 3–27.

Scarpello, V., and Campbell, J. P. (1983). Job satisfaction: are all the parts there? Pers. Psychol. 36, 577–600. doi: 10.1111/j.1744-6570.1983.tb02236.x

Schaubroeck, J., Judge, T. A., and Taylor, L. A. (1998). Influences of trait negative affect and situational similarity on correlation and convergence of work attitudes and job stress perceptions across two jobs. J. Manag. 24, 553–576. doi: 10.1016/s0149-2063(99)80073-7

Schmidt, F. L., Hunter, J. E., and Outerbridge, A. N. (1986). Impact of job experience and ability on job knowledge, work sample performance, and supervisory ratings of job performance. J. Appl. Psychol. 71, 432–439. doi: 10.1037/0021-9010.71.3.432

Semmer, N. K., Elfering, A., Jacobshagen, N., Perrot, T., Beehr, T. A., and Boos, N. (2008). The emotional meaning of instrumental social support. Int. J. Stress Manag. 15, 235–251. doi: 10.1037/1072-5245.15.3.235

Semmer, N. K., Jacobshagen, N., Meier, L. L., and Elfering, A. (2007). “Occupational stress research: the ‘stress-as-offense-toself’ perspective,” in Occupational Health Psychology: European Perspectives on Research, Education and Practice, eds J. Houdmont and S. McIntyre (Castelo da Maia: ISMAI Publishing), 43–60.

Semmer, N. K., and Meier, L. (2014). “Bedeutung und wirkung von arbeit,” in Lehrbuch Organisationspsychologie, 5th Edn, eds H. Schuler and K. Moser (Bern: Huber), 559–604.

Semmer, N. K., Tschan, F., Meier, L. L., Facchin, S., and Jacobshagen, N. (2010). Illegitimate tasks and counterproductive work behavior. Appl. Psychol. Int. Rev. 59, 70–96. doi: 10.1111/j.1464-0597.2009.00416.x

Semmer, N. K., Zapf, D., and Greif, S. (1996). ‘Shared job strain’: a new approach for assessing the validity of job stress measurements. J. Occup. Organ. Psychol. 69, 293–310. doi: 10.1111/j.2044-8325.1996.tb00616.x

Sliter, M. T., and Boyd, E. M. (2014). Two (or three) is not equal to one: multiple jobholding as a neglected topic in organizational research. J. Organ. Behav. 35, 1042–1046. doi: 10.1002/job.1944

Sonnentag, S., and Frese, M. (2012). “Stress in organizations,” in Industrial and Organizational Psychology, eds N. W. Schmitt and S. Highhouse (Hoboken, NJ: Wiley), 560–592.

Spector, P. E. (1997). Job Satisfaction: Application, Assessment, Causes, and Consequences. Thousand Oaks, CA: Sage, doi: 10.4135/9781452231549

Spector, P. E. (2006). Method variance in organizational research: truth or urban legend? Organ. Res. Methods 9, 221–232. doi: 10.1177/1094428105284955

Spector, P. E., and Jex, S. M. (1998). Development of four self-report measures of job stressors and strain: interpersonal conflict at work scale, organizational constraints scale, quantitative workload inventory, and physical symptoms inventory. J. Occup. Health Psychol. 3, 356–367. doi: 10.1037/1076-8998.3.4.356

Stocker, D., Jacobshagen, N., Semmer, N. K., and Annen, H. (2010). Appreciation at work in the Swiss armed forces. Swiss J. Psychol. 69, 117–124. doi: 10.1024/1421-0185.a000013

Tanaka, J. S. (1993). “Multifaceted conceptions of fit in structural equation models,” in Testing Structural Equations Models, eds K. A. Bollen and J. S. Long (Newbury Park, CA: Sage), 10–39.

Tanner, G., and Otto, K. (2016). Superior-subordinate-communication during organizational change: under which conditions does a high-quality communication become important? Int. J. Hum. Resour. Manag. 27, 2183–2201. doi: 10.1080/09585192.2015.1090470

Thompson, C. A., and Prottas, D. J. (2006). Relationships among organizational family support, job autonomy, perceived control, and employee well-being. J. Occup. Health Psychol. 11, 100–118. doi: 10.1037/1076-8998.10.4.100

Tschan, F., Semmer, N. K., Gurtner, A., Bizzari, L., Spychiger, M., Breuer, M., et al. (2009). Explicit reasoning, confirmation bias, and illusory transactive memory: a simulation study of group medical decision making. Small Group Res. 40, 271–300. doi: 10.1177/1046496409332928

Tucker, M. K., Jimmieson, N. L., and Bordia, P. (2016). Supervisor support as a double-edged sword: supervisor emotion management accounts for the buffering and reverse-buffering effects of supervisor support. Int. J. Stress Manag. (in press). doi: 10.1037/str0000046

Van der Doef, M., and Maes, S. (1999). The job demand-control (-support) model and psychological well-being: a review of 20 years of empirical research. Work Stress 13, 87–114. doi: 10.1080/026783799296084

Van der Voet, J., Groeneveld, S., and Kuipers, B. S. (2014). Talking the talk or walking the walk? the leadership of planned and emergent change in a public organization. J. Change Manag. 14, 171–191. doi: 10.1080/14697017.2013.805160

Van Dyne, L., Kossek, E., and Lobel, S. (2007). Less need to be there: cross-level effects of work practices that support work-life flexibility and enhance group processes and group-level OCB. Hum. Relat. 60, 1123–1154. doi: 10.1177/0018726707081657

Van Yperen, N. W. (1998). Informational support, equity and burnout: the moderating effect of self-efficacy. J. Occup. Organ. Psychol. 71, 29–33. doi: 10.1111/j.2044-8325.1998.tb00660.x

Virtanen, P., Lipiäinen, L., Hammarström, A., Janlert, U., Saloniemi, A., and Nummi, T. (2011). Tracks of labour market attachment in early middle age: a trajectory analysis over 12 years. Adv. Life Course Res. 16, 55–64. doi: 10.1016/j.alcr.2011.03.001

Voydanoff, P. (2005). Toward a conceptualization of perceived work-family fit and balance: a demands and resources approach. J. Marriage Fam. 67, 822–836. doi: 10.1111/j.1741-3737.2005.00178.x

Wanous, J. P., Reichers, A. E., and Hudy, M. J. (1997). Overall job satisfaction: how good are single-item measures? J. Appl. Psychol. 82, 247–252. doi: 10.1037/0021-9010.82.2.247

Wilkin, C. L. (2013). I can’t get no job satisfaction: meta-analysis comparing permanent and contingent workers. J. Organ. Behav. 34, 47–64. doi: 10.1002/job.1790

Wolfe Morrison, E. (1993). Newcomer information seeking: exploring types, modes, sources, and outcomes. Acad. Manag. J. 36, 557–589. doi: 10.2307/256592

Zapf, D., Dormann, C., and Frese, M. (1996). Longitudinal studies in organizational stress research: a review of the literature with reference to methodological issues. J. Occup. Health Psychol. 1, 145–169. doi: 10.1037//1076-8998.1.2.145

Zickar, M. J., Gibby, R. E., and Jenny, T. (2004). Job attitudes of workers with two jobs. J. Vocat. Behav. 64, 222–235. doi: 10.1016/S0001-8791(03)00047-2

Zytionoglu, I., and Muteshi, J. (2000). Gender, race and class dimensions of nonstandard work. Ind. Relat. 55, 133–167. doi: 10.7202/051294ar

Conflict of Interest Statement: The authors declare that the research was conducted in the absence of any commercial or financial relationships that could be construed as a potential conflict of interest.

Copyright © 2017 Kottwitz, Hünefeld, Frank and Otto. This is an open-access article distributed under the terms of the Creative Commons Attribution License (CC BY). The use, distribution or reproduction in other forums is permitted, provided the original author(s) or licensor are credited and that the original publication in this journal is cited, in accordance with accepted academic practice. No use, distribution or reproduction is permitted which does not comply with these terms.

OPS/images/cover.jpg
, frontiers
in Psychology

The More, the Better?! Multiple
vs. Single Jobholders’ Job
Satisfaction as a Matter of

Lacked Information





OPS/images/cross.jpg
3,

i





OPS/images/fpsyg-08-01274-g002.jpg
satisfaction with the social climate

3.6
3,5
3.4
3.3
3.2
3.1

2,9
2,8
2,7
2,6

multiple jobs

——0=no

—o—1 =yes

1

low (-1 SD) high (+1 SD)

paucity of information





OPS/images/fpsyg-08-01274-g001.jpg
global job satisfaction

3.6
3,5
3.4
3.3
3.2
3.1

2,9
2,8
2.7
2,6

low (-1 SD) high (+1 SD)

paucity of information

multiple jobs

—4—0=no

*—1=Yyes





OPS/images/logo.jpg
’ frontiers
in Psychology





OPS/images/fpsyg-08-01274-t002.jpg
Global job satisfaction Satisfaction with the social Satisfaction with structural

climate conditions
Step  Variable B (final) SEg t B (final) SEg t B (final) SEg t
1 Context variables
Tenure (years) 0001 0.000 3,01 ~0.003 0.001 —6.68" 0.001 0.000 2.14%
Working hours (per 0.000 0.000 0.80 ~0.004 0001 ~7.94" ~0.006 0000  -14.91*
week)
ISEI 0,003 0.000 852 0.002 0.000 502" 0.005 0.000 1831
Person variables
Gender® 0.004 0.010 0.42 0.034 0011 3.00" 0.086 0.008 10,55
Age -0.001 0.000 -1.70 ~0.003 0.001 -5.32% -0.002 0.000 -4.38"
Working conditions
Workload ~0.090 0006  —15.97" —0.114 0006  —17.68" —0.107 0005 ~ —22.42"
Autonomy 0.085 0.005 16,61 0.083 0.006 1430 0.089 0.004 20,53
2 Main effect model
Paucity of information —0.154 0005  —31.65" ~0.230 0005  —42.28" —0.122 0004  —29.43"
Multiple jobs® -0071 0018 -391% -0.035 0020 -1.75 ~0.042 0015 -2.70"
3 Interaction effect model
Interaction ~0.044 0.019 —2.27" —0.048 0.022 —2.24 —0.001 0016 ~0.091
R final model (Adj R?) 0.090** (0.089) 0.133"* (0.133) 0.129** (0.129)
Satisfaction with growth Satisfaction with material
opportunities incentives
Step  Variable B (final) SEg t B (final) SEg t
1 Context variables
Tenure (years) 0.002 0.000 3417 0.008 0.001 15.27
Working hours 0,003 0.000 8.41% 0.001 0.000 291
(per week)
ISEI 0.004 0.000 13,65 0005 0.000 14.03*
Person variables
Gender® -0.012 0.009 ~1.42 0.046 0.011 428"
Age -0.001 0.000 —2.10 ~0.003 0.001 ~5.53"
Working conditions
Workload -0.032 0.005 —6.24" —0.082 0006  —13.14*
Autonomy 0095 0.005 20.72%* 0074 0.006 13.00°
2 Main effect model
Paucity of information -0.187 0004  -81.15" —0.132 0005  -24.13"
Multiple jobs® -0.034 0016 ~2.00" ~0.134 0.020 —6.62"*
3 Interaction effect model
Interaction ~0.021 0.017 —1.22 —0.022 0.022 -1.03
R final model (Adj R?) 0.104** (0.103) 0.084°* (0.084)

Sample size: N < 17,782 employees. B, unstandardized regression coefficient, SEg, standard error, t = t-value. All predictors were centered at their mean. 0 = woman,
1 =man, ®0 =no, 1 =yes. *p < 0.05; **p < 0.01 (2-tailed).
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