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High job satisfaction  
at small workplaces
Employees at smaller companies experience a higher sense of job satis- 
faction. They experience meaning related to work, feel they can see concrete 
results related to their tasks, and feel like they do what they are best at to a 
higher degree than do employees at bigger companies.

According to Job Satisfaction Index 2016, smaller 
companies have the best conditions for work-rela-
ted happiness. Studies show average job satisfaction 
decreases when the organisation gets bigger. The 
highest work-related happiness is found at companies 
with less than 10 employees, while companies with 
more than 500 employees are on the opposite side 
of the scale. It is interesting that bigger companies, 
which usually have more employee perks, draw the 
short straw when it comes to work-related happiness. 
Smaller companies are better at making employees 

feel their work is meaningful, which can be one cause 
for the high work-related happiness. Another explana-
tion could be employees feel heard and seen at work, 
which makes them feel what they do is worthwhile.  
It is harder to be seen at a workplace with more  
than 500 employees than at one with less than 10.  
Employees at smaller companies also report feeling 
they master their tasks, feeling contentment that 
what they do produces results, and feeling they have 
a balance between their private and work lives to a 
greater extent than do employees at bigger companies.

Job satisfaction is being respected for your work - and that your 
boss is aware of your results”

Women in her 60s, and respondent in Job Satisfaction Index 2016.
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HIGH JOB SATISFACTION AT SMALL WORKPLACES

JOB SATISFATION

LESS THAN  
10 EMPLOYEES 76

10-49 EMPLOYEES

74

500+ EMPLOYEES

73
100-499 EMPLOYEES

73
50-99 EMPLOYEES

74

INFLUENCE

LESS THAN  
10 EMPLOYEES 71

10-49 EMPLOYEES

65

500+ EMPLOYEES

59
100-499 EMPLOYEES

60
50-99 EMPLOYEES

64

JOB SATISFACTION  
AND COMPANY SIZE

INFLUENCE AND  
COMPANY SIZE

Above we have the temperatures of job satisfaction and influence in different company sizes. It shows that employees 
in smaller organisations experience higher levels of influence and job satisfaction.  

Source: Job Satisfaction Index 2016.
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Trust is a good thing.  
End of story.  
Trust is a crucial ingredient in our relationships at work, be it directed to  
our boss or our colleagues. In the Danish labour market, there is a clear link 
between an individual’s job satisfaction and trust for leaders and colleagues.

TRUST IN DIFFERENT DIRECTIONS 
Trust is central – not only in our everyday life, but also 
for our job satisfaction. It is essential that one feels 
trusted at work, but as important is that it goes the 
other way as well. It is all about joint trust. Related to 
work, trust can be divided in two directions: horizontal 
and vertical. The “horizontal” covers trust between 
colleagues, and “vertical” is about trust between 
employees and leaders. The Job Satisfaction Index 
2016 shows both directions of trust are vital for job 
satisfaction. This study concludes vertical trust has 
an 18% stronger connection than horizontal. In other 

words, trust between our leaders and ourselves me-
ans more for job satisfaction than the trust between 
our colleagues and ourselves. This might be due to the 
fact it is your leader who controls your future at work, 
which means a good relationship between you and 
your leader will lead to open discussions about per-
formance and expectations. At the same time, it is of 
course important to feel trust in your colleagues since 
you spend a lot of hours together at work. When it 
comes to levels of trust, Danes report a higher feeling 
of trust with their colleagues than their leaders, both in 
the private and public sectors.

WHAT IS TRUST BASED ON?

CALCULATIVE-BASED TRUST
The trust of employees is based on their estimation of whether they can get something out of trusting 
each other, and what that would be. 

KNOWLEDGE-BASED TRUST
This form of trust is based on the knowledge you have about your colleagues work routines, strengths, 
and weaknesses.

RELATIONSHIP-BASED TRUST
This one is like the knowledge-based trust, but it has become stronger due to better relationships bet-
ween employees.

IDENTIFICATION-BASED TRUST
Here, two colleagues know each other so well they can represent each other’s interests, and they are not 
afraid to share important tasks with each other.

Source: S. Jagd (2009), Tillidsbaseret ledelse.
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TRUST IS A GOOD THING. END OF STORY.

TRUST INCREASES PRODUCTIVITY AND  
REDUCES STRESS
Trust is not only good for relationships and job satis-
faction, it leads to economic profit since it can boost a 
company’s productivity. One study found companies 
with higher social capital have 3 percentage points 
higher profits than other companies.4 Gert Tinggaard 
Svendsen, professor at the Institute for Social Science 
at Aarhus University, has done research on trust and 
social capital and says everything becomes easier 
at work when trust is involved. According to him, it 
is beneficial for the collaboration if you trust each 
other, instead of having to be assured the other tells 
the truth by formal interactions. At workplaces where 
work is based on informal trust, you save resources, 
while problems with trust lead to higher expenditures.

Astrid M. Richardsen, professor at the Norwegian 
Business School, conducted a study on trust ba-
sed on responses from almost 3,000 participants, 
which supports Svendsen’s point. Her comprehensive 
study shows it is important for leaders to trust their 
employees in order to decrease the risk of emplo-
yees succumbing to work-related stress. The study 
concludes that leaders showing great trust in their 
employees reported less feelings of stress than did 
other leaders. Richardsen says the reason for this can 
be that trustful leaders delegate more assignments to 
employees rather than carrying the burden themsel-
ves, and thereby decrease their levels of stress.

HOW CAN WE STRENGTHEN TRUST?
The Job Satisfaction Index 2016 concludes that trust 
has two dimensions, one academic and one social. 
We trust our leaders more when we experience them 
as competent and professional; this is the academic 
dimension of trust. Although, the academic dimension 
does not create trust on its own – the social dimensi-
on is needed, too.

To strengthen trust at work, Gert Tinggaard Svendsen 
stresses the importance of meetings where emplo-
yees and leaders regularly meet in the same room. 
Here, both parts can discuss possible problems or lack 
of consideration. Also, the size of the group is vital 
– if the group is too big it is easy to “hide” amongst 
each other. It takes time, and a good leader, to create 
trustful relationships, but it is a good investment for 
job satisfaction.
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“GOOD JOB!”
Everyone wants to feel competent when solving a 
task – it is a basic human need. Therefore, mastering 
is important in work life, since it is essential for job 
satisfaction. We encourage our children when they do 
something right by saying “Good job!” But mastering 
involves more than only acknowledgment – it is about 
the experience of joy when doing something you 
know you are good at. It is important we feel satisfied 
with our achievements, and the balance between our 
competence and the task we are given, to experience 
job satisfaction.

When finding the match between our competencies 
and tasks, we experience something called “flow” in 
positive psychology. The concept was introduced by 
Mihaly Csikszentmihalyi, a professor in psychology at 
the University of Chicago. Flow is a positive mental 
condition where we get so involved in a task it feels 
like time disappears. Experiencing flow at work has a 
crucial effect on job satisfaction.

The Job Satisfaction Index 2016 shows mastering is 
one of the most important factors in creating joy at 
Danish workplaces. It has the next biggest effect on 
the assembled job satisfaction, after the factor of 
purpose. If we increase the feeling of mastering by  
10 points, the factor analysis shows it will lead to a  
2.2 point improvement in job satisfaction.

Mastering is closely connected with the dimensions of 
job satisfaction regarding looking forward to going to 
work and feeling motivated, and less connected when 
it comes to if one believes the workplace is a good one. 
Mastering is not only about doing what we are good 
at, but also curiosity and the need to get even better. 
This is a good thing, since development and new com-

petencies are important in the modern work life. 
It is not correct to believe people want easy work 
tasks. Studies show employees want challenging 
assignments since it will increase their competencies, 
both on a personal and an academic level. One could 
say the way to mastering goes through challenges 
and development – “Practice makes the master.” The 
meaning of mastering on job satisfaction is connec-
ted to other factors in the Job Satisfaction Index 2016. 
Mastering creates the necessary conditions to achieve 
satisfying results, and thereby feel one contributes in-
stead of being a burden at work. It is between the new 
experiences and the known ones we can experience 
the perfect combination of challenges.

Do what you do best  
Mastering something is all about feeling you can handle the situations  
you come across in life. Related to work life, “mastering” means feeling  
competent when handling your work assignments. The experience of  
mastering your tasks leads to job satisfaction.

HOW CAN WE STRENGTHEN THE
EXPERIENCE OF MASTERING?

In the book Flow, author Mihaly Csikszentmi-
halyi writes about how to experience flow at 
work:

1. �Put up goals giving fast and clear feedback

2. �Deepen in a specific activity

3. �Notice what happens right now

4. �Learn to enjoy the experiences in the  
moment

5. �Find the match between competences  
and challenges 
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Working for the good life
The good life goes hand-in-hand with job satisfaction – and both parts  
are connected to what could be considered a meaningful life. This is why  
we must work together to secure the conditions for job satisfaction and  
the good life in the future.

We create value for each other and ourselves through 
work. Work is the activity we spend most of our  
waking hours on, and it is a big part of our lives, our 
relationships, and our identities. The Job Satisfaction 
Index 2016 concludes that job satisfaction is close-
ly linked to general happiness. We can see that an 
increase of 10 points on job satisfaction moves our 
happiness level 6.1 points in a positive direction. This  
is not very surprising, since work is so much more 
than just putting food on the table.

PURPOSE IS C ENTRAL FOR THE GOOD LIFE
Happiness is an umbrella term, and therefore  
researchers work with different dimensions when 
studying what influences happiness, and purpose  
is one of them. As mentioned many times in this 
report, purpose is one of the most important factors 
when it comes to work. It is also essential for our 
experience of happiness. People who feel they have 
a purpose in life report higher levels of happiness 
compared to those who do not. According to “World 
Happiness Report 2015,” which is published by Colum-
bia University on behalf of the UN, the results show 
purpose has great effect on how we evaluate our lives 
– an effect bigger than our living conditions.

THE FUTURE WORK LIFE
Globalization comes with new demands on how to 
design both the labour market and the workplace. 
We do not see any opposition between work and 
the good life; we believe work can be a source of joy. 
International happiness research shows work is an 
essential factor when it comes to the experience of 
high quality of life. It is important to take this into con-
sideration, especially these days when many Danes 
experience work-related stress and burnout.

Danes job satisfaction and quality of life are relatively 
good, but there is always room for improvement. 
If we want to develop job satisfaction in Denmark, 
we need to meet related questions with seriousness 
and creativity. How we can secure a better balance 
between our work life and private life and how we 
can create a better experience of purpose through 
our work, are examples of questions that need to be 
answered.

With the publication of Job Satisfaction Index 2016, 
Krifa and The Happiness Research Institute hope to 
start a dialogue regarding questions like those above, 
and also shed light on the possibilities we already 
have. We hope you, dear reader, want to be part of 
making this dream come true and create even more 
job satisfaction across the World.

Job satisfaction is when you as a 57-year-old spend more time 
thinking about existing on the labour market than on your pension.”

 
Employee and respondent to the Job Satisfaction Index 2016.
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For the second year in a row Krifa, The Happiness 
Research Institute and TNS Gallup have asked 
more than 2,500 Danish employees to rate different 
dimensions of their work life. This report will give 
you insight in how to motivate people, why purpose 
matters when it comes to happiness, and how you 
can increase job satisfaction in your organiation. 

What drives  
satisfaction  
at work?
Job Satisfaction Index 2016 
maps what matters for the 
happiest employees in  
the World. 


