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Welcome 

Welcome to the latest issue of Bringing Work to Life. 

Coming soon, our new book Building Workforce Strength:  Creating Value through 

Workforce and Career Development to be published by Praeger, summer 2010.  

This book highlights the perspectives and learning of experienced practitioners 

about building and sustaining workforce strength: 

http://www.abc-clio.com/products/overview.aspx?productid=120026&viewid=1 

We explored the following topics in the past twelve issues of Bringing Work to Life 

(all newsletters are available at www.elsdon.com/newsletters.htm): 

o The purpose of organizations (First Quarter 2010) 

o Career stepping stones (Fourth Quarter 2009) 

o Portfolio careers (Third Quarter 2009) 

o Career windows (Second Quarter 2009) 

o Handling upheaval (First Quarter 2009) 

o Career transformation (Fourth Quarter 2008) 

o Career interdependence (Third Quarter 2008) 

o Demystifying workforce metrics (Second Quarter 2008) 

o Transforming a Human Resources (HR) career (First Quarter 2008) 

o Stewardship and governance (November/December 2007) 

o Finding the peaks (September/October 2007) 

o Career plateaus ï what to do about them (July/August 2007) 

In this issue we address ñJob Satisfaction, Affiliation and Prosperity.ò 

http://www.elsdon.com/
http://www.elsdon.com/
mailto:renewal@elsdon.com
http://www.abc-clio.com/products/overview.aspx?productid=120026&viewid=1
http://www.elsdon.com/newsletters.htm
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Ron Elsdon, Ph.D., is 

founder of Elsdon 

Organizational Renewal (a 

division of Elsdon, Inc.), 

which focuses on 
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enhance effectiveness 

through revitalized 

workforce relationships and 
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to establishing his practice, 

Ron held senior leadership 

positions at diverse 

organizations.  Ron is also 

co-founder of New 
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provides caring and 

personalized help to 

individuals and families in 

career guidance, coaching 

and college planning. 

 

Ron is author of Affiliation 

in the Workplace:  Value 

Creation in the New 

Organization, a book 

describing leadership 

approaches to integrate the 

needs of the individual with 

the needs of the 

organization for the benefit 

of both.  Ron holds a Ph.D. 

from Cambridge University 

in Chemical Engineering, 

an M.A. from John F. 

Kennedy University in 

Career Development and a 

first class honors degree 

from Leeds University in 

Chemical Engineering.  

With his co-author he was 

  

Job Satisfaction, Affiliation, and Prosperity  
 

In this time of high unemployment how are those who are employed viewing their 

jobs?  Does relief at being employed trump job frustration?  Not according to a 

recent Conference Board survey of job satisfaction summarized in the following 

figure:    

   

 
 
Source:  

I Canôt Get No...Job Satisfaction, That Is: Americaôs Unhappy Workers 

Research Report #1459-09-RR, The Conference Board. 

Job satisfaction in 2009 was at the lowest level recorded in the twenty-two year 

history of this survey.  Only 45% of people surveyed were satisfied with their jobs 

in 2009, continuing a consistent trend of declining satisfaction since 1987, when 

61% of people reported being satisfied.  Particularly disturbing is the concern 

expressed by those just entering the workforce as shown in the following figure: 
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awarded the Walker Prize 

by the Human Resource 

Planning Society for the 

paper that best advances 

state-of-the-art thinking or 

practices in human 

resources. 

 

 

 

 

 

 

 

 

 

 
 
Source:  

I Canôt Get No...Job Satisfaction, That Is: Americaôs Unhappy Workers 

Research Report #1459-09-RR, The Conference Board. 

Fueling these fires of discontent has been growing inequity in the workplace with 

those in power taking disproportionate compensation.  CEO compensation averaged 

more than three hundred times that of the typical American worker in 2007, 

compared to thirty or forty times the average American workerôs paycheck in the 

late 1970s.  Between 2000 and 2008 real median household income stagnated for 

the average American worker. 

 

Along with these financial concerns are factors that contribute to a challenging 

workplace.  Elsdon Inc.ôs results of exit interviews with more than 2,500 people in 

wide ranging industry sectors and job functions, show people considering leaving 

organizations for the following reasons, in order of priority: 

 

1. Negative work environment 

2. Lack of developmental opportunities in existing role 

3. Lack of promotional opportunities 

4. Better opportunity/more challenge 

5. Lack of recognition/appreciation 

6. Poor communication with manager 

7. Base pay 

8. Lack of meaningful work/adding value 

9. Lack of resources 

10. Increased stress 
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Negative work environment includes factors such as lack of management openness 

to suggestions, conflict in the workplace and lack of respect.  Many of the reasons in 

this list relate to an expressed need for development opportunities.  Most of the 

issues are connected to management and leadership behaviors. 

 

These issues contribute to decreased job satisfaction.  If we continue down a path of 

decreased job satisfaction, this wil l slow economic recovery, harm productivity and 

further fracture communities.  How can we reverse the trend of declining job 

satisfaction? 

 

Letôs consider this from three perspectives: 

 

¶ Community/policy  

¶ Organization 

¶ Individual 

 

First some aspects of the community/policy perspective.  The following figure, 

frequently referred to as the Beveridge curve (Bringing Work to Life, Third Quarter 

2009), shows the trend of job openings and unemployment from 2000 to 2009: 
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Source:  U.S. Bureau of Labor Statistics Data 

 

Policies during the years 2000 to 2008 moved us firmly to the lower right of the 

figure ï a point of high unemployment and reduced job openings.  While there is 

still a long path to employment prosperity, stimulus funding since 2008 has helped 

arrest the trend, job openings have stabilized and the unemployment rate is 

beginning to fall.  These trends are reflected in a significant reduction in job losses: 
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Source:  Organizing for America, Democratic National Committee 

 

 

So we see a clear need for policies, such as stimulus funding, that support job 

creation.  This needs to take place in an environment of equitable distribution of 

rewards and resources, rather than rewards only accruing to a select few.  Policies 

are needed that strengthen corporate governance practices and contain excessive 

compensation at senior levels where value subtraction rather than creation has 

occurred.  Policies are needed that provide for effective provision of healthcare, 

such as through a single payer system.  Healthcare is a basic human right in other 

developed societies.  People in such societies, since they do not suffer from our 

unregulated private insurance bureaucracy, do not face our threat of medically 

induced bankruptcies, and they have fully inclusive and better healthcare outcomes 

provided at much lower cost. 

 

At the organization level we have an opportunity to create workplace environments 

that inspire and encourage people.  In our upcoming book, Building Workforce 

Strength, we identify the relationship between stronger affiliation and the extent to 

which people self-assess that they are working to closer to their full potential.  

Enhanced productivity is a natural outgrowth of working closer to potential.  Strong 

affilia tion results from leadership practices that (Affiliation in the Workplace, 

2003): 

 

¶ Create a supportive environment through recognition, flexibility in adjusting 

to  individual needs and differences, enhancing development options for 

individuals, honoring inclusion, and seeking equitable compensation 

¶ Build organizational leadership capabilities in the many and varied roles 

needed to be effective such as: guide, mentor, coach, conductor, artist, 

visionary, entrepreneur, innovator, general, change agent and connector 

¶ Support processes such as defining and communicating a transcending 

purpose, ensuring open communication, and understanding and addressing 
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evolving workforce dynamics  

 

Here is the moment of awakening for the poet Pablo Neruda as quoted by Whyte 

(1996):  ñI didn't know what to say, my mouth could not speak, my eyes could not 

see and something ignited in my soul, fever on unremembered wings and I went my 

own way deciphering that burning fire and I wrote the first bare line, bare without 

substance, pure foolishness, pure wisdom, of one who knows nothing and suddenly 

I saw the heavens unfastened and open.ò  It can be this way in organizations, as each 

person realizes their sense of calling, awakens their music, the music of the whole 

organization stirs. 

 

Which brings us to the third perspective, namely that of the individual.  Here we   

acknowledge now being in world where interdependence is central to individual 

development and progression (Bringing Work to Life, Third Quarter 2008).  Career 

interdependence recognizes the strengths and benefits that come from integrating 

personal aspirations with communal resources.  Individual success and aspirations 

are interwoven with the success and aspirations of others. In this environment 

growing job satisfaction is strengthened by: 

 

¶ Welcoming personal responsibili ty for development, coupled with support 

from others 

¶ Clarifying personal values and only affiliating with organizations that share 

those values 

¶ Adopting a position of personal leadership to support organizational success 

¶ Embracing advocacy of inclusive social causes that further community 

prosperity    

 

It is by interlinking such community, organization and individual perspectives that 

we can move closer to a society that secures prosperity and fulfillment for all.     

 

Greater Equality and Stronger Societies   
 

There is growing evidence that greater equality in a society leads to healthier, 

happier communities for everyone regardless of economic circumstance.  This is 

highlighted in recent book, The Spirit Level, by Richard Wilkinson and Kate 

Pickett.  The following figures are drawn from this source.  Combining a series of 

indices that characterize health and social problems shown in the following figure, 

and using a standard measure of inequality (the ratio of income received by the top 

to the bottom 20%), Wilkinson and Pickett show that health and social problems are 

closely related to inequality in rich countries.  They also show separately that health 

and social problems are only weakly related to national average income among rich 

countries. 
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A similar pattern is observed among U.S. States as shown in the following figure: 

 
 

Similarly life expectancy is unrelated to differences in average income between rich 

countries as shown in the next figure on the left, but closely related to differences in 

income within a society as shown by the next figure on the right. 



Page 8 

 
 

Child well-being (using forty United Nations Childrenôs Fund indicators) is better in 

more equal rich countries as shown in the following figure: 

 
 

Homicide rates are higher in more unequal rich countries as shown in the next 

figure: 
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and homicide rates are higher in more unequal U.S. States as shown in the next 

figure:  

 

 
 

Levels of trust are higher in more equal rich countries as shown in the next figure: 
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And levels of trust are higher in more equal U.S. States as shown in the next figure: 

 

 
 

Social mobility is higher in more equal rich countries as shown in the next figure: 


