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Methodology 

The Conference Board Job Satisfaction survey is a barometer of satisfaction from the 
perspective of US workers. Survey results are based on workers’ perceptions of their 
current role and their workplace environment. The Job Satisfaction survey questions 
are asked as part of the Consumer Confidence Survey®. 

In 1967, The Conference Board began the Consumer Confidence Survey (CCS) as a mail 
survey conducted every two months; in June 1977, the CCS began monthly collection 
and publication. The CCS has maintained consistent concepts, definitions, questions, 
and mail survey operations since its inception. 

As of February 2011, The Conference Board changed survey providers from TNS to 
The Nielsen Company for ongoing CCS operational support. Nielsen uses a mail survey 
specifically designed for the Consumer Confidence Survey. In addition, to improve 
the accuracy of the estimates and ensure the proportionate representation of these 
categories in the estimates, the CCS uses a post-stratification weighting structure.

The Job Satisfaction questions are based on a 5-point scale ranging from “least 
satisfied” to “most satisfied” and have remained consistent over time. However, 
with the addition of post-stratification weighting and a qualifying question that was 
included after 2011, the historical trend of the series may not be fully comparable.
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Top Four Findings
Examining annual job satisfaction continues to provide useful insights into US employees’ 
sentiments about work and offers interesting insights into the national labor market and 
macroeconomic trends. The Conference Board Job Satisfaction survey is part of a long-
running, comprehensive data set, which allows for demographic and regional comparisons 
over time. In addition to overall job satisfaction, we examine 23 components that contribute 
to job satisfaction, including wages, job security, promotion policy, potential for future 
growth, and health plan.

The top four findings from this year’s survey:

1 Job satisfaction improved for the sixth year in a row For the first time since 2005, 
job satisfaction has surpassed the 50 percent mark, i.e. more than half of all workers are 
satisfied with their jobs. Still, satisfaction levels are well below 1987 and even 1995 levels.

2 Much of the improvement in job satisfaction is due to the improvement in the 
labor market Since 2010 the improvement in the US labor market has contributed to 
improvement in job satisfaction in several ways: workers are benefiting from historically 
low layoff rates, which adds to a greater sense of job security. Employees have more 
opportunities at other companies and more confidence in pursuing those opportu-
nities. Growing shares of workers are voluntarily switching to other jobs and improving 
their job quality and satisfaction. And as it becomes harder to find qualified workers 
and retain existing ones, employers are gradually accelerating wage growth and 
improving other job features.

3 Employers should consider what’s within their control at the organizational level to 
shape their employees’ job satisfaction As the US labor market continues to improve 
and provides employees with more opportunities to land jobs that meet their needs, 
employers need to embrace practices that better engage their workers and raise their 
job satisfaction. A starting point: addressing the job components US workers are least 
satisfied with (i.e. promotion policy and bonus plan) and paying greater attention to 
incentive structures to motivate workers.

4 The US labor market is likely to remain tight for most of the next 15 years With 
the massive retirement of baby boomers continuing through 2030, we expect that 
on average the US labor market will be quite tight during that period and is likely to 
contribute to higher job satisfaction levels in the coming years.1 However, at least for 
the foreseeable future, we would not expect job satisfaction to reach the levels of two 
to three decades ago. The US labor market is very different from what it was thirty years 
ago in ways that significantly reduce job satisfaction. Some of the structural trends 
in the US labor market that led to lower job satisfaction in recent decades, such as a 
shift to outsourcing low-skill jobs, are unlikely to reverse. A stronger labor market can 
only take us so far. 

1 A tight labor market refers to labor market conditions in which it becomes relatively difficult for businesses to 
find enough qualified and willing job candidates to fill job openings. Increased wage pressure and lower retention 
rates usually result from this type of labor market environment.
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This Year’s Edition
The 24 graphics in this chartbook provide a glance at the state 

of US job satisfaction in 2016. The first seven charts (pages 4-9) 

are also included in the full research report Job Satisfaction: 

2017 Edition: More Opportunity and Job Satisfaction in a Tighter 

Labor Market, where we examine the relationship between rising 

job satisfaction and the improving labor market. 17 additional 

charts (pages 10-19) are included here to maintain continuity 

for readers and others in the business community who follow 

the annual data.
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Chart 2

As unemployment falls below its natural rate, the quits rate has increased—
a sign that workers are more willing or able to leave jobs (1985–2017)

Notes: The natural rate of unemployment is the theoretical unemployment rate. When the unemployment rate 
dips below it, wage pressures appear in the economy. Shaded areas show periods of recession.

Sources: Bureau of Labor Statistics; Congressional Budget Office; Haver Analytics

Unemployment rate

Chart 1

US workers are the most satisfied they have been in 10 years*

* The historical trend of the Job Satisfaction series may not be fully comparable. Please see Methodology on page 7.

Source: The Conference Board, 2017
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Chart 3

Employees are satisfied with work itself but not with their prospects for advancement

Source: The Conference Board, 2017
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Chart 4

The top- and bottom-five ranked components have remained roughly consistent since 1987
Table is sorted by 2016 rankings

Note: Rankings were calculated within each column year. A ranking of "1" shows the component had the highest level of satisfaction for that year. For some components, 
data is unavailable because the component had not yet been introduced in survey questions.

Source: The Conference Board, 2017
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Chart 5

With lower layoff rates, employees experience greater job security

Source: The Conference Board, 2017
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Chart 6

In 2016, workers aged 35–54 are the most satisfied with their wages, 
followed by workers aged 55 and over

Source: The Conference Board, 2017
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Chart 7

Job satisfaction is affected by employees' perception of job abundance or scarcity
 Labor market tightness and job satisfaction (aggregated 2011 through 2016)
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Figure 1

Map of Job Satisfaction by State 2011–2016

*Doesn't include DC, Hawaii, or Alaska due to sample size.

Source: The Conference Board, 2017
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Table 1 Employers should focus resources on important job components  
workers are less satisfied with
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Less satisfied Potential for future growth Health plan
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Work/life balance
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More satisfied Interest in work Commute to work
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Source: The Conference Board, 2017
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Age historical

Source: The Conference Board, 2017
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Income postrecession*

* Note: Average incomes increased significantly between 1987 and 2016, which has made job satisfaction 
for income groups less comparable over time than for other types of groups in this report.

Source: The Conference Board, 2017
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Income prerecession vs. postrecession

* Note: Average incomes increased significantly between 1987 and 2016, which has made job satisfaction 
for income groups less comparable over time than for other types of groups in this report.

Source: The Conference Board, 2017
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Region historical

Source: The Conference Board, 2017
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Region prerecession vs. postrecession

Source: The Conference Board, 2017
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Economic historical

Note: NA indicates data collection for the job component did not occur until after 1987.

Source: The Conference Board, 2017
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Fringe benefits historical

Note: NA indicates data collection for the job component did not occur until after 1987.

Source: The Conference Board, 2017
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Work environment historical

Source: The Conference Board, 2017
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Other historical

Note: NA indicates data collection for the job component did not occur until after 1987.

Source: The Conference Board, 2017
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Census Regions Map
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Source: The Conference Board, 2017
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Webcasts
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human capital executives understand the changing labor markets and economic conditions 
worldwide as well as the trends and current issues in human capital and their implications for 
organizations. Webcasts are available on demand at www.conference-board.org/webcasts/
ondemand/webcastlistall.cfm.
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The Engagement InstituteTM

Employee engagement is not a new concept. Most employers recognize that engaged 
employees produce more and stay longer in an organization that treats them well, listens 
to their needs, and helps them develop. And while most organizations measure employee 
perceptions in some fashion, few have been successful building, sustaining, and lever-
aging employee engagement to create tangible business outcomes. The challenge has 
intensified with the emergence of a new generation in the workforce, heightened interna-
tional competition, and the unparalleled pace of change in the world. It’s what we call a 
VUCA world—full of volatility, uncertainty, complexity, and ambiguity.

The Engagement InstituteTM, a partnership between The Conference Board, Deloitte, 
Mercer | Sirota, ROI Institute, and The Culture Works, has been designed to steward the 
evolving process of learning and discovery around the critical business issue of employee 
engagement. As the environment and the conditions around us change, so will the focus 
areas of research and application. The Engagement InstituteTM members will work to 
shape the thinking and, in turn, advance the global understanding of engagement and its 
impact to successfully drive business performance.

For more information, please visit our website (www.conference-board.org/subsites/
index.cfm?id=15136) or contact registration@engagementinst.org.

http://www.conference-board.org/subsites/index.cfm?id=15136
http://www.conference-board.org/subsites/index.cfm?id=15136
mailto:registration@engagementinst.org
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