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Abstract

The coronavirus pandemic drastically disrupted societies, altering daily routines and af-
fecting economies' and labor markets' functioning. In the short-term, the labor market
experienced diverse impacts: many workers lost jobs or faced temporary suspensions,
while others transitioned to remote work or faced increased workloads in pandemic-crit-
ical roles. Despite these deep and heterogeneous impacts, and negative outlooks and ex-
pectations regarding the labor market in the initial stages of Covid-19, in the longer-term
a “new normality” seems to have taken place; nonetheless, “a new normality” highly
differentiated among occupational sectors and jobs. Such scenario may have altered the
individual work-related well-being in different ways, affecting in turn quality of life and
individual health. This paper sets two analytical goals. First, to examine to what extent
the pandemic experience has affected job satisfaction, focusing on the short- (the apex
of Covid-19), mid- (one year later) and long- (two and three years later) term. Second,
we analyze whether this association has been moderated by some key job characteris-
tics, inspecting heterogeneities both in different dimensions of job satisfaction and across
occupations. Using data from the European Labour Force Survey, the study adopts a
multi-dimensional approach to job satisfaction, recognizing its complexity as a composite
concept. The Italian case is of particular interest, given the country's early and severe ex-
posure to the pandemic, becoming Europe’s first viral epicentre, but also considering that
Italy entered the pandemic characterized by a labor market displaying several weaknesses.
In the short run, we detect a sharp decrease of job satisfaction which is more severe for
the extrinsic dimension than for the intrinsic one. But considering the mid- and long-term
perspective, it emerges the temporariness of this pattern, and job satisfaction resumed its
pre-pandemic increasing trend. We find also that two key job characteristics moderate
the association between Covid-19 and job satisfaction: indeed, in the short-term, some
heterogeneous outcomes come out based on the precariousness and the essentiality of an
occupation. Implications for the analyses of the elation between occupational conditions
and job satisfaction are discussed.
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1 Introduction and Motivation

The spread of the coronavirus profoundly and abruptly altered the functioning of societies,
disrupting daily routines for entire populations within just weeks. Efforts to limit the virus’s
transmission, including the adoption of various political measures aimed at reducing social
interactions (Daly et al., 2020; Lejeune, 2020), had significant consequences for individual
psychological well-being (Toffolutti et al., 2022). Lockdowns, social distancing, and the
shift to remote work impacted organizations, production processes, and, more broadly, labor
markets and economies. Throughout the early months of the pandemic and continuing for
some time thereafter, COVID-19 affected workers in diverse and often contradictory ways.
We saw a range of dramatic and rapid changes in labor market conditions: many employees
lost their jobs or experienced temporary suspensions; others were forced to adapt to remote
work with entirely new settings and procedures; and still others, tasked with addressing the
pandemic’s immediate effects, saw dramatic increases in their workloads and shifts (Trux-
illo et al., 2020).

Some consequences of these changes have been widely studied, particularly the gen-
dered impact of the pandemic on working conditions, family responsibilities, and other
socially relevant issues (Connor et al., 2020; Collischon & Patzina, 2022; Méhring et al.,
2021), as well as its effects on specific worker populations, such as healthcare workers—
especially nurses, for whom systematic reviews (Yasin et al., 2024) and comparative studies
(Makowicz et al., 2022) are available. This focus is not surprising, given that these workers
were on the front lines of the emergency (Yi et al., 2022). Another highly studied group is
teachers (Li & Yu, 2022; Argentin, 2022), with research primarily addressing their transition
to online work (Glaveli et al., 2024).

However, most research on the pandemic’s impact on job satisfaction has concentrated
on specific subgroups or occupations, often relying on ad hoc surveys conducted shortly
after the COVID-19 outbreak (e.g., Barili et al., 2022). In our view, less attention has been
paid to the broader picture of workers’ overall job satisfaction, as well as the exploration of
specific job characteristics that influenced the varied impacts of the pandemic. Moreover,
there is a lack of integrated analysis of both short- and long-term heterogeneous effects,
which is essential for understanding the extent to which the pandemic-induced labor mar-
ket shock caused structural changes. Analyzing the entire employee population over an
extended period allows us to identify structural job characteristics linked to greater pan-
demic impacts on job satisfaction. This approach is crucial for avoiding misinterpretations
that may arise from an overly narrow focus on pandemic-specific jobs, ensuring a broader
external validity in the findings.

In this paper, we explore a specific consequence of the variations in labor market condi-
tions due to the pandemic, namely how they affected the short- and long-term workers’ job
satisfaction. Our goal is to understand the extent to which the pandemic has been linked
to shifts in work-related attitudes. Additionally, we investigate the heterogeneity of COV-
ID-19’s impact on job satisfaction, focusing on how certain occupational features either
amplified or mitigated the pandemic’s effects on employees’ attitudes toward their jobs.
Specifically, we analyze variations in job satisfaction across different occupations, catego-
rized along four key dimensions of job quality during the pandemic: job precariousness,
teleworkability, unsafeness, and essentiality.
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We focus on the Italian case, which is particularly relevant as Italy was the first Western
country to confront the pandemic, being severely affected from the outset alongside China.
By late February 2020, Italy became Europe’s viral epicenter (Berardi et al., 2020).

Using data from the European Labour Force Survey conducted by Eurostat, which since
2019 has systematically collected information on various dimensions of job satisfaction, we
are able to study changes in job satisfaction throughout the pandemic. This survey allows
us to adopt a multi-dimensional definition of job satisfaction, explicitly accounting for its
complexity as a composite concept (de Bustillo Llorente et al., 2011).

This work contributes to the literature on the pandemic’s impact on subjective well-being
and related inequalities (Bambra et al., 2020; Zacher & Rudolph, 2021; Mohring et al.,
2021), offering insights from different temporal perspectives. It also highlights the heteroge-
neity underlying the “new normal” that emerged after the pandemic crisis, shaped by evolv-
ing relationships between individuals and their jobs (Codagnone et al., 2021; Vyas, 2022).
Specifically, we aim to shed light on two sources of this heterogeneity: first, we examine the
various dimensions of job satisfaction that relate to different aspects of work; second, we
identify key occupational characteristics that influenced how the pandemic affected workers
across different labor market segments.

The paper is organized as follows: in the following section we describe how the pan-
demic altered the Italian labor market, then in the next section we present our research ques-
tions and set of hypotheses, and in Sect. 4 we move to data and methods used in this work.
In Sect. 5 the results are presented, and Sect. 6 concludes.

2 How Covid-19 Affected Working Conditions in Italy

The unprecedented outbreak of COVID-19 thrust organizations into uncharted territory,
forcing businesses to rapidly adapt and restructure their workforce (Hamouche, 2021; Car-
nevale & Hattack, 2020). As a result, the pandemic challenged traditional understandings
of job quality, both in its objective and subjective dimensions, across organizations. In the
short-term, the COVID-19 pandemic triggered significant shifts in work culture, fundamen-
tally altering individuals’ daily routines at work.

In Italy, the pandemic spread rapidly. By March 9th, 2020, just days before the World
Health Organization (WHO, 2020) declared a global pandemic, and after several weeks of
targeted measures in the most affected areas, nationwide mobility restrictions were enacted.
Among Western countries, Italy was the first to implement total containment measures
(lockdown) to protect the national healthcare system, particularly in the Northern regions,
which were hardest hit by the virus. Regarding school closures, the Italian government took
stringent actions, with much of the education system transitioning to distance learning for
longer periods than in other countries (Pavolini et al., 2021). Despite the broad range of
policy measures addressing the complex ethical, public health, legal, and economic chal-
lenges, the consequences of the pandemic were severe in Italy (Berardi et al., 2020).

The rapid and severe outbreak of the pandemic forced employers to quickly reshape their
economic strategies, while employees were compelled to adjust their daily routines. These
changes manifested in various ways, depending on the specific characteristics of each job.
The labor market impact of the pandemic varied widely across different categories of Euro-
pean workers, influenced by several key factors. Among these, Flisi &
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Santangelo (2022) identified two crucial characteristics: whether occupations were
deemed critical and their level of teleworkability, along with the intensity of social interac-
tion required.

To illustrate the heterogeneous impact of COVID-19 on workers’ conditions—and, by
extension, on their job satisfaction—consider the following examples. Essential work-
ers, while exempt from confinement, faced a heightened risk of infection and were often
required to take on harder shifts due to workforce reductions. In contrast, non-essential
workers experienced a vastly different set of circumstances, shaped by a complex interplay
of economic sectors, job functions, and labor market contracts. For instance, employees in
non-essential services saw a reduction in their workload and feared job loss or dependence
on subsidies, often without knowing how long their uncertain “working” conditions would
last. Fixed-term contract workers experienced a sharper decline in hiring and terminations,
though government policies offered some protection from the economic downturn caused
by the pandemic (Casarico & Lattanzio, 2022).

It is important to note that even within the same economic sub-sector, the impact of the
pandemic varied significantly among workers. For example, while waiters and bartenders
experienced a complete reduction in their workloads, sometimes lasting for months, chefs
and their assistants returned to work sooner, resuming catering services. Other employees in
non-essential sectors did not face a reduction in workload but were instead required to adapt
their jobs, performing the same tasks from home rather than from their usual workplaces.

With the imposition of lockdown measures, many office workers were forced to transi-
tion to remote work, prompting businesses to quickly adjust to the new circumstances with
the support of technological and managerial resources (Fouad, 2020). Even within this sce-
nario, heterogeneity persisted: some workers merely needed to adjust their workstations at
home, while others had to completely reinvent the content and structure of their jobs. Teach-
ers, for instance, are a prime example of the latter group, and not surprisingly, the impact of
COVID-19 on them has been extensively studied, particularly in countries with prolonged
school closures like Italy (Argentin, 2022; Pirro et al., 2022).

Another key issue related to the heterogeneous impact of COVID-19 on workers is its
gender dimension. Research has shown that the pandemic’s effects were gendered across the
globe (Mooi-Reci & Risman, 2021), with women in the labor market facing more severe
consequences (Brugiavini et al., 2021), primarily due to their roles as caregivers. The trans-
formation of working conditions interacted more strongly for women with the domestic
implications of remote work and the increased need to care for children due to school clo-
sures. However, in Italy, the impact on women was less severe than it might have been,
thanks to the extension of unemployment insurance, which helped mitigate some of the
lockdown’s dramatic consequences (Bettin et al., 2024).

Simultaneously, in Italy, low-income individuals faced more adverse labor market out-
comes and psychological distress as a result of the pandemic. For both blue-collar and low-
income service workers, several key indicators worsened: monthly labor income, working
hours, and the proportion of work done from home (Galasso, 2020). A significant increase in
labor income inequality was also observed, though these negative impacts were somewhat
alleviated by government interventions (Carta & de Philippis, 2021). In other countries, it
was also emphasized that the unequal impact of COVID-19 was not only gendered but also
racialized, with disparities stemming not just from job segregation but also from broader
social inequalities (Auer, 2022).
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From a longer-term perspective, early speculations about the impact of COVID-19 on
labor market dynamics suggested that the countries most severely affected by the pandemic,
such as Italy, would also face the worst employment outcomes. These negative long-term
consequences were expected to be driven, in part, by pre-existing vulnerabilities in their
economies, such as high unemployment rates and widespread job precariousness (Fana et
al., 2020). Additionally, data collected from workers during the crisis revealed systemati-
cally negative expectations about recovery, with concerns about job prospects and career
advancement (Codagnone et al., 2021).

Additionally, a shift occurred with workers moving across industries in search of bet-
ter job opportunities. This appears to be the result of changes in their preferences, as some
workers are no longer willing to accept poor working conditions (Causa et al., 2022). These
changes, coupled with technological and organizational shifts, were particularly evident
in countries like Italy, where the pandemic strongly encouraged small and medium-sized
enterprises to invest in digital platforms—such as developing new forms of social media
marketing (Hu et al., 2023). It also allowed workers to alter their commuting habits and
routines, thanks to the widespread adoption of teleworking (Ceccato et al., 2022). Other
studies highlight the pandemic’s significant impact on demographic behaviors. For instance,
examining Italy and taking advantage of regional variability, researchers emphasized that
the effects of the pandemic extended far beyond the short-term increase in mortality. They
noted more volatile migration flows in the medium term and a long-term decline in fertility
rates (Alaimo et al., 2022).

When considering all these medium- and long-term changes together, it becomes clear
that the pandemic initiated a series of experiments in work arrangements, challenging tradi-
tional occupational relationships and individuals’ commitment to their jobs. These dynam-
ics have laid the foundation for a “new normal” (Codagnone et al., 2021; Vyas, 2022), which
is now being “normalized” in the post-pandemic world as the changes induced by COVID-
19 become integrated into everyday life.

For all the reasons outlined above, it is clear that there is an urgent need to explore the
interaction between the temporal dynamics of the pandemic—specifically the normaliza-
tion of changes brought about by COVID-19—and the heterogeneity of these changes. It is
important to recognize that the pandemic affected different labor market sectors and occupa-
tions in diverse ways (ILO, 2020).

In this context, the impact of COVID-19 on job satisfaction is both complex and cru-
cial to understand. The way workers were affected by the virus’s spread and its societal
and economic consequences cannot be directly or linearly translated into changes in their
work-related well-being. While the deterioration of labor market conditions might suggest
a decline in job satisfaction - due to increased job instability, longer shifts, and the need
to adapt workspaces and tasks - satisfaction could have increased as well. This could be
the result of worsened general occupational conditions and the sense of contributing to a
societal crisis, particularly for workers directly involved in combating the pandemic and
providing essential services.
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3 The Impact of COVID-19 on Job Satisfaction: Research Questions and
Hypotheses

In this study, we address two primary research questions. The first is to explore the extent to
which the COVID-19 pandemic in Italy has influenced patterns of job satisfaction, consider-
ing not only overall attitudes toward one’s job but also satisfaction with specific job facets.
The second objective is to examine the heterogeneity of these patterns across different occu-
pational types. Specifically, we aim to assess whether changes in both general and specific
job satisfaction have been influenced by factors such as job precariousness, teleworkability,
unsafeness, and essentiality.

To address the first objective, we propose two competing hypotheses. During the
COVID-19 pandemic, individuals faced numerous stressors that likely lowered subjective
well-being, including increased uncertainty, the risk of job loss, health concerns, economic
hardship, and limited opportunities for social and physical activities (Mdhring et al., 2021).
Working conditions deteriorated significantly, with a notable rise in workers experiencing
high levels of strain, as described by the “demand-control” model (Karasek et al., 1981).
This suggests that many workers were subjected to high job demands with little control
over their work (Salas-Nicas et al., 2021). Furthermore, workers had to quickly adapt to
uncertain economic and social conditions, often taking on tasks outside their usual roles or
adjusting to new job requirements (Truxillo et al., 2020; Benavente et al., 2023). From the
perspective of person-environment fit theory (Edwards, 1991), this misalignment between
workers’ abilities and organizational demands may have negatively affected individual well-
being (Kristof, 1996). Therefore, we hypothesize that in the short term, COVID-19 has
negatively influenced individual job satisfaction (Hypothesis 1a).

Conversely, the COVID-19 pandemic has been associated with what is known as the
“eye of the hurricane” paradox (Recchi et al., 2020). This phenomenon refers to a perceived
improvement in individuals’ health and well-being during the pandemic, despite the dete-
rioration in various aspects of life caused by the crisis. This seemingly paradoxical effect
has been explained by the pandemic prompting individuals to reassess their lives, activating
mechanisms of downward comparison (Olson et al., 2000). In other words, people adjusted
their reference standards for evaluating their own situation, perceiving themselves as rela-
tively less deprived (Walker & Pettigrew, 1984) when compared to those more severely
affected by the pandemic. Similar patterns have been observed after other socially disruptive
events, such as the Great East Japan Earthquake in March 2011, which led to the Fukushima
nuclear disaster (Uchida et al., 2014). Based on this evidence, we hypothesize that in the
short term, COVID-19 has positively influenced individual job satisfaction (Hypothesis 1b).
In light of reflections framing the social and economic processes triggered by the pandemic
as the beginning of a “new normality” (Vyas, 2022) and the “dynamic” nature of COVID-
19 (Senderskov et al., 2020), we hypothesize that in the mid- to long-term, job satisfaction
patterns will return to their pre-pandemic trends (Hypothesis 2).

Turning to the second research question, we hypothesize that the impact of the pandemic
on job satisfaction varies across different occupational characteristics. COVID-19 exposed
certain occupations to a higher risk of downsizing than others, and the negative effects of the
pandemic, such as job loss, were unevenly distributed across occupational groups (Blanas &
Oikonomou, 2023). This resulted in some jobs becoming more precarious than others, with
the threat of unemployment affecting individuals differently based on their position in the
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labor market (Mongey et al., 2021). Therefore, we hypothesize that changes in job satisfac-
tion will be more pronounced in precarious occupations compared to non-precarious occu-
pations in the short term, but similar in both groups in the mid- to long-term (Hypothesis 3).

One of the most significant changes brought about by the COVID-19 pandemic was
the widespread shift to remote work across various occupations, with work performed via
information and communication technologies (ICTs) outside of the employer’s premises
(Eurofound, 2017). This abrupt transition likely exposed remote workers to substantial psy-
chosocial changes (Kinman et al., 2020). Occupational groups with limited prior experience
working from home, such as primary school teachers, were suddenly forced to adapt to these
new arrangements (Kramer & Kramer, 2020). Similarly, professionals who preferred not
to work remotely also had to adjust to this new reality. Furthermore, challenges related to
home-based workstations (Reznik et al., 2022), reduced physical activity (Nuiez-Sanchez
et al., 2021), and weakened work-related social connections (Moens et al., 2022) may have
negatively impacted individual well-being. Thus, we hypothesize that changes in job sat-
isfaction will be more pronounced in highly teleworkable occupations compared to lowly
teleworkable occupations in the short term, but similar in both groups in the mid- to long-
term (Hypothesis 4).

Another job characteristic that was particularly amplified during the COVID-19 pan-
demic is the unsafeness of certain occupations. Even before the pandemic, a healthy and
safe work environment was a key factor influencing job satisfaction. However, the outbreak
of COVID-19 brought safety concerns to the forefront, as workers became increasingly
aware of the risks associated with exposure to the virus, which significantly impacted their
attitudes toward their jobs (Vu et al., 2022). Therefore, we hypothesize that changes in job
satisfaction will be more pronounced in unsafe occupations compared to safe occupations in
the short term, but similar in both groups in the mid- to long-term (Hypothesis 5).

Since the World Health Organization declared COVID-19 a global pandemic on March
11, 2020 (WHO, 2020), the concept of occupational “essentiality” has gained significant
importance. Social distancing measures and lockdowns were largely applied to “non-
essential” jobs—those deemed not critical to the functioning of society, which represented
the majority of occupations. Drawing on the social identity approach (Turner & Reynolds,
2003), this government-imposed distinction between “essential” and “non-essential” jobs,
widely publicized through pandemic response policies, may have affected workers’ feelings
of self-esteem and self-worth, altering their sense of professional identity (van Veelen et
al., 2023). In this context, we hypothesize that changes in job satisfaction will be more pro-
nounced in essential occupations compared to non-essential occupations in the short term,
but similar in both groups in the mid- to long-term (Hypothesis 6).

4 Data and Variables

We utilize the Italian data of the European Labour Force Survey, considering seventeen
quarterly-waves (from January-March 2019 to January-March 2023). The European Union
Labour Force Survey (EU-LFS) is a cross-sectional representative sample survey among
private households providing information on each (older than 15) member of the covered
households; it uses a two-stage sample design, where municipalities are the first-stage units
and households the second-stage. This survey, based on a household sample, provides data
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on both labor market participation and inactivity for individuals aged 15 and over on a quar-
terly basis: hence, it permits to track market conditions over time. These data are particu-
larly well-suited to our study, as all employed respondents are asked to rate their satisfaction
with seven specific job facets: overall job, wage, career, number of hours, stability, interest,
and distance. We focus on male and female workers aged 16—-65 (N=756,054).

For each job satisfaction facet, respondents provide a score from 0 (not satisfied at all)
to 10 (completely satisfied). These job satisfaction indicators have been shown to be unaf-
fected by survey mode and are robust across different statistical methods (Piccitto et al.,
2022). The full list of questions is provided in Table 2 in the appendix.

The availability of such a comprehensive set of job satisfaction measures enables us
to assess job satisfaction during the pandemic using a multidimensional approach, which
explicitly accounts for the fact that job satisfaction can be conceived as a broad attitude
referring both to one’s overall job and to specific aspects of it (Piccitto et al., 2023).

In order to pursue our research questions, we run a set of ordinary least squares (OLS)
regression models. Considering the first research goal, we run the following model (Model

1):

Job sat; = o + B 1 Quarter;+

B4 (X: ) + B 3Sector; + B 4Occ; + €4 (M1)

Model 1 estimates the association between yearly quarter ( Quarter;) and job satisfaction
(Job sat;), controlling for a vector of individual characteristics (X ) which includes: sex
(female, male), age, education (lower than secondary, secondary, tertiary or more), area of
residence (North, Centre, South and Islands), economic sector (agriculture, industry, con-
struction, trade, other services) and occupation (Isco 08 classification at three digits). These
characteristics are known to affect job satisfaction (Clark et al., 1996; Vila & Garcia-Mora,
2005; Piccitto, 2022). The coefficient associated with each quarterly period will help deter-
mine how job satisfaction was influenced during the different phases of pandemic.

Model 2 is devoted to shed light on the heterogeneity of the association between yearly
quarter and job satisfaction across occupations:

Jobsat, = a + B Quarter; + 3 4 (X; ) + B 3Sector;+
B 4Quarter; x Precar, + 8 sQuarter; x Telework, + (M2)
B ¢Quarter; x Unsafe, + B ;Quarter; x Essential, + € ;

This model includes in the equation four interaction terms, aimed at inquiring if occupa-
tional characteristics moderate the association between Covid-19 and job satisfaction shifts.
In order to proxy job precariousness, we categorized occupations into four groups based on
the level of employment loss they experienced during the Covid-19 pandemic. To create
these four groups, we followed these steps: first, we calculated the employment loss for each
occupation from January-March 2020 to April-June 2020; then, we ranked them according
to their downsizing levels and grouped them into quartiles; finally, we defined as precarious
occupations those grouped in the fourth quartile (occupations with the strongest employ-
ment loss) and not precarious those grouped in the first quartile. Then, we included in our
equation the interaction term ( Quarter; * Precar;), that allows to assess if the survey
quarter intertwines with the occupational precariousness of a job in driving job satisfaction.
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The concept of teleworkability is rendered by means of the technical teleworkability
index, based on the prominence of physical tasks (Sostero et al., 2023). As done for pre-
cariousness, we ranked occupations according to their degree of teleworkability (low values
equal to low teleworkability, high values equal to high teleworkability), we grouped them
into quartiles, and we defined high-teleworkable occupations (those in the fourth quartile)
and low-teleworkable occupations (those in the first quartile). Then, we used these two
occupational groups in interaction with survey quarter (Quarter; * Telework,) to assess
if differences in the association between yearly quarter and job satisfaction does emerge on
the basis of occupational teleworkability.

To measure job unsafeness, we classified each job according to its degree of unsafeness
by using the scale which has been developed and used by OECD (Basso et al., 2020), we
created four quartiles (low values equal to low unsafeness, high values equal to high unsafe-
ness) and we distinguished two groups of occupations: those high-unsafe (occupations in
the fourth quartile) and those low-unsafe (occupations in the first quartile). These two occu-
pational groups are then interacted with survey quarter (Quarter; * Unsafe,), to account
for the variation of the job satisfaction in Covid times across occupations with a different
degree of unsafeness.

Finally, we focused on the job essentiality, which identifies the key workers (Fasani
& Mazza, 2020). In this case, the variable used distinguishes between essential (value
1) and not essential (value 0) occupations; then, we included the interaction term

(Quarter; x Essential,) in our model equation. All the analyses are run using Stata 18.

To capture the multidimensional nature of job satisfaction while maintaining a balance
between explanatory comprehensiveness and parsimony, we focus on three dependent vari-
ables in our study. The first variable is the response to the overall job satisfaction question,
which reflects general job satisfaction. To derive the other two variables, we conducted an
exploratory factor analysis on the remaining seven job satisfaction items, aiming to iden-
tify two distinct factors. This analytical, by referring to the classic work psychology and
managerial literature (Dyer & Parker, 1975; Brief & Aldag, 1977; Tremblay et al., 2009)
approach enabled us to differentiate between extrinsic factors (related to material and eco-
nomic rewards) and intrinsic factors (related to work content and intangible rewards) of job
satisfaction (Herzberg et al., 1959; Weiss et al., 1967; Judge et al., 2017). The factor analysis
was performed using the maximum likelihood estimation for extracting the factors; we used
the oblique promax rotation method, which allows for correlations between the identified
factors. The derived latent variables come from the regression-based factor scores; they are
scaled to be approximately standard normal, with mean 0 and variance 1, without correlated
residuals. Missing data were handled with listwise deletion.

The results presented in Fig. 1 indicate the presence of two distinct dimensions that
clearly represent the intrinsic and extrinsic facets of job satisfaction. As a result, we cal-
culated two new standardized indices, which are used as dependent variables to proxy for
extrinsic and intrinsic job satisfaction.
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Fig. 1 Loadingplot. Pattern coefficients, oblique promax rotation

5 Empirical Results

Before focusing on the two research questions, we present descriptive statistics of the sam-
ple, aggregated across all waves, in Table 1. Inferential test statistics are reported in Table 3
in the appendix. The sample consists primarily of male respondents, with younger individu-
als (aged 16 to 35) making up only one-fifth of the total. Nearly half of the respondents hold
an upper secondary degree. In terms of occupational distribution, there is a predominance
of service and sales workers, as evidenced by the fact that more than the 55% are employed
in the other services sector. Lastly, a majority of the individuals work in the Northern region
of the country, representing more than half of the total sample, the regions earlier and more
severely impacted by the pandemic crisis.
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Table 1 Descriptive statistics

% Mean
Gender: Gen. Wage Car Hours Stab Int Dist
Men 555 77 68 65 1713 75 80 8.0
Women 445 76 69 6.1 73 76 8.0 8.1
Age:
16-25 55 77 170 6.6 74 7.1 7.8 8.0
26-35 155 77 170 66 73 74 80 79
36-45 249 77 69 64 73 76 80 8.0
46-55 327 76 638 62 73 7.7 80 8.1
56-65 214 76 6.7 6.1 73 7.7 80 8.1
Education:
Lower secondary 285 75 6.6 6.0 7.2 73 7.7 8.0
Upper secondary 473 7.7 6.9 64 74 76 80 8.1
Tertiary or more 242 77 69 6.6 7.4 7.8 84 8.0
Occupation:
Managers 36 76 68 7.1 7.0 73 84 84
Professionals 156 79 7.0 6.6 7.4 7.8 86 8.1
Technicians and associate professionals 175 7.8 7.0 6.7 15 78 83 79
Clerical support workers 128 76 7.1 63 7.6 80 7.8 8.0
Service and sales workers 175 7.6 6.7 6.1 7.1 73 79 82
Skilled agricultural, forestry and fishery workers 2.6 7.5 6.2 63 69 7.1 81 85
Craft and related trades workers 127 76 638 64 173 74 80 8.0
Plant and machine operators, and assemblers 68 75 7.0 6.1 73 7.6 7.6 8.0
Elementary occupations 10.8 72 6.5 54 7.0 72 71 178
Economic sector:
Agriculture 41 74 63 6.0 7.0 69 78 82
Industry 193 7.6 7.1 64 7.5 77 7.8 8.0
Construction 6.1 77 68 6.6 73 72 80 7.7
Trade 134 75 6.7 64 7.2 73 79 8.1
Other services 57.1 77 638 63 73 7.7 81 8.1
Territorial area:
North 528 7.7 7.0 63 74 7.7 80 8.1
Centre 199 76 638 64 73 76 80 8.0
South and Islands 273 75 6.6 63 7.1 73 79 79

When analyzing the average job satisfaction across different facets for these groups,
several interesting patterns emerge. The differences between men and women are not very
pronounced, except for job satisfaction related to career. This finding likely reflects the well-
documented glass ceiling effect that hinders women from moving into higher outcome lev-
els, such as earnings or authority, in their work life (Cotter et al., 2001). Generally, younger
individuals tend to report higher satisfaction than older, with the notable exception of satis-
faction with stability; indeed, especially in the segmented Italian labor market (Barbieri &
Scherer, 2009), newcomers often face a more precarious position. The higher job satisfac-
tion observed among more educated individuals can be attributed to their access to better
job opportunities (Becker, 1962), which is evident in the satisfaction gradient across various
occupations. Territorial differences in job satisfaction values are less pronounced.
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After examining the bivariate statistics for our sample, we proceed to a multivariate
analysis to explore our set of hypotheses. Figure 2 displays the predicted values and 90%
confidence intervals of Model 1, addressing our first research question.

The results presented in Fig. 2 show that, in the short term, general job satisfaction in
Italy experienced a significant and widespread decline due to the initial impact of the pan-
demic. After a steady increase throughout 2019 and into the first quarter of 2020, there was
a noticeable drop in the second quarter of 2020 (April-June), coinciding with the peak of
Covid-19 cases in Italy. However, by the July-September period, general job satisfaction
began to recover, returning to pre-Covid levels. In the mid- and long-term, general job satis-
faction continued its upward trajectory, with a particularly noticeable boost toward the end
of our observation period.

So far, our analysis has focused exclusively on general job satisfaction, reflecting the
overall attitude of respondents toward their jobs. Building on the literature that underscores
the multidimensional nature of job satisfaction, we now aim to explore whether and how
the trends observed in general satisfaction align with those in various specific dimensions
of job satisfaction (Fig.3).

The graph illustrates that the pattern of job satisfaction followed a similar trend when
examining both the intrinsic and extrinsic dimensions of individuals’ attitudes toward their
jobs. After an initial increase in both dimensions, the onset of Covid-19 led to a short-term
decline in each. This decline was more pronounced for extrinsic job satisfaction, while the
drop in intrinsic job satisfaction was less severe. This suggests that, for some workers, the
worsening of objective labor market conditions was accompanied by a heightened sense of
their relevance to society, which, in turn, may have boosted their self-esteem. However, in
the mid- to long-term, both dimensions of job satisfaction quickly rebounded to pre-Covid
levels. By the July-September 2020 period, work-related well-being in both the intrinsic and
extrinsic aspects was even higher than it had been before the pandemic.

7.8

7.7

7.6

7.5

Jan-  Apr-  Jul- Oct- Jan- Apr- Jul- Oct- Jan- Apr- Jul- Oct- Jan- Apr- Jul- Oct- Jan-
Mar Jun Sep Dec Mar Jun Sep Dec Mar Jun Sep Dec Mar Jun Sep Dec Mar
2019 2019 2019 2019 2020 2020 2020 2020 2021 2021 2021 2021 2022 2022 2022 2022 2023

—e— General job satisfaction

Fig. 2 General job satisfaction by survey quarter (2019-2020). Predicted values and 90% confidence
intervals (c.i.): OLS regression. Model 1
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Fig. 3 Standardized extrinsic and intrinsic job satisfaction by survey quarter. Predicted values and 90%
confidence intervals (c.i.): OLS regression. Model 1

The first part of the analysis highlights the relationship between the Covid-19 pandemic
and changes in different dimensions of job satisfaction, both in the short- and long-term. In
the second part of the analysis, we examine the heterogeneity of this relationship. Specifi-
cally, we investigate the extent to which the observed changes in job satisfaction (across its
general, intrinsic, and extrinsic dimensions) varied in magnitude among workers in occupa-
tions with different levels of precariousness, teleworkability, unsafeness, and essentiality.
To capture different temporal perspectives, we focus on five quarters: January-March 2020
(pre-pandemic, used as a reference point), April-June 2020 (the peak of the pandemic),
January-March 2021 (mid-term perspective), and January-March 2022 and January-March
2023 (long-term perspectives).

Figure 4 illustrates the Average Marginal Effects (AME)! and 90% confidence intervals
(c.i.) regarding the general job satisfaction by survey quarter and precariousness, telework-
ability, unsafeness and essentiality of occupation. The AME values show shifts in job satis-
faction from January-March 2020 to April-June 2020\January-March 2021\January-March
2022\January-March 2023, so to account for change in job satisfaction across different
occupations both in the short- and in the mid-\long-term.

In the short term, significant differences in job satisfaction emerge based on job pre-
cariousness. Workers in high-precarity jobs experienced a notable decline in satisfaction
from January-March 2020 to April-June 2020 (AME = —0.17; c.i.: —0.21, —0.13), while
those in low-precarity jobs saw no significant change (AME = —0.01; c.i.: —0.05, 0.02).
This heterogeneity persists in the mid-term: by January-March 2021, nine months after the
pandemic peak, low-precarity workers experienced an increase in satisfaction compared to
the pre-pandemic period (AME=0.06; c.i.: 0.02, 0.10), while precarious workers did not see
any change (AME=0.00; c.i.: —0.04, 0.04). In the long-term (by January-March 2023), job

! The values of Average Marginal Effects (AME) and 90% confidence intervals (c.i.) for general, extrinsic
and intrinsic job satisfaction are displayed in Table 4.
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Fig. 4 General job satisfaction by survey quarter and precariousness, teleworkability, unsafeness and
essentiality of occupation. Average Marginal Effects (AME) and 90% confidence intervals (c.i.): OLS
regression

satisfaction increased similarly for both groups, with AME=0.11 (c.i.: 0.08, 0.16) for low-
precarity workers and AME=0.14 (c.i.: 0.10, 0.18) for precarious workers.

Patterns of job satisfaction changes are more similar when considering occupations
grouped by teleworkability, unsafeness, and essentiality. None of these characteristics
appear to moderate job satisfaction shifts in the short term; the drops are of similar magni-
tude for low- (AME =-0.09; c.i.: —0.12, —0.06) and high- (AME =-0.14; c.i.: —0.19, —0.09)
teleworkable jobs, low- (AME = —0.09; c.i.: —0.15, —0.04) and high- (AME = —0.16; c.i.:
—0.20, —0.11) unsafe jobs, and essential (AME =-0.09; c.i.: —0.12, —0.15) and non-essential
(AME = —0.12; c.i.: —0.14, —0.10) jobs. However, in the mid-term — nine months after the
pandemic peak — the upward trend in job satisfaction for workers in occupations with low
teleworkability, unsafeness, and essentiality resumed, with these groups reporting higher
satisfaction compared to the pre-pandemic period. In contrast, workers in jobs with high
teleworkability, unsafeness, and essentiality struggled to catch up with this upward trend
even in the mid- to long-term.

When analyzing extrinsic job satisfaction (Fig. 5), a pattern similar to that observed for
general job satisfaction emerges across occupations based on precariousness. In the short
term, during the pandemic peak, workers in precarious jobs experienced a decline in extrin-
sic job satisfaction of —0.12 (c.i.: —0.15; —0.10), while those in low-precarious jobs showed
no significant change (AME =—0.01; c.i.: —0.04; 0.01). In the mid-term, by January-March
2021, low-precarious workers had resumed an upward trend in satisfaction (AME=0.06;
c.i.: 0.04; 0.08), while precarious workers continued to report lower satisfaction than pre-
pandemic levels (AME =—0.04; c.i.: —0.07; —0.02). However, in the long-term, both groups
saw similar increases in extrinsic job satisfaction.
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Fig. 5 Standardized extrinsic job satisfaction by survey quarter and precariousness, teleworkability, un-
safeness and essentiality of occupation. Average Marginal Effects (AME) and 90% confidence intervals
(c.i.): OLS regression

In contrast to general job satisfaction, the teleworkability and essentiality of a job mod-
erate the short-term shifts in extrinsic job satisfaction. While workers in high-teleworkable
(AME =-0.02; c.i.: —0.05; 0.01) and essential (AME =—0.02; c.i.: —0.04; 0.00) occupations
reported similar satisfaction levels to the pre-pandemic quarter, those in low-teleworkable
(AME = —0.08; c.i.: —0.10; —0.06) and non-essential (AME = —0.08; c.i.: —0.09; —0.07)
jobs expressed lower levels of extrinsic job satisfaction. This pattern was not observed for
unsafeness, with workers in both low-unsafe (AME = —0.08; c.i.: —0.12; —0.05) and high-
unsafe (AME =—0.07; c.i.: —0.10; —0.05) jobs reporting a decline of similar magnitude.

For all three characteristics, as seen with general job satisfaction, workers in low-tele-
workable, low-unsafe, and non-essential jobs experienced a quicker recovery, with their
extrinsic job satisfaction surpassing that of workers in high-teleworkable, high-unsafe, and
essential jobs by January-March 2022. This difference peaked in the long-term: for instance,
by January-March 2023, the AME for workers in low-teleworkable jobs was 0.14 (c.i.: 0.12;
0.16), compared to just 0.02 (c.i.: —0.01; 0.05) for workers in high-teleworkable jobs.

Finally, when examining intrinsic job satisfaction (Fig. 6), the trends closely resemble
those observed for extrinsic job satisfaction, particularly regarding precariousness and
essentiality. In the short term, workers in high-precarious jobs experienced a notable decline
in intrinsic job satisfaction (AME = —0.08; c.i.: —0.10; —0.05), whereas workers in low-
precarious occupations reported no significant change (AME=0.01; c.i.: —0.01; 0.03). This
pattern persisted until January-March 2021, when workers in precarious jobs continued to
express lower intrinsic satisfaction compared to one year prior (AME = —0.02; c.i.: —0.05;
0.00), while those in low-precarious jobs resumed an upward trend in this dimension of
satisfaction (AME=0.05; c.i.: 0.03; 0.07).
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Fig. 6 Intrinsic job satisfaction by survey quarter and precariousness, teleworkability, unsafeness and es-
sentiality of occupation. Average Marginal Effects (AME) and confidence intervals (c.i.): OLS regression

Regarding essentiality, the divergence seen in extrinsic satisfaction also appears in intrin-
sic satisfaction. In the short term, workers in non-essential jobs experienced a decrease in
intrinsic job satisfaction (AME = —0.05; c.i.: —0.06; —0.03), while those in essential jobs
were unaffected by the initial impact of Covid-19 (AME=0.00; c.i.: —0.01; 0.02). In the long
term, non-essential workers expressed higher intrinsic job satisfaction relative to pre-Covid
levels, both two years (AME=0.05; c.i.: 0.04; 0.07) and three years later (AME=0.09;
c.i.: 0.08; 0.11). In contrast, this trend was more muted for essential workers, who showed
a notable increase in satisfaction only three years post-pandemic (AME=0.06; c.i.: 0.04;
0.08).

No significant heterogeneity in intrinsic job satisfaction changes was found based on
teleworkability or job safeness in the short term, suggesting that in the immediate aftermath
of the pandemic peak, these characteristics did not drive changes in intrinsic satisfaction.
However, these two characteristics did moderate shifts in intrinsic job satisfaction in the
long term: by January-March 2023, workers in low-teleworkable jobs reported intrinsic job
satisfaction of 0.11 (c.i.: 0.09; 0.13), while workers in high-teleworkable jobs reported 0.03
(c.i.: 0.00; 0.06). Similarly, workers in low-unsafe jobs expressed intrinsic job satisfaction
of 0.13 (c.i.: 0.10; 0.16), while workers in high-unsafe jobs reported 0.05 (c.i.: 0.03; 0.08).

6 Discussion and Conclusions
Covid-19 acted as a powerful external shock to systems, generating an “ecological change”
(Weick, 1979, p. 130) that profoundly altered the organization of life as we knew it (Morge-

son et al., 2015). The labor market was deeply impacted by this transformation (Stephens
et al., 2020), as employees were suddenly faced with new economic uncertainties, health
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risks, varying workloads, and a reconfiguration of work arrangements and the work-family
balance.

This paper examines the extent to which the changing work landscape during the pan-
demic translated into shifts in job satisfaction, with a particular focus on Italy—a country
that was hit early and severely by the pandemic. As individuals’ expectations about the labor
market were reshaped (Codagnone et al., 2021), and their perceptions of work were signifi-
cantly altered (Kramer & Kramer, 2020), what does this mean in terms of job satisfaction?
This question is of critical importance, as job satisfaction is closely linked to quality of life
and individual health (Faragher et al., 2005; Bialowolski & Weziak-Bialowolska, 2021).

Two specific analytical goals are set in this study. The first is to assess the extent to
which the Covid-19 pandemic in Italy has impacted individual job satisfaction, both in the
short- and mid-to-long term. Adopting a multidimensional perspective on job satisfaction,
we examine both its overall component and two specific dimensions: extrinsic and intrinsic
satisfaction. The second goal is to explore the heterogeneity of individual shifts in job satis-
faction during the pandemic across different occupations, categorized by key characteristics
such as precariousness, teleworkability, unsafeness, and essentiality.

This analytical approach, combined with a focus on the entire labor market and its occu-
pational variety, enables our study to move beyond the commonly studied occupations—
typically those in public services directly affected by the pandemic, such as healthcare and
education (Li et al., 2022; Yasin et al., 2024). Instead, we investigate the structural relation-
ship between job characteristics and the pandemic’s impact on job satisfaction across a
broader spectrum of occupations, accounting for the significant variability inherent in such
a complex societal transformation.

Our analysis reveals that, in the short-term, there was a significant negative impact on
job satisfaction during the peak of the pandemic (April-June 2020), particularly when strict
measures such as lockdowns were implemented (Hypothesis 1a confirmed). The negative
effect was more pronounced on extrinsic job satisfaction, while intrinsic satisfaction was
less affected by Covid-19. However, there was no evidence of a shift in people’s reference
standards that could have led to increased job satisfaction during the pandemic, as suggested
by the “eye of the hurricane” phenomenon (Hypothesis 1b not confirmed).

When considering a longer-term perspective, the negative impacts on job satisfaction
were found to be short-lived, with satisfaction levels returning to pre-pandemic levels
within a few months (Hypothesis 2 confirmed).

Concerning the heterogeneity of individual job satisfaction changes, two key job char-
acteristics emerge as particularly significant: precariousness and essentiality. In the short-
term, the negative impact of the pandemic on all three dimensions of job satisfaction was
notably less severe for more secure workers—those who faced lower downsizing during
the outbreak—compared to more precarious workers, who experienced a more substantial
decline across all dimensions of job satisfaction. This decline persisted in the mid-term for
precarious workers, particularly in terms of extrinsic and intrinsic job satisfaction. In con-
trast, more secure workers began to see a recovery in their job satisfaction by early 2021,
resuming an upward trend (Hypothesis 3 confirmed). This finding underscores that Covid-
19 exacerbated inequalities and labor market dualities in the short term, although govern-
ment interventions likely helped mitigate this risk.
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On the other hand, the short-term negative impact of the pandemic on extrinsic and
intrinsic job satisfaction (but not on general job satisfaction) was significantly smaller for
essential workers compared to non-essential workers. However, in the mid- and long-term,
non-essential workers experienced a faster rebound in job satisfaction levels (Hypothesis
6 partly confirmed). These results suggest that essential workers, who were more directly
involved in responding to the crisis, experienced the “eye of the hurricane” paradox, com-
pensating for disruptions in their working habits in the short term (Recchi et al., 2020).
However, once their centrality faded, they experienced a negative and persistent rebound
effect in the mid- to long-term.

Regarding the other two occupational characteristics—unsafeness and teleworkability—
while these factors significantly influenced changes in employees’ working conditions, they
did not moderate the impact of Covid-19 on job satisfaction (Hypotheses 4 and 5 rejected).

Overall, this study has provided valuable insights into the complex processes through
which the pandemic influenced job satisfaction among Italian workers. While our analysis
is based on a large dataset with detailed and comparable measures of job satisfaction over
the required time span, several limitations must be acknowledged.

First, the observational nature of the study design means that our findings offer a descrip-
tive assessment of the issue, rather than allowing for causal inferences about the relation-
ships observed. Second, the dataset’s limited scope in terms of the facets of job satisfaction
could have constrained the breadth of our analysis. Specifically, considering the unique
context of the Covid-19 crisis, it would have been beneficial to include measures of respon-
dents’ self-perceived satisfaction with the social utility and recognition of their jobs.

Third, future research could build on work-life balance literature by examining the
interaction between worker characteristics—such as household composition and domestic
resources—and shifts in job satisfaction.

Finally, a significant limitation arises from the reliance on self-reported assessments
in large-scale surveys like the one used in this study. Respondents may not always fully
consider objective job quality and well-being in their evaluations (de Bustillo Llorente &
Macias, 2005; Bowling et al., 2010). Mechanisms such as coping strategies and other cog-
nitive adjustments can shape individuals’ perceptions, making it difficult to determine the
extent to which these factors influenced responses during such a turbulent period as the
pandemic. Future research could address this issue and provide a deeper understanding of
the underlying mechanisms influencing the results presented here.

Results of our analyses provide several implications. While we did not detect evidence
of the “eye of the hurricane” phenomenon, the short-lived nature of the negative impact
of job satisfaction suggests that state emergency policies may have successfully alleviated
individuals’ initial discomfort with the new situation (Codagnone et al., 2021). Addition-
ally, our results indicate that, as the pandemic persisted, individuals adapted to this new and
unexpected context, reinforcing the idea of a post-pandemic “new normal,” characterized
by new organizational settings and arrangements (Vyas, 2022).

Considering the heterogeneity of individual job satisfaction changes, precariousness
and essentiality emerge as particularly important job characteristics, while unsafeness and
teleworkability unsafeness had no moderating effect on the impact of Covid-19 on job
satisfaction.
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The lack of association with unsafeness may be explained by the increased counter-
measures implemented during the first phase of the pandemic (Sischka et al., 2024), which
helped mitigate the risks for workers in unsafe occupations. However, the absence of a
significant connection between teleworkability and shifts in job satisfaction is more surpris-
ing and warrants further investigation. The adoption of remote work varied across orga-
nizational contexts (Ishimaru et al., 2021), and in some cases, it provided workers with a
better work-life balance, offering them more autonomy and flexibility due to the accelerated
digitalization caused by the pandemic. Yet, teleworkability is not inherently beneficial for
all workers, as it interacts in complex ways with post-pandemic processes of work accelera-
tion, normalization, and restructuring (Vyas, 2022).

The impact of “hybrid work™ on job satisfaction largely depends on workers’ prefer-
ences, organizational variables (such as company culture, trust, HR policies, and man-
agement practices) (Urien, 2023), and broader social arrangements (Charalampous et al.,
2019). These considerations were already well established before the pandemic’s remote
work surge. Therefore, it is not surprising that, both during the initial phase of the crisis and
beyond, the shift to remote working did not automatically correlate with increased satisfac-
tion. In some cases, remote work may bring challenges such as work-home interference,
poor communication, procrastination, social and professional isolation, and concerns over
career advancement (Charalampous et al., 2019; Wang et al., 2021). Our findings highlight
the importance of a more thoughtful and well-supported implementation of remote work,
which requires substantial social and political efforts (Nomura et al., 2020).

Appendix

Table 2 Job satisfaction variables

C Question Variable
and questions How satisfed are you with your current job? General
How satisfed are you with earnings? Wage
How satisfed are you with the possibility of career? Career
How satisfed are you with the number of working hours? ~ Number
of hours
How satisfed are you with the stability of your job? Stability
How do you think your job is interesting? Interest
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Table 4 General, extrinsic and intrinsic job satisfaction by survey quarter and precariousness, teleworkabil-
ity, unsafeness and essentiality of occupation. Average marginal effects (AME) and 90% confidence intervals
(c.i.): OLS regression

General job satisfaction

Extrinsic job satisfaction

Intrinsic job satisfaction

Precariousness

Low
High

PV lowc.i
April-June 2020
-0.01 -0.05 0.02
-0.17 -0.21 -0.13
January-March 2021

high c.i

Low 0.06 0.02 0.10
High 0.00 -0.04 0.04
January-March 2022
Low 0.01 -0.02 0.05
High 0.05 0.01 0.09
January-March 2023
Low 0.12 0.08 0.16
High 0.14 0.10 0.18
General job satisfaction
Teleworkability
PV lowc.i higheci
April-June 2020
Low -0.09 -0.12 -0.06
High -0.14 -0.19 -0.09
January-March 2021
Low 0.08 0.04 0.11
High 0.00 -0.05 0.06

January-March 2022

Low 0.07 0.04 0.10
High -0.08 -0.13 -0.03
January-March 2023
Low 0.16 0.13 0.19
High 0.02 -0.04 0.07
General job satisfaction
Unsafeness
PV lowc.i higheci
April-June 2020
Low -0.09 -0.15 -0.04
High -0.16 -0.20 -0.11
January-March 2021
Low 0.11 0.06 0.17
High 0.02 -0.03 0.06
January-March 2022
Low 0.12 0.06 0.17
High -0.04 -0.08 0.00
January-March 2023
Low 021 0.16 0.27
High 0.03 -0.01 0.07

General job satisfaction

Essentiality

Precariousness

Low
High

PV lowc.i
April-June 2020
-0.01 -0.04 0.01
-0.12 -0.15 -0.10
January-March 2021

high c.i

Low 0.06 0.04 0.08
High -0.04 -0.07 -0.02
January-March 2022
Low 0.07 0.05 0.10
High 0.07 0.04 0.09
January-March 2023
Low 0.12 0.09 0.14
High 0.12 0.10 0.14
Extrinsic job satisfaction
Teleworkability
PV lowc.d highci
April-June 2020
Low -0.08 -0.10 -0.06
High -0.02 -0.05 0.01

January-March 2021

Low 0.03 0.01 0.05
High 0.03 0.00 0.06
January-March 2022
Low 0.08 0.06 0.10
High 0.00 -0.03 0.04
January-March 2023
Low 0.14 0.12 0.16
High 0.02 -0.01 0.05
Extrinsic job satisfaction
Unsafeness
PV lowc.d highci
April-June 2020
Low -0.08 -0.12 -0.05
High -0.07 -0.10 -0.05
January-March 2021
Low 0.04 0.01 0.07
High 0.01 -0.02 0.03
January-March 2022
Low 0.11 0.08 0.14
High 0.03 0.01 0.06
January-March 2023
Low 0.18 0.15 0.21
High 0.05 0.03 0.08

Extrinsic job satisfaction

Essentiality

Precariousness
PV low c.i  highc.i
April-June 2020
Low 0.01 -0.01 0.03
High -0.08 -0.10 -0.05
January-March 2021
Low 0.05 0.03 0.07
High -0.02 -0.05 0.00
January-March 2022
Low 0.04 0.02 0.07
High 0.05 0.03 0.08
January-March 2023
Low 0.09 0.07 0.11
High 0.09 0.07 0.12
Intrinsic job satisfaction
Teleworkability
PV low c.i  highc.i
April-June 2020
Low -0.04 -0.06 -0.02
High -0.02 -0.05 0.01
January-March 2021
Low 0.03 0.01 0.05
High 0.05 0.02 0.08
January-March 2022
Low 0.06 0.04 0.08
High 0.00 -0.03 0.03
January-March 2023
Low 0.11 0.09 0.13
High 0.03 0.00 0.06
Intrinsic job satisfaction
Unsafeness
PV low c.i  highc.i
April-June 2020
Low -0.03 -0.06 0.00
High -0.03 -0.06 -0.01
January-March 2021
Low 0.04 0.01 0.07
High 0.03 0.00 0.05
January-March 2022
Low 0.06 0.03 0.09
High 0.04 0.0l 0.06
January-March 2023
Low 0.13 0.10 0.16
High 0.05 0.03 0.08

Intrinsic job satisfaction
Essentiality
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Table 4 (continued)

General job satisfaction Extrinsic job satisfaction Intrinsic job satisfaction
PV lowc.i highec.i PV lowc.i highci PV lowc. highci
April-June 2020 April-June 2020 April-June 2020

Low -0.12 -0.14 -0.10 Low -0.08 -0.09 -0.07 Low -0.04 -0.06 -0.03
High -0.09 -0.12 -0.05 High -0.02 -0.04 0.00 High 0.00 -0.01 0.02
January-March 2021 January-March 2021 January-March 2021
Low 0.05 0.02 0.07 Low 0.03 0.02 0.04 Low 0.04 0.02 0.05
High 0.05 0.02 0.08 High 0.02 0.00 0.04 High 0.02 0.01 0.04
January-March 2022 January-March 2022 January-March 2022
Low 0.05 0.02 0.07 Low 0.08 0.07 0.10 Low 0.05 0.04 0.07
High 0.00 -0.03 0.03 High 0.03 0.01 0.04 High 0.02 0.00 0.04
January-March 2023 January-March 2023 January-March 2023
Low 0.13 0.11 0.15 Low 0.12 0.11 0.14 Low 0.09 0.08 0.10
High 0.06 0.03 0.10 High 0.06 0.04 0.08 High 0.06 0.04 0.08
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