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The link between job satisfaction and life satisfaction habeen extensively explored in
the relevant literature. However, the great majority of pasesearch has been carried out
using cross-sectional analyses, and almost exclusively ithe Western world. Moreover,
the underlying psychological mechanisms explaining thenk are not yet completely
understood. Thus, we report the rst research to date which ses both cross-sectional
and longitudinal data among workers in Chile—a fast-develdpg Latin American
economy—and which aims to tackle previous limitations. The studies consistently
support a positive link between the constructs. Study 1N D 636) found that higher job
satisfaction predicted higher life satisfaction both corgmporaneously and longitudinally,
and vice versa, above and beyond several key control variads. Study 2 (N D 725) and
Study 3 (N D 703) replicated Study 1 results, but tested for the rst timethe role of
satisfaction of basic psychological needs (as stated by sedetermination theory) in the
job—life satisfaction link. This is the most novel contritiion of our paper. Key implications
not only for individual quality of life, but also for compaas' human resource practices
emerge from our ndings.

Keywords: job satisfaction, life satisfaction, need satisfact
Chile

ion, self-determination theory, longitudinal analyses,

INTRODUCTION

How related are job satisfaction and life satisfactionsThiestion has been extensively explored
in the literature Heller et al., 2002 The spillover hypothesiBpwling et al., 201)0is the most
supported hypothesis to date. It argues that “job experiencélsosir onto other spheres of life,
and vice versa, suggesting that a positive relationshipsexétween the two variablesi¢ller et al.,
2002 p. 816). However, there are still three important researghsda this area. First, previous
research has reported results mainly from the Western wagldii§ et al., 1991; Heller et al., 2002;
Diener and Tay, 20)2Second, most research in the subject is correlationakwdioes not allow
for the inferring of causality§owling et al., 2000 Third, and nally, the lack of research aiming
to give a solid theoretical explanation for the results ispsiging (Rain et al., 1991; Judge and
Watanabe, 1993; Rode, 200 fact, the underlying psychological mechanisms exphejrthe
hypothesis are still not completely understood.
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Further, aiming to tackle previous limitations, we exploredThe Compensation Hypothesis

three large samples of workers in Chile (a fast-developinmlLat The compensation hypothesis states that people compensate

American economy) using both cross-sectional and longitetl  for their job dissatisfaction by nding more satisfactiom i

data, which is very rarely done in this eldRpde, 2000 other areas of their life, and vice vers&iq and Barrett,

In addition, because recent research has argued that thke linl97). Thus, a negative relationship is postulated. Theoretical

between job satisfaction and life satisfaction might be s,  positions such as therinciple of substitutiorand catharsis

and that a third variable could be involvedudge and Watanabe, theory have been proposed to explain this hypothesii(

1993; Rode, 20pAve tested for the rsttime the mediational role et al., 199). Very few studies, however, have supported it (e.g.,

of basic need satisfactioéci and Ryan, 2000n the job-life  Champoux, 1980; Chacko, 1983; Schlenker and Gutek,; 1987

satisfaction link. for a review seeRain et al.,, 1991 For example,Schlenker
and Gutek (1987)studied 132 government-employed social

Job Satisfaction and Life Satisfaction workers. Half of them were reassigned to non-professional
) . . rJ bs, and this allowed understanding the impact of their

Happiness has been conceptualized from the hedonic a§ . . . . L ' .

eudaimonic approacheelle Fave et al., 2011The hedonic Issatisfaction with the new job on their life satisfactiorhe

. . . - fauthors found that their discontent because of their workero
approach de nes happiness in relation to the attainment o

pleasure and the avoidance of pafy@an and Deci, 2001From loss focused on their new jobs instead of on their satisfacti
this point of view, happiness is often called subjéctive weilhdy with life, thus supporting the compensation hypothesi$iacko

(Diener, 198), which consists of cognitive (life satisfaction) (1983) studied a US national probability sample, which was

. . . ) : representative of the American labor force. The authors tbun
and emotional (positive and negative emotions) EXPETIENCER, At satisfaction with working conditions was a negativarse

Life satisfaction represents the judgment that a person mak%§ life satisfaction, thus also supporting the compensation
about his/her life in several domain®iener, 1984; Diener and ' PP 9 P

Tay, 201}, and it is the most extended construct for assessinaypmhes's'

subjective well-beingHelliwell et al., 2013 A growing body The Spillover Hvpothesis

of research has shown that higher life satisfaction is &estsat The spﬁlover hypc})/tﬁesis argues that there
with several desirable companies' results, such as higheerca
satisfaction, organizational commitment, and especigjibp

is a positive

relationship between job satisfaction and life satistacti

. . . Theoretical explanations such @eneralizationof belief and

satlsfactlon_l()lengr an_d Tay, 2092 L . attitudes,conditioning andcognitive dissonant@ave been given
Job satisfaction is a key construct in industrial andto explain it (Tait et al, 1989 Rain et al., 199To date,

orgqmzatlonal psychology, and has been associated wnhphwll the spillover hypothesis is by far the most supported one in
desirable outcomes such as job performance, organizatio e literature. Meta-analytic techniques and literatureiegxs

citizenship behavior, absenteeism, and life satisfactioaller conrm these ndings (Rice et al., 1980; Tait et al., 1989

et al., 2002; Erdogan et al., 2p1Most de nitions of job Rain et al., 1991; Bowling et al., 2D)1Bor example, a meta-

sztisfact;[io.n tenlfl 0 lf(ocusggg gov_vhemplloyegzgf.eel gnd ;gigﬁnalysis byRice et al. (1980@xplored 350 associations between
about their work (ocke, 1969; Smith et al., 1969; Weiss, ‘}ob satisfaction and overall life satisfaction reported 8 2

Drafke, 200} These de nitions, in a very similar way to those studies. More than 90% of the 350 statistical relationships

of life satlsfacélon, |pt\(olve elm ottllonal fta;;i)' feellzrég:ptlve supported a positive correlation. However, the reported zero-
responses, and cognitive evaluations of waklo(iso, B der correlations were mostly small (mid0.30 for males and

; . or
Three _hypotheses_ have b_een "’?fgue‘_" to explain _the IIn%ﬂd —0.20 for females), and none of the negative correlatibey
between job satisfaction and life satisfaction: the segatiem, () -4\ ~c statistically signi cant

compensation, and spillover hypothesBsin et al., 1991; Heller The Tait et al. (1989)meta-analysis also con rmed that the

etal.,, 2002; Bowling etal., 2910 spillover hypothesis is the most evidence-backed one. They
explored 34 studies assessing the link between job and life

The Segmentation Hypothesis satisfaction, but the authors found larger correlationarttRice

The segmentation hypothesis suggests that there is r&f al. (1980)The corrected correlation (for both sampling error

relationship between job satisfaction and life satistacti and measurement error) was 0.44. Importantly, whereas the

Theoretical positions such agartial inclusion have been corrected correlation was greater for men 0.40) than for

proposed to explain the link between both concepts from thigvomen ¢ D 0.20) in studies prior to 1974, the di erence between

perspective (for a review seain et al., 1991 However, men (D 0.37) and womenr(D 0.39) disappeared in studies after

only one study supported this hypothesis in the metathat year. Demographic changes among women, and the role of

analysis byRain et al. (1991) Indeed, Gupta and Beehr workin their lives, may explain these ndings.

(1981) found more support for the segmentation hypothesis . . .

than for the compensation and spillover ones, among 651 N€ Causal Direction of the Link Between

employees of ve Midwestern organizations. AccordingJob Satisfaction and Life Satisfaction

to the authors, these ndings show that work (e.g., jobDespite the strong empirical support for the spillover hypothesis,

satisfaction) and non-work aspects (e.qg., life satisfaft@ad on  most research to date is correlational in nature, which doets

separate factors. allow for the inferring of causality. Does life satisfantfredict
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job satisfaction or vice-versa? Would a bi-directionaklibe  Based on a national probability sample of US workers, they found
possible? Unfortunately, only a few studies to date have exglor that job and life satisfaction were signi cantly and recipadly
cause—e ect patterns, and even these have mostly done so undetated both cross-sectionally and longitudinally. Howedere

the assumption that either job satisfaction or life satistac to the small amount of research on this, and various limdas

are dependent variables. For example, wher8alsmitt and in the previous studies, scholars have advocated for more
Mellon (1980)showed that only life satisfaction predicts job longitudinal research in the eld exploring causality andethi-
satisfactionOrpen (1978)and Chacko (1983showed that only directional link Judge and Watanabe, 1993; Rode, 2(Einally,

job satisfaction causes life satisfactichudge and Watanabe, the meta-analysis Byowling et al. (2010@xplored longitudinally
1993. Thus, there are hardly any studies that explore and showhe association between job satisfaction and subjectivié we
a reciprocal link Rain et al., 1991; Judge and Watanabe, ).993being. Despite the authors having found a reciprocal causkl li
Nonetheless, a bi-directional link may be expected, thusintak between the constructs, the subjective well-being measd reod

previous results inconsistent with the theory. assess life satisfaction independently. The composite ctivige
well-being measure included not only life satisfactiont also
The Causal In uence of Life Satisfaction in Job positive a ect, happiness, and negative a ect.

Satisfaction: The Top-Down Model

The link between job satisfaction and life satisfaction &en . . . .
interpreted in two ways: top-down vs. bottom-up models. ThemdlvIdual Differences in the Link between

top-down model o ers a dispositional explanation, claiming Job Satisfaction and Life Satisfaction:

that “basic di erences in personality and a ectivity predisposeModerators and Mediators

people to be di erentially satis ed with various aspects of thei To date, the great majority of previous research has supported
lives, including their jobs” Kieller et al., 2002p. 816). Thus, the spillover hypothesis. However, what are the underlying
a ective states spillover into people's evaluations of thebsjo psychological processes behind the link between job satwmfac
(Judge and Watanabe, 1998 939). In fact, a substantial body and life satisfaction? Unfortunately, most studies have not
of research has shown that higher life satisfaction is és®ut advocated a theoretical propositiodgbano , 1980; Rain et al.,
with several desirable results for companies, such as hggineer 1991, and the three hypotheses approach seems too simplistic

satisfaction, organizational commitment, and—of intérere—  (Rain et al., 1991 Indeed, researchers have suggested that
job satisfactionDiener and Tay, 2012 more than one relationship between job satisfaction and lif
satisfaction may operate at any given time point, and that the
The Causal In uence of Job Satisfaction on Life three hypotheses “may exist for di erent individualstiller
Satisfaction: The Bottom-Up Model et al., 2002 p. 816). Thus, more studies exploring di erent

Job satisfaction is a key indicator of workers' well-beingzer  mediators and moderators are needétde et al., 1980; Taitet al.,
and Tay, 201R and therefore can also in uence life satisfaction1989; Rain et al., 19R1nitially, the focus was on the moderator
(Judge et al., 2001 Thus, the bottom-up model suggests arole of gender Tait et al., 1989; Rain et al., 199However,
situational explanation. That is, “because the job is an ingoutr  other potential moderators (such as age, self-employmeoslo
part of adult daily life, people who enjoy their jobs will report of control, importance of work, need for achievement) haverbe
greater overall satisfaction with their livegi€ller et al., 2002 suggested later on, but either they are not all consistent ey th
p. 816). Indeed, research has consistently found that higiter have not been tested yet (for a review Been et al., 1991
satisfaction is associated with higher life satisfactiemcé et al., Nobel research has proposed another look at the job—
1980; Rain et al., 19R1This causal in uence of job satisfaction life satisfaction link. For example, it has been suggestetl tha
on life satisfaction re ects the importance of work in people's‘much of the relationship between job satisfaction and life
lives, and is the most hypothesized direction of the lidkdge satisfaction is spurious, resulting from common in uences”

and Watanabe, 1993 (Rode, 2004 p. 1206). Therefore, a third or confounding
or mediator variable could be involvediéller et al., 200R

The Bi-Directional Link between Job Satisfaction and Following this theorizationHeller et al. (2002¢xplored the role

Life Satisfaction of personality (Big Five, positive/negative a ectivity, andeo

The relationship between job and life satisfaction is {ikebt self-evaluations) in the link between job satisfaction dife
only to be a one-way direction, but also reciprocal. Thus,-a bisatisfaction. Using a longitudinal design among US emplqgyees
directional link may be expectecdiéller et al., 2002 However, and multisource data, the authors found support for the
only a few exceptions have explored and found reverse causalitonfounding role of personality, especially core self-evana
(Keon and McDonald, 1982; Judge and Watanabe, 1J99&  (neuroticism, locus of control, self-esteem, and geneedli
exampleKeon and McDonald (198fpund that job satisfaction self-e cacy). After controlling for personality, the maguoide
and life satisfaction were jointly determined among empks/e of the association between job and life satisfaction deega
of an auto parts manufacturer in the USudge and Watanabe signi cantly, suggesting the presence of a third variablelaed.
(1993)tested a causal model exploring bi-directional association However, despite the importance and novelty of these results,
between job and life satisfaction, over a 5-year period, anthey need to be treated with caution, due to some limitations
controlling for several exogenous in uences on life satibn  First, despite the fact thateller et al. (2002)argued that
(such as age, gender, education, wage rate, and maritakktat their design was longitudinal, it is correlational in nagur
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A suitable longitudinal model needs to include all relevant The need forautonomy (DeCharms, 1968refers to the
T1 and T2 variables in the same model and modeling theerception that our behavior is volitional and meaningfulgth
stability paths, which in their study was not the case. Secondeed forcompetenc@/Vhite, 1959 refers to feeling e ective and
the authors did not test reciprocal causality: in their rst e cient in our behavior, as well as being able to successfully
two models, they assumed that job satisfaction precedes lifeanage dicult challenges and meet performance standards;
satisfaction, while in the latter two models they took thethe need forrelatedneséBaumeister and Leary, 199fefers to
opposite approach, meaning that life satisfaction precedes jdbeling connected, appreciated and understood by others who
satisfaction. are important {/ansteenkiste et al., 2010; Unanue et al., 014
In another study,Rode (2004)replicated the ndings of Therefore, feeling able to decide what to do and that these
Heller et al. (2002) Using a nationally representative US actions are valuable and enjoyab&i{onomy; feeling good at
sample, the author tested a comprehensive model examinirdpily activities ¢ompetengeand having meaningful and deep
the relationship between job satisfaction, life satisfecand relationships with people who is important to uge(atednegs
core self-evaluations and found a positive relationshipveein  are the key nutrients for people ourishingDeci and Ryan,
job satisfaction and life satisfaction over time. Inteiagly, the  2000.
link became non-signi cant after controlling for the e ectsf A substantial amount of research has supported the self-
core self-evaluations. Similarly tdeller et al. (2002)Rode’'s determination theory claims, showing that satisfaction of
(2004) ndings present some limitations. First, the author only psychological needs is signi cantly associated with highel-
measured life satisfaction at time 1 (T1) and core selftatains  being both in general life and at work. For example, in everyday
at time 2 (T2). Therefore, although he argued the model igife settings,Unanue et al. (2014showed that higher need
a longitudinal cross-lagged one, it is only cross-sectidna satisfactionin life settingss associated with higher well-being
nature. A suitable cross-lagged model needs to includeethgg(e.g., life satisfaction, vitality and positive aect) and &w
paths from each relevant measure (e.g., life satisfactmm, jill-being (physical symptoms, negative a ect and depressive
satisfaction) at T1 to all relevant measures at T2, conti@ll symptoms). These ndings have been replicated across the
for stability e ects (i.e., all constructs need to be repreedras lifespan, as well as cross-culturallghen et al., 2004 In job
potential antecedents and as potential consequences ohealt ot settings, a recent meta-analysigéa den Broeck et al., 20),6
constructs). reviewing 99 studies with 119 distinct samples, found that the
Previous results have given initial empirical support to thesatisfaction of basic psychological neatlsvorkis signi cantly
idea that the link between job satisfaction and life satisfm associated not only with higher well-being (e.qg., life $ation)
may be spurious, and that a third variable could be involvedbut also with several desirable organizational outcomes, (@b
However, those studies only focused on personality angatisfaction).
a ectivity variables, without exploring other constructs. ey Previous ndings allow us to hypothesize that the link betwee
hypothesize that the satisfaction of basic psychologicatiseeiob satisfaction and life satisfaction may be spurious, asteiad
as proposed by self-determination theoreci and Ryan, IS rooted in basic needs satisfaction. This is because lodih j
2000 may also play a key role in the job-life satisfactionsatisfaction and life satisfaction seem to be dispositiorelsed,
link. Initial evidence may be found irHombrados-Mendieta a@nd the same characteristics that predict one construct (job
and Cosano-Rivas (2012nd Di Fabio and Kenny (2016a) Satisfaction) also predict the other (life satisfactidrip(er etal.,
Hombrados-Mendieta and Cosano-Rivas (20#f8und that 2003. The role of psychological needs was suggested more than
workplace support (a proxy of the need for relatedness) protec30 years agdihampoux, 1981; Rain etal., 19%owever, ithas
job satisfaction and life satisfaction against the negatiects ~Notbeen tested until now.
of burnout. Di Fabio and Kenny (2016atated that the need for ~ Therefore, in our research, we explore the confounding
relationship and the need for self-determination (a proxyttué N uence of basic need satisfactiorD¢ci and Ryan, 2000
need for autonomy) are Cruc|a| for Workers' We”_be|ng gee on the |II"Ik betWeen JOb and I|fe Satisfaction. Because need
preliminary results allow us to hypothesize that need satisfa ~ Satisfaction in life settings as well as at work predict weipe
may mediate the relationship between job satisfaction afed | our research will test both kinds of need satisfaction in the

Saﬂsfac“on mentioned I|nk
The Role of Basic Psychological Needs in Research Gaps: Justi cation for the
the Job-Life Satisfaction Link Present Research

Self-determination theory[{eci and Ryan, 2000s a “macro As mentioned before, meta-analytic techniques and liteeat
theory of human motivation, emotion and personality” reviews conrm that the spillover hypothesis is the most
(Vansteenkiste et al., 201p. 105). It states that human beings supported explanation for the link between job and life
have three psychological needs—autonomy, competence, asatisfaction. However, several methodological and themlet
relatedness—which are essential for psychological wilfibe research gaps have emerged in the eléi{ et al., 1989; Rain
and integration. Just as plants need essential nutrient$y asc etal., 1991; Heller et al., 2002

water and minerals, so people have essential needsRea ( In methodological terms, there are two aspects that need to
etal., 200p be improved: samples and desigha(n et al., 1991 First, most
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research so far has focused on samples from the Westernworldibove-mentioned represent a notable contribution to the job
Therefore, culture has not been taken into account. Nonlebe  satisfaction literature in Chile. Nonetheless, these istidu er
cross-cultural research has shown that cultural aspecthitmigfrom certain limitations. They are cross-sectional in nafithey

in uence several links Thomas and Au, 2002; Thomas and did not explore the underlying psychological process, and more
Pekerti, 2008 Moreover, recent research has shown that themportantly, they did not test the link between job satisfant

e ects of happiness (such as life satisfaction) may be speci c tand life satisfaction.

some individualistic culturesHord et al., 2016 Such ndings

raise the question of whether the associations betweemidbfe ~ Summary of Aims and Predictions
satisfaction found in the Western world are also held in deat With the aim of tack“ng previous research gaps, we conducted
populations with di erent demographic characteristics, likeil®  three dierent studies among Chilean workers. We had
(Heller et al., 200R three objectives in mind. First, to test whether the cross-
Second, most designs are still correlational in nature, angectional positive link (spillover hypothesis) between job dfied |
reciprocal causality has not been extensively explored usingtisfaction found in the Western world is held among wosker
suitable cross-lagged model&&(n et al., 1991; Judge andfrom Chile, controlling for several key confounding varies
Watanabe, 1993; Rode, 2004 theoretical terms, and in spite of not assessed to date. Second, because the great majoritgtof pa
the spillover hypothesis receiving most of the empirical supportresearch has been carried out using cross-sectional araiyee
no satisfactory theoretical explanation has been o eréi(l  ysed longitudinal designs to test a possible bi-directiazalsal
et al., 199). Indeed, research so far has done little to test theink between the core variables. Third, and nally, for thest
underlying psychological process behind the lirfika(n et al.,  time a comprehensive model was tested. It allowed us to examin
1991; Judge and Watanabe, 1p93 the relationship between job and life satisfaction overtiwhile

. . . . taking into account the possible confounding role of a third
Job Satisfaction Research in Chile variable: basic psychological needs.

Data on well-being has only appeared recently in Latin America chije is a country with increasing mental health problems
(Montero and Vasquez, 20)5and there is only one paper ¢ work (MINSAL, 201). Indeed, the Ministry of Labour in

in which the job-life satisfaction link in Chile is studied: chie warns that Chilean employees are in danger of serious
Loewe et al. (2014)L.oewe et al. (2014jound support for  heychological problems at workgtual de Seguridad, 20).5
the spillover hypothesis, showing that Chilean workersbtiie g, \,ngerstanding the job-life satisfaction dynamic we amn t
mostimportance to their nancial “situation, followed by faly,  help companies to develop strategies not only for protecting
work, and health” (p. 80). However, several limitations egeer (heir employees' mental health, but also forimproving emplsyee
from the paper. For example, it is correlational in nature andyajity of life and happiness. In addition, because of the close
neither alternative models nor causality was tested. Intatd — jin petween life/job satisfaction and productivity, our dings

no underlying mechanisms for explaining the job-life satsten 13y help to improve companies' pro tability and sustainalylit

link were tested. _ ~ (Diener and Tay, 2012; Montero and Vasquez, 3015
A few additional researchers have explored job satisfa@ion £ rther based on the previous evidence, we tested the

Chile. For exampleassar (201&tudied a representative Samplefollowing hypotheses:
of the Oxford Poverty and Human Development Initiative _ o - _ o _
(OPHI) database, and found that the degree of employmerftil) Job satisfaction is positively associated with life fatieon

protection, workplace facilities and level of independenceswe correlationally (Study 1; Study 2; Study 3).

positively associated with job satisfaction. Using the sdata  (H2) Higher job satisfaction predicts higher life satisfant
set, Montero and Rau (2014found a positive relationship prospectively and vice versa (longitudinally) (Study 1;
between salaries and job satisfaction, whitentero and Vasquez Study 2; Study 3).

(2015)showed the impact of reference wages on job satisfactiof13) Need satisfactionat work explains the positive link
Finally, using the CASEN survey (National Socio-Economic between job satisfaction and life satisfaction both
Characterization Survey) and OPHVontero and Rau (2015) contemporaneously (correlationally) and prospectively
found that part-time work has a negative e ect on job and (longitudinally). (Study 2).

life satisfaction for men, but a positive e ect for women. The(H4) Need satisfactionin life explains the positive link
between job satisfaction and life satisfaction both

L1t is important to mention thatHaar et al. (2014explored work-life balance contemporaneously (correlationally) and prospectively
and several well-being outcomes across seven cultures (Malaybiaes€, New (longitudinally). (Study 3).

Zealand Maori, New European, Spanish, French, and Italian). Howeespite

measures of job satisfaction and life satisfaction being iredyuthe authors did

not test the associations between both constructs. In amfuitilorrison et al.  STUDY 1

(2011)explored the relationship between national satisfaction andrs¢gpeci c

well-being indicators (e.g., job satisfaction and life satisbn) among a sample Method

representing 95% of the world's adult population, yet although theanstreported Procedure

the correlation between job satisfaction and life satisfac®6), they did this to . . . L
the aggregate level. Thus, they did not show the results for eveglesiountry. In StUdy 1 was carried out in accordance with the gwde“ne

addition, only the correlation between the constructs was shawd,no suitable  f€commendations of the American Psychological Assoaiatio
statistical model was tested. Therefore, causality may not alisogtied. British Psychological Society and World Medical Assocratio
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Declaration of Helsinki. All subjects gave written inforche Measures
consent in accordance with the Declaration of Helsinki. TheWNe used the following measures for Study 1.
protocol was approved by the Ethics Committee of the Adolfo

Ibafiez University. N o ~ Job satisfaction

At baseline (June 2016; T1), participants were invited onlingye ysed a single question: “All in all, how satis ed are youhwit
to take part in a research project where the core measurggyr job?” Participants answered on an 11-point scale, ranging
for the present paper were collected (job satisfaction and lifggom “extremely unsatis ed” (0) to “extremely satis ed” @}
satisfactionj. Two months later (August 2016; T2), the sameyjeta-analytic analysis demonstrated that this single question

participants were asked to complete another online survepighly valid for measuring job satisfactioB¢lbier et al., 2006
with identical measures. Initially, respondents were semt a

introductory email containing a brief description of the sy Life satisfaction

along with a web link to the survey created using Qualtricswe used a single question: “All in all, how satis ed are youhwit

software.. . . - your life?” Participants answered on an 11-point scale, rangin
. Followmg&mmqns eF aI.s(ZOlgy|deI|nes, aIItarg.et sample from “extremely unsatis ed” (0) to “extremely satis ed” QL
sizes were determined in advance in Study 1, and in all flurthel.hiS question is the most extensive single item questioi

;gj(;jslgeiolr::ilggr; pc;V\;]er 3?&?2'2 (;’V'Stg:ﬁ"g’eercf"slizﬁa(%l Eeiés?:la to measure life satisfaction, and it has shown good psychaenet
, g yp properties Helliwell et al., 20133

etal., 201} power of 0.80, ang-valueD 0.05, the desired sample
was estimated as a minimumMfD 187. Both our cross-sectional ) )
dataat T1 N D 636) and T2K D 268), and our longitudinal data D@mographic variables _

(N D 210), ful Il the required sample size. This minimum sampleAt T1, we asked participants to report their age and gender
size (\ D 187) also applies to Study 2 and Study 3. status. However, at T2, we asked participants also to report
We followed a key rule for collecting T1 data. We informeg@dditional demographic variables such as education, ecanom

participants that the online system would be open for only 3 day§€ctor (mining, transport, etc.), working area (marketimance,

(due to the original design dfinanue et al., 20)7Participants  €t¢-), managerial functions (whether or not they lead pegple)
were informed that the project was part of a longitudinal studyMonthly personal income, and monthly family income. Our
and were asked for their consent in participating in future egy 'esults showed that participants who answered both waves
All T1 participants were sent a further email in August 2016)(T2 di €red in several demographic characteristics such as erca

The rule for collecting T2 data was only slightly di erent. Be (high school education 5.71%, Bachelors degree 31.90%, post-

ableto nd reasonable e ect sizes, we considered that it wel ~ 9raduate degree 61.43%, other 0.95%); economic sectorh(healt
important to recruit a large sample aiming to reach a power Ofand social services 18.10%, education 14.76%, commerce 7.62%,

0.80 both cross-sectionally and longitudinally. community services 5.71%, public sector 4.76%, mining 4.29%,

Almost all constructs used in Study 1 showed acceptabl@@ncial services 3.81%, manufacturing 3.81%, transport’g,81

distributions (George and Mallery, 20).0Skew values were Others 33.33%); working area (accounting 0.95%, technology
acceptable for life satisfaction (T1:1.45; T2: 0.05) and 1.90%, administration 4.29%, nance 5.71%, operations 7.14%,

job satisfaction (T1: 1.2; T2: 1.03). Kurtosis values were Marketing 6.19%, human resources 36.20%, others 37.62%);

acceptable for job satisfaction (T1: 1.75; T2: 1.34). In #seof Managerial positions (58%); net personal monthly average

life satisfaction, Kurtosis values were acceptable at B8)Obut income (mearD L.JS$ 5,789.3®DD 3,664.30); and net family
notat T1 (4.41). monthly average income (US$1,853.3DD 1,396.30). As stated

by Judge and Watanabe (199%hat is crucial when studying
Sample the link between job and life satisfaction is “the use of esiemn

In total, 636 Chilean working adults (52.8% female) agedhfro controls derived from past theory and research”, the lackiutiv
22 to 71 years (Mean age 39.76:SDD 8.61) nished the was a limitation in previous studies (p. 940). Thus, we aimed to

whole survey and completed our T1 measures. Of them, 47t§ckle this limitation by using our extensive number of canit

(74.69%) provided their e-mail address for future waves. At T2/anables.

268 participants (55.6% female) aged from 20 to 80 years (Mean

ageD 40.47:SDD 10.73) answered our core measures (56.4298esults

response rate). Finally, 210 workers (56.2% female) agetX8 Data Analysis

to 71 years (Mean ad240.16SDD 9.17) answered both waves. All constructs of interest were measured at T1 and T2.
Descriptive statistics and intercorrelations for all theudst

20ther measures (e.g., positive/negative emotions, happiness, tmaterialism, variables arg sh_own Iﬁ-able, 1 (cross-sectional analyses) and

etc.) were collected as part of a broader surveyaorcer and happing@snanue Table 2 (longitudinal analy5|s).. We uged AMOS 22 .SOﬁware

et al., 201), but they are not relevant to the present research. For that stuely w(Amos Development Corporation, Florida, USA) to estimate an

collected data from working and non-working adults. However, foe firesent  gutoregressive cross-lagged modehkel, 199% through path

one, we only used data from employees in Chile. The same applies to Stundly 2 analysis. We used full maximum likelihood estimation in alt ou

Sudy 3. analyses. All the paths in Study 1 and all further studies were

3Some demographic data for participants who stayed in T1 and T2 may di e y ; p . y o

between T1 and T2 due to changes in working status betweemihevaves. The ~ Standardized. Because this was a saturated model, the i¢ésd

same applies to Study 2 and to Study 3. were perfect.
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Cross-Sectional Analyses well as the other lagged measures was de ned. We allowed
First, we set up a cross-sectional model to test H1, and tthe observed measures to covary within each time point. Thus,
determine the size of the association between job safigfact all constructs were represented as potential antecedentasand
and life satisfaction at T1 and T2. We controlled for age angotential consequences of all other constructs, while coriigll
gender. At T1 Eigure 1), we found that job satisfaction was for stability e ects. Values o2 were also acceptablp € 0.001)
signi cantly and positively related to life satisfactiamD 0.43, ranging from 0.49 (life satisfaction) to 0.43 (job satiftag

p< 0.001. At T2Figure 1), job satisfaction was also signi cantly (p < 0.001). We found that job satisfaction was a signi cant
and positively related to life satisfaction,D 0.49,p < 0.001. and positive prospective predictor of life satisfactibr) 0.21,
These results show a medium e ect sizeofien, 199pfor the p < 0.01. In addition, we found that life satisfaction was a
association between job and life satisfaction, supportingaitil signi cant and positive prospective predictor of job satisfanti

both T1 and T2. b D 0.23,p < 0.001. These results show that longitudinally, job
o _ satisfaction predicts life satisfaction and vice versa, sdpgp
Longitudinal Analysis H2. Importantly, the prospective bi-directional link remaihe

We used a cross-lagged longitudinal design to disentartge t above and beyond all our control variables. Paths are regorte
causal direction between job satisfaction and life sati&fa, in Figure 2

aiming to test H2 and H3. Here, we controlled for age and

gender, but also for education, economic sector, workingaar ) ) ]

managerial functions, net monthly personal income, and neStudy 1 Brief Discussion

monthly family income. A two-factor model where each T2Study 1 supported H1 and H2, but also allowed us to

measure was regressed on both its own lagged measure tagkle several limitations found in the previous literature
Supporting the spillover hypothesisd(t et al., 1989; Rain et al.,
1991; Bowling et al., 20),0we found a cross-sectional and

TABLE 1 | Descriptives and inter-correlations between alls  tudy 1 causal positive bi-directional link between jOb satisfawtand

variables. life satisfaction among workers from Chile. Importantly,eth

correlational and longitudinal links were found while coalling

Scalerange M SD ! 2 % % for several demographic and confounding variables not asses
TIME 1 in previous research (age, gender, education, marital Statu
1. Gender 153 050 salary, etc.). Indee;l]udge and Watanape (19gaygqed that
2. Age 3976 861 012+ when stuglylng the I|n_k betvv_een job and life satisfactiorg ﬂ$e
3. Life Satisfaction 0-10 814 147 004 012+ pf extensive controls is cru0|al._ Indee_d, our results sag@xkln_g
4. Job Satisfaction 0-10 760 201 004  022% 045 into accour!t the d.emo.graphl.c varlabl_es as contrgl_varlables
FIVE S when studying the job-life satisfaction link. Finally, itwsorth
mentioning that a limitation of Study 1 design is that it did
1. Gender 156 0.50 . . . L.
5 Age 2047 1073 022w not allow testing a third variable that may be driving the
' Ag o ' ' i mentioned link. Thus, in Study 2 we tested the confounding
3. Life Satisfaction 0-10 8.10 1.19 0.02 0.14* . . . .
4 Job Satisfact 010 caa 187 003 021 050 in uence of need satisfaction at work, whereas in Study 3 we
op satistaction - ' ' el ' tested the confounding in uence of need satisfaction in g
*p < 0.05; *p < 0.01. life setting.

TABLE 2 | Descriptives and inter-correlations between all s tudy 1 variables, at Time 1 (T1) and Time 2 (T2) (longitudinal da  ta).

Scale range M SD 1 2 3 4 5 6 7 8 9 10 11 12
1. Gender 1.56 0.50
2. Age 40.16  9.17  0.13
3. Education 5.30 0.96 0.13 0.02
4. Managerial functions 1.42 050 0.16* 0.26** 0.04
5. Working area 5.72 2.17 0.07 0.15* 0.01 0.17*
6. Economic sector 15.98 5.11 0.22** 0.01 0.09 0.06 0.10
7. Monthly personal income (US$) 3401.66 2878.96 0.18*  0.42* 0.04 0.35** 0.10 0.12
8. Monthly family income (US$) 5789.29 3664.34 0.08 0.18* @5 0.32** 0.05 0.04 0.62**
9. Life Satisfaction T1 0-10 8.33 1.14 0.04 0.21* 0.09 0.10 0.03 0.03 0.10 0.18*
10. Job Satisfaction T1 0-10 7.66 1.89 0.01 0.18* 0.04 0.12 0.00 0.05 0.19** 0.25** 0.49**
11. Life Satisfaction T2 0-10 8.19 112  0.09 0.07 0.06 0.17* 0.02 0.00 0.15* 0.19* 0.56** 0.43**
12. Job Satisfaction T2 0-10 7.50 1.84  0.02 0.21** 0.03 0.21* 0.04 0.02 0.15* 0.19* 0.46** 0.58** 0.52**

*p < 0.05; *p < 0.01.
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FIGURE 1 | Study 1. Structural correlational model for the association betweejob satisfaction and life satisfaction at Tl and T2. T2 datare in brackets. Coef cients
shown are standardized paths.T1, Time 1; T2, Time 2. *p*< 0.001.
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FIGURE 2 | Study 1. Structural longitudinal model for the association betweefpb satisfaction and life satisfaction. Coef cients shown ge standardized paths. Error
terms and covariances are not shown to enhance visual clayit Tl, Time 1; T2, Time 2. *{§ < 0.001.

STUDY 2 to take part in a research project where the core measureséor th
Method present paper were collected (job satisfaction, life satisfaand
etho need satisfaction at wofk A university in Santiago provided

Procedure . . a mailing list for both Study 2 and Study 3. Participants were
Study 2 followed the same ethical rules as Study 1. We utilize

a cross-lggged IongltL_JdlnaI design Wlth 4 weeks betweetmtbe “We also collected measures of need frustration, materialism, work outcome
Obse'ivauons and a wide sample of Ch'_lean worker ‘?‘dl:"ts- at t.h(engagement, burnout, etc.), gratitude and bene cence, bey tire not relevant
baseline (September 2016; T1), participants were invitechenli to the present research.
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informed that the project was part of a longitudinal study anditems: four for autonomy (“I feel my choices on my job express
were asked for their consent to participate in future waveswho | really am”), four for competence (“At work, | feel capable
Four weeks later (October 2016; T2), the same participants weat what | do”), and four for relatedness (“At work, | feel cauied
asked to complete another online survey with identical measu  with people who care for me, and for whom | care”). Participants
Respondents received an introductory email containing afbrierated these statements on a 7-point Likert-type scale ranging
description of the study, along with a web link to the surveyfrom 1 (not at all true)to 7 (very true).The internal reliability
created using Qualtrics software. of the need satisfaction scale was good, both atarD (0.90)
We followed a key rule for collecting T1 and T2 data. Theand T2 @ D 0.90).Chen et al.'s (20143cale has shown good
survey was kept open for only 1 week, and every working dagsychometric properties and demonstrated that the items load in
a polite reminder was sent to those respondents who had nat single factor. Thus, we calculated a need satisfaction swaga
answered. Both our cross-sectional data at W1{ 725) and by averaging its 12 indicators.
T2 (N D 275), and our longitudinal data\ D 274) ful lled the
required minimum sample size according to our power analysifResults

mentioned previously. Data Analysis
All constructs were measured at T1 and T2. Descriptive stedist
Sample and intercorrelations for all the study variables are shown

In total, 725 Chilean worker adults (47.9% female) aged f2dm in Table 3 (cross-sectional analyses) aifidble 4 (longitudinal
to 72 years (Mean ade 38.03;SDD 10.01) nished the whole analysis). We used AMOS 22 software (Amos Development
survey and completed our T1 measures. At T2, 275 participantSorporation, Florida, USA) to estimate an autoregressivesro
(47.3% female) aged from 21 to 72 years (Meana88.69;SD  lagged model through path analysiSiikel, 199% We used full
D 10.24) answered our core measures (37.93% response rateaximum likelihood estimation in all our analyses. Becaine
Finally, 274 workers (47.1% female) aged from 21 to 72 yeawgs a saturated model, the tindices were perfect.
(Mean agéb 39.75SDD 10.20) answered both waves.

All constructs used in Study 2 showed acceptable distrilnstio Cross-Sectional Analyses
(George and Mallery, 20).0Skew values were acceptable for lifeFirst, we set up a cross-sectional model. At T1 (Supplementary
satisfaction (T1: 1.14; T2: 0.98), job satisfaction (T1:0.69; Figure 1), we found that job satisfaction was signi cantlyda
T2: 0.91) and need satisfaction at work (T10.53; T2: 0.62). positively related to life satisfactioy D 0.30,p < 0.001.
Kurtosis values were acceptable for life satisfaction (BR;I'2: Thus, H1 was supported at T1. Then, to test H3, we included
0.91), job satisfaction (T1:0.13; T2: 0.62) and need satisfactionneed satisfaction in the model. We allowed need satisfiactio

atwork (T1: 0.09; T2: 0.04). to predict both job and life satisfaction. We found that need
satisfaction was positively associated with both life fati®n,
Measures b D 0.40,p < 0.001, and job satisfactiob,D 0.64,p < 0.001.

Job satisfaction and life satisfaction were measured ugiag tin support of H3, when need satisfaction was included in the
same single items used in Study 1. However, in this study, theodel, the path between life and job satisfaction becomes non-
job satisfaction question was answered on a scale from 1 to igni cant, b D 0.06,p D 0.09 (Supplementary Figure 2). At T2
Need satisfaction was measured using the Satisfactiorsitdm (Supplementary Figure 1), we found that job satisfaction was
the Need Satisfaction and Frustration scales adapted to ¢inke w signi cantly and positively associated with life satisfawt b D
context Chen et al., 2004 The satisfaction subscale included 120.40,p < 0.001. Thus, H1 was also supported at T2. Then, to

TABLE 3 | Descriptives and inter-correlations between all s tudy 2 variables.

Scale range M SD 1 2 3 4 5
TIME 1
1. Gender 1.48 0.50
2. Age 38.30 10.01 0.20**
3. Life Satisfaction 0-10 7.82 1.72 0.04 0.03
4. Job Satisfaction 1-7 5.02 1.34 0.02 0.15** 0.30**
5. Need Satisfaction at Work 1-7 5.45 0.94 0.03 0.14** 0.40** 0.64**
TIME 2
1. Gender 1.47 0.50
2. Age 39.69 10.24 0.15*
3. Life Satisfaction 0-10 7.86 1.53 0.00 0.09
4. Job Satisfaction 1-7 5.07 1.29 0.00 0.24** 0.40**
5. Need Satisfaction at Work 1-7 5.45 0.91 0.00 0.20** 0.42** 0.73**

*p < 0.05; *p < 0.01.
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TABLE 4 | Descriptives and inter-correlations between all s tudy 2 variables, at Time 1 (T1) and Time 2 (T2) (longitudinal da  ta).

Scale range M SD 1 2 3 4 5 6 7 8
1. Gender 1.47 0.50
2. Age 39.75 10.20 0.15*
3. Life Satisfaction (T1) 0-10 7.89 1.58 0.05 0.04
4. Job Satisfaction (T1) 1-7 5.05 1.30 0.07 0.27** 0.28**
5. Need Satisfaction at Work (T1) 1-7 5.53 0.89 0.02 0.22** @al1x* 0.59**
6. Life Satisfaction (T2) 0-10 7.86 1.54 0.01 0.09 0.69** 0.28** 0.35*
7. Job Satisfaction (T2) 1-7 5.08 1.29 0.00 0.23* 0.31** 0.6** 0.63** 0.40**
8. Need Satisfaction at Work (T2) 1-7 5.45 0.91 0.01 0.19** Q7+ 0.49** 0.79** 0.42%* 0.73*

*p < 0.05; *p < 0.01.

test H3, we included need satisfaction in the model. We foundTait et al., 1989; Rain et al., 199More importantly, taking a
that need satisfaction was positively associated with biéeh | bottom-up approach Diener and Tay, 20)2we found that the
satisfactionp D 0.42,p < 0.001, and job satisfactioh,D 0.74, cross-sectional and longitudinal links between job satibn
p < 0.001 (Supplementary Figure 2). In support of H3, wherand life satisfaction was mediated by need satisfactioncsk w
need satisfaction was included in the model, the path betwegeci and Ryan, 2000This key nding supports H3. However,
life satisfaction and job satisfaction, although stillnsigant, = despite the important results of Study 2, it only tested the
decreased by almost half of its original valo® 0.16p< 0.10.  confounding role of need satisfaction in job settings. Ttsidy

3 is aimed to test the role of need satisfaction in general lif
Longitudinal Analysis settings.
First, we started with a structural cross-lagged reciprovadiel
for our core variables (job and life satisfaction), follogithe TUDY 3
same strategy as for Study 1. Second, we allowed the thr§e
measures to covary within each time point, and we modele@ljethod
lagged paths from each of the three measures to all thrgsigcedure

measures at each successive time point. Therefore, allrootsst Study 3 followed the same ethical rules as Study 1 and Study
were represented both as potential antecedents and potentigl \we used a cross-lagged longitudinal design with 4 weeks
consequences of all other constructs, while controlling fopenyeen the two observations and a sample of Chilean working
stability e ects. Supporting H2, we found that job satisfantio aqy|ts. At the baseline (September 2016; T1), participants wer
was a positive prospective predictor of life satisfactibnD  inyited online to take part in a research project including e
0.09,p < 0.05, and that life satisfaction was a signi cant andmeasures for the present paper (job satisfaction, life setisfa
positive prospective predictor of job satisfactidnD 0.14,p  and need satisfactiom life5). Participants were informed that

< 0.001 Figure 3. R was good for job satisfaction (0.43) and the project was part of a longitudinal study and were asked for
life satisfaction (0.53). Given the important role hypotizesi by {hejr consent to participate in future waves. All T1 participant
need satisfaction at work in the job-life satisfaction ti@laship, \yere sent a further email in October 2016 (T2). Thus, 4 weeks
we tested a structural model to establish whether needaetisn  |5ter (October 2016; T2), the same participants were asked
in uenced both variablesRigure 4). In this new modelR* was o complete another online survey with identical measures.
good for job satisfaction (0.50), life satisfaction (0,%8)d need  Respondents were sent an introductory email containing & brie
satisfaction at work (0.62). We found that need satisfactd description of the study, along with a web link to the survey
work was a signi cant and positive prospective predictor of jobereated using Qualtrics software.

satisfactionp D 0.35,p < 0.001 and that life satisfaction was a  \ye followed the same rules as in Study 1 for collecting T1 and
signi cant and positive prospective predictor of need sati$®C T2 gata. Both our cross-sectional data at IR 703) and T2K

at work, b D 0.08,p < 0.05. They were the only signi cant p 263) and our longitudinal data\ D 258) ful lled the required
paths. Importantly, after controlling for need satisfactatrwork,  minimum sample size according to the power analysis.

the reciprocal link between job satisfaction and life satisbn Almost all constructs used in Study 3 showed acceptable
becomes non-signi cant, supporting H3. Indeed, job satitac  gjstriputions (George and Mallery, 20).0Skew values were
did not predict life satisfaction longitudinallyp D 0.07,p D acceptable for life satisfaction (T1:1.30; T2: 1.60), job
0.17 and similarly, life satisfaction did not predict jobis&ction  gatisfaction (T1: 0.83; T2: 0.87), and need satisfaction in life
longitudinally, b D 0.06,p D 0.13 when controlling for need (T1: 1.14; T2: 1.61). Kurtosis values were acceptable for life
satisfaction at work. satisfaction (T1: 2.06; T2: 2.68), job satisfaction (T24,0T2:

StUdy 2 Brief DISCUSSI.On . 5We also collected measures of ourishing, pro-social behavior, benee, work
The results of Study 2 replicated the ndings of Study 1, thugytcomes (engagement, burnout, etc.), and gratitude, but theyat relevant to
supporting H1 and H2, and, in turn, the spillover hypothesisthe present research.
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FIGURE 3 | Study 2. Structural longitudinal model for the association betweefpb satisfaction and life satisfaction. Coef cients shown ge standardized paths. Error
terms are not shown to enhance visual clarity. T1, Time 1, TZ/ime 2. **p < 0.001.

FIGURE 4 | Study 2. Structural longitudinal model for the association betweelpb satisfaction and life satisfaction, and need satisfa@in at work. Coef cients shown
are standardized paths. Error terms are not shown to enhanceisual clarity. T1, Ti me 1; T2, Time 2. *pr< 0.001.

0.01). However, Kurtosis values for need satisfactioriemiere  in Table 5 (cross-sectional analyses) amdble 6 (longitudinal

acceptable at T1 (1.86), but not at T2 (4.37). analysis). We used AMOS 22 software (Amos Development
Corporation, Florida, USA) to estimate an autoregressivesro
Sample lagged model through path analysfsitkel, 199% We used full

In total, 703 Chilean working adults (43.2% female) agechfro maximum likelihood estimation in all our analyses. Becathée
21to 69 years (Mean a@®38.45SDD 9.59) nished the whole was a saturated model, the tindices were perfect.

survey and completed our T1 measures. At T2, 263 participants

(44.5% female) aged from 23 to 68 years (Mean@g29.32; Cross-Sectional Analyses

SDD 9.72) answered our core measures (37.41% response rafé)st, we set up a cross-sectional model. At T1 (Supplementary
Finally, 258 workers (44.6% female) aged from 23 to 68 yeaksgure 3), we found that job satisfaction was signi cantlyda

(Mean ageéd 39.10SDD 9.63), answered both waves. positively related to life satisfactiolp D 0.52,p < 0.001.
Therefore, H1 was supported at T1. To test H4, we included
Measures need satisfaction in the model. We allowed need satisfa¢tio

Job satisfaction was measured using the same single items ugeddict both job satisfaction and life satisfaction (Supplatagy

in Study 2. Life satisfaction was measured using the sangéesin Figure 4). Need satisfaction was positively associated with bo
items used in Study 1. Need Satisfactionlife was measured life satisfactionb D 0.47,p < 0.001, and job satisfactioty,
using the items of the Need Satisfaction and Frustrationesca D 0.72,p < 0.001. However, in support of H4, when need
but in its original version, which aimed to explore life sats  satisfaction was included in the model, the path between job
(Chenetal., 2004 The internal reliability of the need satisfaction satisfaction and life satisfaction decreased by almostdiats
scale was good, both at Ta D 0.90) and T24 D 0.93). We  original value,b D 0.30,p < 0.001. At T2 (Supplementary
calculated a need satisfaction mean score by averaging i1 Figure 3), we found that job satisfaction was signi canttyda

indicators. positively related to life satisfactioly D 0.66, p < 0.001.
Thus, H1 was supported at T2. To test H4, we included need

Results satisfaction in the model (Supplementary Figure 4). We found

Data Analysis that need satisfaction was positively associated with bogh lif

All constructs were measured at T1 and T2. Descriptive siedis satisfactionp D 0.77,p < 0.001, and job satisfactioh,D 0.66,
and intercorrelations for all the study variables are showrp < 0.001. In support of H4 at T2, when need satisfaction was
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TABLE 5 | Descriptives and inter-correlations between all s tudy 3 variables.

Scale range M SD 1 2 3 4 5
TIME 1
1. Gender 1.44 0.50
2. Age 38.45 9.59 0.20**
3. Life satisfaction 0-10 7.71 1.91 0.06 0.09*
4. Job satisfaction 0-10 6.69 2.40 0.12** 0.18** 0.52**
5. Need satisfaction in life 1-7 5.91 0.80 0.05 0.07 0.72** 0.47**
TIME 2
1. Gender 1.44 0.50
2. Age 39.32 9.72 0.17**
3. Life satisfaction 0-10 7.70 2.16 0.14* 0.17**
4. Job satisfaction 0-10 6.71 2.61 0.18** 0.25* 0.66**
5. Need satisfaction in life 1-7 5.90 0.91 0.14* 0.18** 0.77* 0.66**

*p < 0.05; *p < 0.01.

TABLE 6 | Descriptives and inter-correlations between all s tudy 3 variables, at Time 1 (T1) and Time 2 (T2) (longitudinal da  ta).

Scale range M SD 1 2 3 4 5 6 7 8
1. Gender 1.45 0.50
2. Age 39.10 9.63 0.17**
3. Life satisfaction (T1) 0-10 7.76 1.98 0.13* 0.13*
4. Job satisfaction (T1) 0-10 6.74 2.47 0.18** 0.22** 0.62**
5. Need satisfaction in life (T1) 1-7 591 0.81 0.14* 0.16** 0.74** 0.55**
6. Life satisfaction (T2) 0-10 7.69 217 0.15* 0.17** 0.85** 0.57** 0.73**
7. Job satisfaction (T2) 0-10 6.68 2.62 0.19** 0.24** 0.59** 0.75** 0.63** 0.66**
8. Need satisfaction in life (T2) 1-7 5.89 0.91 0.15* 0.17** 0.67** 0.53** 0.84** 0.77** 0.66**

*p < 0.05; *p < 0.01.

included in the model, the path between life and job satisgbact 0.22,p < 0.001. Moreover, we found that job satisfaction was a
decreased to almost half of its original valde,D 0.32,p signi cant and positive prospective predictor of need satitfsc

< 0.001. in life, b D 0.09,p < 0.05. No other signi cant prospective
paths were found. After controlling for need satisfactiohe t
Longitudinal Analysis reciprocal link between job satisfaction and life satiséact

First, we started with a structural cross-lagged reciprocadiel became non-signi cant, supporting H4. We found that job
for our core variables (job and life satisfaction), follogithe satisfaction does not predict life satisfaction longitually, b D
same strategy as for Study 2. Second, we allowed the thre®5pD 0.21 and life satisfaction does not predict job satisfaction
measures to covary within each time point, and we modeletbngitudinally,b D 0.08,p D 0.99, when controlling for need
lagged paths from each of the three measures to all thrematisfaction.

measures at each successive time point. Thus, all constructs ) . )

were represented as potential antecedents and consequen&d#idy 3 Brief Discussion

of all other constructs, while controlling for stability eces. Study 3 results also replicated Study 1 ndings, thus supporting
Supporting H2, we found that job satisfaction was a positivédl and H2. In addition, taking a top-down approachi¢ller
prospective predictor of life satisfactiompD 0.08,p< 0.05,and €t al., 200}, it was found that the cross-sectional and causal
that life satisfaction was a signi cant and positive prospezti bi-directional positive link between job satisfaction ariée |
predictor of job satisfactionb D 0.18,p < 0.001 Figure5). satisfaction is rooted in need satisfaction in lifge(ci and Ryan,

RZ was good for job satisfaction (0.56) and life satisfactior?000. This key nding supports H4.

(0.70). Then, given the role hypothesized by need satisfacti

in the job-life satisfaction relationship, we ran a struegur GENERAL DISCUSSION

equation model to assess whether need satisfaction in egnc

both variables aiming to test H4F{gure 6). In this model,R2  So, returning to our initial question—Are job satisfactiamd
was good for job satisfaction (0.60), life satisfactiomZp.and life satisfaction related?—we can say that despite thediioits
need satisfaction (0.71). We found that need satisfactiolifé  of previous research, three hypotheses have emerged to explain
was a signi cant and positive prospective predictor of both jobtheir possible associationR@in et al., 1991; Heller et al.,
satisfaction,b D 0.29,p < 0.001 and life satisfactioly D 2002 p. 288): the segmentation, compensation, and spillover
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FIGURE 5 | Study 3. Structural longitudinal model for the association betweefpob satisfaction and life satisfaction. Coef cients shown ge standardized paths. Error
terms are not shown to enhance visual clarity. T1, Time 1; TZ/ime 2. **p < 0.001.

FIGURE 6 | Study 3. Structural longitudinal model for the association betweelpb satisfaction and life satisfaction, and need satisfagn at life. Coef cients shown
are standardized paths. Error terms are not shown to enhanceisual clarity. Tl, Time 1; T2, Time 2. *f¥*< 0.001.

hypotheses. The segmentation hypothesis suggests that thereHowever, a novel contribution of our research is the fact
is no association between both variables. The compensatidhat the association between job satisfaction and lifestadfion
hypothesis states that either high job satisfaction or higen | may be spurious, and that a third variable could have an
satisfaction compensates for the dissatisfaction in theeoth e ect: basic need satisfactio®¢ci and Ryan, 2000Across two
area (i.e., there is a negative association). Finally, piiower  longitudinal studies (Studies 2 and 3), we can see that wieed n
hypothesis claims that both variables are positively assatia satisfaction isincluded at the same time as job satisfiaetial life
We have tested these hypotheses through three studies ingolv satisfaction, the job-life satisfaction bi-directionailkibecomes
both cross-sectional and longitudinal analysis among woskn  non-signi cant over time. These results were found usingtbot
Chile. a bottom-up approach (Study 2: need satisfact@mwork) and
Consistently, Study 1, Study 2, and Study 3 showed that jod top-down approach (Study 3: need satisfactiongeneral
satisfaction and life satisfaction are positively relatethlzross- life settings This “spurious association” hypothesis has been
sectionally and longitudinally bi-directionally, thus supfing  proposed beforeHeller et al., 2002; Rode, 200but only with
the spillover hypothesis. Study 1 found that job satisfactiomegard to personality variables as mediators (e.g., Big Eore
predicts increases in life satisfaction, which in turn prédic self-evaluations). However, our researchis the rst apéeto test
increases in job satisfaction, and vice versa, therebyticgea the role of the psychological needs for autonomy, competence
virtuous circle in both individual and organizational wddeing. and relatedness as stated by self-determination thedryci(
Importantly, the link holds when controlling for age, gender and Ryan, 2000 The results show that need satisfaction plays
education, economic sector, working area, managerialtions, a key role in the process. Thus, our results support previous
net monthly personal income, and net monthly family income.theorizations and ndings in that a third variable may be drg
Thus, Study 1 aimed to approachudge and Watanabe (1993) the job-life satisfaction link.
suggestion. He stated that when studying the link betweén jo Studying Chile allows us to extend previous research mostly
and life satisfaction, the use of extensive controls is iatuc done inthe Western world. Our aim is for our results to be alole t
Studies 2 and 3 replicated the ndings of Study 1 in independenhelp companies to develop strategies not only for protectiregrt
samples. Therefore, our results support the spillover hypothes&mnployees' mental health, but also for improving the employees'
in the case of Chile and also show that this relationship igjuality of life and happiness. Indeed, this issue is especially
bi-directional. important in Chile, a country where the Ministry of Labor has
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recently warned that employees are in danger of serious rhentéfe-long learning, autobiographical reasoning, meaningking,
health problems lutual de Seguridad, 20).5In addition, as and building resilience). In life settings, for example, the
mentioned previously, due the strong link between life/jobdevelopment of self and re exivity are additional key eletisen
satisfaction and productivity, we hope our ndings may alsoin this process. Further, the authors developed tPesitive
help companies to increase their pro tability and sustaitiépi Self and Relational ManagemefRS&RM) model and found
(Diener and Tay, 2012; Montero and Vasquez, 9015 that Positive Lifelong Life Management (e.g., hedonic and
eudaimonic well-being), Positive Lifelong Self-Managenterf.,

. L individual level resources and self-insight in the work tzxt),
Practical Implications for People and and Positive Lifelong Relational Management (e.g., refatio
Organizations adaptation in work and life) are the key resources that people
What can be drawn from our research? Job satisfactioshould develop for happier lives and jobs. Other psychological
and life satisfaction are strongly related to several dbefr resources for protecting and promoting well-being have been
outcomes both in life and at work(iener and Tay, 2002 explored recently. For exampl®, Fabio and Kenny (2016b)
For example, whereas job satisfaction has been associdated wias shown that trait of emotional intelligence is assodatéh
higher job performance, organizational citizenship bebegind  higher life satisfaction, above and beyond uid intelligenand
life satisfaction and lower absenteeism and turnover itites  personality traits. In additionPi Fabio and Palazzeschi (2015)
(Heller et al., 2002; Erdogan et al., 2))llife satisfaction has have explored the role of resilience (among other variabtesy
been associated with higher career satisfaction, organied ~ show that resilience is associated with higher life satifa
commitment and job satisfactionD{ener and Tay, 20)2Our  above and beyond uid intelligence and personality trait.
results show a key mechanism which companies may use if All the skills mentioned previously draw upon psychological
they wish to have happier and more engaged and productiveesources, and when developed, could help employees to foster
workers: organizations should help employees to satisfir thetheir well-being both in life and at work. This process would
psychological needs for autonomy, competence, and relassdnecomplement the powerful role of need satisfaction. Thus, based
Further, companies should help workers to feel that theiron previous ndings, future perspectives for intervention tu
behavior is volitional and meaningful (autonomy satisfacj;  focus not only on the satisfaction of the needs for autonomy,
that they are e ective and e cient in their behavior (competem competence and relatedness, but also on developing career
satisfaction) and feel connected, appreciated and undedstoonanagement and self-management skills, as well as emotional
by important others (relatedness satisfaction) as stateddlfy intelligence and resilience. A few programs have emerged
determination theory Deci and Ryan, 2000; Van den Broeckrecently in Chile for dealing with the promotion of well-being
etal., 201p in the workplace. For instance, the Universidad Adolfo Ibafiez

Therefore, helping workers to feel that they are able to decidhas launched a Graduate Program in Organizational Happiness,
what to do, as well as feeling good at daily activities, andiga  the Diploma en Felicidad OrganizaciondDFO; UAI, 2019.
meaningful and deep relationships with people who is importanfThe DFO has become a successful program aimed at training
for them, are key nutrients for satisfying their psychol@jic managers and consultants in the business skills and psygicalo
needs, making them more satis ed not only with their livesfb resources needed for promoting well-being both in their lives
also with their jobs [Deci and Ryan, 2000; Van den Broeck et al.and in their companies. In addition, the Chilean Ministry of
2016. Thus, when companies help employees to satisfy thelrabor has developed an instrument for measuring mental healt
needs for autonomy, competence and relatedness, orgamzati risks in the work place, calleBrotocolo de Vigilancia de Riesgos
might start a virtuous circle of ourishing both in employees Psico-sociale@/INSAL, 2017. Depending on the companies'
lives and at work. However, a vicious circle is also possible. tesults with regard to employees' mental health, companies
employees feel low need satisfaction, or even worse, fe¢htia  could be forced by law to implement programs to protect their
psychological needs are frustratedh@nue et al., 2014; Van den employees' happiness.

Broeck et al., 20)6companies may start a dangerous circle of

employees' unhappiness. Limitations and Future Research
Despite previous arguments supporting the importance oWe should acknowledge some limitations in our research.
need satisfaction, recent research by Di Fabio and colésa@u First, all our measures are self-reported, which incredses t

Fabio and Palazzeschi, 2015; Di Fabio and Kenny, 201basb risk of common-method bias. However, self-report measures
highlighted the importance of other employees' psychologicadre justi able when studying constructs that are self-refgial,
resources (life resources and job resources) for promotinguch as job satisfaction, life satisfaction and need aatish
both job satisfaction and life satisfactioni Fabio and Kenny (Van den Broeck et al., 20).6In addition, we put in place
(2016a) recognize that decent work and well-being requireseveral a priori controls odsako et al., 2003; Conway
the needs for “power, relationship, and self-determinati®@” and Lance, 20)0in order to mitigate common-method bias:
be satis ed (similarly to self-determination theory postiglg). protecting respondent anonymity, explaining that there would
However, there are a set of additional exible life and workbe no right or wrong answers, and allowing participation
skills that also need to be developed. In work settings, foat the location of the respondents’ choice (home, o ce,
example, career management and self-management skills a&t.). Nonetheless, future research could consider using an
crucial (e.g., maintaining their employability, intentiality, additional source of data, such as asking “signi cant o#fier
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to triangulate information, although previous researdhe(ler AUTHOR CONTRIBUTIONS

et al., 200p has shown that self-report measures of job

satisfaction and life satisfaction do not dier Signi Cayﬂ All authors listed have made SUbStantial, direct and iettlhal
from measures collected from “signi cant others” whictvgg ~contribution to the work. WU, MG, DC, JO and AM
support to the use of self-reported information in our three conceptualized the study, chose the theoretical framewatk a
studies. measures. WU, MG and DC designed overall study. All authors

Second’ fo"owing our rst concern, the use of Se|f-rep0rtedNr0te several sections of the initial draft, carried OU“&BB and
data may be problematic due to shared method variancdnterpreted results. All authors wrote, read and revised tia
However, in our longitudinal analyses, we modeled stabilitypaper and approved it for publication.
paths from all T1 to all T2 measures. This procedure helps to
avoid the possibility that shared method variance might iea FUNDING
the cross-lagged paths across time. Third, given that thatgre
majority of our participants were all university graduatess w WU thanks the Chilean Comision Nacional de Investigacion
should be cautious about generalizing these ndings to pporeCienti ca y Tecnoldgica. Studies 1, 2, and 3 are part of a serie
and less educated groups. Fourth, and nally, despite thengtro of papers funded by the Chilean Fondo Nacional de Desarrollo
evidence showing that job satisfaction is a temporal antesed Cientico y Tecnolégico (Fondecyt Iniciacion) Project °N
of life satisfaction and vice versa—and that need satisfact 11160389.
explains this link, our longitudinal design still does notewut
the possibility of a third, di erent, unmeasured variable tha ACKNOWLEDGMENTS
in uences both constructs.

Importantly, despite the previous limitations, our results The authors thank UAI Open, which provided us with all the
considerably strengthen the case not only for a causal path fr relevant mailing lists required in order to collect the datets
job satisfaction to life satisfaction, but also for the aanfding  used in this research.
role of basic need satisfaction in the link mentioned. We
presented the rst research to date in a Latin American cohtex SUPPLEMENTARY MATERIAL
showing that job satisfaction and life satisfaction aremexcally,
positively and prospectively linked to each other, but that thelThe Supplementary Material for this article can be found
link may be spurious due to the important role played by neednline at: http://journal.frontiersin.org/article/10389/fpsyg.
satisfaction. 2017.00680/full#supplementary-material
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