Job Satisfaction: An Empirical Study of What Matters Most?
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Attracting and retaining employees is possibly the greatest challenge for any employer. Often the right blend of salary,
benefits, culture, relationships, and working conditions are the deciding factors. But, are what are the factors, how
satisfied are the workers with them and important are these factors to the workers. To answer these questions over
three hundred respondents were surveyed to ascertain their level of satisfaction and importance on a variety of
common workplace factors. Five intrinsic and five extrinsic work factors were evaluated. The responses were analyzed
in total, and on the basis of gender, ethnicity and income level to ascertain if statistically significant differences
emerged. Some surprising results were found signifying that salary, while important, is not the only component for
employee satisfaction.

Keywords: Intrinsic, Extrinsic, Work Satisfaction, Importance, Hertzberg

1. Introduction
Finding and retaining talent is a critical need for nearly every business and organization. Some employers offer pay higher
than their competitors, while others seek to mollify their workforce with extravagant benefits, and some focus on creating an
atmosphere which is reflective of their culture. Human Resource departments are desperate to find the magic formula to
attract and retain their labor force. However, are the items being offered valued by employees and are the workers satisfied
with those factors? Earning a wage to satisfy human wants and needs is often the paramount consideration since very few are
independently wealthy and must work. But is pay alone the only factor?

Job satisfaction is regarded as an extension of achievement, advancement, recognition, responsibility, and the work itself
(Lundberg, Gudmundson, & Andersson, 2009). When these five factors, called growth factors, exist within a job, the
individuals’ basic needs will be fulfilled. The result leads to workers being more satisfied with their jobs and performing
better (Herzberg, Mausner, & Snyderman, 1993). These factors are also called intrinsic factors (Lundberg et al., 2009).
Conversely, Herzberg et al. (1993) indicated that job dissatisfaction results from an entirely different group of work factors,
all of which relate to the external environment in which the work is performed. For instance, company policy, interpersonal
relationships, job security, working conditions, pay, and benefits are all correlated with job dissatisfaction (Lundberg et al.,
2009). The factors that lead to dissatisfaction are called hygiene factors, or extrinsic factors, and when properly provided, can
aid in removing dissatisfaction and improving performance up to a point (Miner, 2015). However, Miner (2015) noted
hygiene factors don’t usually increase a person’s job satisfaction or performance in that job. In order to achieve these goals,
companies must instead focus on growth factors which lead to an increase in satisfaction (Miner, 2015). This means that
hygiene factors should exist within a job, but that these factors will mainly keep workers from being dissatisfied. Beyond that,
the focus needs to be on the intrinsic aspects of the work itself, the growth factors, in order for workers to have increased job
satisfaction.

Purpose

The purpose of this study is to assess the satisfaction of several factors common in the workplace, and then compare the
employee’s satisfaction with those factors. In addition, the independent variable of gender, ethnicity, and salary level will also
be tested to ascertain if they influence the results

The following research hypothesis has guided this study.

H1: Males will rate their satisfaction with work factors higher than females.

H2: Caucasians will rate their satisfaction with work factors higher than Non-Caucasians

H3: Workers earning more than $50,000 will rate their satisfaction with work factors higher than workers earning less than
$50,000.

H4: Females will rate the importance of work factors higher than males.

HS5: Non-Caucasians will rate the importance of work factors higher than Caucasians

H6: Workers earning less than $50,000 will rate the importance of work factors higher than workers earning more than
$50,000.

H7: Participants will rank the importance of factors higher than their satisfaction of those factors.

H8: Females will rank the importance of factors higher than their satisfaction of those factors.

H9: Non-Caucasians will rank the importance of factors higher than their satisfaction of those factors.
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2. Literature Review
Work Factors
As indicated by Schwartz (1999), work factors are goals or rewards that a person looks to gain from their job. Studies have
established that work factors are able to forecast a person’s work behaviors and work outcomes (O’Brien, 1992).
Additionally, both loyalty and job satisfaction have been found to be significantly correlated with work factors (Vansteenkiste
et al., 2007). Frieze, Olson, Murrell, & Selvan, (2006) also found that some values were associated with higher earnings and
job performance.

Knoop (1994) noted that work factors are broken down into two categories: extrinsic factors and intrinsic factors. While

extrinsic factors include pay and job security, intrinsic factors include achievement and responsibility.
Work factors can vary based on both individual and cultural characteristics (Lebo, Harrington, & Tillman, 1995). Lebo et al.
(1995) explained that certain work factors were found to be similar among individuals around the globe, while other work
factors may be insignificant to a particular group of people due their culture. For instance, some facets of work factors for
individuals in the United States may not be important in other cultures (Lebo et al., 1995).

Independence and individualism are core components of culture in the U.S. (Haslett & Leidel, 2015). Consequently, as
indicated by Haslett and Leidel (2015), work achievement, individualized work, and competition are highly valued by
workers in the United States. Assisting others, finding fulfillment in work, flexibility within the job hours and tasks, and
suitable pay are some of the job characteristics that are most important to employees (Jones, 2006). The same study also
found the most disliked features of a job to be low salary, inadequate managers, and dull work.

Extrinsic work factors are said to be most important among workers in the United States (Duffy & Sedlacek, 2007; Haslett
& Leidel, 2015). A recent study noted that workers in the U.S. believe that job security is the most important work factor
(Lee, Terada, Shimizu, Lee, & Lee, 2017). Even so, it seems that disparities are present in individuals’ personal work values.
Dufty and Sedlacek (2007) argued that the development of personal work values is contingent upon both gender and
individual background.

Gender

Gender is one variable that may affect the development of personal work factors. Haslett and Leidel (2015) found that in a
study of 51 different work values, gender significantly affected 43 (84%) of them. The same study also indicated that among
the work values that did not vary significantly, females rated the values as more important than did males.

Differences between the work factors that males and females' value have been noted in several studies (Duffy & Sedlacek,
2007; Jones, 2006; Westover, 2010). It has been found that amongst older adolescents and adults, males usually favor jobs
characterized by high pay, risk taking, advancement opportunities, influence or authority over others, high status, and a high
degree of responsibility (Konrad, Ritchie, Lieb, & Corrigall, 2000; Post-Kammer, 1987; Weisgram, Bigler, & Liben, 2010).
Alternatively, females tend to seek jobs that allow them to cultivate their knowledge or skills, help others, and devote time to
their families (Cinamon & Rich, 2002; Konrad et al., 2000; Post-Kammer, 1987).

Many studies have found that men find extrinsic factors to be most important, while women appreciate intrinsic factors,
more specifically the social aspects, of work (Duffy & Sedlacek, 2007). Jones (2006) found similar results, indicating that
women reported the social component of a job to be a more important element of job satisfaction than men did. Clark (1997)
revealed that men are much more likely to denote pay as the most important job characteristic. In addition, another study
found that males believe pay and responsibility are more important job factors than do females (Konrad et al., 2000). On the
other hand, that study also determined that females deem good colleagues, a good boss, and the importance of the job to be
more important than do males.

Ethnicity

Clark (1998) presented that nationality has a considerable effect on the importance of intrinsic and extrinsic work factors. It
has been indicated that in individualistic cultures, workers tend to be self-motivated, self-sufficient, and hold their individual
interests as most important (Hofstede, 1991). As noted by Huang and Van de Vliert (2003), bearing in mind that culturally
inherited values are used to evaluate jobs and companies’ management strategies, it should be no surprise that employees that
come from individualistic cultures value intrinsic job factors more than those who come from collectivistic backgrounds.
However, financial and social security is often considered to be more imperative in collectivist cultures than is control and
autonomy in a place of work (Kanungo, 1990). Thus, financial as well as social factors are rated higher than individual factors
(Huang & Van de Vliert, 2003). This was also indicated by Hofstede (1991) when it was said that higher needs. For example,
self-actualization tends to fall behind lower needs like financial security and social connection in collectivist cultures.
Therefore, extrinsic job factors are usually found to be most important to employees who hold collectivist cultural beliefs
(Huang & Van de Vliert, 2003).

Some studies have indicated a difference in work values between African American and Caucasian workers. While this
research is somewhat dated, it has been found that African American workers were more likely to place higher value on
extrinsic rewards, while Caucasian workers are more likely to place higher value on intrinsic rewards (Martin & Tuch, 1993;
Ovadia, 2001; Shapiro, 1977). Duffy and Sedlacek (2007) also found similar results, as they noted African Americans and
Asian Americans were more likely to express extrinsic values, whereas Caucasians were more likely to express intrinsic
values.
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While there is a paucity of information regarding differences in the importance of work factors among different ethnicities in
the United States, there is evidence from other countries that may be applicable. Many studies found that Chinese college
students held of high value advancement opportunity, the opportunity to learn, and salary (Chow & Ngo, 2011; Walk, et al.,
2013; Zhao, 2006; Zupan et al., 2015). However, some studies found that other elements, such as working environment,
feelings of accomplishment, and work-life balance were important values (Baum & Kabst, 2013; Chullen, Adeyemi-Bello, &
Xi, 2015; Nordhaug et al., 2010; Walk et al., 2013).

In India, the work culture has traditionally been centered on high power distance, collectivism, and affective reciprocity
(Kumar and Sankaran, 2007). Power distance was found to be one of the highest rated work factors in the past (Hofstede,
1984; Christie, Kwon, Stoeberl, &Baum art, 2003). Due to the cultural legacy of collectivistic beliefs, as well as the lack of
industrialization in the past, job satisfaction of Indian employees is assumed to be influenced heavily by extrinsic rewards
(Lange, Pacheco, & Shrotryia, 2010). However, as economic development and competitiveness have begun to increase, it has
also been speculated that individualistic behaviors will increase, thus leading to an increase in importance regarding intrinsic
values (Lange et al., 2010). According to Lange et al. (2010), both extrinsic and intrinsic factors are important to employees
in India.

Income Level

In economically advanced countries, individuals are inclined to take survival for granted (Ingle hart, 1997). As these countries
have gone through economic development, a gradual yet remarkable change in values has come to be (Huang & Van de
Vliert, 2003). For instance, Ingle hart (1997) noted that values associated with economic success have become less significant
than values related to increasing individualism. This has led to employees in richer countries attaching more value to intrinsic
job factors, thus being driven more by intrinsic rewards, since they have taken survival, which relates to extrinsic rewards like
pay, for granted.

However, it has been shown that in poorer nations, intrinsic job factors, including acknowledgement, independence, and the
work itself are less correlated to overall job satisfaction, whereas extrinsic job factors, including job security, salary, and
working conditions are more strongly associated with overall job satisfaction (Huang & Van de Vliert, 2003). This relates
back to the classical deprivation theory, which suggested that individuals who lack material or social possessions will value
them greatly (Runciman, 1966). While there is an absence of research as this relates to individual income level, it is possible
that this same concept can be applied, meaning that individuals who earn a lower income may be more concerned about
extrinsic work factors than intrinsic factors.

This concept has been shown in past studies. For instance, one study found that male students expected a higher salary
when their fathers had a lower education level (Smith & Powell, 1990). Duffy & Sedlacek (2007) also found that university
students with parents who earned a low salary, or a high salary, found extrinsic values to be more important than students
with parents who fell into the median salary classification.

Job Satisfaction

Job satisfaction is a pleasant emotional state that is a result of a person’s job (Locke, 1976). Parker and Brummel (2016)
indicated that various aspects of a job affect satisfaction, including relationships, responsibilities, and rewards. One study
found that monetary benefit, social connections, energy expenditure, prestige, and production of goods and services are some
of the reasons that individuals choose to work (Vroom, 1964). The degree to which individuals are satisfied with each of these
aspects makes up the overall level of job satisfaction (Parker & Brummel, 2016). Job satisfaction can be evaluated by either
considering an individual’s satisfaction associated with each aspect of the job separately or by gaging the worker’s overall
satisfaction with the job (Ironson, Smith, Brannick, Gibson, & Paul, 1989).

Employees’ levels of job satisfaction are important to employers, as studies have found that employee satisfaction is
positively correlated with workers’ commitment to the company (Watson, 2008).

While it is apparent that both intrinsic and extrinsic job factors are positively associated with overall job satisfaction, it is
important to realize that other factors have an impact on this relationship (Dunnette, Campbell, & Hakel, 1967). As noted by
Mottaz (1985), the value that individuals place on each of these factors also affects how much the individual’s satisfaction is
impacted by the presence or lack of these job factors.

Many studies have compared differences in job satisfaction between genders (Hersch& Xiao, 2016; Moyes, Shao, &
Newsome, 2008; Sabharwal & Corley, 2009). Hersch and Xiao (2016) noted that women are overall more satisfied in their
jobs than are their male counterparts.

This is ironic, considering female employees are frequently in comparatively lower level jobs, have less job flexibility,
receive lower salaries, have less opportunity for company-provided training, encounter more stress in the workplace, and
suffer more discrimination than their male equivalents (Blau& Kahn, 1992; Lynch, 1992; Roxburgh, 1996; Sousa-Poza &
Sousa-Poza, 2000).

This finding may be due to different importance of job factors for men and women, as well as differing job expectations
(Hersch & Xiao, 2016). It is also noted that men place higher value on pay and advancement than women. In addition, women
are said to have lower pay and advancement expectations, which could lead to higher satisfaction rates (Moyes et al., 2008;
Sabharwal & Corley, 2009).

Another study also stressed the difference of work factors between genders, noting that females hold job contentment,
positive relationships with coworkers, and the social and emotional parts of the workplace at a high level of importance
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(Moyes et al., 2008). Furthermore, Moyes et al. (2008) found that opportunities for advancement, the ability to work
independently, high pay, and job security were most important to males.

According to Sabharwal and Corley (2009), many studies have shown that male faculty members in university settings are
more satisfied with their jobs than females, especially when it comes to salary and benefits. Conversely, another study found
no significant differences in overall job satisfaction between female and male faculty (Ward & Sloane, 2000). Still, this same
study did conclude that in terms of opportunity for advancement, the male faculty’s job satisfaction levels were nearly three
times that of the females. It has also been found that women who are in higher ranking academic positions report more
satisfaction with their jobs than their male counterparts (Okpara et al., 2005). Among one group of community college
faculty, women reported more dissatisfaction relating to balancing family life, and work and benefits (Rosser & Townsend,
2000).

Though a plethora of research has indicated that women are more satisfied than men are in the workplace, not all results
have been entirely conclusive (Westover, 2012). In addition, numerous studies have indicated that there are no significant
differences in the job satisfaction between males and females (Fields & Blum, 1997; Westover, 2009; Zoghi, 2003).
Additionally, a meta-analysis, which included a total sample size of over 10,000 workers, concluded that although some
research has endorsed the belief that significant differences exist between male and female job satisfaction, overall the results
were unreliable and inconclusive (Brush, Moch & Pooyan, 1987).

Westover (2012) found little difference in overall job satisfaction between males and females. Furthermore, this study
indicated only minute differences in each of the intrinsic job factors looked at in the study, including relationships with
coworkers, autonomy, relationships between management/employees, and interesting work, in addition to job security in the
extrinsic factor category. On the other hand, women had significantly lower mean scores for perceived opportunity for
advancement and pay than did their male colleagues. (Westover,2012).

Ethnicity

Many studies have compared job satisfaction rates between ethnicities. One study indicated that both Asian and black
employees are less satisfied in their jobs than white employees of the same sex (Hersch & Xiao, 2016). However, another
study found that black workers reported higher satisfaction in their jobs (Stoermer et al., 2017). It is also possible, as reported
by Hoppe, Fujishiro and Heaney (2014), that some minority groups are more satisfied with their jobs if they have coworkers
who are of the same race or ethnicity.

One study among Latinx workers in the U.S. indicated that individuals’ cultural identity as well as high levels of
acculturation had a positive impact on job satisfaction (Valdivia & Flores, 2012). On the other hand, the same study found
that perceptions of the community associated with racism and discrimination had a negative influence on overall job
satisfaction. Among the job factors unrelated to job satisfaction were job tenure, wages, and hours worked.

Feeling of empowerment or control over work can help to increase individuals from Western cultures overall job
satisfaction (Buhler & Land, 2003; Innstrand, Espnes & Mykletun, 2004). Bowen and Lawler (1992) stated that individuals
must be permitted to make significant decisions in their positions to feel that they are empowered at their jobs. This
empowerment can increase overall job satisfaction as well as the individual’s plan to continue working for the same business
for over one year (Nedd, 2006).

Income Level

It seems obvious that income level would influence a person’s job satisfaction. In fact, most of the pay satisfaction models
postulate a positive correlation between income level and pay satisfaction, with pay satisfaction considered to be an essential
factor of overall job satisfaction (Judge, Piccolo, Podsakoff, Shaw, & Rich, 2010). Then again, according to Deci and Ryan
(1985), self-determination theory proposes that extrinsic motivators are actually dissatisfying and demotivating to workers.
Extrinsic rewards have been found to weaken a person’s perceived autonomy, as they have shown to have to a negative
impact on an individual’s interest in the intrinsic factors of a job (Deco& Ryan, 2000).

In general, studies focusing on the relationship between income level and job satisfaction have yielded confusing results.
Review of the literature indicated conflicting results among several studies. One study noted that the stability of the income
level-pay satisfaction correlation is likely the strongest finding related to the causes of pay satisfaction (Heneman & Schwab,
1985). On the other hand, Pfeffer (1998) indicated that a multitude of studies have documented that external rewards are
essentially ineffective. In addition, another study found that pay alone is not a very strong aspect related to a person’s job
satisfaction (Spector, 1997).

Some studies have found income level to have an impact on overall job satisfaction. Diener and Biswas-Diener (2002)
reasoned that income level and job satisfaction are less correlated in the United States as opposed to many other countries, as
the U.S. is one of the richest countries in the world. However, it was found in one study that job satisfaction and income level
were positively correlated (Malka & Chatman, 2003). In addition, the study found that those who placed more value on
extrinsic factors showed a stronger correlation between the two. Conversely, those who held intrinsic factors at a higher value
showed a negative correlation between job satisfaction and income (Malka & Chatman, 2003).

Still, other studies have indicated little or no relationship between overall job satisfaction and income level. For instance,
results of one study indicated that income level had only minute correlation to job satisfaction and pay satisfaction (Judge, et
al., 2010). Thus, it appears that even between individuals working for the same company, those who have higher incomes are,
at most, slightly more satisfied than those who have considerably lower incomes (Judge et al., 2010).
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3. Methods
A confidential voluntary survey was completed by over 330 respondents from a mid-Atlantic Masters I institution in the
USA. Respondents agreed to participate in the study via a Google Forms invitation which does not permit participant
identification. Respondents ranked their satisfaction with nineteen common job factors on a Likert scale ranging from 1 (very
dissatisfied) to 5 (very satisfied). Then, the respondents ranked the importance of those responses on the same Likert scale.
The data was then entered into SPSS for analysis.

4. Results
Demographics
Nearly two-thirds of the 330+ usable respondents were female. Since nearly eighty-four percent were Caucasian, the non-
Caucasians were grouped together. Interestingly, the respondents were nearly perfectly distributed by income level.

Table 1 Demographics

Gender N %
Male 117 35%
Female 219 65%
Total 336
Ethnicity N % N | %
African American | 33 | 10.0% | Caucasian |277|84%
Asian 15| 4.5% |Non-Caucasian| 53 |16%
Caucasian 277\ 83.9%
Hispanic 3] 0.9%
Middle Eastern 11 03%
Other 11 0.3%
Total 330{100.0%
Level of Income N %
Less than $25,000 | 84 | 25%
$25,001 to $50,000 | 85 | 25%
$50,001 to $75,000 | 80 | 24%
$75,001 to $100,000| 46 | 14%
More than $100,000 | 39 | 12%
Total 334

Table 2 Satisfaction with Work Factors by Total, Gender and Ethnicity

Total Mean | | Male | Female | | Caucasian|Non- Caucasian

Extrinsic Factors

Good health insurance and benefits 3.753 3.821| 3.717 3.758 3.729
Job Security 3.857 3.923| 3.822 3.848 3.898
Having Vacation Time 3.860 3.949| 3.813 3.888 3.729
Sufficient Pay 3.104 3.154| 3.078 3.083 3.203
Flexible Hours 3.958 4.026| 3.922 3.971 3.898
Average 3.707 3.774| 3.670 3.710 3.692

Intrinsic Factors

Being Able to Work Independently 4.134 4.205| 4.096 4.155 4.034
Recognition from Co-workers 3.566 3.684| 3.502 3.556 3.610
Being Able to Help Others in Your Job 4.205 4.128| 4.247 4.188 4.288
My Work is Important to Society 3.872 3.838| 3.890 3.830 4.068
Being Treated with Respect 3.830 3.983| 3.749 3.794 4.000

Average 3.921 3.968| 3.897 3.905 4.000
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Table 3 Satisfaction with Work Factors by Income Level

$2<5K $25-50K $$75501_( $75-100K | > $100K F Sig
Extrinsic Factors
Good health insurance and benefits 2.750| 3.929 | 4.175| 4.000 4410 27.2 || 0.000
Job Security 3.286| 3.765 | 4.175 | 4.065 4410 13.4 || 0.000
Having Vacation Time 3.143| 4.071 | 4.125| 4.109 4.128 12.2 || 0.000
Sufficient Pay 2.810| 3.059 | 3.063 | 3.109 3.923 6.2 || 0.000
Flexible Hours 3.893| 4.035 |3.725| 3.978 4.436 2.8 || 0.026
Average 3.176| 3.772 | 3.853 | 3.852 4.262
Intrinsic Factors
Being Able to Work Independently 3.750| 4.247 | 4.163 | 4.217 4.564 6.6 0.000
Recognition from Co-workers 3.429| 3.565 | 3.525| 3.457 4.051 3.0 0.018
Being Able to Help Others in Your Job|3.952| 4.282 | 4.288 | 4.109 4.538 34 0.010
My Work Is Important to Society 3.298| 3.788 | 4.188 | 3.957 4.590 12.8 || 0.000
Being Treated with Respect 3.833| 3.859 | 3.825| 3.609 4.026 0.7 0.559
Average 3.652| 3.948 | 3.998 | 3.870 4.354
Tukey post hoc Test
Between Income Levels <2§5| <25 <25 <25 25-50 (51-75(75-100|>100 || >100
.05 =*<01=**,<.00] = *** 25-50| 50-75 |75-100f >100 >100 |>100| >100 |25-50| (75-100
Extrinsic Factors
Good health insurance and benefits wokox wokox Hokox Hokx
Job Security * skesksk oKk oKk koK koK
Having Vacation Time kK kK kkk kK
Sufficient Pay Hkk * Hkk *
Flexible Hours *x *
Intrinsic Factors
Being Able to Work Independently *k * * kK
Recognition from Co-workers *x *
Being Able to Help Others in Your Job oK
My Work Is Important to Society * wxE *x Hoxk Hxk * *EE *
Being Treated with Respect

Ten factors, five extrinsic and five intrinsic, were ranked by the respondents on their satisfaction with each factor. The
highest rated factor was “Being able to help others” was while participants were least satisfied with their level of pay. When
examining the responses by gender and ethnicity, no statistically significant differences emerged. In addition, the average
score of participants’ satisfaction with the five intrinsic factors by gender and ethnicity was higher than their satisfaction with
extrinsic factors (see Table 2).

However, multiple differences were revealed when viewing the factors by income level (see Table 3). In fact, a t-test
revealed nine of the ten factors had shown statistically significant differences. Only “being treated with respect” which did
not show a significant difference. The differences between the other factors and the income level groups are shown in Table
4.

The largest F score was in the factor of “Good health insurance and benefits” followed by “Job Security”. As one might
expect, the level of satisfaction increased as respondents moved to higher incomes. Interestingly, for both categories of
factors, respondents in the 50k-75K level were slightly more satisfied than workers in the 75K-100K (see Table 3).

Respondents in the lowest three income brackets had the most satisfaction in “being able to help others in your job”.
Conversely, four of the five incomes agreed they were least satisfied with their level of pay. Those earning less than 25K
were the lone defectors as they were the least satisfied with their health insurance and benefits (see Table 4).
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Table 4 Most and Least Satisfied by Income Level
< $25K|$25-50K | $50-$75K | $75-100K | > $100K

Most Satisfied
Being Able to Help Others in Your Job| 3.952 | 4.282 4.288
Being Able to Work Independently 4.217
My Work Is Important to Society 4.590

Least Satisfied
Good health insurance and benefits 2.750
Sufficient Pay 3.059 3.063 3.109 3.923

The respondents were then asked to rate the importance of each of the factors. The factor which was rated the highest was
“Being Treated with Respect” which earned a rating of 4.78, the greatest mean observed in this survey and higher than
“Sufficient Pay”. Conversely, “Recognition from Co-workers" was rated at the lowest level of importance (3.595). However,
despite being treated with respect as the highest factor, the average of the five extrinsic factors were deemed more important
than the intrinsic factors.

When examining the factors by gender, five weak, but statistically significant differences were found. “Being Treated with
Respect” was the most important factor for both genders. However, females rated this factor slightly higher which resulted in
a weak, but statistically significant difference (see Table 5).

However, no statistically significant differences on these ten factors emerged when examined by ethnicity.

Table 5 Importance of Work Factors by Total, Gender, and Ethnicity

Mean| | Male |Female| r Sig |Caucasian | Non- Caucasian

Extrinsic Factors

Good health insurance and benefits 4.598|14.496| 4.653 4.592 4.627
Job Security 4.628 | |14.547| 4.671 4.643 4.559
Having Vacation Time 4.464 |14.325| 4.539 [0.139]0.011| 4.458 4.492
Sufficient Pay 4.631||4.521| 4.689 |0.134]|0.014| 4.635 4.610
Flexible Hours 4.262(14.094| 4.352 [0.146|0.007| 4.235 4.390
Average 4.517|14.397| 4.581 4.513 4.536

Intrinsic Factors

Being Able to Work Independently 4.354|14.325| 4.370 4.339 4.424
Recognition from Co-workers 3.595|13.573| 3.607 3.556 3.780
Being Able to Help Others in Your Job|4.336| [4.205] 4.406 [0.120{0.027| 4.318 4.424
My Work Is Important to Society 4.140 | |4.111| 4.155 4.112 4.271
Being Treated with Respect 4.780|14.701| 4.822 |0.130]{0.017| 4.776 4.797
Average 4.241 |4.183] 4.272 4.220 4.339

Table 6 Importance of Work Factors by Income Level

$75- 100K| > .
< $25K|$25-50K |$50-75K $100K F Sig.

Extrinsic Factors
Good health insurance and benefits 4.548 | 4.565 4.663 4.522 4.744

Job Security 4.619 | 4.706 | 4.675 4.565 | 4.462
Having Vacation Time 4381 | 4.624 | 4.513 4348 | 4.359
Sufficient Pay 4.679 | 4.741 | 4.688 4413 | 4.436 [3.6950.006
Flexible Hours 4.286 | 4306 | 4.225 4.109 | 4.462
Average 4.502 | 4.588 | 4.553 4.391 | 4.492

Intrinsic Factors
Being Able to Work Independently 4.107 | 4.353 4.438 4.435 [4.641 [4.801/0.001

Recognition from Co-workers 3.524 | 3.600 3.625 3.609 | 3.641

Being Able to Help Others in Your Job| 4.202 | 4.318 4.475 4304 |4.436

My Work Is Important to Society 4.012 | 4.129 4.125 4.196 | 4.487

Being Treated with Respect 4.845 | 4.812 4.738 4717 | 4.744

Average 4.138 | 4.242 | 4.280 4.252 | 4.390

Tukey Post-Hoc Tests 25-50 | <25K [<25K|[<25K
05 =*, <.01=**, <.00] = *** 50-75 | 25-50 [50-75]>100
Sufficient Pay *

Being Able to Work Independently * * e
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Similarly, extrinsic factors were deemed more important than intrinsic factors across every income range. Interestingly, the
results were remarkably homogenous except for two factors. Sufficient pay, while highly rated by all, was less important to
those earning $75K or more. Conversely, being able to work independently was less important to those earning the lowest
salary range. In fact, the Tukey Post- Hoc tests reveal “Being able to work independently” is more valued as respondents earn
more in salary (see Table 6).

To both summarize and depict the degree of differences when comparing the satisfaction and importance means of the ten
factors are shown in Table 7. Nine out of the ten factors revealed a statistically significant difference. Not surprisingly, the
greatest disparity was sufficient pay as its importance was rated 49% higher than the respondent's satisfaction with it followed
by “being treated with respect and “having good health insurance and benefits”.

Interestingly, “recognition from coworkers” was the only factor which did not have a statistically significant difference. It
received the second lowest satisfaction mean and the lowest importance mean, which was less than one percent more than its
satisfaction.

When viewing these factors based on gender the only statistically significant finding was in “being able to help others in
your job” as females found it more important. In relation to ethnicity, non-Caucasians valued “recognition from coworkers”
more than Caucasians.

Table 7 Comparison of Satisfaction and Importance of Work Factors

Satisfaction Importance
Mean Mean % Change t test p
Extrinsic Factors
Good health insurance and benefits 3.753 4.598 23 11.8 0.000
Job Security 3.857 4.628 20 12 0.000
Having Vacation Time 3.860 4.464 16 8.6 0.000
Sufficient Pay 3.104 4.631 49 20.3 0.000
Flexible Hours 3.958 4.262 8 4.5 0.000
Intrinsic Factors
Being Able to Work Independently 4.134 4.354 5 39 0.000
Recognition from Co-workers 3.566 3.595 1
Being Able to Help Others in Your Job 4.205 4.336 3 2.55 0.011
My Work is Important to Society 3.872 4.140 8 4.1 0.000
Being Treated with Respect 3.830 4.780 25 14.6 0.000
Comparison of correlations from
independent samples
Male Female Test Z P
Being Able to Help Others in Your Job 0.185 0.379 -1.829 0.034
Caucasians Non-Caucasians
Job Security -0.018 0.246 -1.835 0.033
Recognition from Co-workers 0.076 0.407 -2.427 0.008

5. Conclusions and Implications
Hypothesis Testing
H1: Males will rate their satisfaction with work factors higher than females. Not supported
While the raw mean score for eight of the ten factors was slightly higher than the females, these differences were minute with
no statistical difference.
H2: Caucasians will rate their satisfaction with work factors higher than Non-Caucasians. Not supported
Caucasians declared a slightly higher raw mean than Non- Caucasians on only four of the factors, but these differences were
minute with no statistical difference.
H3: Workers earning more than $50,000 will rate their satisfaction with work factors higher than workers earning less than
$50,000. Supported
Participants who earned more than $50,000 were more satisfied than their lower earning peers.
H4: Females will rate the importance of work factors higher than males. Supported
Females rated importance higher than males on all ten factors. In addition, in five of these factors the female importance mean
was statistically higher than the male responses.
HS5: Non-Caucasians will rate the importance of work factors higher than Caucasians. Not supported.
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Even though Non-Caucasians rated the eight work factors slightly higher than their peers, none of the differences were
statistically significant.

H6: Workers earning less than $50,000 will rate the importance of work factors higher than workers earning more than
$50,000. No supported.

While lower income level workers were more prone to rate extrinsic factors slightly higher, the only factor where statistical
significance occurred was in pay. Conversely, higher income workers valued “being able to work independently”.

H7: Participants will rank the importance of factors higher than their satisfaction of those factors. Supported

The participants ranked the importance of all ten factors higher than their satisfaction with those factors. In fact, nine of the
factors differed by a statistically significant manner.

HS8: Females will rank the importance of factors higher than their satisfaction of those factors. Not supported.

There was remarkable consistency between the responses of males and females. The factor “being able to help others in your
job” was the only facet which females ranked higher than males.

H9: Non-Caucasians will rank the importance of factors higher than their satisfaction of those factors. Not supported.

There was remarkable consistency between the responses of Caucasians and Non-Caucasians. Only two factors: “Job
security” and “Recognition from Coworkers” shown Non-Caucasians ranked work factors higher than their satisfaction of
those factors.

In summary, there was practically no difference in the satisfaction of work factors by gender or ethnicity. As expected,
workers earning over $50K were more satisfied with these work factors. However, females were more apt to rate the
importance of these factors higher than males. But, no difference was found by ethnicity. Again, the importance of factors
was dependent on the income level. It was universal that these participants rated the importance of factors over the
satisfaction of them yet minimal differences emerged by gender or ethnicity.

Literature Support

The results of this study confirms the work of Duffy & Sedlacek, (2007) and Haslett & Leidel, (2015) in that extrinsic factors
are more important to workers and that females tend to value helping others in their jobs.

In addition, these finding confirm Fields & Blum, (1997); Westover, (2009); Zoghi, (2003) and (Brush, Moch, & Pooyan,
(1987) that differences in male and female job satisfaction do not exist.

This study supports the findings of Judge, Piccolo, Podsakoff, Shaw, & Rich, (2010) who found a positive correlation
between income level and pay satisfaction. In addition, the work Deci & Ryan, (2000) is confirmed in that lower salary
workers tend to have lower interest in intrinsic factors.

Literature Contradiction

The results of this contradict the findings of Martin & Tuch, (1993); Ovadia, (2001); and Shapiro, (1977) as the Non-
Caucasian respondents in this study were not more focused on extrinsic rewards than Caucasians.

Further this study contradicts the work of Hersch & Xiao, (2016); Moyes, Shao, & Newsome, (2008); and Sabharwal &
Corley, (2009) who asserted that females were more satisfied in their jobs than are their male counterparts. The females in
this study were not more satisfied than their male peers.

6. Conclusion

While pay and benefits were the most important items regardless of income, the importance of respect cannot be overstated.
Respect was the highest rated factor in importance regardless of gender, ethnicity, or income level. Therefore, it would
behoove businesses and organizations which may not have the wherewithal to increase the extrinsic factors to focus on this
simple item, showing respect, which does not generally have a cost associate with it.

While not a scientific finding since it assumes all the factors carry an equal weight, the average satisfaction of the intrinsic
factors was six percent higher than the extrinsic factors. However, when examining by importance, the extrinsic factors was
six percent higher than the intrinsic factors

Future Study

Aside from income level, minimal differences by gender and ethnicity occurred in the Satisfaction and Importance of these
factors. More differences emerged when comparing by income level. Future research could include additional work factors.
Further, other variables such as marital status, age, level of education, and position within their organization could be
examined.
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