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EXECUTIVE SUMMARY 

REGIONAL EMPLOYEE JOB SATISFACTION: 

JOB SATISFACTION ON A REGIONAL LEVEL 

 

By Joshua A. Render 

 

This report provides an analysis of a study on job satisfaction focused on the Northern 

New York Adirondack region and the Central/Lower Peninsula region of Michigan. The study 

consisted of a 44 question survey with 106 volunteers who live in one of the two regions.  

The purposes of this study were to assist in determining the origins of low job satisfaction 

and high job satisfaction. The two regions were compared together to determine if differences 

existed between their populations in terms of job satisfaction. This is a general study of multiple 

possible areas that may be related to job satisfaction.  

This study found minimal differences in the overall level of job satisfaction between 

Northern New York and Central/Lower Peninsula Michigan, despite variances in economies, 

state laws, indicated income and indicated educational attainment. Average job satisfaction came 

out to be slightly satisfied overall, which places it within the high range of apathy. A strong 

relationship between job satisfaction and indicated job role was found. The Analysis also found 

correlations between certain aspects of a job, or perceptions of those aspects, and overall 

satisfaction levels. Many of the disliked aspects of a job were not as prevalent in jobs held by 

those with higher education, suggesting that higher job satisfaction is not directly caused by 

higher education but a potential benefit of the jobs that higher education typically allows a 

person to get hired into. Survey respondents rated their relationship with their coworkers as the 



 
 

most satisfying aspect of their job on average, and administrative processes as the least satisfying 

aspect of their job on average.  

Companies may not have total control over everyone’s satisfaction with their job, but 

there are things they can do to help, or at least not hinder, an employee’s job satisfaction. The 

recommendations discussed in this analysis are: 

o Improving clarity and employee perception of the organization  

o Working to create a more human-friendly atmosphere 

o Striving to create empowered employees 

This study cannot determine the extent of which individual personalities may play a role 

in determining how satisfied employees are with their job. This report did not do personality 

inventories on the respondents and as such the personality traits of respondents are not known; a 

link in job satisfaction and personality is assumed based on additional studies discussed in this 

report. This report does not study improvement in motivation or increased productivity in 

relation to job satisfaction, but assumes there is a link based on external studies as discussed in 

this report.  
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Chapter 1 

1. Problem Definition 

Administrative Problem 

Background 

 What does it mean to be satisfied with your job? Oxford’s Learner’s Dictionary (2015) 

describes it as “the good feeling that you get when you have a job that you enjoy.” People usually 

want a job they enjoy, and a satisfying job can mean different things to different people. 

Unfortunately, evidence indicates that most people do not have high job satisfaction. This could 

manifest itself into an increase in employee turnover, high absenteeism, or lower productivity 

(Lambert et al, 2002, p.116). 

A study by Pew research that concluded in 2013 among adults between the ages of 25 to 

32 has shown that 53% of employees with a Bachelor’s degree or higher is “very satisfied” with 

their current job (Caumont, 2014). This compares with 36% of those who attain a two-year 

degree and 37% of those with a high school degree or less (Caumont, 2014). Considering regions 

in the mix that are under different economic laws and conditions may further impact this. A 

region with high unemployment may find that employers pay less attention to the job satisfaction 

of employees because turnover is kept low by external economic conditions. Employees may 

often be just happy to have a job, but may not actually be satisfied with a job and leave as soon 

as they possibly can. 

The primary purpose of this research was to look into what makes one satisfied with their 

employment and why job satisfaction is so low. Two regions of the United States were looked at 

for this research and compared with each other by job satisfaction rates and perceived differences 

in employee treatment by employers. The two regions are the Northern New York Adirondack 
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region and the Central part of Michigan’s Lower Peninsula. They were selected based on current 

economic differences in the two regions, historical economic dissimilarities, educational 

attainment variances, differences in typical labor practices, and the variations in laws regarding 

labor. 

Research Problem 

The McKinsey Global Institute has estimated that by 2020 there will be a shortage of 

approximately 85 million high skilled or medium skilled employees across the globe (Mourshed, 

Farrell & Barton, pp. 11). With this increasing demand for skilled employees, it becomes 

necessary for businesses to do everything they can to keep turnover rates as low as economically 

possible and do what they can to increase productivity among its current employees.  A good 

place to start might be with trying to figure out how to help employees feel more satisfied with 

the jobs they have at a reasonable cost to the employer.  

 

“Job satisfaction is an important subject that needs to be fully understood. High levels of 

job satisfaction have been linked to positive behaviors, such as support for rehabilitation and 

performance, and low levels of job satisfaction have been linked to negative behaviors, such as 

absenteeism and turnover.”  

-Lambart, Hogan, & Barton, 2002, p. 116 

Many external factors, their impact on job satisfaction, and what can be done to improve 

job satisfaction are areas that are not always well understood by employers. Improving job 

satisfaction for employers with limited means is even less understood and often neglected by 

small businesses.  With a high of less than half of all employees satisfied with their jobs based on 

the previously mentioned pew study, this would seem to show that businesses are losing a 
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substantial amount productivity to unsatisfied employees; even if outside factors reduce the 

employee turnover rate they could still suffer from lost productivity. Job satisfaction should be 

an area that employers work to understand more in order to improve the satisfaction of their 

employees as it would seem to be in the employers’ best interests.  

With a shortage of skilled employees expected in the future, it seems evident that 

businesses should be doing all they can to increase the productivity of current employees, work 

to keep the employees they have, and provide incentives to attract new employees. Improving 

job satisfaction could give a business an advantage over competitors in an up economy, and keep 

productivity high in a down economy. While it is often stated by a business that employees are 

their number one asset, it is not always practiced as well as it should be.  

This research sought to find the job satisfaction level among random people in the 

Northern New York and Central/Lower Michigan regions of the United States and sought to 

discover what made them dissatisfied with their job and areas where they found satisfaction in 

their job. The following areas were addressed in this study: 

o The level of job satisfaction of their current and past job 

o The location of the respondents to place them in one of the two regions in the 

study 

o Areas or aspects of high or low satisfaction in their jobs 

o Educational and income level of respondents 

o Their view as to why they may like or dislike their employment or role and what 

might help change it. 

o Questions regarding the size of their organization and workplace as basic 

demographic information 
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o Opinions or input on factors that may impact job satisfaction 

This was done through a survey with multiple choice questions as well as some questions 

where a respondent could write in their views to help give background as to why they feel 

satisfied or dissatisfied with their employment. The survey was anonymous and made available 

on the Internet and distributed in paper form.  

Research Objective 

The research results were examined to determine employee satisfaction with their jobs 

and what aspects of their job impacted that satisfaction. The research had multiple objectives all 

revolving around discovering causes and potential solutions to improving job satisfaction. The 

primary objective was to discover aspects where employees find satisfaction or dissatisfaction in 

their employment.  

Other objectives included determining if employees with higher education, job roles, job 

industry, or income show a relationship with job satisfaction and why that relationship exists. At 

the same time, it was crucial to learn what makes employees dissatisfied with their jobs and to 

discover ways to help improve overall employee satisfaction.  

A group of 15 questions, referred to in this report as the 15 Motivational Inquiries, were 

examined to show their relationship to job satisfaction and gain some understanding into high or 

low causes of dissatisfaction. A set of 12 questions, the Herzberg Analysis, were included to 

break down and better understand the indicated overall satisfaction level. 

The data was examined to see what potential factors may motivate or change the 

satisfaction rates in employees from the two selected regions. Scenarios and opinions of 

employees were examined to see if trends exist in what may potentially make employees more or 

less satisfied with their jobs. The practical purpose was to learn what employers can do in a cost-
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effective way to improve job satisfaction and develop a system to better understand and 

conceptualize job satisfaction. 

Scope 

This research focused on employed people from Northern New York and Central/ Lower 

Michigan. These two regions were selected based on current economic differences between 

them, historical economic dissimilarities, educational attainment variances, differences in typical 

labor practices, and variations in laws regarding labor. People that responded to the survey and 

indicated they do not live in these two areas were not considered within the scope of this 

research; however, the survey allowed them to answer the questions and placed them in an 

“Other” category. This research sought to examine the data for similarities between respondents’ 

answers to help highlight ways to improve job satisfaction.   

 This information could be used to gain a general idea of how employers should work 

towards gaining an understanding of job satisfaction in their employees and perhaps assist in 

employer/employee relations and improve job satisfaction among employees. With evidence 

collected, it may show employers why they should care about employee job satisfaction and 

what they can do about it. 
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Chapter 2 

2. Literature Review 

Overview of Literature 

The literature review discusses four areas: A) Herzberg’s Two-Factor Theory, B) 

Happiness and Productivity, C) The Big Five Personality Traits, and D) Selected Historical 

Employment Trends. The literature will focus primarily on employee job satisfaction and 

employee perceptions related to behavior and job satisfaction. The literature examined in this 

report provides an overview of many theories related to job satisfaction. The studies also provide 

some information that is known about job satisfaction, personality and its impact on behavior, 

and job satisfaction’s effect on employee productivity. 

The literature provided a background needed to assist in interpreting some of the survey 

analysis and in creating a conceptualized view or model of employee job satisfaction. The model 

was used to assist in creating recommendations on how an employer may work to improve job 

satisfaction and it could possibly provide an easier way to look at the factors that influence job 

satisfaction. 

Herzberg’s Two-Factor Theory 

When it comes to employee satisfaction, it can be a rather difficult area to understand and 

in many ways, knowledge about it seems to be lacking or misunderstood. Herzberg’s Two-Factor 

Theory is an explanation of the factors that satisfy or dissatisfy employees. It provides an 

interesting look at the factors that might make an employee satisfied or dissatisfied with their 

job. The theory also shows the overall complexity of keeping employees satisfied.  
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“The opposite of job satisfaction is not job dissatisfaction but, rather, no job satisfaction; 

and similarly, the opposite of job dissatisfaction is not job satisfaction, but no job 

dissatisfaction” 

-Frederick Herzberg, 1987 

The theory takes into consideration the quality of supervision, employee job security, 

pay, and quality working conditions whereby the absence or poor quality of which may cause job 

dissatisfaction but its presence will not necessarily aid in job satisfaction (Kurian, 2013, p.136). 

The idea is to learn what factors satisfy employees or what factors dissatisfy employees. The 

theory breaks these job satisfaction factors into two categories: the motivating factors and the 

hygiene factors.  

Those items that fall into the satisfier category, or motivating factors, are as follows: 

achievement, recognition, the work one is doing and their perception of it, responsibility, 

advancement, and growth (Smerek & Peterson, 2006). The category focusing on dissatisfaction, 

called hygiene factors, contains 10 items: company policy and administration, supervision, 

relationship with supervisor, working conditions, salary, peer relationships, personal life, 

subordinate relationships, status, and security (Smerek & Peterson, 2006).   

According to the Two-Factor Theory you cannot improve job satisfaction by improving 

any of the 10 hygiene factors, but only by improving the 6 motivating factors; In other words, an 

improved relationship with your supervisor will not make you like your job any more than you 

already do, it will just help you not hate it. The absence of the motivating factors will not 

actually make you dissatisfied with your job, but you will not be satisfied with it either (Smerek 

& Peterson, 2006).   
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Herzberg’s Two-Factor theory adds a layer of complexity in working towards motivating 

employees to be more satisfied with their jobs and role within a company. It provides a rough 

framework of ideas that may cause job satisfaction or job dissatisfaction. Understanding this 

theory may assist in the goal of improving employee job satisfaction, but much of the difficulty 

with this theory is the variations in employee personality and perceptions that do not seem to be 

given a large enough priority in importance and potential to cause problems within group 

dynamics. 

Big Five Personality Traits 

The Big Five is a classification system of personality traits that many psychologists 

propose as being the principle traits of individual differences in personality (Carleton University, 

2013). These traits may determine how an individual perceives the world and how they interact 

with it. While these may not be the only traits involved in distinguishing individuals’ 

personalities, it is clear that they have an important role that may be relevant to the issue of job 

satisfaction. 

The Big Five traits are: 

o Extroversion 

o Agreeableness 

o Conscientiousness 

o Neuroticism (or Emotional Stability) 

o Openness to Experience 

Personality traits form the basic foundation of a person’s behavior and actions (Carleton 

University). It can impact how the person perceives the world and how they react to it. This is 
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important to understand in relation to job satisfaction because it can determine how likely 

someone is to find satisfaction from areas of their lives and may help to determine how best to 

help employees find satisfaction in their work. The below-cited research is just a small sampling 

of the wealth of information establishing the Big Five traits as predictors of human behavior and 

personality types.  

A study conducted in 2011 was able to predict personality types using the Big Five 

personality traits (Germeijs & Vershueren, 2011). Figure 111 shows the degree of which each 

personality trait is recorded and the corresponding personality trait. The study focused on 

determining indecisiveness as a personality type using the Big Five. This prediction of 

personality types may lead to being able to identify how people with certain personality types 

could perceive situations and make helping them gain more meaningful and satisfying work 

easier.  

A 2004 study showed that a relationship exists between higher scores in neuroticism and 

lower scores in conscientiousness can determine the likelihood of an individual being open to 

career exploration (Reed et al., 2004). Further sources of studies cited in this study showed a link 

between career exploration and the openness trait. This study resulted in being able to predict the 

likelihood of a person being open to a wider range of career options and established links 

between this outcome and personality traits. 

Another study conducted by staff at the University of Teknologi in Malaysia sought to 

determine whether the Big Five personality traits could be used to predict the likelihood of job 

satisfaction. A small, but significant, relationship was found between an increase in the 

extroversion trait and an increase in job satisfaction, as well as a relationship between an increase 

in the openness to experiences trait and an increase in job satisfaction (Husin & Zaidi, 2011). 
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This research seems to show that the more open and extroverted you are, the more likely you are 

to be satisfied with your job. This may have a lot to do with aspects that make up an extroverted 

personality and seeking gratification from outside of oneself.  

 With these studies, as well as thousands more, a link between a person’s personality and 

the likelihood of finding satisfaction in a job can be seen. What these studies do not say is that 

there is no hope for someone with some personality traits to never find satisfaction in their job; it 

merely shows that an extroverted and open person is more likely to find job satisfaction. The 

other employees may be harder to satisfy, but nothing seems to indicate that most of them cannot 

be satisfied in their job. 

Other Factors Impacting Productivity 

Various studies have attempted to answer several questions related to areas that may 

impact productivity. Three such areas of interest here would be the subjects of emotions 

impacting productivity, the importance of social interaction and perception, and highly regarded 

supervisors and their impact on productivity. Supervision and social interaction are included in 

Herzberg’s Two-Factor theory as being important factors in the development of job satisfaction. 

An employee’s emotional well-being may impact their perceptions and thus have an outcome on 

their job satisfaction.  

Emotional Impact 

Studies on the effects of emotions effects on productivity are not conclusive, but there 

have been studies done that seem to show some evidence to support the idea that positive 

emotions can improve productivity and negative emotions can decrease productivity. These 

studies do not necessarily account for an increase in job satisfaction, but in many ways an 

increase in happiness can be very similar to an increase in satisfaction. 
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“It seems, therefore, that positive emotion invigorates people. Yet the mechanism here, so 

far, is unclear. Does happiness have its effect through greater numbers answered or through 

greater accuracy of the average answer? This distinction is of interest and might be thought of 

as one between industry and talent --between the consequences of happiness for pure effort 

compared to effective skill.” 

-Oswald, Proto, & Sgroi, p.14, 2008 

Several experiments conducted by Oswald, Proto, and Sgroi (2008) at Warwick 

University in the United Kingdom found that when individual employees are made “happier” 

they have an increased productivity of around 12%.  This is not an insubstantial amount. In 

general terms (as opposed to the practical applications of actually reducing a workforce), 

approximately 9 people will now be able to do the work of 10; approximately 88 will be able to 

do the work of 100. The benefits could be in the form of a staff reduction or reduced time to 

complete tasks. This could prove to be quite a cost saver for employers and may offset costs 

associated with working to improve employee morale. 

One of the studies done by Oswald, Proto, and Sgroi (2008) was conducted using well-

established tasks that ask subjects to do a math test with varying levels of happiness. They 

worked to alter the moods of test subjects through the use of movie clips containing comedy. 

They were promised a base payment for showing up and another payment based on their 

performance on the test determined by correct answers. Through self-reporting, it was found that 

participants were made happier by the film and that those who reported being happier (compared 

to a control group that was not shown the film) had an improved performance on the test.  This 

indicates that one’s emotional state can have an impact on their productivity rate. 
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Data Figure 1: Happiness vs. number of correct answers on a test; Oswald, Proto, & Sgroi, 2008 

 

Supervisor Impact 

A study by Wright and Straw (1999) finds results that do not appear to support the idea 

that worker productivity increases with supervisors rated higher by those workers; the results 

were rather inconclusive. This is interesting because if productivity increases due to job 

satisfaction it would support Herzberg’s Two-Factor theory showing that an improved 

relationship with a supervisor does not make one satisfied with their job it just helps ensure they 

will not be dissatisfied with it. A good relationship with your supervisor is essential to job 

satisfaction but it will not make you satisfied with your job.  

Perception and Social Circles 

Social interactions can have a positive impact on job satisfaction when considering 

Herzberg’s Two-Factor theory. While this may be true to an extent, personal beliefs were 

indicated as having an impact larger than social interaction in a study conducted on the 

experiences of nurses (Ravari et al, 2012). This again highlights the potential difficulty of 

improving worker job satisfaction and the importance of perception and personality. The cited 
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study did not rule out, and in fact indicated, that social interaction can have some impact on job 

satisfaction; the effect of this may be more rooted in the importance individuals place on social 

interaction.  

A different study on social circles in the workplace sought to measure how sociability 

impacts performance (Verbeke & Wuyts, 2006).  What was found was that social circles can 

increase the performance of employees, although the relationship does not appear to be direct. It 

was indicated in the study that the social circles can work as an additional method of receiving 

information that may help in a person’s job and thus improve performance. What may be most 

alarming to employers is that members of a social circle often display alignment with the goals 

of the social circle, rather than the goals of the company they are working for. The increase in 

performance indicated and the group cohesion of the social circle may be partially responsible 

for an increase in job satisfaction. 

In a study by Lin and Kwantes (2014), the researchers sought to determine the 

perceptions of people in regards to the social interactions of other people in the workplace. The 

results found that employees expected more sociable employees to receive better performance 

reviews, be more likely to receive coworker assistance, and they were perceived to have higher 

job competence. Employees expect a level of social interaction and tend to look more favorably 

on those that engage in high levels of social interactions. There is, however, no known link 

between higher social interaction and the actual level of job competence. It may be a matter of 

what people think someone knows, as opposed to what they actually know.  

Job satisfaction and productivity complement each other. An employee that is more 

satisfied with their job is likely to be more productive. As indicated by these studies, job 

satisfaction and productivity will not be improved by a better relationship with a supervisor but 
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could possibly be improved by coworker relationships to a certain extent, but there is the 

potential for the goals of a social group to not line up with the goals of the organization. 

Perception and personal beliefs may have a stronger influence than sociability on job 

satisfaction. The emotional state of the employee may also play a role in how satisfied 

employees are. Considering all of this information, low rates of job satisfaction should almost be 

expected. 

Selected Historical Employment Trends 

On January 10th 1951, a memo was released from the Dallas, Texas office of 

International Business Machines stating that there was a temporary policy change to their hiring 

and employment procedures. Women, who married, would no longer be subject to termination 

and married women could be considered for employment (Dallas Office; International Business 

Machines (IBM), 1951). This was the state of the United States in 1951. Racism, sexism, and 

marital status among other things could be taken into consideration when it came time to hire or 

terminate employees. IBM was actually ahead of the curve, sex as a basis for hiring and firing in 

the workforce was not legally ended until Title VII of the Civil Rights Act of 1964. 

“(a) Employer practices 

It shall be an unlawful employment practice for an employer - 

(1) to fail or refuse to hire or to discharge any individual, or otherwise to discriminate against 

any individual with respect to his compensation, terms, conditions, or privileges of employment, 

because of such individual’s race, color, religion, sex, or national origin; or 

(2) to limit, segregate, or classify his employees or applicants for employment in any way which 

would deprive or tend to deprive any individual of employment opportunities or otherwise 
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adversely affect his status as an employee, because of such individual’s race, color, religion, sex, 

or national origin.” 

-Title VII of the Civil Rights Act, 1964 

 

This marriage termination clause contained in many employee guidelines, at many 

businesses, during the time period seems not only unthinkable by more modern standards, but 

contradictory to the purpose of an entity driven by profit. In most cases, perhaps not all, a new 

employee to a particular field will tend to be slower and less knowledgeable about the job. A 

business invests their time in preparing these fresh entry-level recruits for the workforce, only to 

force them out when they choose to marry. This would seem to create a revolving door of new 

workers who come in for a few years, get good at their job, and then lose their job when they 

choose to get married; this model would be unfeasible as the United States moved to an economy 

where jobs would require more skill.  

A larger percentage of jobs in the past required little or no skill. This hiring and firing 

process of women could be tolerated by businesses because it was easier to train their 

replacements in the past. As time would go on (as partly demonstrated by the chart below) this 

would change and jobs would require more skill. Businesses most certainly began to recognize 

that, which may be in part why many began to change their policies before they were required to 

do so by law. 
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Data Figure 2:  Labor statistics 1950-1992; Kutscher, Bureau of Labor Statistics, 1992. p.5 

 

Several trends emerged during this time period. The first, as evidenced by the chart 

above, is the decline of Manufacturing, Construction, and Mining on their importance in the U.S. 

economy. These types of jobs typically required very little training; training may have come in 

the form of trade or vocational schools, or basic on the job learning (with little or no skill needed 

to be hired). Additionally, the chart shows a rise in Finance, Services, and Government jobs, 

often jobs that required more advanced training with the exception perhaps of many types of 

service jobs.  

During the 1973-1992 periods, there was a steady increase in more skilled professional 

positions such as technicians, or managers; declines during this period were felt by farm laborers, 

machine operators, and other low skilled professions (Kutscher, Bureau of Labor Statistics, 1993, 

pp. 5). Office or clerical work and some manufacturing jobs also experienced a significant 

change during this time period as the nature of the work became more technical thanks to 

advancements in technology (Kutscher, Bureau of Labor Statistics, 1993, p. 5). See the chart 

below for a breakdown of the economy by more specific job type. 
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Data Figure 3: Labor roles 1972-1992; Kutscher, Bureau of Labor Statistics, 1992, p.6 

 

In 1910, approximately ¼ of the United States jobs were in professional, managerial, 

clerical, sales, and service; by the year 2000, those same categories accounted for almost ¾ of all 

jobs held (Wyatt & Hecker, Bureau of Labor Statistics, 2006, pp.1). These changes in the 

economy indicate a need for a greater and better-educated workforce.   

 

Data Figure 4: Job roles 1910 and 2000; Wyatt & Hecker, Bureau of Labor Statistics, 2006, p.2/36 

 

The economy of the United States is changing, and will most likely continue to change. 

Employees are not needed to be physical workhorses as often as they were in the past. What is 

really needed is skill and experience in greater quantities than is available. The employer that has 
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the skills and experience needed to fill modern jobs will be the business that continues to survive 

into the future. IBM saw this back in 1951 and the choices made have helped it survive the 

changing economy better by retaining the skilled employees it needed to run its business 

effectively.  
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Chapter 3 

3. Research Methodology 

Research Approach 

The approach that was taken to understand more about the research questions will be 

discussed in this chapter. Certain key research objectives are laid out with the focus being on the 

satisfaction of employees. The following section covers a reiteration of research questions in 

relation to the objective of understanding key differences in what may make some employees 

more satisfied with their jobs while others are dissatisfied. Following that reiteration will be 

sections on the proposed data collection approach and procedures, data analysis procedures, and 

research limitations.  

Reiteration of Research Questions 

As discussed in chapter 1, this research sought to find the answers to several related 

questions by examining job satisfaction from the perspective of the employee. Multiple questions 

were asked in an approximately 15-20 minute survey and they attempted to answer the questions 

below: 

• Is there a difference in job satisfaction between those with higher educational 

levels when compared to those with lower education and why, if any, do those 

differences exist?  

• Is there a difference in job satisfaction between those with higher income when 

compared to those with lower income and why, if any, do those differences exist? 

• What is the current average job satisfaction level in Northern New York and 

Central/Lower Michigan? How do these differ from each other? 
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• In their opinion why do they dislike or like their job? What can be done to 

improve job satisfaction at their workplace? 

• What are some external and internal factors that may impact their job satisfaction? 

• The evidence indicates differences in job satisfaction when compared to 

educational attainment. Do these differences hold up on a regional level? 

Data Collected 

Data was collected via the survey in the following areas from respondents from Northern 

New York and Central/Lower Michigan:  

• Demographic Information 

• Job satisfaction 

• Opinions related to increasing or decreasing job satisfaction 

The survey was 44 questions in length. Some of those questions offered multiple choice 

answers, while others allowed for open-ended answers and inclusion of their own ideas to help 

gain a perspective on their job satisfaction. The questions asked about multiple areas of their 

work and how satisfied they are with those particular aspects.  

Multiple choice questions allowed for a wide range of potential answers so that almost 

everyone should have been capable of answering as close to their actual perception as possible. 

This was not always the case for all respondents, and an “other” category was sometimes 

included to allow for this. The basic project goal was to find what impacts one’s level of job 

satisfaction and how can it be improved.  
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Approach for Data Analysis 

Answers to multiple choice questions on the survey were collected and analyzed. Data 

was collectively compiled and examined by income level, educational level, regional level, and 

satisfaction level. The purpose was to make blocks of similar data easier to interpret and place 

general or averages on answers to questions. This is where items like “Are those with bachelor’s 

degrees more satisfied with their jobs than high school dropouts?” and “Which region has a 

higher employee satisfaction level?” will become answerable and comparable to see if patterns 

emerge that might indicate what makes people more satisfied with their job.  

In order to help understand the job satisfaction of survey respondents better, a rating scale 

was developed and used with several of the questions in the survey. The scale ranges from (1) to 

(7), and the numbers can then be averaged out to give a general feeling of the respondents’ 

answers overall.  

The scale is shown below: 

1. Very highly satisfied 

2. Highly satisfied 

3. Slightly satisfied 

4. It’s a job/ apathetic towards job 

5. Slightly dissatisfied 

6. Highly dissatisfied 

7. Very highly dissatisfied 

With (1) being “Very Highly Satisfied,” (4) being more apathetic towards their job in 

relation to the question answered, and (7) being “Very Highly Dissatisfied” – an average Job 

Satisfaction Index Score (JSIS) of 3.1 may show that generally, on average, the pool feels that 
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they are slightly satisfied in relation to the question asked. A high JSIS may show a general 

overall lack of satisfaction; a low JSIS may indicate that employees are satisfied in general with 

their jobs. The questions this score was used with involve an overall question of how satisfied 

the respondent is with their job, and several questions specifically related to Herzberg’s Two-

Factor Theory. This is relevant to the nature of this study because it can show how the group 

feels overall in relation to the question and allow for some research questions to be answered.  

Based on the returned data, areas were examined that were intended to lead to a greater 

understanding of the state of employee satisfaction and what are the possible causes of low or 

high worker satisfaction. The analysis may provide possible courses of action to help improve 

worker productivity through the use of improving worker job satisfaction and worker morale.  

Methodological Limitations of Research 

This survey was limited by the number of voluntary responses. It may not present as wide 

of an audience to be completely representative of the regions involved in the research. In some 

areas, it hindered definitive answers to some questions. In general, the data that could be checked 

against other studies were comparable to those studies in many ways. A larger study of this could 

produce clearer and more definitive answers; perhaps encompassing larger areas.  

There is the potential that respondents may not have been from their indicated region. 

This was mediated by targeted advertising to specific cities within the targeted regions. Much of 

the advertisement was carried out with paid advertising through social media such as Facebook 

or LinkedIn ads, and then targeted to specific cities. Other advertising included local newspapers, 

and Craigslist.com advertising using local regions. All were aimed at specific areas to reduce the 

potential of receiving respondents from outside the indicated regions. 
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Other less significant limitations to the research are people answering the survey with 

false answers, people answering the survey multiple times, or people not understanding the 

questions. In general, the risks of this are small and unlikely. The survey was long enough that it 

may have hindered people from filling out once; filling it out multiple times seems unlikely. It 

seems equally unlikely that respondents would take the time to fill out the survey only to provide 

wrong answers. Respondents were not paid and received no reward for filling out the survey. 

Respondents were also notified of contact information if they encountered issues and were free 

to abandon the survey at any time. Questions were kept as simple as possible, and in some areas, 

those questions contained a rewording or helpful explanation.  
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Chapter 4 

4. Data Analysis 

Introduction 

Job satisfaction is believed to have an impact on worker morale; which in turn can 

positively or negatively impact job effectiveness, worker retention, and the overall company 

bottom line. The data collected from the voluntary survey is intended to determine the perception 

of employees when it comes to their work and many aspects of a typical job. Much of the data is 

examined below, with additional charts showing how questions were answered contained in 

Appendix II: Figures.  

General Data Overview 

There were 466 overall visitors to the survey website with 106 of those visitors from the 

targeted regions completing the survey (12 from non-targeted regions have been removed from 

this analysis). The regional data shows that 46 of the survey respondents are from the Northern 

New York Adirondack Region, and 60 are from the Central/Lower Peninsula Michigan region. 

34 respondents were male, and 72 were female. Educational attainment, income, work industry, 

and other information regarding the breakdown of respondents’ answers can be found in 

Appendix II: Figures section of the report beginning with Figure 1. 

To determine job satisfaction, respondents were asked their overall job satisfaction 

(Figure 5). Most employees reported some level of job satisfaction (70.76%); however, most did 

not indicate that they were very highly satisfied (6.6%). Those that reported they were only 

slightly satisfied were about 32% of all respondents and made up about 45% of those that 

indicated some level of job satisfaction. Those that indicated they were highly satisfied made up 

about 32% of all respondents.  
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Using the Job Satisfaction Index Score (JSIS), explained earlier in Chapter 3 in the 

Approach for Data Analysis section, an average can be found and rated based on user answers. 

With JSIS, a higher score means higher job dissatisfaction (or lower satisfaction) and a lower 

score means higher job satisfaction. The JSIS of overall job satisfaction as an average for all 

respondents was 3.14, indicating that responses average out to being right around slightly 

satisfied. When asked about prior jobs the answers shifted the score a little higher (Figure 6). 

Twelve questions focused on aspects of Herzberg’s Two Factor Theory. Respondents 

were asked to think about their current job, and then they were asked how satisfied they were 

with specific aspects of the job. A brief overview can be seen below.  

When thinking about the work you currently do, how satisfied are you with….. 

o The Tasks and duties you are assigned – JSIS: 2.9 (Figure 7: Overall Satisfaction 

with Task and Duties Assigned) 

o Your Supervisors – JSIS: 3.67 (Figure 8: Overall Satisfaction with Supervisors) 

o Your Salary/Pay – JSIS: 3.98 (Figure 9: Overall Satisfaction with Salary/Pay) 

o The Opportunity to Advance – JSIS: 4.16 (Figure 10: Overall Satisfaction with 

Opportunities to Advance) 

o The Job Flexibility (Work/Life Balance) – JSIS: 3.01 (Figure 11: Overall 

Satisfaction with Job Flexibility (Work/Life balance)) 

o Your Job Security – JSIS: 2.94 (Figure 12: Overall Satisfaction with Job Security) 

o Your Working Conditions – JSIS: 3.17 (Figure 13: Overall Satisfaction with 

Working Conditions) 

o Your Relationship with Your Coworkers – JSIS: 2.22 (Figure 14: Overall 

Satisfaction with Coworker Relationships) 
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o The Administration Processes (Rule, Regulations) – JSIS: 4.08 (Figure 15: 

Overall Satisfaction with Administration Processes (Rules/Regulations)) 

o Your Level of Responsibility – JSIS: 2.82 (Figure 16: Overall Satisfaction with 

Level of Responsibility) 

o The Recognition you Receive for a Job Well Done – JSIS: 3.89 (Figure 17: 

Overall Satisfaction with Recognition for a Job Well Done) 

o The Status or Prestige of Your Job – JSIS: 3.69 (Figure 18: Overall Satisfaction 

with Job Prestige) 

The above data can show general areas where respondents are more likely to find 

satisfaction or dissatisfaction in their job. The survey respondents reported being more 

dissatisfied with advancement opportunities and administration processes (the rules and 

regulations) but showed the most satisfaction with coworker relationships (Figure 19). This can 

potentially present the aspects of a job that employees are more likely to find dissatisfaction with 

based on the average of answers. 

Survey respondents were asked multiple questions regarding areas or issues that may 

impact job satisfaction. These items will be examined in greater detail in the following section. 

Additional data regarding the overall results can be found in Appendix II: Figures.  

Detailed Data Analysis 

The following section will look at the data from the survey in greater detail. The first sub-

section will examine education and income in relation to responses received to the question 

“When thinking about your current job, how would you rate your overall job satisfaction?”  The 

second sub-section will examine respondents perceptions of their job based on educational 

attainment in relation to a set of 12 questions related to Herzberg’s Two-Factor theory. The third 
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sub-section will focus on the 15 Motivational Inquiries and examine respondents’ perceptions on 

potential factors impacting their job satisfaction and/or their perceptions on how job satisfaction 

may assist in improving or hindering their work.  

Income and Educational Level In Relation to Job Satisfaction 

From the Northern New York region, there were a total of 46 survey respondents. 16 of 

those respondents were male and 30 were female.  From the Central/Lower Peninsula of 

Michigan, there were a total of 60 survey respondents. 18 of the Central/Lower Michigan 

respondents were male and 42 were female.  

Higher educational attainment among the respondents from Northern New York was 

generally lower than those respondents from Central/Lower Peninsula Michigan (Figure 35 and 

Figure 36). A brief breakdown of educational attainment can be seen in the Appendix at Figure 

41. Both areas had diverse educational backgrounds; Central/Lower Michigan had more people 

by percentage reaching higher educational levels. 

When it comes to the average yearly income the data indicates that among those that 

completed the survey there may be a lower income on average among Northern New Yorkers 

compared to those from Central/Lower Peninsula Michigan.  For comparison of the two regions 

by income see Figure 42. This may confirm typical findings that higher education is more likely 

to lead to higher income, but the correlation is small within this research.  

The current job satisfaction for both regions had a heavy concentration of answers under 

“Highly Satisfied” and “Slightly Satisfied.”  Northern New York had a JSIS of 3.07, slightly 

edging out Central/Lower Michigan’s JSIS of 3.2; making the average of the responses from 

Northern New York slightly more satisfied than their Central/Lower Michigan counterparts 

(Figure 39 and Figure 40).  
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Data Figure 5: Data showing the number of respondents from each region based on highest educational attainment and 

the corresponding Job Satisfaction Index Score. 

 

Data Figure 6: The Job Satisfaction Index Score by each region and reported educational attainment. Overall score (blue) 

is the JSIS score of the two regions combined. 
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What is being seen here is a slight almost non-existent edge in Northern New York in Job 

Satisfaction (JSIS: 3.07) over counterparts in Central/Lower Michigan (JSIS: 3.2). This is 

happening despite the small general correlation between higher education and slightly higher job 

satisfaction and the tendency for lower education in Northern New York. This could be caused 

by several different factors, including the low number of survey respondents or the higher levels 

of job satisfaction seen among those earning a graduate degree in Northern New York.  

When comparing the data for those who have earned a graduate degree as their highest 

educational attainment, a substantial increase in job satisfaction can be seen in Northern New 

York (JSIS: 1.83) over Central/Lower Michigan (JSIS: 3.47) and a substantial increase over 

others in Northern New York can be seen as well. While not conclusive, this would show that 

higher educated in Northern New York may be more satisfied than their equally educated 

counterparts in Central/Lower Michigan. 

Figure 43 in the Appendix shows the average JSIS score broken down by average yearly 

income. Among the lowest income bracket there appears to be some correlation between a rise in 

income and job satisfaction for the lowest paid employees; under $10,000 a year, but for the 

most part the data does not show a trend. The data does not seem to indicate a strong correlation 

between income and job satisfaction.  It may be safe to rule out income as a strong factor in 

determining job satisfaction once an employee reaches a certain income level. 
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Data Figure 7: Job Satisfaction Index Score for the regions compared to overall (blue) separated by average annual 

income. 

In fact, the only thing that the data seems to indicate in relation to pay is that those who 

make less than $10,000 a year may be less satisfied with their job overall. This may be because 

pay and money might be a prominent motivating factor due to being below the recognized 

poverty limit. If income rises to the point where they are not living below the poverty line, it may 

become less prominent and not as large of a factor.  

Herzberg Analysis 

To gauge what aspects of the respondents’ jobs they are satisfied or dissatisfied with they 

were asked a set of 12 questions specifically relating to the Two-Factor theory. The intent was to 
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gain an understanding of the aspects of a job, employees were most likely to indicate as 

satisfying or dissatisfying. Data for the Herzberg Regional Analysis can be found in the 

Appendix II Figure 68. More detailed information regarding this is shown in the table below. 

Northern New York and Central/Lower Michigan JSIS by Educational 
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Questions:  When thinking 

about the work you do 

currently, how satisfied are 

you with…. 

1. the duties assigned? 2.5 3.5 3.78 2.87 2.2 2.21 3.0 2.86 2.0 2.9 2.89 2.9 

2. supervisors? 4.5 4.5 4.5 3.78 5.2 4.14 3.18 2.67 2.25 3.67 3.98 3.43 

3. salary/pay? 3.0 5.0 4.72 3.87 3.8 3.93 3.35 4.29 2.75 3.98 4.09 3.9 

4. opportunity to advance? 3.5 5.0 4.83 4.17 3.6 4.36 3.88 4.05 2.75 4.16 4.15 4.17 

5. job flexibility? 4.0 3.0 3.39 3.26 3.6 3.36 2.29 2.67 2.25 3.01 3.07 2.97 

6. job security? 5.0 2.0 3.11 3.04 3.8 2.64 2.41 3.1 2.5 2.94 2.8 3.05 

7. working conditions? 2.5 2.0 3.78 3.35 4.2 3.43 2.71 2.71 2.5 3.17 3.13 3.2 

8. coworker relationships? 3.0 1.0 2.61 2.0 2.2 2.21 1.88 2.43 2.25 2.22 1.91 2.45 

9.  the admin. processes? 5.0 4.0 5.22 4.17 5.2 3.5 3.53 3.81 2.25 4.08 4.22 3.97 

10. level of responsibility? 2.5 3.5 3.22 3.04 2.2 2.79 2.59 2.76 1.75 2.82 2.8 2.83 

11. recognition received? 4.0 3.0 4.44 4.0 4.8 4.21 3.82 3.19 2.75 3.89 3.98 3.82 

12. the prestige of job? 3.5 2.5 4.17 3.96 3.8 3.93 3.41 3.43 2.25 3.69 3.72 3.67 

Herzberg Average 3.58 3.25 3.98 3.45 3.71 3.39 3.0 3.16 2.35 3.37 3.31 3.36 

Overall Job Satisfaction 3.0 2.5 3.44 3.3 3.4 3.21 3.0 3.0 2.0 3.14 3.07 3.2 

Number of Respondents 2 2 18 23 5 14 17 21 4 106 46 60 

 

Data Figure 8: Detailed chart indicating Job Satisfaction Index Score based on the 12 questions of the Herzberg Two-

Factory theory portion of the survey. The data is divided up by educational attainment, region, and an overall JSIS. 

The table above shows the breakdown of job satisfaction based on the question asked (1-

12) from the Herzberg Two-Factor theory section of the survey based on the educational 

attainment reported by the respondents. A graphical view of this data can be seen in Figure 69 in 

the Appendix. On the far right side, the chart displays the regional JSIS averages for each 
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question. Near the bottom of the above chart is the overall JSIS from the question “When 

thinking about your current job, how would you rate your overall job satisfaction?”  

The table above also shows the average of the 12 Herzberg related questions. With that 

data, we can see that the narrow gap between Northern New York and Central/Lower Michigan 

in terms of overall job satisfaction almost disappears. More importantly, it reinforces a slight 

correlation between the level of educational attainment and increased job satisfaction. This trend 

can be seen in greater detail in Figure 70. 

In most cases, the Herzberg Average shows a decrease in job satisfaction over what the 

employees report. It may be because the Herzberg section identifies key areas and gets 

employees to think about their job in more detail. This could make the Herzberg average a more 

reliable number to use when gauging employee job satisfaction and is probably a more accurate 

indicator of where they stand as a group.  

Two questions had an overall score of above 4.0, placing them on the side of job 

dissatisfaction by a slight margin.  Advancement opportunities (question 4) and administration 

processes (question 9) were indicated as being the aspects of the survey respondents’ jobs that 

they were most dissatisfied with overall and regionally. Northern New York rated their largest 

area of dissatisfaction as being with administrative processes, whereas Central/Lower Michigan 

indicated they had the highest amount of dissatisfaction with the opportunity to advance.  

Most questions resulted in a JSIS ranging from around 2.9 to 4.0, indicating slight 

satisfaction to apathy. One question clearly identified an area where most people seem to find 

satisfaction: coworker relationships (question 8). Northern New York ranked coworker 

relationships at a JSIS of 1.91, which would place it at about the highly satisfied level. 
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Central/Lower Michigan had coworker relationships ranked with a JSIS of 2.45, or between 

highly satisfied and slightly satisfied. 

The table for data figure 8 above shows us that on an educational level,  the most 

dissatisfied and satisfied areas have some differences with each other. Those who have 

completed a graduate degree are most dissatisfied with salary/pay, while those who have 

completed an associate degree are most dissatisfied with the opportunity to advance. Breaking it 

apart like this, while still not very satisfied, the administrative processes are not necessarily 

perceived by every group as the most dissatisfying. This may be the result of job roles held by 

those who attain a certain degree level, and many of the higher educated may even be among the 

management staff. 

Graduate level employees may believe they deserve more pay based on the available 

data. The Bureau of Labor Statistics reported increases in those with four-year college degrees 

working minimum wage jobs, many jobs that previously went to those with four-year degrees are 

now going to those with graduate degrees (Bureau of Labor Statistics, 2013).  

The dissatisfaction with the opportunity to advance felt by many of those with associates 

degrees may be impacted by the same trend that is causing those with graduate degrees to be 

dissatisfied with their salary. This gives us some insight into the causes of job dissatisfaction 

when paired with additional data provided by the survey, the job roles, and industries section. 

Survey respondents were asked which industry area they worked in. Below is a chart detailing 

job satisfaction, indicated job role, and educational level for survey respondents. A chart 

showing this information broken down by indicated industry can be found in the Appendix in 

Figure 71. 

Job Role - Education - Job Satisfaction-Selected Herzberg Analysis Questions 
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Indicated industry 

and total respondents 

indicating the 

industry as their 

worked in industry –

94 out of 106 

respondents 
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Manufacturing 

Operator(7) 

1 0 4 2 0 0 0 0 0 3.71 4.71 6.29 5.0 3.43 2.14 5.43 

General Labor (10) 0 1 7 2 0 0 0 0 0 4.0 5.4 5.0 5.7 3.9 2.4 4.9 

Teaching/Training(13) 0 0 0 0 0 3 4 6 0 2.46 4.0 2.92 3.62 2.38 1.77 2.31 

Combined Clerical and 

Human Resources (16) 

0 0 0 4 0 2 8 2 0 3.81 3.81 3.88 4.25 3.56 2.31 4.12 

Customer Service (13) 1 0 2 6 1 2 1 0 0 3.38 3.85 4.77 4.38 3.54 2.69 4.08 

Supervisor (7) 0 0 2 1 1 0 1 1 1 3.0 3.14 4.43 3.71 3.14 2.0 3.14 

Physician or Pharmacy 

Technician (3) 

0 0 0 0 0 1 0 1 1 4.0 4.67 4.67 3.33 4.33 3.67 4.67 

Skilled Trade (6) 0 0 1 3 2 0 0 0 0 3.33 3.17 3.33 2.83 3.33 2.33 3.83 

Nursing-CAN,RN, LPN 
(5) 

0 0 0 1 1 3 0 0 0 2.0 3.2 4.6 4.6 3.2 1.8 4.2 

Network 

Administration(5) 

0 0 0 0 0 0 2 3 0 2.4 4.4 3.4 4.2 1.6 1.6 2.2 

Other – Attorney and 
Executive(3) 

0 0 0 0 0 1 0 0 2 2.0 3.0 1.67 2.67 2.0 1.67 2.0 

Combined Project 

Management and 
Administration(6) 

0 1 0 0 0 0 0 5 0 2.83 3.33 3.33 2.83 2.17 2.0 2.5 

Data Figure 9: Education and satisfaction shown by indicated job role 

What is seen in the table above, are the areas that are most dissatisfying or satisfying to 

employees as broken down by indicated job role. The most dissatisfied group with the 

“administration processes” are those that indicated they work as a manufacturing operator. A 

JSIS of 6.29 falls in between highly dissatisfied and very highly dissatisfied. The job roles where 

the concentration of employees is on the lower educated end indicate the most dissatisfaction 

with administration processes.  

Examing the chart further shows that many on the lower educated end find great 

dissatisfaction in the administration process, salary/pay, opportunity to advance, job recognition, 

and job prestige. Most of the JSIS scores move more towards satisfying as education increases. 
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This information shows that job role or industry are far more influential in job satisfaction than 

the educational level of the survey respondent.  

Employee Perceptions and the 15 Motivational Inquiries 

Grouping employees into 3 groups based on their answers regarding their overall job 

satisfaction and comparing it to a set of 15 questions present a look at some of the sources and 

even perhaps some personality traits that may influence job satisfaction. These 15 questions ask 

about multiple aspects of their job and their opinion on each aspect and how they think they 

would react. These 15 questions will be called the “15 Motivational Inquiries” for the purposes 

of this analysis due to the way the answers trend as job satisfaction changes. 

The 15 Motivational Inquiries: 

1. Do you believe if you were more satisfied with your job that you would work 

harder for your employer? 

2. Do you believe if you were more satisfied with your job that you would be more 

motivated to do your job? 

3. In your opinion, does your employer do enough for employees? 

4. In your opinion, do you believe you are respected by your immediate 

supervisor(s)? 

5. In your opinion, do you believe you and/or employees in your position are 

respected by upper-level management at the facility or overseeing the facility you 

work in? 

6. Thinking about what you are doing now, how well does it match up with what 

you want to be doing? 
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7. Do you believe the level of respect you receive in your job impacts, positively or 

negatively, your level of job satisfaction? 

8. Does the present state of the economy cause you to worry about the status of your 

job? 

9. If you lost your job tomorrow, how would you feel? 

10. Have you ever been told “Thank You” for the work you do while at your job? 

11. Do supervisors at your workplace offer positive praise when a job is done well? 

12. Do employees at your workplace receive recognition for a job well done? 

13. Do employees at your workplace get reprimanded by your employer? 

14. Are you afraid of losing your job due to workplace rules? 

15. Are you afraid of losing your job due to a supervisor who in your opinion may 

show biasness or general malicious behavior towards employees? 

 

41 survey respondents answered either “highly satisfied” or “very highly satisfied” when 

asked how they would rate their overall job satisfaction. 9 respondents answered either “highly 

dissatisfied” or “very highly dissatisfied” to the same question. In the more apathetic range, 56 

respondents answered “slightly satisfied,” “slightly dissatisfied,” or “apathetic” towards their 

job. 

Among the 41 respondents in the highly satisfied group, those who answered either 

“highly satisfied” or “very highly satisfied,” 17 were from Northern New York and 24 were from 

Central/Lower Michigan. 13 of the respondents were male, 28 were female. 20 of the 

respondents (about half) had at least a 4-year degree or higher. Income ranged through all 

brackets from less than $10,000 a year to $200,000 a year.  
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Of the 9 respondents that answered that they were “highly dissatisfied” or “very highly 

dissatisfied,” 5 were male and 4 were female.  1 was from the Northern New York region and 8 

were from Central/Lower Michigan. 1/3 of the respondents had an income of less than $10,000 a 

year, another third had an income between $40,000 and $50,000 a year; none of them reported an 

income above $70,000 a year. 3 of the respondents (1/3) reported an education of at least a 4-

year degree. 

Of the 56 survey respondents that fell into the apathetic range, 16 of them were male and 

40 were female. 28 were of those respondents were from Northern New York and the other 28 

indicated they were from Central/Lower Michigan. Income in this group varied from a low of 

Less than $10,000 to a high of $100,000. 19 of the respondents had reached an educational level 

of at least a four-year degree.  

The three graphs in Figure 102 in the appendix show the differences in how each group 

perceives how job satisfaction would improve their productivity. When asked Motivational 

Inquiry Question 1, “Do you believe if you were more satisfied with your job you would work 

harder for your employer?” the highly satisfied group had 44% indicate “No” as their answer, 

whereas the apathetic group had 14% answer “No”. The lower satisfaction group is too small to 

get an accurate indication of how this group would answer the question on a larger scale, but 

none of the 9 people in this group indicated “No” as their answer.  Figure 103 shows the results 

of Motivational Inquiry 1 displayed by job satisfaction. 

Regionally there is almost no difference between Northern New York and Central/Lower 

Michigan in regards to this question. Regional data on these 15 questions can be viewed in the 

Appendix starting with Figure 72.  
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The 15 Motivational Inquiry questions are all multiple choice questions with different 

answers for each question made available for the survey respondent to choose from. The table in 

Figure 105 shows Motivational Inquiry Questions 1 through 5 and the percentage of answers 

based on a range of satisfaction indicated by the respondents. Each question shows clear 

differences between those that indicated at least highly satisfied and those that indicated less than 

highly satisfied.  

Motivational inquiry 6 (Thinking about what you are doing now, how well does it match 

up with what you want to be doing?) was a slightly different question and had an assortment of 

possible answers to choose from. It was intended to gauge employee thoughts on what they 

wanted to do in their professional life versus what they are actually doing. 

 

Data Figure 10: Motivational Inquiry 6 - Thinking about what you are doing now, how well does it match up to what you 

want to be doing? Broken down by answer and indicated satisfaction level. 
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Motivational Inquiry 6 came with special instructions to the survey respondent telling 

them not to think about how satisfied they are with their job, but to focus instead on whether they 

felt the actual work or role they are filling lines up with goals they may have set in the past or 

goals they have now. Whether the instructions were followed or not can only be guessed at, but 

if they were following the instructions it may indicate that the apathetic group has some hope or 

optimism that they will find work that they want to be doing eventually. Many in the highly 

satisfied group, by comparison, are already doing what they want to be doing.  

For Motivational Inquiry 6, 30.36% of respondents answered “Close, but I am not there 

yet,” from the apathetic group, and from the higher satisfied group this number was only slightly 

higher at 31.71%. Respondents from the apathetic group answered “I am still working towards 

what I want,” 26.79% of the time. They may be optimistic that they will eventually find work 

that they enjoy, or believe they are on a path towards work they will enjoy.  

Motivational Inquiry 7 (Do you believe the level of respect you receive in your job 

impacts, positively or negatively, your level of job satisfaction?) shows that most survey 

respondents believe there is at least some impact on job satisfaction based on the level of respect 

they receive. When given the choices of “Substantially Impacts,” “Some Impact,” “None or very 

Little Impact,” or “Other”, 96% choose either “Substantially Impacts,” or “Some Impact.” The 

apathetic group is slightly more likely to choose” Substantially Impacts” (about a 4% difference). 

It shows that a majority of survey respondents tend to believe that being respected in their job 

can impact job satisfaction.  See Figure 106 in the Appendix for more information. 

Motivational Inquiry 8 (Does the present state of the economy cause you to worry about 

the status of your job?) had four possible answers, “Very worried,” “Slightly worried,” “Not 

worried at all,” or “Other.” This question asked about the respondent's thoughts on the economy 
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and how worried it made them regarding their job. Most respondents indicated they were slightly 

worried as shown in Figure 107. While the dissatisfied group is small, they were the most likely 

to indicate “Very Worried” as their answer. This can make sense when considering, as was 

shown earlier, satisfaction tends to decrease with lower educational attainment and not having 

proven knowledge may cause some concern when it comes to a potentially volatile economy.   

The table below shows the answers from Motivational Inquiry question 9 (If you lost 

your job tomorrow, how would you feel?). The answers given to this question, as with many 

other questions from this group, show fairly large differences in the answers given based on the 

indicated satisfaction level. This question was intended to get a feel for the personality of the 

person responding to the survey. While it may not encompass every possible answer one can 

feel, the indicated answers may give us a look into how the respondents would look at a sudden 

job separation and how they view their current job.  

Motivational Inquiry 9 

If you lost your job tomorrow, how would you feel? 
Potential Answers: Highly Satisfied 

Group (41) 

Apathetic Range 

Group (56) 

Highly Dissatisfied 

Group (9) 

I would be sad about losing my job; I enjoyed my job 

because of the people I worked with 

39.02% 21.43% 11.11% 

I enjoyed the work I did and would be sad about losing 
it 

39.02% 14.29% 0% 

I would be worried about money, but happy I did not 

have to return to work there 

4.88% 25% 77.78% 

It would give me another opportunity to seek out a new 

job and hopefully find a better fit 

4.88% 21.43% 0% 

I would be neither worried or sad, I can find a new job 
easily 

9.76% 5.36% 11.11% 

Other 2.44% 12.5% 0% 

*Other Responses 1. “Worried about 

replacing everything I 

had at that job” 

1. “1-4 as well” – 2.” Id 

look for another one, or 

do what others do and 
live off Obamacare” – 

 3. “I would not work 

anymore” – 4. “Just 
worried about money” – 

5.” I would be worried 

about money, but would 
view it as an opportunity 

to find a better fit.” – 6. 

“Not Sure” 

 

Data Figure 11: Motivational Inquiry 9 showing potential answers and percentage of respondents who answered based on 

indicated satisfaction level. 
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It can be seen in the table above that the highly satisfied group was more likely to 

indicate sadness with the job separation, almost 80%, compared with the other groups.  The 

highly satisfied group was evenly split as to the nature of why they were sad. Almost 5% of the 

highly satisfied group indicated they would be happy they would not have to return to their job. 

77% of the highly dissatisfied group indicated they would be happy to not have to return to the 

job as their answer.   

What is most interesting here is the apathetic group. The apathetic group was equally 

likely to choose either “It would give me another opportunity to seek out a new job and 

hopefully find a better fit” or “I would be sad about losing my job; I enjoyed my job because of 

the people I worked with.” This again seems to indicate the potential to be satisfied in their job 

and some hope or optimism in their future prospects. This may be in part due to their being 

almost satisfied with their work and getting a glimpse of what they like or do not like. They may 

have experience with both ends of the spectrum that drive satisfaction down or up and this may 

lead to more areas where they hope for a better outcome than what they currently have because 

they can see that better exists. Seeing that better exists may also be what is causing them to not 

be highly satisfied. Whether this is driving them to gain more satisfaction from their job, or 

actually seek out a better fit, is not indicated by the data. 

The following chart shows the answers given, by indicated satisfaction level, to four of 

the Motivational Inquiry questions (questions 10 – 13). Again we see trends develop along 

indicated satisfaction level. The more satisfied group of people were more likely to report that 

they were shown some form of appreciation and less likely to report that their workplace 

reprimands employees on a frequent basis.  

Motivational Inquiry Questions 10 -13  

(percentage of people indicating answer based on satisfaction) 
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Legend: 

High Dissatisfied and Very Dissatisfied (9) 

Slightly Dissatisfied, Apathetic, Slightly Satisfied (56) 

Highly Satisfied, Very Highly Satisfied (41) 
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10. Have you ever been told “Thank You” for the work you do while at 

your job? 

0% 

7% 

56% 

 

0% 

46% 

37% 

 

33% 

30% 

5% 

 

67% 

16% 

2% 

 
11. Do supervisors at your workplace offer positive praise when a job is 

done well? (such as saying “thank  you”, or “good job”) 

 

0% 

7% 

54% 

 

11% 

36% 

32% 

 

11% 

36% 

12% 

 

78% 

21% 

2% 

 
12. Do employees at your workplace receive recognition for a job well 

done? (This could be an award such as a plaque or trophy, a present, a 

monetary award, a certificate of appreciation) 

 

0% 

5% 

39% 

 

33% 

34% 

46% 

 

33% 

39% 

10% 

 

33% 

21% 

5% 

 
13. Do employees at your workplace get reprimanded by your 

employer? (This could be a verbal or written reprimand and could be 

for anything from not following the rules, being late, safety violations, 

poor workmanship, or attitude) 

 

33% 

27% 

12% 

 

11% 

55% 

41% 

 

44% 

16% 

41% 

 

11% 

2% 

5% 

 

Data Figure 12: Motivational Inquiry questions 10 -13 showing answers to 4 questions based on the indication of 

satisfaction level. 

Information that may help support the data in this chart is the answers to a survey 

question that is not part of the Motivational Inquiry set of questions. When asked, “How many 

times in the past year have you received a reprimand from your employer?” 31 out of 106 

respondents indicated they had received at least one verbal reprimand – many of them multiple 

times.  This was an open-ended question prompting respondents to enter in how many times they 

have been reprimanded in the past year. The breakdown of reprimands by satisfaction grouping 

can be seen in Figure 108.  

The group most likely to receive reprimands was the highly dissatisfied group, the highly 

satisfied group was the least likely to receive a reprimand. Whether those who receive 

reprimands are more likely to do things to get reprimanded because they are not satisfied with 

their job or those who receive reprimands suffer from a decrease in job satisfaction because they 

received the reprimand is not clear with the available data. There could be multiple elements at 

work, such as the perception of fairness of the rules, or individual personality of the employee. It 
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is clear from the information that satisfaction and being reprimanded have some sort of 

correlation. What is not clear is the exact nature of the relationship. The chart in Figure 109, 

located in the Appendix, shows the breakdown of perceptions of administrative processes and 

overall satisfaction level. Again a link is seen where issues with the administration area of the 

business are higher as job satisfaction decreases. 

The remaining two Motivational Inquiry Questions reinforce the findings that higher 

reported dissatisfaction correlates in some way to a decrease in satisfaction towards the 

businesses administration processes. The chart below shows Motivational Inquire questions 14 

and 15. Among the respondents, the apathetic group and lower satisfied group are more likely to 

indicate that biases or maliciousness of their supervisors exists in their workplace. They also 

perceive that they could be terminated for what they may regard as unfair or unclear rules. There 

is almost no occurrence of this among the higher satisfied group.  

Motivational Inquiry Questions 14 and 15 
Legend: 

High Dissatisfied and Very Dissatisfied (9) 

Slightly Dissatisfied, Apathetic, Slightly Satisfied (56) 

Highly Satisfied, Very Highly Satisfied (41) Y
es
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14. Are you afraid of losing your job due to workplace 

rules? (such as rules you may regard as unfair) 

22% 

11% 

0% 

33% 

14% 

7% 

44% 

68% 

93% 

0% 

*7% 

0% 

15. Are you afraid of losing your job due to a supervisor 

who in your opinion may show biasness or general 

malicious behavior towards employees? 

22% 

14% 

0% 

33% 

21% 

12% 

44% 

64% 

88% 

0% 

0% 

0% 

Other Remarks *One person from the apathetic group indicated they already 

lost their job due to what they regarded as an unfair rule or 

rules. Another person indicated they have another job lined up 

so they do not have to deal with it any longer. 

Data Figure 13: Motivational Inquiry 14 and 15, showing answers based on indicated satisfaction level. 

 

In general, it appears that in a workplace where employees do not feel appreciated and/or 

respected, or do not perceive intentions as those of appreciation or respect, the workplace will 

overall suffer from lower job satisfaction. As perceptions of appreciation rise, job satisfaction 
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could possibly rise in many people; or as job satisfaction rises, perceptions of appreciation may 

rise and perceptions of bias and unfair administrative processes may decrease.  

Data Analysis Conclusions 

Analysis of the survey data shows several important and interesting trends. There is 

almost no indicated difference in responses from the two regions in regards to job satisfaction 

overall. Respondents overall are generally slightly satisfied with their job on average. 

Respondent’s indicated the most satisfaction with coworker relationships, and the most 

dissatisfaction with administration processes. Respondents in general only seem to be slightly 

worried about external factors, such as the economic impact, and they do not typically believe 

they are mistreated or the victims of bias.  

There is some relationship between educational attainment and level of satisfaction. Most 

of that link appears to be more associated with the job; educational attainment may just make it 

easier to acquire those jobs likely to help make an employee satisfied. The largest predictor of 

job satisfaction is actually found in the job that employees do. Jobs that require little to no higher 

education tend to suffer from higher instances of job dissatisfaction. Jobs that are typically 

restricted to those achieving higher education tend to have higher instances of job satisfaction.  

The satisfying jobs are not purely related to educational attainment, this is only a small 

relation. Nurses and attorneys are among those most likely to be satisfied. Although nurses 

indicated some aspects of their job as very dissatisfying, their indicated overall job satisfaction 

was very high. The jobs where people are more likely to find job dissatisfaction are general labor 

type jobs and clerical or human resources related jobs.  

Survey data indicates a link between how satisfied one is with their job and several 

aspects of their job. The data shows that those who are highly satisfied are less likely to indicate 
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they believe they are unfairly targeted by supervisors, less likely to be reprimanded, and more 

likely to be sad about losing their jobs suddenly. They are also less likely to indicate job 

satisfaction as an impacting aspect of their productivity.  

Many of those respondents in the apathetic group seemed to indicate some hope or 

optimism that they would improve their job to something they would better enjoy. They also 

tended to be more likely than the satisfied group when it came to receiving reprimands and they 

weren’t very likely to indicate that they received recognition for their work, often preferring to 

answer that “Sometimes” their workplace engaged in employee recognition activities. 

When it comes to regional levels, there is almost no difference overall in levels of job 

satisfaction. When broken down into certain categories, such as by education, some differences 

in satisfaction with job aspects occur. Income was also shown to have a very low impact on the 

likelihood of job satisfaction.  

  



Regional Employee Job Satisfaction 
46 | P a g e  

 
Chapter 5 

5. Summary, Conclusions, and Recommendations 

 

Summary 

Job satisfaction can potentially mean the difference between a happy and productive 

employee and an employee collecting their paycheck while looking for a new job. Low job 

satisfaction can increase employee turnover resulting in increased costs for the business to find, 

replace, and train new employees. Low job satisfaction has also been linked to employee 

absenteeism, and how well they perform their job when they are at work.  

Personality has also been shown to impact job satisfaction. Studies conducted on the Big 

Five personality traits showed strong correlations between personality traits and job satisfaction. 

This adds a difficult to control variable in the attempts to improve job satisfaction among 

employees, but not an impossible one. Other studies have shown that employers can aid in and 

improve job satisfaction among its workers indicating that despite the role of personality, job 

satisfaction can be improved. 

Conclusions 

Job satisfaction among survey respondents is not as high as it could be. When it comes to 

regional levels, there is almost no difference in overall levels of job satisfaction. The data 

suggests that economic factors are not likely to be a cause of job dissatisfaction. There is 

evidence in the data to indicate a relationship between employer punishment, worker recognition, 

and job satisfaction. Employees are likely to gain a sense of satisfaction from their coworkers, 

but dealing with the managers or administration of the company may not be so rewarding to 

them.  
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There is evidence to suggest personality traits play a role, it does not rule out the role the 

employer must play to improve job satisfaction among its workers and thus improve productivity 

and worker retention; but personality traits should be acknowledged as a contributing factor to 

job satisfaction. While it may not always be easy, an employer still has options to help guide and 

improve worker job satisfaction despite the impact of personality. 

The job role is the factor most related to job dissatisfaction found in this study. The 

reasons for this are not entirely known and not indicated in this study. This job role link was 

stronger than any educational link, although a general trend showing an increase in job 

satisfaction with increased educational attainment was found. The jobs that show high 

satisfaction do not have any apparent or obvious relationship except perhaps in the degree of 

autonomy provided by some of the higher satisfying jobs.  

Research has shown that a link was found between some Big Five personality traits and 

openness to career exploration (Reed et al., 2004). This hints at personality factors having some 

impact on job role and the relationship in job satisfaction. It may be that those who are more 

likely to engage in the pursuit of higher education or seek out careers where they help people are 

more likely to be satisfied with their jobs, or perhaps those types of jobs offer some external 

rewards that help to make an employee more satisfied. 

Indicated job satisfaction levels show many areas that need to be improved revolve 

around the rules and regulations of the employer, the punishment and recognition system, and the 

way the employer handles advancement in the company. Areas that can be utilized to help 

improve satisfaction involve coworker relationships, company culture, and management 

interaction with employees. 
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There is no one answer to improving job satisfaction. There are multiple causes behind 

the creation of a low satisfied employee, and many factors working together can make the 

concept difficult to understand. Perception and personality are clearly involved, and perhaps a 

major indicator of job satisfaction. Administration processes such as rules, salary decisions, 

advancement opportunities, and other items that are impacted by employer decisions, seem to 

also be involved in causing job dissatisfaction. Interpersonal relationships seem to be a force that 

can help to improve the satisfaction of many employees. 

When considering all the data from the survey, as well as external studies reviewed with 

this research, three groups can be developed that encompass the potential factors that can impact 

job satisfaction. The Three Job Satisfaction Impact Groups Model is, for the purposes of the 

study, made up of the Internal Causation Group, the Administrative Relationships Group, and the 

Sociological Interactions Group. Through external research and this study, this model of job 

impact factors was developed to help visualize possible factors in an easier to understand way.  

The below data figure shows an overview of the interactions of the three groups and 

some aspects that belong to each group. Those items that are internal to an employee, such as 

feelings, perception, or personality belong in the Internal Causation Group. Factors that are 

carried out by managers or business administration, such as a raise, promotion, or rule changes, 

belong in the Administrative Relationships Group. The Sociological Interactions Group involves 

those items that would be related to coworkers, such as their jobs, their actions, and their 

personalities. For a larger Venn diagram of the below data figure see Figure 110 in the 

Appendix.  
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Data Figure 14: Diagram of the Three Job Satisfaction Impact Groups 

Internal Causation Group 

The Internal Causation Group is made up of internal factors to the individual that can 

impact job satisfaction. This would, at its core, include personality traits such as the list of Big 

Five personality traits shown below, as stated by Carleton University (2013): 

• extraversion vs. introversion 

• agreeableness vs. antagonism 

• conscientiousness vs. directedness 
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• neuroticism vs. emotional stability 

• open to experience vs. not open to experience 

This group centers on an employee and their perceptions and personality. It is the 

perception of events that lead to feelings of satisfaction or dissatisfaction. While these 

perceptions can be influenced, it is still the perception that matters. The employee is the ultimate 

judge of events around them, and how the employee judges these events will impact how they 

feel about their job.  

To sum it up, the Internal Causation Group includes those factors that cause an employee 

to perceive the job they do negatively or positively. It can be influenced by outside forces, but 

those forces are ultimately interpreted by the personality traits of the employee. Some personality 

traits may be easier to influence than others.  

Administrative Relationships Group 

Administrative Relationships are those factors that involve the business or business 

decisions that impact the employees in some way. These could be workplace rules and showing 

employees appreciation, while the perceptions of those actions ultimately belong to the 

employee. This group includes any action by administrators, managers, or supervisors that may 

have an influence on an employee and their satisfaction with events. A raise, a promotion, and 

layoffs may fall into this group.  

Managers may have an impact on the perception of employees by listening to those 

employees and working to answer concerns of employees openly and honestly (Herzberg, 1987). 

The data from this survey shows that administrative actions are judged as typically falling on the 

dissatisfied or low satisfaction end of the spectrum. While personality is clearly involved, 

employers can do much to improve the relationship with employees.  
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Sociological Interactions Group 

The Sociological Interactions Group would be made up of those factors that involve the 

people an employee would interact with. Coworker relationships were rated as being among the 

most satisfying aspect of respondents jobs. This group would include that coworker relationship 

aspect and relationship interactions with supervisors, managers, and situations where one 

encounters or interacts with other people that may influence job satisfaction through their 

actions.  

While typically this may include working interactions, it could be expanded to include 

anyone the employee interacts with that may influence their general perception. The cashier at 

the coffee store that gets their order wrong and puts them in a bad mood for the day or the family 

member sharing good news can influence the perception and result in an increase (or decrese) in 

happiness. Happiness was shown to have an impact on worker productivity according to research 

(Oswald, Proto, & Sgroi, p.14, 2008).   

In Summary, the Sociological Interactions Group can include any interaction that causes 

a person to develop a potential perception or opinion that may influence satisfaction in a job. The 

interaction may have nothing to do with the job directly, but is evident in minor perception 

changes or conclusions formed that can impact job satisfaction. It is made up of the working and 

non-working relationships with other people. 

Recommendation 1: Improve Workplace Clarity and Perception of the Organization 

Currently, according to the data, employees find that their interactions with 

administrative processes to be an area that many find to be rather low in dissatisfaction. They 

find dissatisfaction with many areas that are typically handled by managers or administration 

staff within the employer. This is highlighted as something that needs to improve because of the 



Regional Employee Job Satisfaction 
52 | P a g e  

 
large impact managers and administration can have on an employee and the indicated low 

satisfaction ratings by survey respondents. 

It is recommended that employers institute a style of leadership known as authentic 

leadership. Authentic leadership has been shown to have positive effects on job satisfaction and 

increased employee performance (Wong & Laschinger, 2012).  Authentic leadership focuses on 

being clear and honest with employees; it emphasis fairness and worker empowerment as key 

aspects to help improve job satisfaction. This leadership style should not just be implemented as 

a way to interact with employees; but should become the model on which the business functions 

and interacts with everything. 

The below list of distinct components of the authentic leadership style was compiled by 

Dr. Ronald Riggio (Riggio, 2014): 

1. Self-Awareness (“Know Thyself”) 

2. Relational Transparency (“Be Genuine”) 

3. Balanced Processing (“Be Fair-Minded”) 

4. Internalized Moral Perspective (“Do the Right Thing”) 

Employers should seek to define their business and do it as honestly as possible. They 

must know themselves; they must learn the strengths and weaknesses of the business. They must 

clearly define the values, rules, and expectations of employees and those that they do business 

with; but they must also lay out what can be expected from the business and those administrators 

in charge of the business. The business should strictly adhere to those expectations that they set 

for themselves. This can help to control negative perceptions from forming among employees, or 

more accurately the individual may be more likely to perceive actions more favorably when they 
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are aware of what is expected from them and what can be expected from their employer (Wong 

& Laschinger, 2012). 

Administrative processes must be transparent and include members from the group of 

people affected by the decision making process. There should not be a hidden agenda, and thus 

no reason to hide the process. A promotion for a supervisor position does not need to occur 

behind closed doors. This can help prevent beliefs or rumors regarding favoritism in the process 

and some of the dissatisfaction related to advancement opportunities. It is at this point that the 

Administrative Relationship Group of aspects can be used to help improve the relationship with 

employees by not giving them a reason to perceive a hidden agenda. 

Businesses should be ethical in what they do. Setting clear expectations can assist in this; 

adhering to those expectations can prove to the employee that they work for an ethical employer. 

This is about assisting in the creation of the perception of the business from the perspective of 

the employee. The employee will look more favorable at an employer that has shown them that 

they are fair and honest.  

Recommendation 2: Create a More Human Centered Environment  

The largest area of satisfaction indicated by survey respondents was in the area of 

coworker relationships. While coworker relationships may not directly cause overall job 

satisfaction, it can be used to help reduce job dissatisfaction. Employees tend to form social 

groups. These social groups have been indicated to increase job performance, but the goals of the 

individual can often align more with the goals of the group rather than those of the organization 

they are working for (Verbeke & Wuyts, 2006).   

It is recommended that employers work to create a company culture centered on the 

employee and the goals of the organization. It is important to recognize the typical social nature 
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of people. The employer should encourage collaboration among employees and stress adherence 

to goals and values that are clear, ethical, and relevant. Employers should help to guide the goals 

of the group into alignment with the goals of the organization.  

There isn’t any good reason why virtual teams cannot engage in social interaction with 

each other either. Spending a few minutes at the beginning of the meeting or end of a meeting 

just catching up on life events can be rewarding and make the virtual groups more productive. 

Managers within the organization should make every possible effort to interact with as 

many employees as they can on a more human and less work centered way. By talking with them 

on a more social level, employees may feel more valued and empathy between manager and 

employee can develop. Talking about the job may be acceptable, but this should be done in a 

friendly and less authoritative way; authority should be saved for more formal business meetings. 

These interactions with employees would be less formal, but purposefully sought out. This 

would include the direct supervisors of the employee and the managers above that supervisor.  

Some of the lowest levels of satisfaction reported by respondents in this survey were 

from those types of jobs that are often found in manufacturing. Manufacturing is typically set up 

with a production environment of workers and the supervisors that lead them. There may be a 

production manager in charge of the supervisors and a plant manager in charge of the production 

manager.  

Supervisors are on a level where they may get to know the production staff, those above a 

supervisor may not be as likely to be involved. Creating a human-centered environment would 

require that the production manager and plant manager, in the aforementioned factory setting, 

make an effort to interact with those they are not directly supervising. Managers should make an 

effort to learn about their employees on a more personal level. The casual conversation should 
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not be discouraged, but embraced. This could be taken as an opportunity to learn and hear 

employee suggestions for improvement.  

It may be beneficial that when a new employee is hired, they are introduced to the 

managers above their direct supervisor. The manager should introduce themselves and welcome 

the new employee to the team. The manager should ask the new employee questions, getting to 

know some of the past work experiences of the employee for example. This can, at the very least, 

help to create the perception that the employees are cared about and a part of the whole group.  

Employers should recognize that employees are human and mistakes are possible. This is 

in no way condoning some behavior or repeated purposeful actions, but merely recognizing that 

perfection is not possible. Rather than be quick to punish, a conversation should be carried out in 

a non-judgmental way. Concerns can be expressed in terms of the possible consequences of the 

actions, not of the punishment consequences, but in terms of why the rule exists. This could be 

for the safety of the employee, the safety of expensive equipment, or the bad product making its 

way to customers. 

The overall idea is to bring about mutual respect between employee and managers and 

create an empathetic bond. It involves recognizing that employees are human; they are not 

resources to be used up. The idea is not to fake caring about the employee, but to develop an 

actual empathetic bond with the employee. Employers should also not be quick to punish an 

employee, but rather seek an understanding with the employee. 

Recommendation 3: Encourage Employee Empowerment 

An issue noticed in the analysis of survey responses was the link between job role and job 

satisfaction. When it comes to some jobs, workers are given varying degrees of autonomy. 

Worker empowerment has been shown to create an increase in job satisfaction in most 
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employees (Sut I Wong & Perry, 2011). This may help to counteract the effects seen in many of 

the lower satisfied jobs as indicated by survey respondents in this study. 

It is recommended that employers work to practice worker empowerment. It is important 

to recognize and acknowledge that people like control over their own lives. Empowering workers 

to make decisions that can have an effect on their job outcome can show the employee that they 

are trusted to do their job effectively. Some aspects of the job may not be able to eliminate 

restrictions on how they are done, but the more empowerment an employee can be given the 

higher the likelihood they will be satisfied with their job.  

The basics of worker empowerment involve granting employees some decisions in how 

best to accomplish their daily activities. This is not bringing in a six sigma expert to train in 

employees how to better effectively sweep the floor, but would allow employees to decide the 

best way to sweep the floor and get the job done in the time allotted. While bringing in outside 

assistance to train workers can be beneficial to expanding the knowledge of employees and 

improve their work, the ultimate decision of how to do the work should be done would be left up 

to the employee. In many jobs, it does not matter how the work is done, as long as the work is 

done in the allotted time frame and the end results meet or exceeds expected results. 

While it may not be possible to empower everyone in every task they do, job tasks should 

at least be examined for possible reductions in listed instructions to increase employee 

autonomy. Empowering employees as much as possible can show the employee they are trusted 

and it can increase their job satisfaction.  

Future Research Suggestions 

Further research on the link between job satisfaction and job role should be conducted to 

determine the validity of such a link and seek a clearer explanation for the link. Additional 
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research on a larger pool of respondents should be conducted in regards to the Herzberg Analysis 

section and the 15 Motivational Inquiries section with some expansion or rewording of the 

questions. Further research into the role of personality and perception of the employee and job 

satisfaction may further explain the link and assist in aiding in employers in their goal of creating 

an environment of satisfied employees.  
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Appendix I: Research Related Data 

Appendix I A - Survey Questions 

 

1. What is your sex/gender? 

o Male 

o Female 

 

2. What is your highest educational level? 

o Less than High School Graduate – No G.E.D. 

o G.E.D. 

o High School Graduate 

o Some College 

o Trade School 

o Associate Degree 

o 4 Year Degree 

o Graduate Degree 

o Ph.D. /Doctorate 

 

3. What is your average yearly personal income? 

o Less Than $10,000 

o $10,000 to $20,000 

o $20,001 to $30,000 

o $30,001 to $40,000 

o $40,001 to $50,000 

o $50,001 to $60,000 

o $60,001 to $70,000 

o $70,001 to $80,000 

o $80,001 to $90,000 

o $90,001 to $100,000 

o $100,001 to $150,000 

o $150,001 to $200,000 

o Greater than $200,000 

 

4. In what location are you currently living? 

o Northern New York Adirondack Region 

o Central/Lower Peninsula Michigan 

o Other 
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5. When thinking about your current job, how would you rate your overall job satisfaction? 

1. Very highly satisfied 

2. Highly satisfied 

3. Slightly satisfied 

4. It’s a job/ apathetic towards job 

5. Slightly dissatisfied 

6. Highly dissatisfied 

7. Very highly dissatisfied 

 

6. When thinking about a previous job, how would you rate your overall job satisfaction? 

1. Very highly satisfied 

2. Highly satisfied 

3. Slightly satisfied 

4. It’s a job/ apathetic towards job 

5. Slightly dissatisfied 

6. Highly dissatisfied 

7. Very highly dissatisfied 

 

7. When thinking about the work you do currently, how satisfied are you with just the tasks 

and duties you are assigned? 

1. Very highly satisfied 

2. Highly satisfied 

3. Slightly satisfied 

4. It’s a job/ apathetic towards job 

5. Slightly dissatisfied 

6. Highly dissatisfied 

7. Very highly dissatisfied 

 

8. When thinking about the work you do currently, how satisfied are you with your 

supervisors? 

1. Very highly satisfied 

2. Highly satisfied 

3. Slightly satisfied 

4. It’s a job/ apathetic towards job 

5. Slightly dissatisfied 

6. Highly dissatisfied 

7. Very highly dissatisfied 

 

9. When thinking about the work you do currently, how satisfied are you with your 

salary/pay? 
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1. Very highly satisfied 

2. Highly satisfied 

3. Slightly satisfied 

4. It’s a job/ apathetic towards job 

5. Slightly dissatisfied 

6. Highly dissatisfied 

7. Very highly dissatisfied 

 

10. When thinking about the work you do currently, how satisfied are you with the 

opportunity to advance? 

1. Very highly satisfied 

2. Highly satisfied 

3. Slightly satisfied 

4. It’s a job/ apathetic towards job 

5. Slightly dissatisfied 

6. Highly dissatisfied 

7. Very highly dissatisfied 

 

11. When thinking about the work you do currently, how satisfied are you with the job 

flexibility (work/life balance)? 

1. Very highly satisfied 

2. Highly satisfied 

3. Slightly satisfied 

4. It’s a job/ apathetic towards job 

5. Slightly dissatisfied 

6. Highly dissatisfied 

7. Very highly dissatisfied 

 

12. When thinking about the work you do currently, how satisfied are you with your job 

security? 

1. Very highly satisfied 

2. Highly satisfied 

3. Slightly satisfied 

4. It’s a job/ apathetic towards job 

5. Slightly dissatisfied 

6. Highly dissatisfied 

7. Very highly dissatisfied 

 

13. When thinking about the work you do currently, how satisfied are you with your working 

conditions? 
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1. Very highly satisfied 

2. Highly satisfied 

3. Slightly satisfied 

4. It’s a job/ apathetic towards job 

5. Slightly dissatisfied 

6. Highly dissatisfied 

7. Very highly dissatisfied 

 

14. When thinking about the work you do currently, how satisfied are you with your 

relationship with your coworkers? 

1. Very highly satisfied 

2. Highly satisfied 

3. Slightly satisfied 

4. It’s a job/ apathetic towards job 

5. Slightly dissatisfied 

6. Highly dissatisfied 

7. Very highly dissatisfied 

 

 

15. When thinking about the work you do currently, how satisfied are you with the 

administration processes? (rules, regulations) 

1. Very highly satisfied 

2. Highly satisfied 

3. Slightly satisfied 

4. It’s a job/ apathetic towards job 

5. Slightly dissatisfied 

6. Highly dissatisfied 

7. Very highly dissatisfied 

 

16. When thinking about the work you do currently, how satisfied are you with your level of 

responsibility? 

1. Very highly satisfied 

2. Highly satisfied 

3. Slightly satisfied 

4. It’s a job/ apathetic towards job 

5. Slightly dissatisfied 

6. Highly dissatisfied 

7. Very highly dissatisfied 
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17. When thinking about the work you do currently, how satisfied are you with the 

recognition you receive for a job well done?  

1. Very highly satisfied 

2. Highly satisfied 

3. Slightly satisfied 

4. It’s a job/ apathetic towards job 

5. Slightly dissatisfied 

6. Highly dissatisfied 

7. Very highly dissatisfied 

 

18. When thinking about the work you do currently, how satisfied are you with the status or 

prestige of your job?  

1. Very highly satisfied 

2. Highly satisfied 

3. Slightly satisfied 

4. It’s a job/ apathetic towards job 

5. Slightly dissatisfied 

6. Highly dissatisfied 

7. Very highly dissatisfied 

 

19. Do you believe if you were more satisfied with your job that you would work harder for 

your employer? 

o Yes 

o No 

o Other 

 

20. Do you believe if you were more satisfied with your job that you would be more 

motivated to do your job? 

o Yes 

o No 

o Other 

 

21. In your opinion, does your employer do enough for employees? 

o Yes 

o No 

o Acceptable, but could be better 

o I am here to work/Earn a paycheck, I don’t care 

o I don’t know/Other 

 

22. In your opinion, do you believe you are respected by your immediate supervisor(s)? 

(Supervisor would be a boss or someone who oversees your work) 
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o Yes 

o No 

o Some of them (if more than one supervisor, and you only believe some of them 

respect you) 

o Acceptable, but could be better 

o I am here to work/Earn a paycheck, I don’t care 

o I don’t know/Other 

 

23. In your opinion, do you believe you and/or employees in your position are respected by 

upper-level management at the facility or overseeing the facility you work in? (Upper-

level management would be relative to your position in the company and would be above 

your immediate boss(es) or supervisor(s), typically this would be at your specific 

location, but could mean a boss overseeing multiple divisions spread out in several 

locations.) 

o Yes 

o No 

o Some of them 

o Acceptable, but could be better 

o I am here to work/Earn a paycheck, I don’t care 

o I don’t know/Other 

 

24. Thinking about what you are doing now, how well does it match up with what you want 

to be doing? Please refrain from taking into account your level of job satisfaction unless 

the reasons you are not satisfied are because of the position or role you fill (i.e. do you 

like the work you do just not the location or employer) 

o Perfectly or nearly perfectly 

o Close, but I am not there yet 

o I am still working towards what I want 

o I am not even in the same industry 

o Not close, but highly satisfied with it 

o Not close, but acceptable 

o Not close, not acceptable 

o Other  

 

25. Do you believe the level of respect you receive in your job impacts, positively or 

negatively, your level of job satisfaction? 

o Substantially impacts 

o Some impact 

o None or very little impact 

o I don’t know/Other 

 

26. Does the present state of the economy cause you to worry about the status of your job? 

o Very worried 

o Slightly worried 

o Not worried  at all 

o I don’t know/Other 
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27. If you lost your job tomorrow, how would you feel? 

o I would be sad about losing my job, I enjoyed my job because of the people I 

worked with 

o I enjoyed the work I did and would be sad about losing it 

o I would be worried about money, but happy I don’t have to return to work there 

o It would give me another opportunity to seek out a new job and hopefully find a 

better fit 

o I would be neither worried or sad, I can find a new job easily 

o I don’t know/Other 

 

28. Have you ever been told “Thank You” for the work you do while at your job? 

o Yes, very frequently 

o Sometimes 

o Rarely 

o Never 

 

29. Do supervisors at your workplace offer positive praise when a job is done well? (such as 

saying “thank you”, or “good job”) 

o Yes, very frequently 

o Sometimes 

o Rarely 

o Never 

 

30. Do employees at your workplace receive recognition for a job well done? (This could be 

an award such as a plaque or trophy, a present, a monetary award, a certificate of 

appreciation) 

o Yes, very frequently 

o Sometimes 

o Rarely 

o Never 

 

31. Do employees at your workplace get reprimanded by your employer? (This could be a 

verbal or written reprimand and could be for anything from not following the rules, being 

late, safety violations, poor workmanship, or attitude) 

o Yes, very frequently 

o Sometimes 

o Rarely 

o Never 

 

32. How many times in the last year have you received a reprimand from your employer? 

(This could be a verbal or written reprimand and could be for anything from not 

following the rules, being late, safety violations, poor workmanship, or attitude) 

 

33. How long have you been employed with your present employer (Rounded to years)? 
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34. Are you afraid of losing your job due to workplace rules? (such as rules you may regard 

as unfair) 

o Yes 

o A little 

o No 

o I don’t know/Other 

 

35. Are you afraid of losing your job due to a supervisor who in your opinion may show 

biasness or general malicious behavior towards employees? 

o Yes 

o A little 

o No 

o I don’t know/Other 

 

36. What is your primary business industry? 

o Technology (Computer/tech related industry) 

o Manufacturing 

o Retail (Stores, restaurants, locations that where you sell directly to individual 

consumers) 

o  Advertising 

o Education 

o Health Care 

o Government 

o Non-Profit 

o Law/Legal Services 

o Gas/Electric/Cable Utilities 

o Childcare 

o Other 

 

37. What is your current role? 

o Manufacturing Operator  

o General Labor 

o General Clerical 

o Accounting 

o Human Resources (generalist, manager, etc.) 

o Skilled Trade (Maintenance, Electrician, Welding, etc.) 

o Network Administration or Computer technical role 

o Executive 

o Customer service retail (cashier, waitress, etc.) 

o Customer service non-retail (call centers, sales, etc.) 

o Supervisor 

o Project management 

o Teaching/Training 

o Attorney/Lawyer 

o CNA/RN/LPN (Nurse) 

o Medical Physician or Physician Assistant 
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o Administration (Non – HR) 

o Pharmacy or Medical Technician 

o Other 

 

38. What is the size of the organization at the location you are responsible for, or work from? 

o Less than 50 employees 

o 51 – 250 employees 

o 251 – 500 employees 

o 501 – 1,000 employees 

o Greater than 1,000 employees 

o Work at home Most of the time 

o I don’t know 

 

39. What is the size of your entire organization? 

o Less than 50 employees 

o 51 – 500 employees 

o 501 – 1000 employees 

o  1001 – 10,000 employees 

o  10,001 – 50,000 employees 

o  Greater than 50,000 employees 

o I don’t know 

 

40. Please add anything you would like here, that might help us understand your level of 

satisfaction with your job. 

41. In your opinion, what do you like about your job? 

42. In your opinion, what do you dislike about your job? 

43. In your opinion, if your job needs improvement, how can your job improve? 

44. When thinking about the work you do currently, what do you think your employer could 

do to improve your job satisfaction, if anything? 
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Appendix I B – Survey Cover Letter 

 

Dear Participant: 

My name is Joshua Render and I am a graduate student at Central Michigan University. For my final 

project, I am examining regional job satisfaction. Because you are in one of the regions targeted for 

investigation (Northern New York or Central Michigan), I am inviting you to participate in this research 

study by completing the attached surveys. 

The following questionnaire will require approximately 20 minutes to complete. There is no 

compensation for responding nor is there any known risk. In order to ensure that all information will 

remain confidential, please do not include your name. Copies of the project will be provided to my 

Central Michigan University instructor. If you choose to participate in this project, please answer all 

questions as honestly as possible and return the completed questionnaires promptly. Participation is 

strictly voluntary and you may refuse to participate at any time. 

Thank you for taking the time to assist me in my educational endeavors. The data collected will provide 

useful information regarding regional area job satisfaction. If you would like a summary copy of this 

study please contact me at rende1ja@cmich.edu or jrende02@gmail.com. Completion and return of the 

questionnaire will indicate your willingness to participate in this study. If you require additional 

information or have questions, please contact me at the number listed below. 

The paper surveys can be returned by mailing them to 14506 Maple Street, Harrisville, NY 13648. 

Postage is included on the envelope for you to mail the survey back. The Internet surveys do not need to 

be sent and will be collected electronically. You can reach the Internet survey at 

https://survey.zohopublic.com/zs/wdiFxZ. 

If you are not satisfied with the manner in which this study is being conducted, you may report 

(anonymously if you so choose) any complaints to the MSA Program, 989-774-6525 or 1-800-950-1144, 

ext. *6525. 

Sincerely, 

Joshua Render 
1-517-721-9607 
rende1ja@cmich.edu 

 

Abdul Shaikh -  Atlanta Metro 
1-989-774-3865 
shaik1aq@cmich.edu 

  

mailto:rende1ja@cmich.edu
mailto:jrende02@gmail.com
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Appendix I C – Research Approval Letter 

 

Joshua, 

Your Research Review Application has been reviewed and approved.  You may start your data 

collection.  This approval will not expire as long as your topic and methodology remain 

unchanged.  If your topic or methodology changes, please submit a new Research Review 

Application and supporting documents to your instructor by e-mail. 

Please contact your instructor if you have any questions.  Also, be sure to check with your 

instructor concerning the due dates for your project.  

Good luck with your project.  This is the only notification you will receive.  Please keep a copy 

for your records. 

 Kim Gribben 

Assistant Director, MSA Program 

Julie Maurer 

MSA Program 

Central Michigan University 

222 Rowe Hall 

Mount Pleasant, MI  48859 

*:  maure4ja@cmich.edu 

989-774-6525  | 6: 989-774-2575 
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Appendix II: Figures 

Appendix II-A – General Analysis Figures 

Figure 1: Overall Educational Attainment 
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Figure 2: Overall Current Yearly Income 
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Figure 3: Overall Primary Business Industry 

 

*Other Category includes 14 responses where the respondent wrote in their business industry. It 

consists of 1 “human service,” 1 “real estate development,” 1 “Employment Agency,” 1 

“Firefighter,” 1 “Bank,” 1 “Insurance,” 1 “chef,” “1 clerical/office,” and 6 blank entries.  
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Figure 4: Overall Current Role 
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Figure 5: Overall Job Satisfaction 

 

Figure 6: Overall Prior Job Satisfaction 
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Figure 7: Overall Satisfaction with Task and Duties Assigned 

 

Figure 8: Overall Satisfaction with Supervisors 
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Figure 9: Overall Satisfaction with Salary/Pay 

 

Figure 10: Overall Satisfaction with Opportunities to Advance 
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Figure 11: Overall Satisfaction with Job Flexibility (Work/Life balance) 

 

Figure 12: Overall Satisfaction with Job Security 
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Figure 13: Overall Satisfaction with Working Conditions 

 

Figure 14: Overall Satisfaction with Coworker Relationships 
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Figure 15: Overall Satisfaction with Administration Processes (Rules/Regulations) 

 

Figure 16: Overall Satisfaction with Level of Responsibility 
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Figure 17: Overall Satisfaction with Recognition for a Job Well Done 

 

Figure 18: Overall Satisfaction with Job Prestige 
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Figure 19: Overall JSIS 
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Figure 20: Overall - Do you believe if you were more satisfied with your job that you would 

work harder for your employer? 

 

Figure 21: Overall - Do you believe if you were more satisfied with your job that you would 

be more motivated to do your job? 
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Figure 22: Overall - In your opinion, does your employer do enough for employees? 

 

Figure 23: Overall - In your opinion, do you believe you are respected by your immediate 

supervisors? 
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Figure 24: Overall - In your opinion, do you believe you and/or employees in your position 

are respected by upper-level management? 

 

Figure 25: Overall - How well does what you are doing match up with what you want to be 

doing? 
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Figure 26: Overall - Do you believe the level of respect you receive in your job impacts your 

level of job satisfaction? 

 

Figure 27: Overall - Does the state of the economy cause you to worry about your job? 
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Figure 28: Overall - If you lost your job tomorrow, how would you feel? 

 

Figure 29: Overall - Have you ever been told "thank you" for the work you do? 
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Figure 30: Overall - Do supervisors offer positive praise? 

 

Figure 31: Overall - Does your employer offer recognition for a job well done? 
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Figure 32: Overall - Does your employer reprimand employees? 

 

Figure 33: Overall - Are you afraid of losing your job due to workplace rules? 
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Figure 34: Overall - Are you afraid of losing your job due to bias or malicious supervisor? 
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Appendix II-B – Regional Level Analysis Figures 

Figure 35: Northern NY Educational Level 

 

  



Regional Employee Job Satisfaction 
90 | P a g e  

 
Figure 36: Central/Lower MI Educational Level 
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Figure 37: Northern New York Average Yearly Income 
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Figure 38: Central/Lower Peninsula Michigan Average Yearly Income 
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Figure 39: Northern New York Current Job Satisfaction 

 

Figure 40: Central/Lower Michigan Current Job Satisfaction 
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Figure 41: Comparison of Northern New York (NNY) and Central/Lower Peninsula 

Michigan (C/LMI) Educational Attainment Levels 

  

Figure 42: Income Comparison of Northern New York (NNY) and Central/Lower 

Peninsula Michigan (C/LMI). 
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Figure 43: Income to Job Satisfaction. 

Breakdown of Job Satisfaction by Average Yearly Income 

Northern New York No. of Respondents JSIS 

Less Than $10,000 4 4.25 

$10,000 to $20,000 10 3.1 

$20,001 to $30,000 12 3.42 

$30,001 to $40,000 6 3.0 

$40,001 to $50,000 5 3.2 

$50,001 to $60,000 5 2.4 

$60,001 to $70,000 0 - 

$70,001 to $80,000 2 2.0 

$80,001 to $90,000 0 - 

$90,001 to $100,000 0 - 

$100,001 to $150,000 2 1.0 

$150,001 to $200,000 0 - 

Greater than $200,000 0 - 

Central/Lower Michigan   

Less Than $10,000 8 4.12 

$10,000 to $20,000 8 3.25 

$20,001 to $30,000 7 2.86 

$30,001 to $40,000 6 2.5 

$40,001 to $50,000 10 3.8 

$50,001 to $60,000 4 4.25 

$60,001 to $70,000 4 3.25 

$70,001 to $80,000 2 3.5 

$80,001 to $90,000 2 2.5 

$90,001 to $100,000 3 2.33 

$100,001 to $150,000 5 1.8 

$150,001 to $200,000 1 2.0 

Greater than $200,000 0 - 
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Appendix II-C – Regional Level Herzberg Analysis Figures 

Figure 44: Northern New York Satisfaction with Task and Duties 

 

Figure 45: Central/Lower Michigan Satisfaction with Task and Duties 
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Figure 46: Northern New York Satisfaction with Supervisors 

 

Figure 47: Central/Lower Michigan Satisfaction with Supervisors 
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Figure 48: Northern New York Satisfaction with Salary/Pay 

 

Figure 49: Central/Lower Michigan Satisfaction with Salary/Pay 
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Figure 50: Northern New York Satisfaction with Opportunity to Advance 

 

Figure 51: Central/Lower Michigan Satisfaction with Opportunity to Advance 
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Figure 52: Northern New York Satisfaction with Job Flexibility (Work/Life Balance) 

 

Figure 53: Central/Lower Michigan Satisfaction with Job Flexibility (Work/Life Balance) 
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Figure 54: Northern New York Satisfaction with Job Security 

 

Figure 55: Central/Lower Michigan Satisfaction with Job Security 
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Figure 56: Northern New York Satisfaction with Working Conditions 

 

Figure 57: Central/Lower Michigan Satisfaction with Working Conditions 
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Figure 58: Northern New York Satisfaction with Coworker Relationships 

 

Figure 59: Central/Lower Michigan Satisfaction with Coworker Relationships 
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Figure 60: Northern New York Satisfaction with Administrative Processes (Rules, 

Regulations) 

 

Figure 61: Central/Lower Michigan Satisfaction with Administration Processes (Rules, 

Regulations) 
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Figure 62: Northern New York Satisfaction with Level of Responsibility 

 

Figure 63: Central/Lower Michigan Satisfaction with Level of Responsibility 
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Figure 64: Northern New York Satisfaction with Received Recognition 

 

Figure 65: Central/Lower Michigan Satisfaction with Received Recognition 
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Figure 66: Northern New York Satisfaction with Prestige of Job 

 

Figure 67: Central/Lower Michigan Satisfaction with Prestige of Job 
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Figure 68: Herzberg analysis with a JSIS for each question divided up by the two regions 

and an overall (blue) Job Satisfaction Index Score 

  

Figure 69: Graphical view of Herzberg analysis separated by educational attainment 
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Figure 70: The average of the 12 Herzberg Two-Factor theory questions compared to the 

reported level of job satisfaction overall. 

 

Figure 71: Satisfaction breakdown by industries and education 

Industries - Education - Job Satisfaction-Selected Herzberg Analysis Questions 
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Retail (14) 1 0 2 8 1 0 1 1 0 3.6

4 
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Appendix II-D – 15 Motivational Inquiry Figures 

Figure 72: Northern New York Motivational Inquiry 1 - Do you believe if you were more 

satisfied with your job you would work harder for your employer? 

 

Figure 73: Central/Lower Michigan Motivational Inquiry 1 - Do you believe if you were 

more satisfied with your job you would work harder for your employer? 
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Figure 74: Northern New York Motivational Inquiry 2 - Do you believe that if you were 

more satisfied with your job that you would be more motivated to do your job? 

 

Figure 75: Central/Lower Michigan Motivational Inquiry 2- Do you believe that if you 

were more satisfied with your job that you would be more motivated to do your job? 
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Figure 76: Northern New York Motivational Inquiry 3 - In your opinion, does your 

employer do enough for employees? 

 

Figure 77: Central/Lower Michigan Motivational Inquiry 3 - In your opinion, does your 

employer do enough for employees? 
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Figure 78: Northern New York Motivational Inquiry 4 - In your opinion, do you believe 

you are respected by your immediate supervisor(s)? 

 

Figure 79: Central/Lower Michigan Motivational Inquiry 4 - In your opinion, do you 

believe you are respected by your immediate supervisor(s)? 
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Figure 80: Northern New York Motivational Inquiry 5 - In your opinion, do you believe 

you and/or employees in your position are respected by upper-level management at the 

facility or overseeing the facility you work in? 

 

Figure 81: Central/Lower Michigan Motivational Inquiry 5 - In your opinion, do you 

believe you and/or employees in your position are respected by upper-level management at 

the facility or overseeing the facility you work in? 
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Figure 82: Northern New York Motivational Inquiry 6 - When thinking about what you 

are doing now, how well does it match up with what you want to be doing? 

 

Figure 83: Central/Lower Michigan Motivational Inquiry 6 - When thinking about what 

you are doing now, how well does it match up with what you want to be doing? 
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Figure 84: Northern New York Motivational Inquiry 7 - Do you believe the level of respect 

you receive in your job impacts, positively or negatively, your level of job satisfaction? 

 

Figure 85: Central/Lower Michigan Motivational Inquiry 7 - Do you believe the level of 

respect you receive in your job impacts, positively or negatively, your level of job 

satisfaction? 
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Figure 86: Northern New York Motivational Inquiry 8 - Does the present state of the 

economy cause you to worry about the status of your job? 

 

Figure 87: Central/Lower Michigan Motivational Inquiry 8 - Does the present state of the 

economy cause you to worry about the status of your job? 
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Figure 88: Northern New York Motivational Inquiry 9 - If you lost your job tomorrow, 

how would you feel? 

 

Figure 89: Central/Lower Michigan Motivational Inquiry 9 - If you lost your job 

tomorrow, how would you feel? 
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Figure 90: Northern New York Motivational Inquiry 10 - Have you ever been told "thank 

you" for the work you do while at your job? 

 

Figure 91: Central/Lower Michigan Motivational Inquiry 10 - Have you ever been told 

"thank you" for the work you do while at your job? 
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Figure 92: Northern New York Motivational Inquiry 11 - Do supervisors at your 

workplace offer praise when a job is done well? 

 

Figure 93: Central/Lower Michigan Motivational Inquiry 11 - Do supervisors at your 

workplace offer praise when a job is done well? 
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Figure 94: Northern New York Motivational Inquiry 12 - Do employees at your workplace 

receive recognition for a job well done? 

 

Figure 95: Central/Lower Michigan Motivational Inquiry 12 - Do employees at your 

workplace receive recognition for a job well done? 
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Figure 96: Northern New York Motivational Inquiry 13 - Do employees at your workplace 

get reprimanded by your employer? 

 

Figure 97: Central/Lower Michigan Motivational Inquiry 13 - Do employees at your 

workplace get reprimanded by your employer? 
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Figure 98: Northern New York Motivational Inquiry 14 - Are you afraid of losing your job 

due to workplace rules? 

 

Figure 99: Central/Lower Michigan Motivational Inquiry 14 - Are you afraid of losing 

your job due to workplace rules? 
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Figure 100: Northern New York Motivational Inquiry 15 - Are you afraid of losing your 

job due to a supervisor who in your opinion may show biasness towards employees? 

 

Figure 101: Central/Lower Michigan Motivational Inquiry 15 - Are you afraid of losing 

your job due to a supervisor who in your opinion may show biasness towards employees? 
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Figure 102: 3 graphs showing the results of the question, "Do you believe if you were more 

satisfied with your job you would work harder for your employer?" divided up by overall 

satisfaction rating. 
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Figure 103: Motivational Inquiry 1 - Do you believe if you were more satisfied with your 

job you would work harder for your employer? 

 

Figure 104: Motivational Inquiry 3 showing the percentage of respondents answers based 

on the indicated level of satisfaction. 
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Figure 105: Motivational Inquiry Questions 1 through 5 showing the answers of 

respondents based on the indicated level of satisfaction. 

Motivational Inquiry Questions 

 (percentage of people that indicating answer based on satisfaction) 
Legend: 
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1. Do you believe if you were more satisfied with your 

job that you would work harder for your employer? 

89% 

86% 

54% 

 

0% 

14% 

18% 

 

11% 

0% 

2% 

 

N/A N/A N/A 

2. Do you believe if you were more satisfied with your 

job that you would be more motivated to do your job? 

 

100% 

91% 

59% 

 

0% 

9% 

39% 

 

0% 

0% 

2% 

 

N/A N/A N/A 

3. In your opinion, does your employer do enough for 

employees? 

 

0% 

7% 

46% 

 

89% 

61% 

17% 

 

0% 

5% 

0% 

 

11% 
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N/A 

4. In your opinion, do you believe you are respected by 

your immediate supervisor(s)? 
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5. In your opinion, do you believe you and/or employees 

in your position are respected by upper-level 

management at the facility or overseeing the facility you 

work in? 
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Figure 106: Motivational Inquiry 7 - Do you believe the level of respect you receive in your 

job impacts your level of satisfaction? 
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Figure 107: Motivational Inquiry 8 - Does the present state of the economy cause you to 

worry about your job? 

 

Figure 108: How many times in the last year have you received a reprimand from your 

employer? - Breakdown by indicated satisfaction level, the percentage of survey 

respondents indicating they had received at least one verbal reprimand. 

 



Regional Employee Job Satisfaction 
130 | P a g e  

 
Figure 109: When thinking about the work you do currently, how satisfied are you with the 

administration process? (rules, regulations) compared by indicated overall satisfaction. 
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Appendix II-E – Additional Figures  

Figure 110: Diagram showing the interaction between the three job satisfaction impact 

groups 
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Figure 111: Big Five personality traits as a measurement and predictor of aspects or 

outcomes of personality types – (Germeijs & Vershueren, 2011) 
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Appendix III: Definition of Terms 

 

15 Motivational Inquiries: Set of 15 questions that gauge responses to various scenarios. 

1. Do you believe if you were more satisfied with your job that you would work harder for 

your employer? 

2. Do you believe if you were more satisfied with your job that you would be more 

motivated to do your job? 

3. In your opinion, does your employer do enough for employees? 

4. In your opinion, do you believe you are respected by your immediate supervisor(s)? 

5. In your opinion, do you believe you and/or employees in your position are respected by 

upper level management at the facility or overseeing the facility you work in? 

6. Thinking about what you are doing now, how well does it match up with what you want 

to be doing? 

7. Do you believe the level of respect you receive in your job impacts, positively or 

negatively, your level of job satisfaction? 

8. Does the present state of the economy cause you to worry about the status of your job? 

9. If you lost your job tomorrow, how would you feel? 

10. Have you ever been told “Thank You” for the work you do while at your job? 

11. Do supervisors at your workplace offer positive praise when a job is done well? 

12. Do employees at your workplace receive recognition for a job well done? 

13. Do employees at your workplace get reprimanded by your employer? 

14. Are you afraid of losing your job due to workplace rules? 
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15. Are you afraid of losing your job due to a supervisor who in your opinion may show 

biasness or general malicious behavior towards employees? 

Administrative Relationship Group: Group of factors that impact job satisfaction that are 

related to the employers’ interaction and/or relationship to the employees. This would include 

employer rules and regulations, assigned tasks and duties (but more importantly the interaction 

when assigning task and duties), supervisor and management treatment of employees, clarity of 

expectations, respect shown, and employer appreciation of employees.  

Herzberg Analysis: Set of 12 questions modeled after Herzberg’s Two-Factor Theory. The 

intent of these questions is to cause respondents to consider multiple areas of their job and how 

satisfied they are with those areas. 

1. When thinking about the work you do currently, how satisfied are you with just the tasks 

and duties you are assigned? 

2. When thinking about the work you do currently, how satisfied are you with your 

supervisors? 

3. When thinking about the work you do currently, how satisfied are you with your 

salary/pay? 

4. When thinking about the work you do currently, how satisfied are you with the 

opportunity to advance? 

5. When thinking about the work you do currently, how satisfied are you with the job 

flexibility (work/life balance)? 

6. When thinking about the work you do currently, how satisfied are you with your job 

security? 
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7. When thinking about the work you do currently, how satisfied are you with your working 

conditions? 

8. When thinking about the work you do currently, how satisfied are you with your 

relationship with your coworkers? 

9. When thinking about the work you do currently, how satisfied are you with the 

administration processes? (rules, regulations) 

10. When thinking about the work you do currently, how satisfied are you with your level of 

responsibility? 

11. When thinking about the work you do currently, how satisfied are you with the 

recognition you receive for a job well done?  

12. When thinking about the work you do currently, how satisfied are you with the status or 

prestige of your job?  

Herzberg Average: The Herzberg Average is calculated by taking the Job Satisfaction Index 

Scores of all 12 questions of the Herzberg Analysis and averaging them together, add them all 

together and divide by 12, to receive an overall Job Satisfaction Index Score, or an average job 

satisfaction level based on the Herzberg Analysis.  

Internal Causation Group: Group of factors that impact job satisfaction that are internal to the 

employee and cannot be directly affected or altered by the employer. These aspects may require 

indirect methods to use in the improving of job satisfaction. They revolve around individual 

perception and beliefs, as well as personality traits such as the Big Five Personality Traits. 

 Carleton University, 2013 - 

• extraversion vs. introversion 



Regional Employee Job Satisfaction 
136 | P a g e  

 

• agreeableness vs. antagonism 

• conscientiousness vs. directedness 

• neuroticism vs. emotional stability 

• open to experience vs. not open to experience 

Other factors could include the employees feeling towards being respected, personal perception 

of their job, and overall emotional health. The employer may attempt to show appreciation 

towards an employee, but the perception of that treatment and its interpretation as appreciation is 

determined by the individual employee and falls both into the Internal Causation Group and the 

Administrative Relationships Group.  

Job Satisfaction Index Score (JSIS): Scale ranging from 1-7 that averages out respondents’ 

answers to questions related to job satisfaction; a simple average of a group of responses that 

show how the group generally rates in terms of feelings of satisfaction.  

Job Satisfaction Index Score chart: 

1. Very highly satisfied 

2. Highly satisfied 

3. Slightly satisfied 

4. It’s a job/ apathetic towards job 

5. Slightly dissatisfied 

6. Highly dissatisfied 

7. Very highly dissatisfied 
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Sociological Interaction Group: Group of factors that impact job satisfaction that is social in 

nature. This group would include coworker interactions, teamwork, and integration into the work 

team. It could impact the sense of belonging to the team and being able to ask for and receive 

needed assistance from the team. It would include how well received or liked you are at your job, 

and flows over into the Internal Causation Group with how well you perceive or like your 

coworkers. 

The Three Job Satisfaction Impact Groups: Three groups of factors that influence each other 

to determine a person’s satisfaction with their job. The three groups do not have a solid 

boundary, but rather flow into each other, working with each other to impact job satisfaction. 

The groups are the Sociological Interaction Group, the Administrative Relationships Group, and 

the Internal Causation Group. See Figure 110: Diagram showing the interaction between the 

three job satisfaction impact groups, for more information. 
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Appendix IV: Job Satisfaction, Worker Engagement, and Motivation Related Articles 

Chamorro-Premuzic, T. (2013). Does money really affect motivation? A review of the research. 

Retrieved April 4th 2015 from https://hbr.org/2013/04/does-money-really-affect-motiv. 

Cooper-Thomas, H.D., & Wright, S. (2013). Person‐environment misfit: The neglected role of 

social context, Journal of Managerial Psychology, Vol. 28 Iss: 1, pp.21 – 37. Retrieved 

April 14th 2015 from http://0-

www.emeraldinsight.com.catalog.lib.cmich.edu/doi/full/10.1108/02683941311298841. 

Gallup (2011). Majority of American workers not engaged in their jobs. Retrieved April 4th 2015 

from http://www.gallup.com/poll/150383/majority-american-workers-not-engaged-

jobs.aspx. 

Judge, T.A., Piccolo, R.F., Podsakoff, N.P., Shaw, J.C., & Rich, B.L. (2010). The relationship 

between pay and job satisfaction: A meta-analysis of the literature. Retrieved April 4th 

2015 from http://www.timothy-

judge.com/Judge,%20Piccolo,%20Podsakoff,%20et%20al.%20(JVB%202010).pdf. 

Judge, T.A., Heller, D., & Mount, M.K. (2002). Five-factor model of personality and job 

satisfaction: A meta-analysis. Retrieved April 4th 2015 from http://www.timothy-

judge.com/Judge,%20Heller,%20&%20Mount%20JAP%202002.pdf. 

Diestel, S., Wegge, J., & Schmidt, K. (2014). The impact of social context on the relationship 

between individual job satisfaction and absenteeism: The roles of different foci of job 

satisfaction and work-unity absenteeism. Retrieved April 5th 2012 from http://0-

web.a.ebscohost.com.catalog.lib.cmich.edu/ehost/detail/detail?sid=82acb66e-9ef4-49ed-
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9df6-

d0416aa63509%40sessionmgr4003&vid=0&hid=4212&bdata=JnNpdGU9ZWhvc3QtbG

l2ZQ%3d%3d#db=heh&AN=95608142. 

Weir, K. (2013). More than job satisfaction. Monitor on Psychology. Vol 44, No.11. Retrieved 

April 4th 2015 from http://www.apa.org/monitor/2013/12/job-satisfaction.aspx. 

Yochim, D. (2009). Why rich people aren’t happier. Retrieved April 4th 2015 from 

http://www.fool.com/personal-finance/saving/why-rich-people-really-arent-happier.aspx. 
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