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Abstract 

 

Job satisfaction is believed to be a fundamental attribute for companies’ success. The aim of the 

present study was  to investigate the role of age, gender, occupational position and job 

performance in job satisfaction among employees of a Financial Centre in Dublin (N=70). A 

mixed design quasi experimental study was undertaken. Job performance was recorded by the 

employees. Participants were also asked to indicate gender, age and occupational position. Each 

participant completed the same questionnaire over three consecutive days.   

The results showed that age, gender, occupational position and job performance did not play a 

significant role on job satisfaction therefore the null hypothesis were accepted. Furthermore, job 

satisfaction scores did not differ across the three days. Suggestions for further studies were also 

provided. 
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Introduction 

 

“It is a love and hate relationship” in this manner Landy (1989) described the work view 

based on different people’s reactions. It is therefore worth it to dig into the contrast between 

being engaged to a job that affects simply one’s financial profit and being engaged to a job that 

could covey satisfaction and happiness to the person (Schulz & Schultz, 2006). 

Job satisfaction could be influenced by numerous factors; for instance the feeling of 

realisation that one could receive from quotidian duties. Additionally age, health, job experience 

and family are believed to have an impact on one’s satisfaction. Previous researches have shown 

that job satisfaction could be shaped by hereditary components and life fulfilment (Schulz & 

Schultz, 2006). 

One aim, of many possible ones, for industrial and organisational psychologists is to 

evaluate how employees feel about their jobs and whether are satisfied or not, and to develop 

approaches to improve it. Job satisfaction is believed to be one of the causes of an organisation’s 

outcomes ranging from job performance to health (Spector, 2012). 

“Employee performance: a criterion for success” in this way Riggio (2009) headed a 

section of the chapter dedicated to evaluating employee performance. He believed that assessing 

job performance could be a valid tool for determining elements of importance for an 

organisation. For instance, performance appraisals could provide to the company an indirect 

feedback on training system, employee screening and selection procedure (Riggio, 2009). 

The aim of the present study is to evaluate whether job satisfaction could be influenced 

by employees’ performance and by the dispatching of daily tasks in a financial centre based in 

Dublin (Ireland). Furthermore to gain a full understanding of the factors that could affect 
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satisfaction in a work place, this study would also examine the relationship between work 

fulfilment and gender, occupational position and age.  

Job Satisfaction  

 Job satisfaction is an attitudinal variable that reflects how people feel overall about their 

jobs, as well as various aspects of the jobs (Spector, 2012).  

Another suitable portrayal is the one articulated by John Locke (1976); he described job 

satisfaction as a pleasure emotional state resulting from the perception of one’s job as fulfilling 

or allowing the fulfilment of one’s important job values; providing these values are compatible 

with one’s needs. Locke, moreover, remarked on the importance to discern the difference 

between values and needs; he believed the needs can be considered as biological needs essential 

for one’s survival; values instead are what a person desires and are subjective (as cited in Landy, 

1989). 

 One of approaches adopted to analyse job satisfaction is the global approach; it considers 

job satisfaction as a single, overall feeling with regards to the job. Another approach would 

concentrate instead on job facets; doing so it is easy to retrieve a more complete view of one’s 

job satisfaction as this method will cogitate on several aspects such as work conditions, rewards, 

attitudes towards other people in the work environment (Spector, 2012). 

The present research could hypothetically support the latter theory as different variables 

will be examined in relation to job satisfaction.  

 Recent researches have been revealed that the main characteristics for job satisfaction are 

rooted in individual workers; several factors such as gender, age, occupational position and 

performance could be found that contribute to job satisfaction. It is also believed that they could 
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not be connected directly to one other: moreover it is believed that the individual’s perception 

determines the level of satisfaction (Riggio, 2009). 

 As any attitude’s measurement, reliance on respondents could impact the outcomes. To 

assess satisfaction, organisational and industrial psychologists have benefited of different 

strategies such as group meetings, interviews, rating scales and questionnaires. Using the latter, 

the time spent could decrease; furthermore the anonymity of surveys could also increase the 

participants’ response. Instead, the absence of anonymity in interviews could nonetheless 

influence the outcomes and the responses’ reliability (Riggio, 2009). 

 Two of the most popular and used surveys are the Job Description Index (JDI) and 

Minnesota Satisfaction Questionnaire (MSQ). The JDI was developed in the 1960s and enclosed 

scales to measure pay, promotion, supervision, the nature of work and the characteristics of 

colleagues. It is rated as the most thoroughly and carefully validated (Schulz & Schultz, 2006; 

Spector, 2012). 

 MSQ includes 20 job facets such as independence, compensation, creativity, co-workers, 

authority, recognition and working conditions. Each item in the questionnaire represents a facet 

and employees are asked to indicate how satisfied one is in relation to it. Even this method has 

recognised to have a high level of validity (Schulz & Schultz, 2006; Spector, 2012). 

 For the present study, the MSQ short form was utilised. It was believed to be more in 

compliance with the study’s necessities as each item denotes a specific facet; the researcher 

selected the facets that were thought to be more relevant to the work’s scenario. 

 According to Statt (1994) it is worth it to mention theories and models that could be 

beneficial to gain a deep understanding of job satisfaction. Firstly, he analysed the Herzberg’s 

two-factory theory; in this model, Herzberg believed that people has two groups of needs: 



7 
 

hygiene needs and motivation needs. The first ones are satisfied, for instance, by regular care, 

pay, job security, working conditions and relations with supervisors. One will be dissatisfied 

with the job if these needs are not met. Job satisfaction though is not produced just by meeting 

hygiene needs but for that to occur motivations needs are also required. Examples of these needs 

are achievement, independence, recognition, responsibility and challenge (Statt, 1994). 

Herzberg stated that meeting all the needs would not certainly mean that one is satisfied 

with the job, it could simply mean that he-she is not dissatisfied; in fact he believed that the 

sources of job satisfaction could be dissimilar from the sources of job dissatisfaction and 

therefore not necessarily linked together (Statt, 1994). 

Another worth mentioning model is the job characteristic model. Hackman and Oldman 

recognised five dimensions of a job that could determine job satisfaction. The five facets are skill 

variety, task identity, task significance, autonomy and feedback. The combinations of all these 

elements could produce one’s satisfaction in the work place (Statt, 1994). 

The job content model by Peter Warr could be used for estimating job satisfaction. In this 

model he identified nine factors: opportunity for control, opportunity for skill use, goal and task 

demands, and variety. Also environmental clarity, availability of money, physical security, 

opportunity for interpersonal contact and valued social position belonged to this model.  

Warr identified those factors as psychological ‘vitamins’ and he affirmed that one needs a 

minimum daily amount of these for a healthy job satisfaction. He also sustained that an overdose 

of money, security and social position is not harmful; alternatively an overdose of the other six 

elements could be psychologically damaging. He also credited that external generated goal and 

task demands could lead to overload and, in a long term, to stress (Statt, 1994). 
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The models and theories highlighted above could be a valid and significant reference for 

the present research as they elucidated the potential reasons for which one could feel satisfied in 

the work place. They also enlightened ways to improve satisfaction among employees.  

 

Job Satisfaction and Job Performance.  

 A number of factors are believed to be linked and to influence job satisfaction, including 

job performance, turnover and employees’ absence (Spector, 2012). 

 It is now worth it to focus on the relationship between job satisfaction and job 

performance. Various researches have been emphasized the strong link between the two 

elements (Spector, 2012). 

 It could be observed two main explanations in the relation between performance and 

satisfaction: the first, which satisfaction might lead to performance, in other words people who 

like their work will work harder and perform better. The second one, performance might lead to 

satisfaction. The latter idea was supported by Jacobs and Solomon (1977) in their study and they 

found a strong link between satisfaction and performance (Spector, 2012). 

 Mayo and his colleagues believed that there was a relationship between job satisfaction 

and productivity. Moreover the idea of “happy worker is a productive worker” has been shown 

as inconsistent in later researches. Instead, early researchers as Locke and Vroom supported the 

opposite idea: good job performance leads to job satisfaction (Riggio, 2009). 

A number of studies has been analysed this relationship finding however a slight positive 

connection; this weak result could be caused by a large amounts of characteristics, such as types 

of jobs where the research has been carried out, personality of the worker, rewards and 

recognitions (Riggio, 2009). 
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 Brown, Peterson (1993) Iaffaldano and Muchinsky (1985) would have argued with the 

relationship between the two variables as often it was found to be inconsistent and feeble. Jones 

(2006) also considered this relationship as weak and believed that researchers are generally 

fascinated with this connection because it is a logical liaison (Jones, 2006). 

Historically, researches were aiming to demonstrate how satisfaction caused productivity 

but modern studies are supporting the opposite relationship: performance causes satisfaction 

(Landy, 1989). 

 Several variables though could influence the outcomes of the studies evaluating the 

relationship between job satisfaction and job performance. In 1971, Cherrington, Reitz and Scott 

conducted an experiment with 90 college students evaluating the relationship between job 

satisfaction and job performance. The outcomes showed that when performance was rewarded 

the relationship between the two variables was positive. When performance was not rewarded, 

the relationship was negative. In this case, one could notice how the reward method reconciled 

the satisfaction-performance relationship (Landy, 1989). 

Ajayi and Abimbola (2013) also stressed of this aspect; they believed that there was a 

relationship between job satisfaction and job performance but only if job performance is linked 

to valued rewards. They also believed that the relation between the two variables is not 

straightforward: organisational stress could influence job performance and consequently even job 

satisfaction. Interested on this matter, Ajayi and Abimbola investigated on the effects of 

organisational stress: they found that when stress increased both job satisfaction and job 

performance decreased 

Dizgah, Chegini and Bisokhan in 2012 carried out a study analysing this relationship in 

Guilan Public Sector. They used questionnaire for data collection focusing in two different 
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aspects of performance: in-role and innovative. The results confirmed their hypotheses as they 

found meaningful correlation between the variables considered (Dizagh et al, 2012). 

 Ouedraogo and Leclerc were also interesting on finding a significant relationship 

between job satisfaction and job performance among Canadian Credit Union’s employees. Their 

outcomes supported their hypothesis showing an existing link between the two variables. They 

attained evidences that job satisfaction could be influenced by different elements. Those include 

training, autonomy, knowledge and performance’s feedback could influence job satisfaction 

(Ouedraogo & Leclerc, 2013).  

Another significant relationship was obtained by the study performed by Edwards, Bell, 

Decuir and Decuir (2008) where they also paid attention to all the different facts that could 

influence the correlation (Edwards et al, 2008). 

 The present study, supporting the latter mentioned literature, hypothesised that there 

would be significant relationship between job satisfaction and job performance. It would be vital 

for the company examined to understand if job performance influences the employees’ well-

being. Job performance is an essential part for the company and it would be worth it to 

understand the feeling that could provide to the employees.  

 

Job satisfaction and Gender  

 Some researchers have taken other prospective on the investigation of the triggers of job 

satisfaction. They believed that personal characteristics such as age, gender, race and personality 

should be taken into account (Spector, 2012). 

 Gender differences in job satisfaction have attracted the attention of many researchers; in 

1990 Greenhaus, Parasuraman and Wormley found no significant differences in gender but they 

justified this outcomes explaining that the male participants all have an higher position 
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(managerial/professional jobs) than female, who had more clerical jobs. They supposed that 

women could be happier when they have less demanding jobs because of their lower expectation. 

(Spector, 2012). 

In 2005 Bender, Donohuey and Heywoodz conducted a study using data retrieved from 

US, investigating how job satisfaction could differ among gender. They found that women report 

higher level of job satisfaction than men. They drew the conclusion that men values differently 

job flexibility which could influence their satisfaction in the work place (Bender et al, 2005). 

 Another research piloted by De Galdeano found analogous results: British females 

employed in the labour market reported a higher level of job satisfaction than the male 

colleagues, therefore showing gender differences in job satisfaction (Department of Economy). 

In 1997 Clark was also interested on the relationship stressing on the factors that could 

influence the outcomes. He found that women perceived a high level of job satisfaction. Women 

were identifying social relations at work as an essential aspect of job; alternatively those who, 

mainly men, identified earning as a vital facet of the job experienced a lower level of satisfaction 

(Clark, 1997) 

A recent research conducted by Carrillo-Garcia, del Carmen Solano-Ruiz, Marinez-

Roche and Gomez-Garcia emphasised on the relationship between job satisfaction and gender 

differences; they found a significant relationship between the two variables. The sample 

consisted of 246 health care professionals at a university hospital in Murcia. Remarkably they 

observed that women expressed more satisfaction than men (Carrillo-Garcia et al, 2013). 

Likewise, Kim (2005) found the same outcomes of Carrillo-Garcia and colleagues’ study; 

women experienced a higher level of job satisfaction than men despite the fact that, according to 

the researcher, they were recompensed with lower salaries. Moreover he emphasised on the 
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datum that women also received less autonomy and promotional opportunity compared to males 

subjects (Kim, 2005). 

Another study that delved on the details that could be behind the significant relationship 

between job satisfaction and gender, was the one conducted by Kifle and Desta (2012). They 

found that males are more satisfied that females with the hours worked, promotion opportunities 

and workload. The relationship with co-workers and the contribution to society was associated to 

women’s satisfaction. Therefore, they draw the conclusion that males are satisfied with intrinsic 

dimensions of job satisfaction; women, instead, are more satisfied with extrinsic aspects of job 

satisfaction (Kifle and Desta, 2012).  

Conversely, Ghazzawi (2010) and Gumbang, Suki and Suki (2010) found a no significant 

relationship between gender and job satisfaction.  

This research will support the significant party, hypothesising that there will be a 

significant relationship between the variables as it is important for a company to comprehend all 

the factors that could influences work’s fulfilment.  

 

Job satisfaction and occupational position 

 It is believed that occupational or status level of a job could highly influence one’s 

satisfaction; higher job level could present greater autonomy, challenge, responsibility and 

greater opportunity for satisfying motivator needs (Schulz & Schultz, 2006). 

 It is worth it to mention also that job satisfaction could vary according to job category: 

technical, professional and managerial jobs reported high level of job satisfaction, instead 

employees in service industries, wholesale and retail business testified the lowest level of 

satisfaction (Schulz & Schultz, 2006). 
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 An early study in 1939 examined the relation between job satisfaction and occupational 

level among employed men; the findings showed a significant relationship. A worth mentioning 

factor, highlighted in this study, is that the nature of the job was the most frequent reason for 

which the participants felt not satisfied. Moreover the outcomes revealed that satisfaction in the 

work place increased with age. Interestingly the different between employees’ present and 

aspirational position was related to the degree of satisfaction (Super, 1939). 

It is important to mention one of the first and most significant studies on this topic; in 

1930s Robert Hoppock conducted a research focusing on analysing job satisfaction of workers in 

the community of New Hope in Pennsylvania. He evaluated interviews of almost all workers in 

the village. The questions inquired were: “Are workers in New Hope happy?” and “Are workers 

in some occupations happier than others? (Landy,1989). 

Regarding the first enquiry, just 12% of workers was classified as dissatisfied; a high 

percentage of respondents, replied affirmatively also to the second question. From these 

outcomes, Hoppock assumed that job satisfaction is perceived depending on the occupational 

level (Landy, 1989). 

Interested on this relationship and on Herzberg two-factory theory, Dunnette, Campbell 

and Hakel developed two Q-sort decks of 36 characteristics each, one describing job satisfaction 

and one defining job dissatisfaction. The sample consisted in employees belonging to six 

occupational groups. The outcomes showed weakness on Herzberg’s theory as, based on the 

results, satisfaction or dissatisfaction in the work place could be influenced by the job content, 

the job context, or both jointly. Furthermore they stressed on the fact that aspects such as 

achievement, responsibility and recognition are more influential to determine one’s satisfaction 

or dissatisfaction. Job dimensions as working conditions, company policies and practices, and 
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security were believed to be less remarkable. Overall they found a significant relationship 

between occupational position and job satisfaction (Dunnette et al, 1967).  

In 1979, Ebeling, King and Rogers were appealed on investigating the relationship 

between hierarchical position and job satisfaction in national sample of employed adults. A 

significant relationship was found between the two variables. Remarkably a significant 

relationship was maintained even when covariates of age, income, and occupational prestige 

were analysed (Ebeling et al, 1979). 

A study in 1998, not only showed a relationship between job satisfaction and job level, 

but also found that job satisfaction was directly proportional to job level: job level increased so 

did job satisfaction (Robie, Ryan, Schmieder, Parra and Smith, 1998). 

A more recent study in 2003 found a significant relationship between occupational 

position and job satisfaction across workers employed in restaurant setting (Hancer and George, 

2003).  

It could be noticed though the lack of contemporary research, therefore one of the aims of 

the current study is to contribute to present literature hypothesising a significant relationship 

between occupational levels and job satisfaction.  

 

Job satisfaction and age  

 It is believed that job satisfaction increase with age as the lower job satisfaction has been 

reported by youngest workers. According to Schultz and Schultz (2006), younger workers are 

not satisfied due to the disappointment that they perceive from their first job that could not give 

them the excepted challenges and responsibility (Schultz & Schultz, 2006). 
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 Hancer and George were interested on exploring the relationship between job satisfaction 

and age differences. To measure job satisfaction, they availed of the Minnesota Satisfaction 

Questionnaire, as in the present research. The findings showed a significant difference between 

job satisfaction across age of  restaurant employees working in no-supervised positions (Hancer 

& George, 2003).  

 A research study conducted by Kumar and Giri found also a significant relationship 

between age differences and job satisfaction. They collected the data from 380 employees from 

several private and public organisations in India. The findings showed that aged employees 

tended to have higher job satisfaction. Another remarkable conclusion was that job satisfaction 

increased based on work experience therefore it could be deducted that aged employees reported 

a higher level of satisfaction due to higher level of experience (Kumar and Giri, 2009). In flat 

opposition, Ghazzawi (2010) found that age does not play a role in job satisfaction.  

 The present study will support the hypotheses that the relationship between age 

differences and job satisfaction is significant as the company that participated to the study is 

growing; the majority of the staff is not only new in the company but young.   

  

 Job satisfaction plays an important role in constructing the success of a company. It is 

believed to effect workers in different dimensions. Furthermore, it is vital that a company will be 

concerned about employees’ well-being and will develop ways to improve satisfaction. It is 

essential, therefore, to analyse all the aspects that could be related to it. While the impacts on job 

satisfaction have been extensively considered worldwide, research in Ireland on this topic has 

remained comparatively limited. Any research that which extends current understanding in this 

area would be valuable, particularly when it focuses on a private organisation. Not only this field 
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of psychology could benefit of the outcomes, but also the company could profit of the results to 

create improvements and interventions.  

 A review of the related literature revealed a strong relationship between job satisfaction 

and job performance across time. Gender and age differences were found also significantly 

related to job satisfaction. Alternatively, the relationship between job satisfaction and 

occupational position was found significant but it could be observed a lack of recent researches. 

 The purpose of the present study is to examine what could influences job satisfaction 

among employees of a Financial Centre in Dublin. Investigating if gender differences, age, 

occupational position and job performance could significantly contribute to a better 

understanding of job satisfaction reported by employees is the main objective of this research.  

 The responses of 70 employees of a Financial Centre in Dublin were investigated to 

relationships between varieties of variables.  

 

This study hypothesised the following:  

 

Hypotheses 1: It is hypothesised that there will be a significant relationship between the three 

level of tasks performance (decrease, stable and increase) and job satisfaction.  

 

Hypotheses 2: It is hypothesised that there will be a significant relationship between gender 

differences and job satisfaction.  

 

Hypotheses 3: It is hypothesised that there will be a significant relationship between the three 

level of occupational position and job satisfaction. 
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Hypotheses 4: It is hypothesised that there will be a significant relationship between age 

differences and job satisfaction.  

 

Hypotheses 5: It is hypothesised that there will be a significant difference between the three 

times when the questionnaire was compiled in terms of job satisfaction. 
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Methods 

Participants  

A convenient sample from a Financial Service contributed to this study.  Inclusion factors 

for participants were employment for the Financial Service based in Dublin and participants 

must be over 18 years of age. The Human Research Department, the Management and the 

Direction of the company kindly granted the access to their employees for the purpose of this 

study.  

All employees were invited to, and elected, to take part in this study and did not receive 

any kind of reward for their participation.  

The participants (n=70) were of mixed age, gender and occupational position. 25 of the 

participants were male and 45 were female. The age range of participants covered 20-29 (n=43), 

30 + (n=27).  31 participants were junior analyst, 29 analyst and 10 belonged to the senior and 

management level.  

 

Design 

The present research adopted a quantitative quasi-experimental mixed design. To assets 

the relationship between job satisfaction and job performance a within subjects design was 

adopted. A between subjects design was utilised to evaluate age, gender, occupation position 

differences in terms of job satisfaction. Furthermore, to appraise if there was a relationship 

between the three times in terms of job satisfaction, the research benefited again of a within 

subjects design. The independent variables are demographics such as gender, age and 

occupational position. Recording of job performance was also an independent variable. The 

depended variable was job satisfaction in each hypothesis.  
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Materials 

 The survey was created benefiting from the Minnesota Satisfaction Questionnaire. 

(Weiss, Dawis, England and Lofquist, 1967).  

 Each participant received a questionnaire booklet contains a cover page highlighting the 

purpose of the study and contact details. (see Appendix 1). The second page was created in order 

to provide instructions to the employees and to gain information regarding gender, occupational 

position and age. (see Appendix 2).  

The following three pages were devised by the researcher to establish job performance 

and job satisfaction. (see Appendix 3). 

 

Minnesota Satisfaction Questionnaire. (MSQ) 

 The Minnesota Satisfaction Questionnaire (Weiss, Dawis, England and Lofquist, 1967) 

used is the 30 items short form of the 100 items original questionnaire. The 30 items tap over a 

varied range of satisfaction features including security, advancement, recognition, supervision, 

salary and a variety to gain an index of general job satisfaction.  

The 30 items survey seeks responses to the statement “On my present job, this is how I 

feel about…..” followed by each item, for instance “The recognition I get for the work I do”. 

Participants are required to select one of the following options: Not Satisfied, Slightly Satisfied, 

Satisfied, Very Satisfied and Extremely Satisfied. The responses are measured on a 5-point scale, 

with 1 representing not satisfaction and 5 indicating extreme satisfaction. The responses are 

summed to derive a general job satisfaction score which can range from 30 to 150. Internal 

consistency reliability estimates were reported as high (Cronbach’s Alpha=.94)  
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This questionnaire has been widely used in research and it has been described as a valid 

and reliable scale to measure job satisfaction. Martins and Proença in 2012 availed of this scale 

to assess job fulfilment among hospital workers in Portugal. They strongly believed that items 

very communicative and they were representing in total the job satisfaction’s features (Martins & 

Proença, 2012) 

 

Task Performance Measurement 

 To record of job performance, participants were required to state the number of tasks to 

be completed during the day and, at the end of the day, the actual number of tasks finalised.  

The responses are measured on a 3-point scale, with 1 representing a decrease between the 

morning prospection and the actual number of tasks performed; 2 indicating that the morning 

prospection and the tasks actually completed were equal; 3 representing an increase between the 

morning prospection and the amount of tasks completed during the day. 

 

Apparatus   

 Data collected was entered into Statistical Package for Social Science 18.0 (SPSS; SPSS 

Inc,, Chicago, IL., USA)  which was used to calculate scores on the scales used and perform 

statistical analysis on the data.  

 

Procedure 

 On Tuesday 21st of January the researcher sent an email to all the members of the staff in 

the company to acknowledge them that the following morning they would have received a 
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survey exploring the relationship between the way people feel regarding their job and the way 

they work. 

A copy of the survey was distrusted to the 140 staff members on Wednesday 22nd of 

January. Each potential participant received the questionnaire booklet and a cover letter 

explaining the purpose of the study. The questionnaire should have been completed over the 

period of three days. A copy of the survey and the cover letter can be found in the Appendix.  

In the morning of the Day 1 (Wednesday 22nd of January) participants were required to 

state only the number of tasks that they were aiming to complete during the day. At end of Day 

1, participants were asked to indicating the amount of tasks that they actually completed and to 

fill out the questionnaire below. The same procedure was followed on Day 2 (Thursday 23rd of 

January) and on Day 3 (Friday 24th of January). Each survey took between five and seven 

minutes to be filled out. A drop-box was placed in each department of the workplace so that 

participants could submit their completed survey at the end of Day 3. 

Participation in the study was voluntary and anonymous, returning the questionnaire in 

the box provided was considered consent to participate.  
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Results 

The results of the present study consisted of the analysis of the relationship between the 

measured variables of gender, age, occupational position and job performance in relation to job 

satisfaction. The outcomes of the descriptive statistics will be discussed first, followed by the 

inferential statistics to determine the outcomes of the hypothesis discussed in Chapter 1.  

Descriptive Statistics  

The numbers and percentage for the demographic used is this study are displayed in 

below table1. The overall sample consisted in 70 participants; the majority were female (N=45). 

Participants were mainly Junior Analyst (N=31) and between ages 20-29 years (N=43).   

Table 1. Demographic details.   

Variable  Number      %  

   
Gender   
Female  45 64.29 
Male   25 35.71 

   
Occupational Level    
Junior Analyst 31 44.28 
Analyst  29 41.43 
Senior/ Management Level 10 14.29 

   
Age    
20-29 43 61.43 
30 + 27 38.51 

 

The mean score and standard deviation were calculated for each variable in relation to job 

satisfaction. Furthermore the descriptive statistics were also measured in three different times in 

order to investigate any changes during the three days length of time. Table 2 display the means 
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and standard deviation scores for job performance in time 1, time 2 and time 3. The sample of 

job performance as a whole did not show major differences in terms of job satisfaction. It could 

be noticed though that the mean score of increased tasks performance improved constantly 

during time with an average mean of 88.90(SD=19.98).  

 

Table 2 Descriptive Statistics of Tasks Performance in relation to job satisfaction across the three times  

Tasks Performance  N Mean       Standard Deviation  

 
   Decrease Time 1  24 77.28 18.22 

Same  Time 1 22 85.86 18.87 
Increase  Time 1  24 87.21 18.88 

 
   Decrease Time 2 28 81.32 18.13 

Same Time 2 27 78.22 18.75 
Increase Time 2 18 89.67 23.95 

 
   Decrease Time 3 22 76.18 16.08 

Same Time 3 30 81.23 24.87 
Increase Time 3 18 89.83 17.11 

 

 

Table 3 highlights the mean scores and the standard deviation of gender differences in relation to 

job satisfaction across Time 1, Time 2 and Time3. No significant differences can be noticed. It is 

worth it to stress on the fact that females had a higher mean scores across the three different time 

with a midpoint of 85.41(SD=22.11). Male subjects scored lower with an average mean of 77.31 

(SD=14.56). It could be also observed that the means scores of both groups decreased within the 

different times 
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Table 3 Descriptive Statistics of gender in relation to job satisfaction across the three times  

  Gender  N Mean Standard Deviation  

 
   Female Time1 45 86.13 20.84 

Male Time 1 25 78.52 13.89 

 
   Female Time2 45 85.27 22.43 

Male Time 2 25 76.88 14.4 

 
   Female Time3 45 84.82 23.07 

Male Time 3 25 76.52 15.40 
 

Table 4 shows means and standard deviation scores of occupational position related to job 

satisfaction in Time 1, Time 2 and Time 3. Again no major differences were noticed but it could 

be observed how job satisfaction tended to be higher on Senior/Management level across the 

three times with an average mean of 91 (SD=17.80). Furthermore job satisfaction across time 

was inclined to be lower in Analyst with an average mean of 79.77(SD=18.10). The means of 

junior analyst’s job satisfaction was slightly stable with an average of 82.32 (SD=22.07) 

Table 4 Descriptive Statistics of occupational position in relation to job satisfaction across three  times 

Occupational Position  N Mean  Standard Deviation  

 
   Junior Analyst Time 1 31 84.00 20.11 

Analyst Time 1 29 80.79 17.92 
Senior/Management Level Time 1 10 89.20 18.24 

 
   Junior Analyst Time 2 31 81.87 22.50 

Analyst Time 2 29 79.52 18.00 
Senior/Management Level Time 2 10 91.50 17.95 

 
   Junior Analyst Time 3 31 81.10 23.60 

Analyst Time 3 29 79.00 18.37 
Senior/Management Level Time 3 10 92.50 17.20 
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Table 5 presents the mean scores of age differences in relation to job satisfaction across the three 

different times. There were not noteworthy differences between the two variables. The mean 

scores for the group of 30 years of age and above were relatively consistent across Time 1, Time 

2 and Time 3 with an average score of 83.48 (SD=17.00). The group of employee between 20 

and 29 years of age showed a decrease on the mean scores from Time 1 to Time 3 (M=81.90, 

SD=21.87).  

Table 5 Descriptive Statistics of age in relation to job satisfaction across the three times  

Age Range  N Mean Standard Deviation  

 
   20 - 29 Time 1 43 83.21 20.20 

30 + Time 1 27 83.74 17.10 

 
   20 - 29 Time 2 43 81.58 22.27 

30 + Time 2 27 83.37 16.83 

 
   20 - 29 Time 3 43 80.93 23.15 

30 + Time 3 27 83.33 17.09 
 

 

In the graph1 represents a bar chart of the mean scores of job satisfaction across the three 

different times. The mean scores oscillated between 83.40 and 81.86. Even though not major 

difference can be observed, it should be noticed how the mean decreased over time.  
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Graph1. Bar Chart showing job satisfaction mean scores between Time1, Time 2 and Time 3 

 

 

Inferential Statistics 

 

 To asset the relationship between job satisfaction and employees’ performance, a one 

way unrelated Anova was performed. When examine the mean numbers of job satisfaction for 

each group of employees’ performance, it can be seen that employees who experienced an 

increase between potential number of tasks to be completed during the day and the amount of 

tasks actually completed, had a higher level of job satisfaction across the three times. A one-way 

analysis of variance showed that there was not a significant difference between the three groups 

of performance in terms of job satisfaction for Time 1, Time 2 and Time3. (Time1; F(2,69)=1.94 

, p=.151) (Time2; F(2,69)=1.81, p= .171) (Time3; F(2,69)=2.20, p=.118).  
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 An independent T-Test was carried out to test the relationship between job satisfaction 

and gender for each time. Females (Average mean=85.41, Average SD=22.11) were found to 

have a higher level of job satisfaction than males (Average mean=77.31, Average SD=14.56). 

The 95% confidence limits showed that the population mean difference of the variables lies 

somewhere between -1.69 and 16.91 in Time1, -.42 and 17.20 in Time 2, and -.91 and 17.52 in 

Time 3. An independent samples t-test found that there was not statistically significant difference 

between job satisfaction level of males and females across the three different times (Time 1 t(68) 

= -1.63, p = .107; Time 2 t(66)=1.90, p=.062, Time 3 t(65)=1.80, p=.077). Therefore the null 

hypotheses can be accepted.  

To investigate the relationship between occupational positions and job satisfaction a one 

way unrelated Anova was executed. When examine the mean numbers of job satisfaction for 

each occupational group, it can be seen that, on average, senior and management level had higher 

level of job satisfaction across the three times. A one-way analysis of variance showed that there 

was no significant difference between the three groups in terms of job satisfaction. (Time1; 

F(2,69)=.76 , p=.473) (Time2; F(2,69)=1.33, p= .272) (Time3; F(2,69)=1.61, p=.207).  

The relationship between age differences and job satisfaction was evaluated using an 

independent T-Test. The participants of 30 years of age and above (Average mean=83.48, 

Average SD=17.00) were found with higher level of job satisfaction than employees between the 

age of 20 and 29 (Average mean=81.91, Average SD=21.87). The 95% confidence limits 

showed that the population mean difference of the variables lies somewhere between -9.86 and 

8.80 in Time 1, -11.77 and 8.19 in Time 2, and -12.17 and 7.91 in Time 3.  An independent 

samples t-test found that there was no statistically significant difference between job satisfaction 
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level employees aged 20-29 and 30 and above. (Time 1 t(68) = -.11, p = .910; Time 2 t(68)=-.36, 

p=.772; Time 3 t(68)= -.47, p=.643). 

Furthermore the present research was interested on assess if there was differences 

between the three times on the level of job satisfaction perceived. A repeated measure ANOVA, 

using the Greenhouse-Geisser correction, showed that the level of job satisfaction did not differ 

significantly between the three times (F(2,110)= 1.65, P=.201) with an effect size of 0.023.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



29 
 

Discussion 

The aim of this study was to investigate the factors that could influence job satisfaction 

among employees of a Financial Centre in Dublin. It was, first of all, hypothesised that there 

would be a significant relationship between job satisfaction and the recording of job 

performance. Next, it was excepted a significant difference between job satisfaction, gender, age 

and occupational position. Furthermore it was believed that there would be a significant 

relationship between the three times when the questionnaire was completed and job satisfaction.  

To begin with, it is worth highlighting that in the present research it was found that 

employees who experienced an increase between the predicted numbers of tasks to be performed 

versus the amount of tasks completed, had a higher mean score of job satisfaction. This datum 

would support partly the literature mentioned in Chapter 1.  

Although, the outcome of the statistical test showed that there was not significant 

relationship between job performance and job satisfaction contracting some of the previous 

researches. The findings are going against Dizagh et al (2012), Edwards et al (2008), Ouedraogo 

and Leclerc (2013) studies.  

Taking in consideration the research conducted by Ajayi and Abimbola (2013) it can be 

noticed that different facets such as valued rewards and stress were influencing their results. 

These conclusions could be in accordance with Riggio’s (2009) concerning who perceived the 

relationship as fragile due to large amount of characteristics that could influence the outcomes.  

Harking back to the present research, always supporting the relationship between the 

questioned variables, it could be appealing to repeat the test examining also the role of 

organisational stress and rewards.   
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Jones (2006) questioned the relationship between job satisfaction and job performance, in 

fact she was interested on comprehending if life satisfaction could be influencing job 

performance. The findings of Jones’ research showed that life satisfaction could significantly 

increase job performance. In light of this outcome, it would be worthwhile to carry out future 

research adding life satisfaction as a variable that could shape the relationship between work 

fulfilment and job performance. 

This researcher was also interested in evaluating if there would be a significant 

relationship between job satisfaction and gender differences; it was observed that women had 

higher mean scores of job satisfaction than men. The descriptive statistics are in agreement with 

the studies carried out by Clark (1997), Carrillo-Garcia (2013) and Kim (2005) where women 

were found to feel more satisfied than men. But again, not significant relationship was found. 

These outcomes were obtained also by Ghazzawi (2010); he availed of the Minnesota 

Satisfaction Questionnaire and was concerned to comprehend the role of gender in terms of job 

satisfaction among information technology professionals; no significant relationship was 

observed (Ghazzawi, 2010). 

Gumbang, Suki and Suki (2010) were also interested on the relationship between job 

satisfaction and gender; their findings are analogous to the current research as females and males 

appeared to not differ significantly in the level of job satisfaction. They stressed on the fact that 

job satisfaction needs to be comprehend as a subjective feeling: if someone’s expectations are 

met in the work place, the person would feel satisfied. Remarkably though, they observed that 

gender differed significantly on the level of organisational commitment. (Gumbag et al, 2010). 

Riggio (2009) also thought that job satisfaction could be recognised as an individually 

perception.  
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Furthermore, a suggested intervention for the future research would be to evaluate not 

only job satisfaction but even organisational commitments. The latter variables could provide a 

total picture to the company, how employees feel about their jobs and importantly how they feel 

about the company; it is believed that higher level of satisfaction is correlated to a higher level of 

organisational commitment influencing the success of every organisation. (Gumbag et al, 2010). 

Moreover, it was also investigated the role of occupational position on job satisfaction. It 

was noticed that employees that cover a senior or managerial position scored higher across the 

three different times. Once again there was not a significant relationship observed between the 

two variables. As mentioned in Chapter 1, there is a lack of researches and literature therefore 

the outcome of the existing study could contribute to this particular field of psychology.   

Even though the present findings contradicted the past investigations, it is worth it to 

tackle the results from a different prospective. Super (1939) found a relationship between job 

level and job satisfaction but he also stressed on the fact that work fulfilment increased with lent 

of time that people were employed in the company. Kumar and Giri (2009) also emphasised on 

the fact that experience is an important stimulus on job satisfaction.  

As mentioned in Chapter 1, the company that took part in this research is recently 

growing and most of the employees started recently to work for the organisation. Therefore, 

experience in the specific position and lent of services could be two valid variables that future 

studies could take in consideration when looking at the factors that influence job satisfaction.  

Even more fascinating if the study could be repeated in six month time using the same 

sample investigating if there would be any changes in terms of satisfaction.  
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Regarding this hypothesis, a weakness of the present study was that just 10 employees 

belonging to the senior and management level took part in the research; moreover this element 

could have influenced the outcomes. 

To further investigate which element could influence job satisfaction, age differences 

were took in consideration. The findings showed that there was no significant relationship 

between age differences and work fulfilment but the employees older than 30 years of age scored 

slightly higher.  

 The outcomes of this research contracted the finding found by Hancer and George (2003) 

where they found a significant relationship between the two variables. Perhaps the difference 

between the current study and their study was in the sample analysed: one was retrieved from a 

financial population and the other one was retrieved from a catering population.  

Furthermore, Kumar and Giri’s study was supporting the significant relationship; it is 

worth it to observe the environmental factors of the latter study. Their evaluation considered 

private and public organisations in India. Alternatively the present research scrutinised a 

Financial centre based in Ireland therefore the culture, work conditions and general context could 

be dissimilar. 

At this point it is important to mention the job facets approach of job satisfaction 

(Spector, 2012); in this method it was believed that job satisfaction is a feeling that is composed 

by different aspects such as work conditions, rewards and attitudes towards the organisation. 

Therefore, as the two studies were carried out using two different samples belonging to 

dissimilar cultures, it could be believed that the samples weighted the numerous facets with 

different manners.  
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 The present outcomes were analogue to Ghazzawi’s findings (2010). He found that age 

does not play a significant role in job satisfaction. His sample comprehended informational 

technology professional from South California. The samples of the current study included all the 

employees from the financial centre therefore even IT staff members were involved. 

Furthermore, working conditions and culture in America and Europe tend to be relatively 

similar.  

A suggestion for further studies, interested on investigating the relationship between age 

differences and job satisfaction, would be to design a study where other factors and other 

cultures are taken into account. For instance, it would be ideal to examine a sample of a 

multinational organisation where the survey is submitted to all the different countries. An overall 

relationship should be tested first and then a single test should be carried out for each country 

evaluating also work conditions. The outcomes of the proposed study would be vital for the 

organisation and for improvements’ purposes. 

The last point of observation of this study was to perceive if there will be a significant 

relationship between the three times when the survey was filled in and job satisfaction. The mean 

scores decreased across time but no significant relationship was detected.  

Summing up the results of this study, it could be notice how gender, age, occupational 

position and job performance are found to be not significantly related to job satisfaction. 

Moreover, it is worth it now to extrapolate previous theories that investigated on different factors 

that could shape job satisfaction.   

Herzeberg’s two factory theory (Statt, 1994) affirmed that job satisfaction is affected by 

hygiene needs and motivation needs. The first one corresponds monetary rewards, competent 

supervision, policy, work conditions and security. The motivation ones include achievement, 
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recognition, responsibility and advancement. A person needs to meet all these need to perceive 

satisfaction in total. Therefore, it would be captivating to re-design the present study focusing on 

the needs highlighted in Herzerberg’s theory. The outcomes could provide a significant input for 

the company that could fully understand which factors alter job satisfaction and design a plan of 

intervention, in order to keep employees satisfied.  

In light of these suggestions, it should be taken into account even the vitamin model by 

Peter Warr (Statt, 1994). Warr identified different factors, named vitamins, which could 

influence job satisfaction. The employee needs a minimum daily amount of these vitamins to 

reach a healthy satisfaction in the work place. Theses vitamins include nine facets such as 

opportunity of control, goals, task demands and salary (Statt, 1994). 

 Even in this model, it can be observed how external factors should be weighted more 

when investigating on the causes for job satisfaction as the perception of the feeling of fulfilment 

could be purely subjective (Riggio, 2009).  

A few weaknesses could be noticed in present research; this study is potentially limited 

by the sample size as just over 50% of the employees participated to the research. Moreover the 

outcomes of overall statistical tests could have varied if all the population would have 

contributed.  

Another disadvantage could consist on the fact that just 10 participants belongs to the 

senior and managerial level; therefore the findings of the test analysing the relationship between 

occupational position and job satisfaction could have been different if all the member of that 

group would have taken part in the study.  

 The data was collected by availing of a questionnaire; the outcomes could have been influenced 

by the bias burying under this method of data collection. The survey is a standardised technique 
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and therefore the participants could not express in total their feelings. Employees could have felt 

not willing to answer to the questions or to reveal the information. Another concern about using 

a survey is that participants might have thought that they would not have benefited from 

responding perhaps even been penalised by giving their real opinion. For future researches, a 

suggestion would be to try and perform interviews rather than questionnaire. For instance, a 

person external from the company could execute the interviews keeping the anonymity of the 

employees and asking just demographic details. Doing so the interviewer could plan the 

questions at several levels to get the most information from the subject. The combination of 

structured and unstructured questions can provide depth and richness to the data and, at the same 

time elicit data that are comparable from one subject to the next. Furthermore, ambiguity could 

be clarified and incomplete answers could be followed up. Few disadvantages could be noticed 

on this method as it is believed to be time consuming and perhaps different interviewers may 

interpret and transcribe interviews in different ways.  

 The strength of the present study was that three copies of the same questionnaire were 

compiled over three consecutive days; therefore the results should be considered reliable. Also it 

was accessible to compare the results of the single day and perceive if there could have been 

differences across the different days in terms of job satisfaction.  

 In conclusion, this research proposed to examine the role of age, gender, occupational 

position and job performance on employees’ job satisfaction. The findings showed that 

significant relationship was detected between job satisfaction and all the variables analysed.  

Nevertheless, the investigation of descriptive statistics suggested that higher scores was detected 

when employees performed more tasks at the end of the working day of what they predicted in 
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the morning; higher mean scores were noticed also in females, senior and management staff and 

employees of 30 or over years of age.  

 Therefore this research, even though the findings accepted the null hypotheses, may 

contribute in developing new studies that aim to understand different factors associated with job 

satisfaction among employees of financial centres. Hence, the present study provides a basis and 

implications for further investigation on work fulfilment. 
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Appendix 

Appendix 1- Purpose of the study and Contacts Details  

Evaluation of the relationship between Job Satisfaction, Job performance and 

Occupational Positions 

 

My name is Carolina Concialdi, I work as an Analyst in the Fixed Assets Department. I am 

an undergraduate part time student and I am conducting research in the Department of 

Psychology that explores the relationship between the way people feel regarding their job 

and the way they work. This research is being conducted as part of my studies and will be 

submitted for examination. 

You are invited to take part in this study and participation involves completing and 

returning the attached anonymous survey. I have been given permission by Baxter 

management to invite you to take part in this study. Participation involves completing and 

returning the attached anonymous survey. This questionnaire has been previously used 

widely in research.  

This research is being conducted on behalf of Baxter - it is part of an academic study, 

therefore the results will be not shared with any staff member. 

Participation is completely voluntary - you are not obliged to take part. Participation is 

anonymous. Since no individual's questionnaire responses may be identified, it will be no 

possible to withdraw from participation after the questionnaire has been collected. 

The questionnaires will be securely stored and data from the questionnaires will be 

transferred from the paper record to electronic format and stored on a password 

protected computer. 

It is important that you understand that by completing and submitting the questionnaire 

that you are consenting to participate in the study. 

Should you require any further information about the research, please contact  

Joe Bloggs, myname@emailserver.ie  or (01) 234 5678 or researcher,  

Thank you for taking the time to complete this survey. 

 

mailto:myname@emailserver.ie
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Appendix 2 – Instructions and demographic details  

Instructions 

Please tick the relevant boxes below to provide general information regarding gender, age 
range and occupational position.  
The purpose of this questionnaire is to give you a chance to tell how you feel about your 
present job, what things you are satisfied with and what things you are not satisfied with.  
On the following pages you will find statements about aspects of your present job. 
In the morning, you just need to declare the number of tasks that you think you can complete 
during the day.  
In the afternoon, you need to assert the number of tasks actually completed during the day and 
fill out the questionnaire.  
There are three different questionnaires and each one should be completed during the course 
of one day; each page is dated.  

After you have completed the three questionnaires please place the bundle in the box that 
each department will be provided with. I will be collecting the boxes the following Friday night.  

 

Gender  

Female  
Male   

 

Age  

20-29  

30-39  

40-49  
50- +  

Occupation 

Junior Analyst   

Analyst  
Senior Analyst   

Assistant Manager   
Manager   
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Appendix 3 – Questionnaires  

Wednesday 22/01/2014  

Number of tasks to be completed today  

Number of tasks completed over the course of the day   

 

On my present job, this is how I feel about…..  Not 
satisfied  

Only 
slightly 
satisfied  

Satisfied  Very 
satisfied  

Extremely 
Satisfied  

1. The chance to try out some of my ideas      
2. The chance to work by myself       
3. The variety in my work       
4. The policies and practices toward employees of this 
company. 

     

5. The way my supervisor and I understand each other       
6. My job security       
7.The amount of pay for the work I do       
8. The opportunities for advancement on this job.      
9. The spirit of cooperation among my co-workers.      
10. The chance to be responsible for my planning my 
work  

     

11. The way I am noticed when I do a good job.       
12. The chance to be active most of the time.      
13. The chance to do new and original things on my 
own 

     

14. The chance to do different things from time to time       
15. The way my boss handles his/her employees       
16. The competence of my supervisor in making 
decision.  

     

17. The chance to make decision on my own       
18. The way I get full credit for the work I do       
19. Being able to take pride in a job well done.       
20. The chance to help people.       
21. The routine in my work      
22. The chance to make use of my best abilities       
23. The pleasantness of my working conditions       
24. The way promotions are given out on this job.       
25. The recognition I get for the work I do       
26. Being able to not being stressed       
27. The chance to try my own methods of doing the job       
28. The way my boss provides help on hard problems       
29. The way my boss takes care of the complaints of 
his/her employees 

     

30. The way the company treats its employees      
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Thursday 23/01/2014 

Number of tasks to be completed today  

Number of tasks completed over the course of the day   

 

On my present job, this is how I feel about…..  Not 
satisfied  

Only 
slightly 
satisfied  

Satisfied  Very 
satisfied  

Extremely 
Satisfied  

1. The chance to try out some of my ideas      
2. The chance to work by myself       
3. The variety in my work       
4. The policies and practices toward employees of this 
company. 

     

5. The way my supervisor and I understand each other       
6. My job security       
7.The amount of pay for the work I do       
8. The opportunities for advancement on this job.      
9. The spirit of cooperation among my co-workers.      
10. The chance to be responsible for my planning my 
work  

     

11. The way I am noticed when I do a good job.       
12. The chance to be active most of the time.      
13. The chance to do new and original things on my 
own 

     

14. The chance to do different things from time to time       
15. The way my boss handles his/her employees       
16. The competence of my supervisor in making 
decision.  

     

17. The chance to make decision on my own       
18. The way I get full credit for the work I do       
19. Being able to take pride in a job well done.       
20. The chance to help people.       
21. The routine in my work      
22. The chance to make use of my best abilities       
23. The pleasantness of my working conditions       
24. The way promotions are given out on this job.       
25. The recognition I get for the work I do       
26. Being able to not being stressed       
27. The chance to try my own methods of doing the job       
28. The way my boss provides help on hard problems       
29. The way my boss takes care of the complaints of 
his/her employees 

     

30. The way the company treats its employees      
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Friday 24/01/2014 

Number of tasks to be completed today  

Number of tasks completed over the course of the day   

 

On my present job, this is how I feel about…..  Not 
satisfied  

Only 
slightly 
satisfied  

Satisfied  Very 
satisfied  

Extremely 
Satisfied  

1. The chance to try out some of my ideas      
2. The chance to work by myself       
3. The variety in my work       
4. The policies and practices toward employees of this 
company. 

     

5. The way my supervisor and I understand each other       
6. My job security       
7.The amount of pay for the work I do       
8. The opportunities for advancement on this job.      
9. The spirit of cooperation among my co-workers.      
10. The chance to be responsible for my planning my 
work  

     

11. The way I am noticed when I do a good job.       
12. The chance to be active most of the time.      
13. The chance to do new and original things on my 
own 

     

14. The chance to do different things from time to time       
15. The way my boss handles his/her employees       
16. The competence of my supervisor in making 
decision.  

     

17. The chance to make decision on my own       
18. The way I get full credit for the work I do       
19. Being able to take pride in a job well done.       
20. The chance to help people.       
21. The routine in my work      
22. The chance to make use of my best abilities       
23. The pleasantness of my working conditions       
24. The way promotions are given out on this job.       
25. The recognition I get for the work I do       
26. Being able to not being stressed       
27. The chance to try my own methods of doing the job       
28. The way my boss provides help on hard problems       
29. The way my boss takes care of the complaints of 
his/her employees 

     

30. The way the company treats its employees      

 




