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3B'SISOK MI2K BHHAI'OPOAOIO I SATIOBOAEHHSM BI POBOTH:
AOCAIAXXEHHS HA ITPHKAAAI CITIBPOBITHHKIB JEPIKABHOI'O
YIIPABAIHHSI B IIOMEPAHII B ITOABIIII

CBsI3b MEXAY BOSHATPAXKIEHHEM H YAOBAETBOPEHHEM OT
PABOTBI: HCCAEJOBAHHE HA ITPUMEPE COTPYAHHKOB
IFOCYOAPCTBEHHOTI' O YIIPABAEHHS B IIOMEPAHHH B ITIOABIIIE

Remuneration is considered one of the key factors encouraging people to work. However, its
significance for the employee and its effect on job satisfaction remains unclear. The aim of this
paper was determining how remuneration affects job satisfaction among public administration
employees from one of Eastern-European countries. The study was conducted by carrying out a
survey among employees of 10 public administration offices of the Pomerania Region in Poland.
The analysis of the results allowed to draw conclusions on the significance of remuneration in the
context of other satisfaction factors, and to assess how relative assessment of the amount of
remuneration can affect the relation between remuneration and overall job satisfaction.

Burazopooa 88aKaembCsi 00HUM 3 KAOUOBUX haKkmopie, wo 3aoxouytoms arodeli 0o npaui. Tum
He MeHW., ii 3HaueHHs1 051 NPAUIBHUKA [ 6Nnau8 Ha 3a0080JleHICMb pOoOOMON, 3ANUULAEMBCS
HesicHum. Memow oOaHol pobomu OYys0 SUSHAUEHHST mMoe0, SIK 6uHazopoda enausae Ha
3adoeosieHicmb pobomoro ceped chispobimMHUKIE 0eprKasH020 YNPABAIHHS 8 00HIl 3 KpaiH CxiOHOT
Esponu. [locnioskeHHss 6Yso 30ilUCHEHO WLASIXOM NPO8eOeHHs. ONUMYBAHHSL ceped CnispobimHUKI8
10 eiddineHb OeprkaeHozo ynpasniHHs peeioHYy Ilomeparis 6 Ilonbwi. AHaniz pesysrbmamie
do3gosu8 3pobumu BUCHOBKU NPO 3HAUEHHSI 8UHAZOPOOU 8 KOHMeKCmi HWUX ¢akmopis
3a0080/1€HOCMI, @ MAKOIK OYIHUMU, SIK NOPIBHANLHA OUIHKA CYMU SUHA0POOU MOIKE 8NAUHYMU
HQA 83AEM038°30K MK 8UHAZOPOOOIO 1 302A/1bHOI0 3a0080.1eHICMI0 pobomoro.

BosHazpaxoeHue cuumaemcst OOHUM U3 KAIUe8blX (haKkmopos, noowpsirouux arooelli pabomamse.
Tem He meHee, e20 3HaueHUe 0Nl pabOMHUKA U €20 8AUsIHUE HA YO081eme8opeHHOCMb pabomoti,
ocmaemest HesicHbM. Llenvio 0aHHOU pabomsl 6bLO onpedesieHue mozo, KakK 803HazparkoeHue
sausilem Ha Yoos8emseopeHHoCMb pabomoti cpedu compyoHUKO8 20CYOapCmM8eHH020 YnpasieHus 8
o00Holl us cmpar BocmouHoli Eeponvsl. Hcecnedosarue 6bL10 ocyuecmsneHo nymem nposedeHust
onpoca cpedu compydHxuiod 10 omdenernull 2ocydapcmeeHHo20 ynpasieHust pezuoHa Ilomeparus
6 Ionvwe. AHANU3 pe3y/lbmamo8 NO380AUL COeAaMb 8bl800bl 0 3HAUEHUU B03HAZPAXKOEeHUsl 8
KoHMerxcme Opyeux paKkmopog yoosniemeopeHHOCMuU, A MaKIKe OUeHUMb, KaK CPA8HUMEbHAS
OUEHKA CYMMbL 03HAZPAIKOEHUSL MOANCEM NOBNUSLMb HA 83AUMOCESI3b MEXKOY 803HAZparsKOeHUeMm U
obwell yooenemeopeHHocmu pabomoti.

Keywords. Job satisfaction, facets of job satisfaction, public sector, public administration,
remuneration, compensation

KarogoBi caoBa. 3am0BOoA€HHA Bin pobOTH, ACIEKTH 3aJ0BOACHOCTI po6OTOI0, Aep3KaBHUY
CEKTOp, AepxKaBHE YIIPABAIHHS, BUHATOPOAA, KOMIIEHCALTil.

KaloueBble CAOBa. YIOOBAETBOPEHHE OT PabOTBI, aCHeKThl YAOBAECTBOPEHHOCTU pPaboToi,
rOCyIapCTBEHHBIN CEKTOP, FOCYAapCTBEHHOE YIIPaBACHUE, BO3HATPAXKAEHUE, KOMIIEHCAIIUH.

Introduction. Remuneration constitutes one of the factors affecting job satisfaction.
However, its significance may differ, depending on the external factors (e.g. national
culture) and the employees’ characteristics (e.g. age or held position). Moreover, the effect
of remuneration on job satisfaction might depend on the employees’ subjective assessment
of the amount of remuneration [see 36, 243-252]. Therefore, it is important to analyze the
significance of remuneration in the context of other factors related to job satisfaction among
employees in countries from different spheres of cultural influence. In particular, there is a
lack of such studies conducted in Central and East European countries. Results of previous
studies on the effect of remuneration on job satisfaction, conducted mostly in Anglo-Saxon
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and Asian countries, need to be verified due to the specific cultural, historical and economic
conditions in Eastern European countries.

We attempted to show how the assessment of the level of remuneration affects the level
of job satisfaction among public administration employees in Poland. This relationship is all
the more significant in the face of the need for reforms of public administration in post-
socialist countries. During the 45-year long period of centrally planned economy, Polish
public administration employees had developed a specific approach to their clients, who
were treated not as customers, but rather intruders. This attitude was reinforced by the
dominant role of public officials, who were, at the time, the sole overseers of goods which
were in great demand, but in very short supply [29]. This deeply rooted approach gave rise
to the development of peculiar and inappropriate relationships between public administration
employees and their clients. The negative view of public administration was corroborated by
the results of a research by Polish Ministry of Internal Affairs and Administration, which
showed that many Polish citizens still object to working in public administration offices
[33]. Only 42% of respondents believe that Polish administration officials operate efficiently
and perform their tasks quickly and on time. More than half of public administration clients
in Poland continue to evaluate staff of public institutions negatively. The fact that in 2006,
72% of Poles declared that their trust in EU administration was greater than in the national
one provides further indication of continuing need for improvement in the functioning of
public administration in Poland [4, 69].

Presently, Poland, as a member state of the EU and the EUPAN (European Union Public
Administration Network), is implementing procedures aimed at increasing customer
satisfaction, in order to determine the role it plays in public affairs. The underlying idea is,
that the public sector should be constantly evolving to meet new challenges and respond to
changing needs of the society. Therefore, customer satisfaction management in public
institutions is essential for assessing whether the officials are indeed conducting their
professional duties in a professional manner [8]. This is not possible without changing the
work attitude of public sector employees by properly developed incentive systems, aimed at
increasing job satisfaction. This paper discusses the results of a survey carried out among
272 public administration officials employed at 10 local public administration offices. Based
on the data gathered in the survey, we assessed the effect of remuneration on job
satisfaction. Moreover, we analyzed how subjective assessment of the amount of
remuneration may affect the level of satisfaction from remuneration.

The significance of job satisfaction and factors determining job satisfaction. Job
satisfaction was a subject of interest for researchers and practitioners for over 80 years.
Judge et al. reported that it was the subject of over 7,000 studies, up until the year 2000 [22,
25-26]. Job satisfaction can be defined as the positive and negative feelings and attitudes
that relate to the duties performed by employees. According to Locke, job satisfaction is «a
pleasurable or positive emotional state that results from appraisal of one’s job or job
experience» [27, 1304]. Job satisfaction is characterized in more detail by definitions
relating to its source, which define it as the distance between what a person feels at work
and what he or she actually experiences (according to subjective assessment) [20, 1007].

Interest surrounding studies identifying the factors affecting job satisfaction is a result of
the significance which is currently placed on employees. One of the directions of current
research is the analysis of the relation between satisfaction and efficiency at work. Previous
studies on job satisfaction put forth hypotheses that there is a direct link between an
employee’s level of job satisfaction and efficiency. Modern studies disprove this notion.
Being content with one’s job and satisfied with its particular elements do not always ensure
better and more efficient work of particular employees [16, 57]. However, the researchers
agree that there is a codependence between employee satisfaction and efficiency in the
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context of the entire organization [17, 523-540]. Moreover, studies on job satisfaction show
a positive correlation between job satisfaction of the employees and the satisfaction of their
clients [26,167; 16,57]. Furthermore, job satisfaction is perceived as one of the elements
assisting and reinforcing the motivation system [25, 247]. It is due to the fact that satisfied
employees create positive atmosphere in the workplace. The level of job satisfaction is also
connected with absenteeism [13, 135-141] and turnover [3, 223-242]. Furthermore,
insufficient level of job satisfaction can lead to counterproductive work behaviors (CWB)
[30, 598-599; 38, 30-41]. CWBs can be defined as any behavior detrimental to the
objectives of the organization, violating organization‘s standards, or facilitating the decline
of productivity [12, 291-292]. CWBs are harmful, because they are voluntary and conscious
decisions of the employees, who revert to such behaviors despite of the fact that their
detection may result in sanctions imposed by the employer.

The effect of remuneration on job satisfaction. Remuneration is one of the most
significant variables used when explicating the overall level of job satisfaction [34, 357-
367]. Satisfaction from remuneration is defined as the congruency between an employee’s
expectations and actual remuneration. Employees assess their remuneration based on the
equity principle, which is defined as «a comparison between what people believe they
deserve to be paid and what others deserve to be paid» [21, 401]. Employees use two
assessment criteria: internal and external equity. The former allows to assess an individual’s
remuneration in the context of their services to the organization (cf. Adams’ Equity Theory).
The latter allows to assess the level of an individual’s remuneration in the context of
remuneration received by other members of the organization and in the context of
remuneration offered on similar positions in other organizations. As a result of these
comparisons, an individual may feel under-rewarded, which in turn can lead to decrease in
satisfaction from remuneration and, finally, to decreased work-efficiency, decreased
commitment to work and even to an increase in fluctuation [1]. Faulk [10] has divided
different levels of satisfaction from remuneration into: scope of reference (directing the
actions of the employees either on the entire organization, or on own work) and sources of
consequences (employees’ rational or emotional grounds for functioning). Employees show
the following attitudes and types of behavior towards their organization: altruism, politeness,
conscientiousness, initiative, positive attitude to work. From among the attitudes and types
of behavior towards work, the most prominent one is individual efficiency at work. The
sources of consequences can be either rational or emotional. In the latter case, the
assessment of equity of remuneration, i.e. feelings towards remuneration, its components
and means of assigning it, plays a significant role. The results of a study by Faulk [10], on
526 employees of a public sector company, corroborate this relation. The effect of
satisfaction from remuneration is limited to the attitudes and behaviors connected to an
individual’s work, and is not significantly connected to efficiency at work, it may even lead
to reinforcing standards of behaviors aimed at maintaining the status quo. Also Gaertner [14]
reported a lack of relation between the amount of remuneration and job satisfaction.
However, results of studies show that job satisfaction is affected by feelings of equity.

Moreover, results of comparative studies show that the significance of remuneration for
total job satisfaction is not the same among employees from work-groups singled out based
on demographic factors or country of origin [e.g. 28, 45-66; 11, 559-580; 9, 272-297].
Varying levels significance placed on remuneration in different countries are mostly the
result of their cultural and economic differences. The effect of the economic environment on
the needs of employees can be explained with Maslow’s Theory of Motivation. The more
base needs, which include remuneration, constitute a more significant motivator in countries
with lower standards of living [more: 18, 159-179]. Studies conducted among Dutch
employees show that wages do not significantly affect job satisfaction [15, 363-367].
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Furthermore, the analysis of a survey research in five Western countries and Hungary show
that employees place great importance on intrinsic rewards, such as doing an interesting job
and having autonomy at work [39, 811-828]. In contrast, research conducted among
employees from Hong Kong [2, 573-596] and China [9, 272-297] reported financial rewards
as the most significant factor. Also Rafikul and Ahmad [35, 344-362] found «high wages»
were the most significant for Malaysian employees in all distinguished groups.

Sex is one of the main individual characteristics taken into account by researchers
analyzing the effect of particular factors on employee satisfaction, seeing as sex and age are
the two most fundamental demographic groups a person belongs to. Study results show men
and women clearly differ in preferred satisfaction factors. Previous studies suggest that
women’s job satisfaction is strongly affected by social factors, while for men, autonomy at
work and the possibility of self-realization of tasks and pay are some of the most important
factors [32, 49-58]. Kamdron [24, 1211-1240] research shows that for female higher
officials, recognition and good relationship are of high importance, while men consider
responsibility as more important. A research among Chinese employees revealed that for
women good pay is not as important a factor as for their male counterparts [9, 272-297].

Methodology and Results. The survey was conducted in 10 local public administration
organizations, which gave consent for participation in the study. The researched
organizations were located in Pomerania region, which, according to National Heritage
Board of Poland, is one of most culturally diversified in Poland. Moreover, they were
located in cities with diverse populations and with different economic situations and labor
markets. Thus, the subjects enrolled into the study came from diverse cultural and economic
background. The surveys were conducted among civil servants at local administration
offices. Local public administration employees are in more direct contact with the public
than civil servants employed at national level institutions. Focusing on just one type of
organizations did not allow a wider generalization of the research results, but also offered
certain advantages, allowing to demonstrate effects specific for the chosen type of
organizations [5, 7-27]. Some demographic questions were also included in the survey. The
questionnaire was anonymous and distributed to the participants by their office managers.

The study population comprised of 272 employees. The response rate was 31%. The
respondents’ respective positions in their organization were as follows: 14.12% held
managerial positions, 49.8% were administration employees, 11.76% were blue-collar
workers, and 24.31% — specialists. The majority of the respondents were female (64.34%)
who held a university degree (74%). This sample, especially in respect to sex and age,
reflects the composition of Polish public administration organizations where highly educated
middle-aged women are overrepresented. According to statistics provided by Polish
government in 2012, women employees made up about 69.4% of the workforce. Civilian
workforce in Poland is mostly comprised of people in the age between 31-50 years old
(55.3%). Employees under 30 years old comprise only
14.1% [6].

The survey consisted of a questionnaire with questions about the significance of
particular factors comprising satisfaction for the employees (How important is each of the
following things to you?) and, in the case of remuneration, assessment how common they
are in the employees’ organizations (How likely is it that each of these things would happen
at your workplace?). The responses were given on a rating Likert scale, with 1
corresponding to completely not important/does not happen and 5 to very important/happens
frequently. Moreover, the questionnaire contained questions about overall job satisfaction.
The employees assessed their level of job satisfaction on a 1-4 scale, with 1 corresponding to
really not satisfied and 4 to really satisfied. The questionnaire also contained question about
their absolute income, i.e. which pay group they are in, and about their relative income, i.e.
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how they assess their current income compared to remuneration offered in other public
organizations.

A comparison of the significance of remuneration, such as basic pay, performance
bonuses, employee benefits and 13 factors affecting job satisfaction allows to conclude that
respondents indicated non-material factors affecting job satisfaction as more significant.
Two factors, good relationship with co-workers (mean 4.7) and job security (mean 4.59),
were named as most significant for the level of job satisfaction. The respondents rated basic
salary (mean 3.91, item 13 among 16 factors listed in the questionnaire) as having low
significance for their wellbeing at work, compared with other factors. They placed more
significance on other types of remuneration, such as bonuses (significance at 4.44, item 5)
and employee benefits (4.12, item 9).

We have also compared how male and female respondents assessed the significance of
different elements of remuneration. The results are presented in Table 1. ol

Table 1

DIFFERENCES IN HOW MALE AND FEMALE RESPONDENTS ASSESS
THE SIGNIFICANCE OF DIFFERENT ELEMENTS OF REMUNERATION

Females Males
Basic Remuneration 4.01 3.71
Performance Bonuses 4.59 4.20
Employee Benefits 4.20 3.95

Pearson’s correlation was used to analyze the relationships between job satisfaction and
level of satisfaction from remuneration, bonuses, employee benefits and relative and
absolute value of income. The results are presented in Table 2.

Table 2
PEARSON’S CORRELATION BETWEEN JOB SATISFACTION
AND DIFFERENT ELEMENTS OF REMUNERATION
Assessment
Total Relative
Satisfaction Basic Bonus Employee Income
Remuneration Benefits

Total Satisfaction
Assessment :
Basic Remuneration 0,36
Bonus 0,35 0,55
Employee Benefits 0,18 0,36 0,38
Value of Income:
absolute 0,05 0,10 -0,20 -0,31
relative 0,32 0,38 0,21 0,08 0,35
p <0.05

Analysis shows that absolute income was not significantly correlated with job

satisfaction (r=0.05, p<0.05). There is a correlation between subjective assessment of
received remuneration, compared with remuneration offered by other public organization,
and total job satisfaction (r=0.32, p<0.05).

We also tried to determine the level of satisfaction from remuneration, defined as the
difference between expectations (assessed on a 5-level scale) and actual amount of particular
elements of remuneration (also assessed on a 5-level scale). The smaller the difference, the
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higher the assessment of satisfaction from particular elements of remuneration. The table
below presents overall satisfaction of the study population and separate results for males and
females.

Table 3
SATISFACTION FROM REMUNERATION
According to Sex
Participants in Total
Males Females
Basic Remuneration 1,36 -1,01 -1,58
Performance Bonuses 2,19 -1,88 -2,38
Employee Benefits 1,08 -0,81 -1,26

Moreover, we analyzed the relation between satisfaction from particular elements of
remuneration and overall job satisfaction. The results are presented in Table 4.
Table 4

CORRELATION BETWEEN SATISFACTION FROM PARTICULAR ELEMENTS
OF REMUNERATION AND OVERALL JOB SATISFACTION

. : Satisfaction from
Siistciion | Basic Remanoration | Performance
Overall Job Satisfaction 1,00
Satisfaction from Basic Remuneration 0,25 1,00
Satisfaction from Performance Bonuses 0,32 0,62 1,00
Satisfaction from Employee Benefits 0,22 0,5 0,59
p <0.05

The results presented in the Table above show that performance bonuses are the element
of remuneration with the most significant effect on overall job satisfaction. The respondents
indicated employee benefits as the least important element.

Conclusions. The results of this study show that public administration employees in
Poland place less importance on material remuneration in achieving job satisfaction, than on
other factors. This is contrary to the results of previous studies conducted among Polish
employees of retail companies [19, 383-392]. This inconsistency may be the result of
different types of studied organizations or, what is more probable, the result of changes in
the attitudes and expectations of employees in the span of the last 15 years. On the other
hand, the results of this study are consistent with the results of studies on satisfaction in
West European countries and the USA, where remuneration is not indicated as the main
factor affecting job satisfaction [39, 811-828].

Correlation between the amount of remuneration and job satisfaction confirmed that
subjective assessment of remuneration is much more significant than the assessment of
absolute remuneration (in case of current study, comparison with remuneration offered in
other public organizations, not gross remuneration).

Vast discrepancies in the significance of particular elements of remuneration for men and
women are mostly the result of different needs of these two groups, determined mainly by
cultural and society factors and the resultant roles assigned to the sexes. The results of the
study on the amount of remuneration of men and women show that these discrepancies still
exist. Women, despite their education, work experience, sector of economy they work in or
position they hold, earn 20% less than men [37]. Similar discrepancies are reported by the
Supreme Audit Office (NIK). An audit carried out in 2013 in public administration offices in
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Poland showed an almost 11% discrepancy in remuneration between male and female
employees [7]. Differences in remuneration are caused by many factors, however the
attitude of female employees towards remuneration and resulting job satisfaction is mostly
the result of women’s awareness about their position on the job market, which is strongly
determined by the periods of inactivity caused by maternity. Still, previous studies show that
these discrepancies disappear in countries which offer opportunities for men and women
(such as Scandinavian countries) [see 23, 75-94].

The results on satisfaction from remuneration show that the employees of Polish public
administration are the least satisfied with performance bonuses (the greatest difference
between expected and actual amount). It is noteworthy, this factor had the strongest positive
correlation with overall job satisfaction. The significance of performance bonuses in job
satisfaction is corroborated by the results of previous studies [17, 523-540]. The large
disproportion between expectations and actual situation can be caused by the relatively low
bonuses received by the employees from the public sector, in comparison with the private
sector [37]. This discrepancy is the result of the inability to calculate work productivity on
some public administration positions. Therefore, performance bonuses are not as diversified
as the employees expect.

The major role of the current study is supplying information on how material factors
contribute to overall job satisfaction among Polish employees, in order to provide a better
understanding of job satisfaction and better insight into job-related attitudes. This knowledge
is vital for achieving the desired level of employee satisfaction and, in consequence,
improve the efficiency and quality of public service. This research also expanded earlier
findings in this field. A comparison of the obtained results with previous research constitutes
a material for cross-cultural comparison.

The main limitation of this study was limiting the study population to public sector
employees. On the one hand, it allowed for a better understanding of their attitudes, which is
significant in the context of previous studies reporting differences in levels of job
satisfaction between public and private sector employees [more: 31]. On the other hand,
focusing on just one type of organizations did not allow a wider generalization of the
research results. Future studies should include employees from the private sector.
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