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ABSTRACT 

This article addresses a subject that had long been a reflection field for sociologists and 

psychologists, the satisfaction in the employment. This notion, which is of increasing interest to 

economists, has been tackled here by seeking the explanatory factors that would influence it. 

More specifically, it was to analyze the determinants of satisfaction in formal employment in 

Côte d'Ivoire; employment assumed to contain features that will do motivating, at least that will 

satisfactory. In order to carry out this research, we have had recourse to data on the 2016 

National Survey on the Employment Situation and the Informal Sector from the Youth 

Employment Agency in collaboration with the National Institute of Statistics. By using an 

ordinal logistic regression on the modalities of the satisfaction in employment performed by the 

maximum likelihood method, we come to the conclusion that a monthly salary of at least three 

times the guaranteed minimum wage (which is FCFA 60 000 currently in Côte d’Ivoire), as well as 

premium payments and benefits influence positively satisfaction in employment. Conversely, 

heavy weekly hours are likely to degrade the level of satisfaction in employment that one could 

withdraw. The introduction of incentive wage measures, the respect of working hours could help 

to reduce the rate of absenteism and strikes in the administrations related to dissatisfaction in 

employment and which are increasingly noted in Côte d'Ivoire. 

Keywords: Ordered logit, pecuniary benefits, satisfaction in employment, strikes. 
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1. INTRODUCTION 

1.1 Background and issues 

If for a long time, satisfaction in employment has been of interest mainly to psychologists and 

sociologists, a growing number of economists are now interested in it, especially since the 
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pioneering work of Hamermesh (1977), Freeman (1978) and more recently Clark and Oswald 

(1996) [Razafindrakoto and Roubaud, 2005]. 

The notion itself is rich and worthy of study because, on the one hand, being linked to the well- 

being of the workers and, on the other hand, determining the performance of the workers 

(questionable). The satisfaction in employment [2] seen as the satisfaction of the workstation and 

its modalities of exercise or job satisfaction can have several definitions, in particular because of 

the subjective nature of the statements of the individuals on whom the study is being conducted. 

For several precursors who have reflected on the notion of job satisfaction, such as Beer (1964), 

Ivancevich and Donnelly (1968), Losquist and Dawis (1969) as cited by Larouche and Delorme 

(1972), job satisfaction or satisfaction in employment refers respectively to for the first: « the 

attitudes of the workers towards the company, their employment, their fellow workers and the 

other psychological objects present in the work situation », for the seconds, it designates: « a 

favorable perception of the worker vis-à-vis the work role he holds at the moment. » and for the 

third, it's about: « a function of the correspondence between the own system of incentives to the 

work situation and the needs of the individual. » 

We could be said that job satisfaction can be defined as the attitude of an individual to his or her 

job. It is the perception that the latter has vis-à-vis his job. This perception may take several 

degrees depending on the individual, the circumstances, the periods, etc. A worker may say that 

he is satisfied with his job today and not be satisfied tomorrow because of a failed promotion, a 

social climate that has become disastrous, and so on. To this end, the construction of a scale of 

measure of the degree of satisfaction in employment remains a challenge. Most studies, ours is no 

exception to the rule, is interested in the self-declared responses of workers to a certain extent to 

arrive at a determination of the factors that would explain the differences in satisfaction. 

Satisfaction in employment straddles several disciplines, which makes it rich. While initially, 

economists had little interest in the concept because of a reluctance to analyze and/or modeling 

some emotions and formulate difficultly economic policy recommendations, it should be noted 

that the emergence of some of the findings of studies high lighting the relationship between job 

satisfaction and absenteeism or productivity (Judge et al, 2001, as quoted by Razafindrakoto and 

Roubaud) has shown that the concept deserved special attention. 

However, studies on such a topic are rare in Africa. Vigan and Glauque (2016) in their study of 

job satisfaction in public administrations in Africa say that the literature on the subject comes 

mainly from the countries of the North. They point out that although there is some research on the 

concept, the fact remains that measurement scales are borrowed from studies in developed 

countries. An adaptation to this effect would be very interesting. Moreover, they show that most 

https://translate.googleusercontent.com/translate_f#_ftn2
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African studies on the concept are concentrated in English - speaking countries; they summarize 

in their reflection that out of a total of 22 articles on the concept, nearly 91% come from English-

speaking countries. 

In Côte d’Ivoire [3] , to our knowledge and so far, almost no article has been made on the 

subject. Razafindrakoto and Roubaud in their research from the 1-2-3 surveys conducted in 2001-

2002 in eight African capitals attempt to determine the explanatory factors of job satisfaction in 

these capitals. But, having no explicit question about job satisfaction, they have the approximent 

through a proxy : What are your employment plans for the future ? Thus, they say we mainly 

retained to distinguish those who want to keep their job / activity status (modality 4 those who are, 

in principle, satisfied) and those who wish to change (modalities 1,2 and 3:those dissatisfied) [4]. 

As they themselves note the use of a different question from the usual one has the disadvantage 

of leading to results that are not completely comparable with those of the literature. However, 

we hold that their work has the merit of addressing a crucial issue that determines business 

performance on the one hand, and on the other hand, it is an important support for our current 

research. 

Because of the above, our research finds its particularity in the advantage we have of having the 

dependent variable that is posed explicitly. This allows us to choice an appropriate model for our 

estimates, and to add other explanatory variables that are different from those we have seen in 

the literature for economic policy recommendations. In addition, it deals with the satisfaction in 

formal employment in Côte d'Ivoire, that is to say in jobs with advantages that would make it 

easy to perform the tasks in other words jobs in accordance with the labor legislation. Anything 

that should a priori make the job satisfactory, unlike informal jobs. 

The question of job satisfaction in an underdeveloped country like Côte d'Ivoire is of great 

importance. Indeed, if we assume that job dissatisfaction can lead to absenteeism and/or counter- 

productivity, as some studies have shown, we can deduce that it would be inappropriate for our 

economy through public and private enterprises offering formal jobs to count a considerable 

unsatisfied workers; the ideal would have been, as far as possible, to reach a marginal number of 

unsatisfied workers. However, this is not the case as we will show in the statistics and 

econometrics estimations of this research. 

From there, this study is very necessary. Since it is not easy to find in any economy that all 

workers are satisfied, we can ask ourselves the following question. 

1.2 Research Question 

What would explain that some workers are satisfied with their jobs and others not ? 

https://translate.googleusercontent.com/translate_f#_ftn3
https://translate.googleusercontent.com/translate_f#_ftn4
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1.3 Objective of the study 

Analyze the explanatory factors of satisfaction in formal employment in Côte d'Ivoire. 

2. LITERATURE REVIEW ON SATISFACTION IN EMPLOYMENT 

In this review of literature we will expose some theories that underlie the notion of job 

satisfaction. Will be mobilized theories from the psychosociology of work and job economic 

theories. Subsequently, we will attempt to explain the factors that would be responsible for job 

satisfaction. Finally, through past studies we will discuss potential relationship may exist 

between job satisfaction and performance of workers. 

2.1 Theories of job satisfaction [5] 

Some psychosociological and economic theories have tried to formalize satisfaction in 

employment. Among the first, Comeau (1992) lists four scientific conceptions : the School of 

Physico-Economics, the School of Human Relations, the School of Causality Models and the 

Critical School. 

The physico-economic School emphasizes the fatigue and monotony of work that determine 

productivity. To make work less difficult (therefore pleasant and satisfying) and more 

productive, the thinkers of this School advocate a physical layout of workplaces, the 

modification of body movements of workers (chain work) and a salary modification. Taylor 

(1911), which is one of the thinkers publishes principles supposed to make work better and more 

optimal. 

For Mayo (1933) and the School of Human Relations (1933), job satisfaction leads to an 

improvement in productivity and human relations would largely influence this satisfaction. 

Hoppock (1935) notes that the absence of certain factors would lead to dissatisfaction. Herzberg 

will question Hoppock's idea based on Maslow's hierarchy of needs. Herzberg, Mausner and 

Synderman (1959) will show that job satisfaction is a function of two main factors. As such, they 

develop the theory of both factors. In firt time, they define extrinsic factors called preventive 

factors or hygiene related to external conditions in which the employee performs his 

employment: salary, benefits, seniority and job security, etc. These factors are to prevent the 

occurrence of dissatisfaction. Secondly, Herzberg et al (1959) define intrinsic factors related to 

the content of the task performed by the worker, that is to say the promotion opportunities, the 

nature of the task, etc. The School of Human Relations by its reflections has been a great support 

in the development of research on job satisfaction to the extent that it has highlighted the 

happiness of employees, the satisfaction of the needs of every human at work and the leading role 

https://translate.googleusercontent.com/translate_f#_ftn5


International Journal of Social Science and Economic Research 

ISSN: 2455-8834 

Volume: 04, Issue:03 "March 2019" 

 

www.ijsser.org                            Copyright © IJSSER 2019, All rights reserved Page 2413 

 

of the organizer who thinks the work. 

The School of Causality Models (Locke, 1976) has three models. The first explains satisfaction 

with worker-specific variables, work-related variables, and other organizational variables. The 

second model explains job satisfaction from the weight (...) of different facets of work and the 

third model takes into account motivations or values. From these models, Locke (1976) identifies 

seven principles for job satisfaction : a stimulating and successful work, a personal interest in 

the work (...), a job not too demanding physically, fair rewards and related to the aspirations of 

workers, the working conditions compatible with physical needs and personal goals in term work, 

the esteem of colleagues, and the presence of agents in the company helping workers to achieve 

their goals, sharing their values and minimizing conflict. 

Karl Marx is considered one of the precursors of the Critical School, who prefers the term of 

alienation, which better describes the conflicts between employees and employers. He is 

followed in his research by the supporters of the Frankfurt School, including Horkheimer, 

Adorno and Habermas, among others, who criticize modern society and question the different 

methods of repression that make subjects passive by subjecting them to powers that they do not 

understand ... The main idea of this school is that job satisfaction is understood through social 

relations. 

For Holländer (2001) as cited by Davoine (2006) the study of job satisfaction in economics has 

amended and revised the traditional utility function and give full value to the work of Veblen and 

Duesenberry. In economic theory, job satisfaction (respectively dissatisfaction at work) is 

approached by the notion of utility at work (respectively disutility). 

The theory of compensating differentials has been mobilized to explain the different levels of 

satisfaction, with the assumption that wage differences were the factors that would explain job 

satisfaction. However, with the developments that have taken place in labor economics, this way 

of explaining levels of satisfaction has been limited, salary being not the only factor capable of 

explaining job satisfaction. As we will see in the next section several parameters can explain the 

levels of satisfaction. 

Moreover, Freeman (1978) shows that job satisfaction is an explanatory factor for mobility in the 

labor market, and this because it makes it possible to capture the aspects of work and its exercise 

modalities not taken into account by the standard variables. 

What should be noted is that works in economics on job satisfaction is becoming more important 

and economists have realized that the subject deserves particular attention. And this, especially 

as with the standard variables mobilized to explain the performance of employees (income, 
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working conditions, etc.) it was necessary to add another, the satisfaction in employment ; 

although one might think (not always true) that there would a link between income level and high 

level of satisfaction, for example. Analyzes of pioneering works permit to consider job 

satisfaction as a separate variable the occurrence of which could be explained by a number of 

parameters not known a priori. However, what exactly explains job satisfaction? 

2.2 What would explain job satisfaction ? 

We can see from the empirical studies that satisfaction in employment can be explained globally 

from three criteria: the job itself, the conditions of its exercise and the socio demographic factors 

of the worker. 

 - The job itself 

If yesterday, satisfaction in employment was interpreted through extrinsic factors and intrinsic 

factors (see School of Human Relations), it is not the same today. Yesterday, one might say, the 

difficulties to obtain a job after school were not more increase than today. In history, many 

economic theories such as human capital theory, discrimination in hiring, signalment, the theory 

of insiders-outsiders have shown the limits of the neoclassical model of the labor market. Not all 

individuals have access to employment. Or at least some those have access because of the 

characteristics acquired and developed (level of education, curricula, professional experience, 

etc.). Not with standing, these developments subsequent to the standard model of the labor 

market, we note today that the acquisition of the characteristics mentioned above no longer 

guarantees one hundred percent obtaining a job. Indeed, the high rate of unemployment, the 

development of technology, robotization, computerization, the desire to achieve performance at 

lower costs by limiting hiring, for example, come to give employment its importance. The 

worker could not discuss the extrinsic and intrinsic factors of employment for first explained his 

satisfaction that results if he had previously obtained employment ! 

The level of unemployment in most developed and underdeveloped countries makes it difficult to 

make choices in the face of scarcity of jobs. The job is first desired for itself. The lack of 

occupation is today synonymous with laziness, infantilization, even suspicion. Satisfaction in 

employment is thus explained by the job itself. The worker is satisfied with his job, first because 

he owns it and not because of what surrounds him. Employment in itself is good and owning it is 

a privilege. 

Social science thinkers such as Locke and Herzberg point out that employment in itself provides 

satisfaction in that it more or less guarantees a desire for fulfillment, it allows one to grow 

mentally, to learn new things, etc. 
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In addition to the satisfaction that employment itself can provide, we have the conditions for the 

exercise of this job and the characteristics of the workers who contribute to their satisfaction. 

 - The conditions for the exercise of the job or the quality of employment and the 

 factors specific to the worker 

The literature discusses several conditions of employment and factors specific to the worker that 

would explain job satisfaction. In some studies, working conditions refer to the quality of 

employment. 

We note the following variables as part of the working conditions: salary, career prospects, 

promotion opportunity, arduous tasks, relationships with colleagues and hierarchy, workplace 

safety, and so on. 

Parvin and Kabir (2011) in a study of the factors influencing job satisfaction in the 

pharmaceutical sector in Bangladesh conclude that relations with colleagues, job security and 

wage level and promotion are the main factors that impact job satisfaction. 

In his working document: « Salary, conditions and job satisfaction », Daniel (2008) shows that in 

France freedom, cooperation, the opportunity to discuss with its leaders and having to learn new 

things are job satisfaction factors ... However, the tight deadlines and the repetitive work reduces 

the well-being felt at work. Paradoxical as it may seem, he points out in the results from his 

econometric estimates that wages appear to have a negative impact on the level of satisfaction. 

The explanation he gives to this paradox is that a higher salary is also associated with more 

stress and fatigue. 

Hinks in his study of job satisfaction in South Africa concludes that while wages have a positive 

effect on job satisfaction, this effect is not significant in all of its models. 

The results of Bakan and Buyukbese (2013) on British data do not depart from the previous ones. 

However in terms of salary, their results are contrary to those found by Daniel (2008). Indeed, 

they show that a high salary is synonymous with job satisfaction. However, they cannot conclude 

on the meaning of causality; is it because workers say they have received a high salary that they 

are very satisfied or is it because they have received for their efforts other compensations (in 

addition to a higher salary) as a promotion, congratulations, etc. 

With respect to the factors specific to the workers likely to influence job satisfaction, Vigan and 

Glauque (2016) show through African research on the question that the individual characteristics 

of the agents have little influence on job satisfaction. 



International Journal of Social Science and Economic Research 

ISSN: 2455-8834 

Volume: 04, Issue:03 "March 2019" 

 

www.ijsser.org                            Copyright © IJSSER 2019, All rights reserved Page 2416 

 

The study of job satisfaction in eight African capitals conducted by Razafindrakoto and Roubaud 

(2005) shows that overall in most capital cities, women are satisfied with their jobs compared to 

men. In plus, the number of years of study do not appear to have a positive influence on job 

satisfaction. On the other hand, income has a positive and significant influence for all capitals. 

These equally varied results enrich the debate on the notion. If job satisfaction is important, can 

we say that it has a positive impact on workers' performance ?  

2.3 Job satisfaction and worker performance 

Several studies have attempted to establish a link between job satisfaction and worker 

performance. While it may seem reasonable to believe that a high level of satisfaction can 

increase forces and thus increase worker performance, studies of the causality of either of these 

variables do not always prove it so strong. 

Jalagat (2016), in a review of critical literature on the relationship between job satisfaction, job 

performance and motivation shows that research on that relationship does’nt unable to conclude 

formally that satisfaction in employment causes performance as well as motivation of employees. 

However, he notes, the three notions are interdependent, interact and interconnect so that the 

process is circular and non-linear. In groups of workers, however, the group effect seems to have 

an impact on the relationship. It shows that satisfied workers belonging to the same group are 

able to increase their work performance. Particularly, Ouedraogo and Leclerc (2013) conclude on 

Canadian data for the banking sector there is a link between job satisfaction and worker 

performance. But, they specify that the organizational performance results directly from a sum of 

the individual performances and indirectly of the satisfaction with the work. 

In a completely different way, Berghe (2011) through three models can not conclude on a certain 

relationship between job satisfaction and job performance. In fact, whether it was his first model 

that postulated that job satisfaction would be the cause of job performance, or the second model 

that considered job performance as a contributor to job satisfaction, or the third model that 

postulated job satisfaction the two notions influenced each other, none of it has brought results 

concludings. 

Thus, in general, most studies on the link between job satisfaction and work performance can not 

establish a strong causality or at the limit that is less open to criticism. But these mixed results do 

not make these studies of the potential link between these notions meaningless research; on the 

contrary, they open the way for further developments because the issues related to business 

performance; a lack of job satisfaction could have a negative impact on job performance. 

 



International Journal of Social Science and Economic Research 

ISSN: 2455-8834 

Volume: 04, Issue:03 "March 2019" 

 

www.ijsser.org                            Copyright © IJSSER 2019, All rights reserved Page 2417 

 

3. METHODOLOGY 

3.1 The theoretical model of job satisfaction 

The theoretical model of job satisfaction is inspired by the canonical model of the efficiency 

salary as proposed by Solow (1979) and taken up by Lesueur and Sabatier (2008). 

It is in our adaptation to relate the function of satisfaction in the employment of the workers, 

noted 𝜓 assumed to be positively correlated with the pecuniary benefits of salary level and 

relative bonuses, noted 𝜔𝑅 received by them during the employment relationship. In this model, 

it is a question of determining the optimal levels of wages and relative bonuses that maximize the 

profit of the companies related to the performance of the workers, itself a function of the 

satisfaction in the employment. 

𝜔𝑅 is the ratio between the monetary benefits (salary and bonus) paid by the company, 𝜔 and the 

level of pecuniary benefits that can be expected in the market, �̅�.  We have  : 

𝜓 = 𝜓(𝜔𝑅), 𝑤𝑖𝑡ℎ 𝜔𝑅  = 𝜔⁄�̅�  , 𝜓
, > 0. 

Assuming that employers know that pecuniary benefits positively influence workers' satisfaction, 

they include in their production function the volume 𝑛𝜓 (𝜔𝑅) efficace employment. In a 

competitive environment where the producer sells his product at the market price p, he will seek 

to maximize his profit function by determining the level of pecuniary benefits 𝜔∗ and the volume 

of employment 𝑛∗ (which we will not determine here) associated with these pecuniary benefits 

according to the following program: 
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𝑅 

𝑅 

𝑖 

This report defines the elasticity of job satisfaction to pecuniary benefits. At equilibrium, this 

elasticity is equal to 1. This condition of optimality, indicates that if the company pays pecuniary 

benefits 𝜔 such as 𝜔𝑅 < 𝜔∗, it can improve the efficiency of the work by increasing the pecuniary 

benefits until they lead to 𝜔∗ . 

Thus, we can notice that the pecuniary benefits do not result from a confrontation between the 

supply and the demand of jobs, but obey rules of internal efficiency of the company. This 

measure of in citation to increase the level of job satisfaction is difficult to apply in a period of 

unemployment where companies have less need to encourage workers because these latter have 

fewer opportunities for hiring. 

3.2 The econometric model 

The model econometric retained is the ordered logit that we will estimate by the maximum 

likelihood method. The choice of this model is related to the characteristic of the dependent 

variable, job satisfaction, which is ordinal in nature. The values  taken  by  the  dependent 

variable (𝑦𝑖 = 1, 2, 3, 4) will correspond to intervals in which there will be a continuous 

unobservable latent variable 𝑦∗. We pose the following modeling: 

 

 

From the threshold values of the estimate by the method of maximum likelihood, it is possible to 

calculate the probability associated with each modality. So we have: 

 



International Journal of Social Science and Economic Research 

ISSN: 2455-8834 

Volume: 04, Issue:03 "March 2019" 

 

www.ijsser.org                            Copyright © IJSSER 2019, All rights reserved Page 2419 

 

 

 

The likelihood function associated with the ordered logit model is as follows: 

 

With 𝛾0 = −∞ 𝑎𝑛𝑑 𝛾𝑚 = +∞ where m is the number of modalities.  

The associated log-likelihood is as follows: 
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3.3 The data source and variables of the model 

The data we use for our research come from the Côte d'Ivoire National Survey on the 

Employment Situation and the Informal Sector of 2016 conducted by the Ministry of Employment 

and Protection through the National Institute of Statistics and the Youth Employment Agency. 

These are questionnaires administered to workers in the formal sector and those in the informal 

sector. The answers from these surveys are therefore self-declared. The data from this survey is 

reliable because of the quality and the signature of the Institute that collected them. In addition, 

this survey responds to a key priority of the Ivorian government whose ambition is to achieve 

strong, sustainable, inclusive and job-creating growth for all parts of the country. 

To arrive at the total number of individuals in our sample, we extracted from the base all 

individuals who are not of working age and retained workers with formal employment. 

The variables of the model were thus coded [6] : 

The variable explained, satisfaction in employment : 1 for « not at all satisfied », 2 for « not very 

satisfied », 3 for « rather satisfied » and 4 for « very satisfied ». 

The explanatory variables : 

Sex: this variable was coded in binary mode, 1 for men, 2 for women. It is difficult for us to predict 

the sense of satisfaction between these two categories of workers. 

The marital situation: coded 1 for married, 2 for divorced / separated, 3 for widowed, 4 never 

married / cohabiting / single. Married people might be expected to be more satisfied with their 

jobs than other workers. 

The age: coded in four classes ; 1 for 15-25 year olds, 2 for 26-35 year olds, 3 for 36-60 year olds 

and 4 for over 61 year olds. With this variable it is expected to observe that the probability of 

being satisfied with one's job increases with age. 

https://translate.googleusercontent.com/translate_f#_ftn6
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Seniority in employment: coded into four classes; 1 for 0-2, 2 for 3-10, 3 for 11-20 and 4 for 21 

and over. Same effect as age. 

Seniority in the company: coded in four classes; 1 for 0-2, 2 for 3-10, 3 for 11-20 and 4 for 21 and 

over. Same effect as age. 

The level of education: coded in four classes; 1 for no level, 2 for primary level, 3 for secondary 

level, 4 for higher level. Not easy to predict the meaning of satisfaction. 

Religion: coded 0 for no religion, 1 for Muslim, 2 for Catholic, 3 for other Christians, 4 for other 

religion and 5 for animist. Religious belief could have a positive effect on job satisfaction, 

assuming that for revealed religions work is of divine origin. Work could therefore be interpreted 

as a continuity of creation and therefore beneficial. 

Monthly salary (in thousands of FCFA): coded 1 for less than 60 (SMIG), 2 for [60; 120 [, 3 for 

[120; 180 [, 4 for [180; 240 [and 5 for [240 and [. With this variable, we expect that a high level 

of income increase the satisfaction in employment. 

Premium: 1 for Yes, 2 for No. Satisfaction should increase with the given premium. 

Benefits in kind (housing, electricity, water, transport): 1 for Yes and 2 for no. Same effect as the 

premium. 

Weekly working hours: 1 for [less than 48H [and 2 for [48H and + [. Hours of work longer than 

48 hours are expected to degrade the level of job satisfaction. 

Activity branch: coded in 4 classes; 1 for agriculture, 2 for commerce, 3 for industry and 4 for 

service. Difficult to make a prediction at this level. 

Type of enterprise: coded 1 for general government, 2 for public and parastatal enterprises, 3 for 

private non-agricultural enterprises and 4 for agricultural enterprises. Difficult to predict the 

meaning of satisfaction whatever the modality taken by this variable. 

Size of the company: coded 0 for do not know, 1 for one person, 2 of (2-5) people, 3 for (6-9) 

people, 4 for (10-199) people, 5 for more 199 people. The group effect could have a positive or 

negative effect on job satisfaction. 

Time spent in unemployment before obtaining employment: it is difficult to define the effect of this 

variable on job satisfaction. A long period of unemployment could have a detrimental effect on the 

dependent variable. However, a worker who has been employed after this long period of time 



International Journal of Social Science and Economic Research 

ISSN: 2455-8834 

Volume: 04, Issue:03 "March 2019" 

 

www.ijsser.org                            Copyright © IJSSER 2019, All rights reserved Page 2422 

 

may feel satisfied simply because he or she has been employed. 

The residence environment: coded in binary mode 1 for Urban and 0 for rural. Satisfactory jobs 

could be in the urban environment. 

4. RESULTS AND INTERPRETATIONS 

We will comment and interpret the results of the descriptive statistics on the one hand and comment 

and interpret the results of the econometric table on the other hand. 

4.1 Descriptive statistics 

The analysis of the statistical table in the appendix shows that it was not a priori obvious to 

predict the categories of workers who would be satisfied with their jobs. Indeed, we find that 

women are more satisfied with their job compared to men. However, we note that 0% of 

widowers are very satisfied with their jobs. Being alone in the household can explain this 

situation. More generally, workers with long experience in the company and in their employment 

are the most likely to be satisfied with their jobs; the same applies to workers with a higher level 

of education. The level of monthly salary, the granting of premium and benefits in kind does 

great satisfaction in the job. 

4.2 Econometric results 

The logistic regression table in the appendix confirms some of the predictions made above. 

Overall, we note that significant explanatory variables are marital status, education level, 

religion, salary monthly, premium, benefits in kind, weekly hours of work and typology of 

companies. 

We note that the variables that influence the very high satisfaction or at least satisfaction in 

employment are : marital status, education level, religion, salary monthly, premium, benefits in 

kind, hours of work and typology of companies. 

Precisely, the probability that widow/widow workers are satisfied with their job would decrease 

with the degree of satisfaction. This result would certainly be related to the fact that they do not 

have a spouse to whom they could confide outside of work. Carrying alone the worries of 

professional and/or private life could have a negative effect on job satisfaction. Workers with a 

high school education are less satisfied with their jobs. This could be explained by the fact that the 

level of education would be correlated with a low level of remuneration likely to cause 

dissatisfaction. 
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Religion seems to play a neutral role on job satisfaction. In fact, the probability of not being 

satisfied at all with one's job decreases with religious belief and the probability of being very 

satisfied with its employment decreases with this same variable. The role of religion is ambiguous. 

An increase in the salary level, as well as the payment of a bonus and benefits in kind are likely 

to improve the level of satisfaction. The numerous strikes in Côte d'Ivoire, especially in the 

public administrations, linked to dissatisfaction in employment due to the level of monthly wages 

and other payments of bonuses and benefits, remind us of the price that workers give to these 

explanatory variables. 

Long hours of work beyond the standard result in job dissatisfaction. Work-life balance can be 

affected due to heavy work hours. 

The typology of the companies seems to have no effect on the very satisfactory employment. 

5. CONCLUSION AND ECONOMIC POLICY RECOMMENDATIONS 

This research aimed to analyze the explanatory factors of satisfaction in formal employment in 

Côte d'Ivoire. It is one of the first articles to interest such a problem in Côte d'Ivoire. After having 

used the job satisfaction theories to explain what would lead to job satisfaction on the one hand, 

and on the other hand, to establish the link between this satisfaction and the performance of the 

workers, this article has attempted to answer the follow research question : why some workers 

are more satisfied in their jobs compared to others. The use of an ordinal logistic regression on 

the different modalities of job satisfaction, made it possible to realize that several explanatory 

variables would be at the origin of a great satisfaction in the employment. These include marital 

status, monthly salary, bonuses and benefits in kind that accompany the practice of the 

profession. On the other hand, a heavy workload through hours of work exceeding the norm 

(more than 48 hours) would degrade the level of job satisfaction. 

In light of these results, we make the following recommendations: 

- Establishment by the public and private administrative authorities of pecuniary incentives 

for workers, particularly with regard to the regularity of the payment of their 

emoluments, the definition of a salary progress chart to be respected and the fight against 

dear life, all thoses that would help against the high rate of absenteeism due to numerous 

strikes often seen in recent years in Côte d’Ivoire. 

- The regularization of working hours in certain sectors of activity deemed to be voracious 

in time and preventing a reconciliation between private life and professional life. 
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ANNEX  

Table 1: Descriptive statistics on the modalities of job satisfaction 
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Table 2: Ordinal logistic regression using the maximum likelihood method 
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[1] Doctor in Economics and Assistant to the Training and Research Unit of Economic Sciences and Management of the University of Félix Houphoüet 

Boigny of Abidjan. 

[2] In Anglo-Saxon research, satisfaction in employment refers to job satisfaction. In this article, satisfaction in employment will therefore be comparable to 

job satisfaction. 

[3] N ' Gratier (2013) in a Master's thesis tries to analyze the determinants of job satisfaction in relation to corporate governance in Côte d'Ivoire. His analysis is 

limited since he does not hold an explicit question for the variable of interest. So he approaches by having a permanent contract and normal weekly working 

hours. 

[4] The different types of proxy are : 1 Getting a first job; 2 Getting a new job in the same company (promotion in employment); 3 Get a new job at another 

company ; 4 Keep the job you currently have, or stay inactive. 

[5] This part of you is inspired in part by papers Comeau (1992) on the theories of satisfaction and Larouche and Delorme (1972) on job satisfaction : 
theoretical reformulation. 

[6] For some variables, we selected the coding of the survey. 


